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II | P a g e   Abstract                                      The study focused on exploring the status and practice of school diversity management in Beshale Secondary and Preparatory School in Bole Sub City, Addis Ababa, Ethiopia.  It employed mixed study method. Semi-structured interview together with questionnaire were used as data gathering tools. Data obtained through questionnaire were analyzed and summarized using frequency and percentage. Key informants from study site, principals, teachers  and  selected  students  were  made  to  participate  in  the  study. The study revealed that students and teachers in school were diverse in terms of gender, religion, ethnicity and socio economic background. However, there is no overwhelming isolation, discrimination, pressure on students as a result of their differences but there were significant gaps in the treatment of diversity in the school. The results of the study uncovered some promising diversity management practices that insured tolerance and co-existence of the  school community, but the way diversity management  practiced in the school indicated the existence of considerable  gap in treatment of diversity. The attitude of parents, school principals and teachers, student discipline and their awareness of diversity, deficiency of educational resources, teachers’ job dissatisfaction and the socio economic and political condition of the country were untouched challenges for school diversity management. Finally, strategies for managing diversity issues were put forwarded which include creating an all inclusive organization; working to change the school trend towards valuing diversity; enhancing awareness of teachers, principals and student’s; and proper collection and utilization of diversity  data. In addition, linking and valuing  diversity issues with the school plans and objectives, setting core values, assuring all the stakeholder’ support to fulfill school facilities, and all school communities should refrain themselves from discriminating and isolating others due to their difference were  also recommended  as  critical  components  to have harmonious and sustaining good diversity management practice in the school.       
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IX | P a g e   Operational Definitions of Key Terms 
Diversity: is the ways in which we differ from each other. Some of these differences may be visible (e.g., race, ethnicity, gender, age, ability), while others are less visible (e.g., culture, ancestry, language, religious beliefs, sexual orientation, socioeconomic background)” (BCMoE.2008). 
Diversity Management: is an on-going process that unleashes the various talents and capabilities which a diverse population bring to an organization, community or society, so as to create a conducive, inclusive environment, that is “safe for differences,” enables people to “reject rejection,” celebrates diversity, and maximizes the full potential of all, in a cultural context where everyone benefits (Rosado, 2006) 
Esprit de corps:  is consciousness of and pride in belonging to a particular group; the sense of shared purpose and fellowship” (Wilkes & Krebs, 1988). 
Ethnocentrism: view that one’s own culture can be considered central, while other cultures or religious traditions are reduced to a less prominent role. The tendency of individuals to elevate their own culture as the standard against which they judge others, and to see their own as superior to others (Berry, Poortinga, Segall, & Dasen,    2002 ). 
Ethno-relative: is worldview that a person realizes that one’s beliefs are only one of the possible ways to organize the reality (Bennett, 1986, 2004).  It also means one’s own culture is experienced in the context of other cultures. 
Nation, Nationality or People: is a group of people who have or share large measure of a common culture or similar customs, mutual intelligibility of language, belief in a common or related identities, a common psychological make-up, and who inhabit an identifiable, predominantly contiguous territory (FDRE, 1995). 
Social Justice: is a philosophy that extends beyond the protection of rights. Social justice advocates for the full participation of all people, as well as for their basic legal, civil and human rights. The aim of social justice is to achieve a just and equitable society.  It is pursued by individuals and groups – through collaborative social action – so that all persons share in the prosperity of society (BCME, 2008). 



1 | P a g e   CHAPTER ONE 

1. Introduction  This chapter is concerned with the introductory part of the study. It is sub-divided into back ground of the study, statement of the problem, the objectives of the study, the significance of the study, the delimitation of the study and the organization of the study.  
1.1 Back Ground of the Study Education is an all-time process that helps to enhance the social, political and economic development of a given society. In other words it is a primary instrument in the poverty alleviation process of any country. Now days, nations as well as international efforts are being exerted to achieve universal Primary Education. According to MOE (1994), education helps human beings to improve change as well as develop and conserve his environment for the purpose of all rounded development by diffusing science and technology in to the society and a developed society also has great significance to understand and respect democratic and human rights. It is also considered as a prerequisite for personal development of an individual as well for the country.  But the increasing cultural diversity in educational institutions necessitates educationists to teach and manage learners with cultures, languages and backgrounds that are unknown to them (Meier & Hartell, 2009).  Diversity in schools aims to increase understanding, recognition, respect and value of people’s differences, enabling them to realize their full potential through the promotion of a culture of inclusion for staff and students within schools and in the wider society (Clam, 2012). Concerning this claim, Banks (2010) contends that the purpose of education is not to eliminate differences but to respond to diversity in ways that enhance all students’ growth and development (p. 358).   Diversity is a fact of life in the Ethiopian society. Based on this premise, one could argue that, as a country in which more than 80 ethno-cultural as well as linguistic groups (Semela, 2014) live together and as a country with a total population projection of 108,386,391 with 2.85% of population growth rate(2017 est.) (World fact book, 2019), it is important for Ethiopia to implement multi-ethnic and multicultural education at all levels of education to make education accessible to its people in a fair and equitable way. This is due to the fact that this type of education underpins the assumption that education has a cultural component and is not simply 



2 | P a g e   an information transfer (Masemann, 2007).and is one of the strategies to address any kind of society’s needs is education. Those deprived of education are increasingly deprived of opportunity to effectively exercise other rights (Gurin, 2000). For this reason, education is supposed to be for all citizens regardless of differences related to gender, age, ethnic background, language, culture, disability, etc. As far as education is for all people (UNESCO, 2000) is concerned, individuals within diverse culture should be given equal opportunity to learn.  Ethiopia is said to be one of the oldest nation in the world with rich mosaic composition of society.  However, different writers claim that there are challenges related to amalgamation of diversified groups. According to Semela (2012),  for  instance,  the reality  in  the  country  demands the  adoption  of  democracy  and  the  acknowledgement  of both  individual  and  group identity.  He  further  calls  for  more  intercultural  understanding  and  respect  for  people  with  different, ethnic, linguistic, and religious backgrounds. Wagaw(1981) similarly explicated how the amalgamation of the different interests, expectations and  ambitions  of  the  various  diverse  groups  determine both the immediate and long-term stability of the country. Though Ethiopian education system  started to recognized diversity issue as envisaged in the current Education  and Training Policy that reads “bringing up citizens who respect human rights, stand for the well being of people as well as for equality, justice, and peace, endowed with democratic culture and discipline” (TGE, 1994:4). However, in order to include all students and give them the best educational experience, Dimmock et al, (2005) and Ryan (2006) suggests that changes need to be made in the curriculum, in the teaching material, style in teaching and learning, goals set in schools leaders, attitudes and behaviors of senior leaders and teachers because these are what will make an impact on student learning and academic and social development. To be successful school in diversity management, regardless of their location or situation, require good leadership and management. What this entails, and, indeed what it looks like, however, differs in important ways across and between different societies and cultures. Awareness that leadership may be conceptualized differently in diverse contexts has prompted calls for more explicit analysis of educational leadership using wider, less restrictive lenses, such as societal culture (Bajinid, 1996; Cheng, 1995; Dimmock and Walker,1998;Hallinger and Leithwood,1996).    Appropriate management of diversity by the leaders in education can result in a synergy of all the individuals and higher productivity. As such, leaders would need to look deeply into changing the culture and structure of the organization. They also argue that they need to 



3 | P a g e   consider, the values and visions, policies, curriculum, student and stuff profile, decision making processes, expectations of all students and their pedagogy to see how they respond to the differences. As a result, a trustworthy relationship will develop between students in schools, parents and communities. By developing a trusting environment, they will be able to promote inclusion, challenge discrimination and improve productivity (Blackmore, 2006; Leith wood Riehl, 2003; Rosado, 2006). However, studies have shown that there are problems in management of diversity at different level. This inspired the researcher to assess the practice and management of diversity at school levels. Therefore, in this study, the practices of diversity management were assessed.  
1.2 Statement of the Problem  Human diversity is a silent and challenging issue in most countries (Abebaw, 2014). It is fact that Ethiopia is truly a multicultural country wherein more than eighty ethnic groups with their languages, religions and other cultural identities live together and that their harmonious co- existence has traversed many centuries is evident. Today, the Ethiopian cities are also “mini Ethiopia” where diversity found. The research problem which insisted the researcher’s study site where the school found is well known for linguistic, ethnic, religious and other diversity. Since schools and education are open to all i.e. they are diverse; the school organizations should have to create and practice inclusive systems, strategies and procedures, so that they consider diversity as a color and benefit rather than a problem. It is due to this concern that Nations, Nationalities and People’s Day are celebrated in Ethiopia for more than a decade. Recognizing how the ethnic, language and other differences were harmonized and managed demands for a research attention.    Education, broadly, is a social process in which diverse groups interact in fullness and freedom around a core of shared interests (Dewey cited in Court, 2003). In other words, “in a multicultural world, people of varying ethno-cultural backgrounds- share a particular life world perhaps a school, a section of a town, or a specific work environment” (Conle, 2003). This pluralism and diversity among individuals create opportunities for individuals to learn what they do not have, and to share what they do.  Diversity  is  not  something  that  will  go  away  through  time  or  ignorance (Levine,  1991). In order to overcome these challenges, more needs to be understood about the challenges that the school leaders face and how they manage diverse schools while achieving inclusion (Dimmock, Stevenson, Bignold, Shah & Middlewood, 2005; Goddard, Billot & Cranston, 2006; Lumby & Coleman, 2007; shah, 2008; Walker, 2005). The responsibilities relating to leading for social 



4 | P a g e   inclusion include not only academic achievement but also developing effective relationships with the parents, the communities and the community agencies, enhancing the personal and social as  well as life skill development of students so that they are better equipped for the society and its demands (Dimmock, 2005; Zirkel, 2008). That is why, the goal of diversity management is to transform the organizational culture from a majority-oriented to a heterogeneous- pluralistic culture in which different value systems are heard and thus equally affect the work environment. Diversity management focuses on enhancing social justice by creating an organizational environment in which no one is privileged or disadvantaged due to characteristics such as gender, language and increasing productivity and profitability through organizational (school) transformation (Cox, 2001;Ozbilgin & Tatli, 2008; Thomas, 2005).  Since diversity is a universal phenomenon, we have to apply techniques for its management that is why school leaders and teachers should reflect the growing linguistic and cultural diversity of our communities, and need to find ways to address both the challenges and opportunities they encountered. Different studies identified a number of different ways in which cultural diversity was  understood  and  addressed  at  each  school,  and  found  that  schools'  responses  to  issues  of diversity  were  shaped  by  the  cultural  context  of  the  school  and  its  community  and  by  the response of the school's leadership team. In addition, schools saw other priorities as more important, and felt that dealing with an issue such as cultural diversity would be artificial when it was not a major concern for either the school or its community. On the other hand, since schools in the target area encompass a number of ethnic, linguistic and cultural communities, it was assumed that diversity management should be a social responsibility of various educational stakeholders, including students, teachers, school principals, PTAs, parents and the community at large. The researcher believes that the school community requires acknowledging, understanding, accepting, and valuing differences among people with respect to age, socio economic class, ethnicity, gender, disabilities (Esty et al. 1995). In the  targeted  government secondary  school  other  than  gender,  language,  cultural,  religion, other  diversity  traits were observed since the students teachers and administrative staffs were from the communities who have been characterized by such diversities. Leaders  and  managements,  therefore,  should  make  attempts  to reinforce,  maintain  and  sustain inclusive strategies that could reduce or avoid challenges of diversity as well as difficulties such as understanding of the concepts of diversity. Hence, challenges in diversity 



5 | P a g e   management need a research attention. That is the very motive insisted this researcher to emphasize on the notion of practices of diversity management in Beshale Secondary and Preparatory School. In addition, as classrooms become more diverse, there is a concern that teachers and schools have to be prepared to address the needs of all students (Shaw, 1997). Many literatures give recommendations to improve the teachers’ preparation programs to help new teachers meet the learning needs of all students. However, while there is plenty of literature on how teachers should acknowledge diversity, there is limited understanding of how school management understands and addresses the issue in their School environment (Dilworth, 1992).This study intended to deal with the status of school’s diversity and its management as well as challenges in relation to its practice. By exploring the case in Beshale Secondary and Preparatory School the researcher tried to answer the following interconnected questions, which are the basic to the research problem: 1. What types of student diversity variables are prevalent in Beshale Secondary and Preparatory School?  2. How do Beshale Secondary and Preparatory School attempt to manage diversity?  3.  How do students and stuff evaluate the process of managing diversities? 4.  What are the challenges to manage diversity? 
1.3. Objectives of the Study  

 1.3.1. General Objective  This study was conducted having the major objective of exploring the status and practice of school diversity management. . 
          1.3.2. Specific Objectives  This study specifically aims to:  

• Explore diversity variables prevalent in schools. 
• Analyze how schools attempt to manage diversity. 
• Examine the process of diversity management practices.  
• Identify the challenges to manage diversity. 



6 | P a g e   1.4. Significance of the Study   Education is believed to be one of the determinant forces that play great role for the economic, social, political, cultural and technological developments of today’s world. In addition, FDRE constitution declared that, “the government shall have the duty to support on the basis of equality, the growth and enrichment of cultures and traditions that are compatible with fundamental rights, human dignity, democratic norms and ideas (article 91/1, FDRE,) 1995, p.133).Hence, the  result  of  this  study  would  have  significant  importance  for  the  teachers,  principals, administrative  staffs  and  the  educational  officials  to  get  information  on diversity management practice. On the basis of the information they get from the result of this study, they may plan to reduce the challenges of diversity management in the targeted secondary school.  Additionally, the result of this research is vital to address the following issues:  
• It would help the educational leaders and concerned bodies to have better understanding about the essence of diversity schools.   
• It enables stakeholders of the school to reexamine their trend of viewing and managing diversity. 
• It shall awaken educational leaders, educators, planners and decision makers to consider and look in to problems that exist in school diversity management.  
• It may indicate some solutions about the challenges under investigation.  
• It will help to encourage and initiate other interested investigators in related fields to carry out further, broader and deeper study.  

1.5. Delimitation of the Study   In order to have more comprehensive information, it would have been good if the study includes all the secondary schools of Addis Ababa. However; to increase the manageability and to conduct deep study, the research was delimited to Beshale Secondary and Preparatory School. In addition private and other non government schools in the sub city did not included in this study due to the problems indicated above.  
1.6 Limitation of the Study    This study was not totally free of limitation. There were some unforeseen problems that limited the findings of the study to take in absolute terms. For instance about 15 questionnaires were not returned from teachers and students. In addition, lack  of resources,  financial  and  time  constraints,  and some other inconveniences the  researcher  had  attempted  to  observe  the  problem limited  only to Beshale Secondary and Preparatory School in Bole sub 



7 | P a g e   City Addis Ababa. Additionally, handy statistical files illustrating the diversity trend of the schools were not found. Therefore, additional time was consumed for collecting diversity data to conduct the study. 
1.7. Organization of the Study   The study has five chapters. The first chapter is an introductory part which incorporates General Back Ground of the study, Statement of the Problem and Research Questions, Objectives, Significance, Delimitation and Limitations of the study. The Second chapter devotes to the review of relevant Literature under which formulation of conceptual and theoretical frame works of the study area indicated. Then the third chapter followed which includes the Research Design and Methodology, Chapter Four discuses the Presentation, Analyses and interpretation of the study. Finally, Chapter Five comprises The Summary of the major Findings, Conclusions and relevant Recommendations were forwarded.             



8 | P a g e   CHAPTER TWO 

REVIEW OF RELATED LITERATURE 

2.1. Introduction The purpose of this chapter was to effectively employ past researches and scholarly outputs relevant to the study. In the following pages the literature part of the study were organized with proper citation and acknowledgements. 
2.2. Diversity and Diversity Management  This section deals with diversity, diversity consciousness, recognizing diversity in education, diversity management, historical roots of diversity management, managing diversity in Africa, diversity management in Ethiopia, educational benefits of diversity and disadvantages of diversity and techniques of dealing with diversity 
2.2.1. Diversity  Finding an agreed upon definition of diversity is rather challenging. In some studies, diversity refers to “differences between individuals on any attribute that may lead to the perception that another person is different from the self” (Van Knippenberg, De Dreu, & Homan, 2004), or as a variation that exists within and across groups on the basis of race, ethnicity, language, religion, gender, sexual orientation, and social status (Banks et al., 2005). Diversity is a term used to describe a composition of different groups of individuals classified based on shared demographic characteristics; e.g., generational (millennia’s, baby boomers), gender, occupation, nationality, religion, etc and also, the extent to which people of different social affiliations are represented in the organization (Cox, 1994). According to British Columbia Ministry of Education, “diversity refers to the ways in which we differ from each other. Some of these differences may be visible (e.g., race, ethnicity, gender, age, ability), while others are less visible (e.g., culture, ancestry, language, religious beliefs, sexual orientation, socioeconomic background)” (BCMoE.2008). Cushner et al (1992), by contextualizing the concept to educational institutions defines  diversity as " differences based on gender, ethnicity, race, class, poverty, culture, religion, language, age and handicapping conditions, different  backgrounds, economy, social, psychological, physical, intellectual differences, and learning styles". In broad terms, diversity is any dimension that can be used to differentiate groups and people from one another. It means respect for and appreciation of differences in ethnicity, gender, age, national 



9 | P a g e   origin, disability, sexual orientation, education, and religion. But iwith us diverse perspectives, work experie
2.2.2 Diversity Consciousness Globalization increasingly reduces the distances between people. The demographic shifting, the cultural exchanging, the interdependent economic growth, and the ICT development make our lives colorful, diverse and complex. Although encountering otherness becomes directly or indirectly part of our daily life, it seems that only those visible features such as skin color, appearance and different languages are perceived and remind people of diversity. Manydiversities, however, cannot be recognized, because they are not visible. argues, there are three diversity levels: visible diversity, invisible group diversity, and invisible individual diversity. Invisible diversity plays an important role in intercultural education. At teachers’ level, diversity consciousness refers to intercultural sensitivity that is an important indicator of intercultural teachingBennett’s (1986) well-known ‘ethnocentric’ stages, people simply difference. Gradually they take the stages they accept the differencetheir world view. Intercultural sensitivity demands attention to the individuals’ subjective experience. Knowledge about the pchanging of attitude towards proper intercultural communication
Figure 2.1 1The developmental model of intercultural sensitivity, by Milton J. 
(Bennett’s 1986).  

origin, disability, sexual orientation, education, and religion. But it‘s more than this, wwith us diverse perspectives, work experiences, life styles and cultures (Pafia, 1997). 
Consciousness  Globalization increasingly reduces the distances between people. The demographic shifting, the cultural exchanging, the interdependent economic growth, and the ICT development diverse and complex. Although encountering otherness becomes directly or indirectly part of our daily life, it seems that only those visible features such as skin color, appearance and different languages are perceived and remind people of diversity. Manydiversities, however, cannot be recognized, because they are not visible. As Jokikokko (2005) there are three diversity levels: visible diversity, invisible group diversity, and invisible . Invisible diversity plays an important role in intercultural education. At diversity consciousness refers to intercultural sensitivity that is an important indicator of intercultural teaching, and its developing is a continuum process acknown six stages model of intercultural sensitivity‘ethnocentric’ stages, people simply deny cultural difference and display a difference. Gradually they take the Universalist position of minimization of difference. In later the difference and go further with adapting and integrating difference into their world view. Intercultural sensitivity demands attention to the individuals’ subjective experience. Knowledge about the process of acquiring an integrated perspective can help the changing of attitude towards proper intercultural communication (Bennett’s 1986)

The developmental model of intercultural sensitivity, by Milton J. 

t‘s more than this, we all bring 1997).  Globalization increasingly reduces the distances between people. The demographic shifting, the cultural exchanging, the interdependent economic growth, and the ICT development diverse and complex. Although encountering otherness becomes directly or indirectly part of our daily life, it seems that only those visible features such as skin color, appearance and different languages are perceived and remind people of diversity. Many of the Jokikokko (2005) there are three diversity levels: visible diversity, invisible group diversity, and invisible . Invisible diversity plays an important role in intercultural education. At diversity consciousness refers to intercultural sensitivity that is an important , and its developing is a continuum process according to of intercultural sensitivity. In the earlier cultural difference and display a defense against nimization of difference. In later go further with adapting and integrating difference into their world view. Intercultural sensitivity demands attention to the individuals’ subjective rocess of acquiring an integrated perspective can help the (Bennett’s 1986).  
The developmental model of intercultural sensitivity, by Milton J. Bennett 



10 | P a g e   2.2.3. Recognizing Diversity in Education  In regard to classrooms, “an upsurge in diversity” in the classroom has occurred (McEwen & McEwen, 1996). The concept of diversity in education, goes beyond the primary dimensions (often visible) that refer to the immutable characteristics such as gender, race, ethnicity, and also includes the secondary dimensions (often invisible) that contain the factors such as educational level, marital status, religion, socioeconomic status and individual learning styles. Which are dynamic and might change over time (Loden & Rosener, 1991; McEwen & McEwen, 1996). Wilma Longstreet (1978) outlined five aspects of recognizing and understanding differences in culturally and ethnically diversified classrooms which: verbal communication, nonverbal communication, orientation modes, social value patterns, and intellectual modes. Verbal and nonverbal communications refers respectively to the structures / systems one communicates orally employing meaningful words or gestures, facial expressions, and eye movements. It is believed that more messages are sent through nonverbal communications. Students from different cultures have certainly different verbal and nonverbal communication habits. Orientation mode refers to the behavior patterns one is used to in one’s familiar and comfort environment. Social values are about acceptable and unacceptable behaviors. Intellectual modes refer to the ways of thinking, learning, and tackling problems, and are the most emotionally charged aspects of cultural differences (Longstreet, 1978, McEwen & McEwen, 1996, Adams et al. 2010). According to Uehara (2005) five aspects of diversity are there in classrooms: communication styles, attitudes toward conflict, different approaches to task completion, attitudes toward disclosure, and approaches to knowing. Uehara’s five aspects are equivalent with those of Longstreet. Communication styles can be divided in verbal and nonverbal categories; attitudes toward conflict and disclosure consistent with orientation modes and social value patterns; while different approaches to task completion and knowing refer to the intellectual modes. 
2.2.4 Diversity Management  Diversity Management can be defined as the process of planning, directing, organizing and applying all the comprehensive managerial attributes for developing an organizational environment, in which all diverse employees irrespective of their similarities and differences, can actively and effectively contribute to the competitive advantage of a company or an organization (Kreitner, 2001). Managing diversity is an on-going process that unleashes the various talents and capabilities which a diverse population bring to an organization, community or society, so as to create a conducive, inclusive environment, that is “safe for differences,” enables  people to 



11 | P a g e   “reject rejection,” celebrates diversity, and maximizes the full potential of all, in a cultural context where everyone benefits(Rosado,2006). Managing Diversity may be said to be one of the key aspects of management and personnel practitioners. According to Mills, Elmes and Prasad, 1997, ‘Managing diversity refers to the systematic and planned commitment on the part o f organizations to recruit and retain employees from diverse demographic backgrounds. Managing diversity also implies an active recognition and appreciation of the increasingly multicultural nature of contemporary organizations’ (Mills et al 1997). The basic concept of managing diversity accepts that the workforce consists of a diverse population of people. The diversity consists of visible and non-visible differences which will include factors such as sex, age, background, race, disability, personality and work style. It is based on the premise that harnessing these differences will create a productive environment in which everybody feels valued, where their abilities are being fully utilized and to met organizational goals (Kandola and Fullerton 1998). As a field of study diversity management, uses applied behavioral science methodology, research and theory to manage organizational change and stability processes, that support diversity in organizations and eliminate oppression based on race, gender, sexual orientation and other human differences, in order to improve the health and effectiveness of organizations, while affirming the values of respect for human differences (Plummer 2003). Organizations view diversity management in many different ways. The following are different paradigms which organizations entertain the concept of diversity management:  
2.2.4.1. Uphold Sameness, Prohibit / Discourage Differences: According to Deborah (2003), the target of diversity management for this organization is to sustain an organization of sameness by formal or informal policy and include only people in the work of the organization who fit the prescribed organizational culture.  Others, who do not have the correct race, gender, educational or geographic background and other qualifications, are excluded. For them differences are permitted only within the limits and prohibitions of the organization. These organizations either purposefully or unwittingly maintains dominance and oppression that benefits those with the acceptable qualifications and is to the ill fare of those who do not (Deborah, 2003).   
2.2.4.2. Appreciate Everyone: In this case the organization strives to treat each person the same and encourages employees to appreciate and get along with each other regardless of cultural differences.   It sees everyone as individuals and attempts to be blind in general to any human   differences.  Judith Palmer refers to this as “the golden rule” paradigm (Palmer, 1994).  “Do unto 



12 | P a g e   others as you would have them do unto you.”  In this paradigm, through diversity management the organization strives to maintain a culture of sameness, to suppress differences or to deny that they exist.   
2.2.4.3.Compliance: The organization makes good- faith efforts to  recruit, hire and retain sufficiently who are under- represented   in its workforce to comply with moral equal opportunity and affirmative action requirements(David and Ely,1995).  David Thomas and Robin Ely refer to this approach as the “discrimination and fairness” paradigm (Thomas and Ely, 1996). Whereas, Palmer termed it “right the wrongs” paradigm .The purpose of diversity management, here, is to meet employment goals for under - represented groups of employees and insure equality, respect, and fair treatment for them (Palmer,1994).    
2.2.4.4. Assimilation: The organization is clear about employee norms for dress style, education, how work needs to be performed and other ways of beings in the organization’s workforce but employees are asked to accommodate to these norms – to assimilate(Thomas, 1990). Here some differences are tolerated when the organization works to maintain visual workforce differences – in the sense of “look different, but act and think in ways that fit into the organization’s norms.”  Roosevelt Thomas describes this assimilation or melting pot approach to diversity management as the traditional approach to managing people for US organizations.  He contrasts it with an approach that values and empowers all employees for all their differences (Thomas, 1990).   
2.2.4.5 Accept and Celebrate Differences: In this paradigm, the organization accepts, celebrates, and values diversity because it makes business sense, provides competitive advantage, and is a source of creativity, inn ovation, and productivity. Different writers describe this approach in varies ways, for instance Thomas and Ely describe it as the “access and legitimacy” paradigm (Thomas and Ely, 1996).  The organization is concerned with achieving differentiation, rather than assimilation.  All employees are appreciated and valued because of their differences.  Marilyn Loden refers to this approach as the “valuing diversity” paradigm (Loden, 1994).  Palmer calls it the “value all differences” paradigm (Palmer, 1994,). Employees from different cultural backgrounds permit the organization to serve its customers better and to create niche markets that would not otherwise be available to it.   The organization notices and accommodates differences in employee requirements involving food, dress, religion, language, holidays, and work concerns. With cultural competency by the organization and its employees, attention is paid to leadership, communication, and teamwork across cultural differences, including race, gender, ethnicity, and nationality (Tropenaars and Hampton - Turner, 1998; Kochman, 1981; 



13 | P a g e   Gilligan, 1982; Kanter, 1977; Tannen, 1994).  Jean Kim refers to this organizational approach of encouraging employees to understand each other’s culture as “cultural enlightenment” (Kim, 1994).  
2.2.4.6 Organizational Learning: This paradigm focuses on how the organization learns from the cultural differences of employees about how to do its work in fundamentally different and more effective ways.  The different cultural perspectives and work styles of all employees lead to a widening and reframing of the issues around what work the organization does and how it does that work.  Thomas and Ely describe this way of managing diversity as the “learning and effectiveness” paradigm (Thomas and Ely, 1996).The organization encourages diversity by integrating and internalizing differences among employees to support its learning, growth, and effectiveness.  In this case, the organization is concerned with integration of cultural perspectives, work styles, and other differences, rather than the concepts of differentiation or assimilation associated with other differences paradigms (Thomas and Ely, 1996).   
2.2.4.7. Social Justice: The organization strives to eradicate oppression based on any differences like race, gender, sexual orientation   and other differences. In this context, Elsie Cross defines managing diversity in terms of the amelioration of oppression and concludes that managing diversity endeavors focused solely on differences but miss the real issue of oppression (Cross, 2000). Therefore, the benefits of diversity cannot be fully realized until both the privilege and harm are addressed that resulted from oppression. 
2.3. Historical Roots of Diversity Management During the 1960s and 1970s, the United States for the first time saw the need to promote work place diversity (Perscilla, 2013). The social movement in the U.S.A. in the 1960s and 1970s had a major impact on the development of diversity legislation, namely the Civil Rights Act of 1964 (Elizabeth 2004). President John F. Kennedy in 1961 recognized a President's Committee on Equal Employment Prospect (PCEP) with the goal of ending discrimination in employment by the government. The Civil Rights Act of 1964 went further, avoiding discrimination in any activity. At this time American Industry witnessed the influx of workers from formerly excluded sectors from diverse, ethnic, cultural and religious backgrounds. This, along with the increase in females entering the workforce and subsequently, people with disabilities, meant that management was faced with new challenges (Allard and Harvey, 1995). According to Allard and Harvey, 1995 understanding and managing diversity issues at this stage were quantitative rather than qualitative and few changes were made in organizational policies, 



14 | P a g e   procedures and cultures. They outline this as the first phase of a ‘three phase diversity program’ the legalistic/quota approach. The second phase being an attempt to generalize the differences attributed to specific demographic groups: - understanding differences, with emphasis put on awareness of cultures, values and sensitivity to characteristics of individual groups. While generalization failed to account for individual differences within groups and led to additional stereotypes, this approach did, however, make a contribution by opening up possibilities that diverse communication styles and values had merit. The implications for human resources was to devise training program for individuals not, as previously, in an ad hoc manner but by developing methods of utilizing the talents of a more diverse workforce to the attainment of organizational goals. They outline the third and current phase as ‘managing differences’. This is based on the premise that organizations can learn to ‘manage’ people’s differences in ways that will lead to increased productivity in a more harmonized working environment. This has focused on the need for organizations to change their way of thinking about diversity and to take appropriate action. As outlined by (Edwards, 1991) ‘Managing Diversity is a key priority not because corporations are becoming kinder or gentler but because they want to survive. 
2.4. Managing Diversity in Africa Most African countries are highly diverse with respect to some of the exclusive primordial markers, especially ethnicity. If we take language as proxy for ethnic identity, Nigeria is said to be home to some 470 languages (APRM Report, Nigeria, 2008). The Democratic Republic of Congo hosts some 242 languages, Sudan (both North and South) is said to have 134 languages and Ethiopia is said to have 89 languages. Even a small country, like the Gambia, hosts 10 languages. Many African countries are also religiously diverse. Christianity and Islam enjoy the largest following in much of the continent. However, even these two major religions have several denominations, which have contributed to conflicts in cases, such as Algeria and Somalia (African societies, like other societies, also embody other identity markers, such as those based on gender, age, sexual orientation, and origin (indigenous and migrants) (UNECA 2011).  Many of the pre-colonial wars revolved around state formation, empire building, slave raids, and control over resources and trade routes. The slave raiding and looting empires and kingdoms, including those of the 19th century, left behind complex scars in inter-identity relations (UNECA (2011). No doubt, the most enduring structural and institutional mechanisms that foster inter-identity conflicts were established by the colonial state. Four critical conflict-breeding colonial legacies can be identified. One is the splitting of various ethnic groups into 



15 | P a g e   several countries which leads to citizenship and identity problems and leads to the marginalization of those groups. Another legacy of colonialism is the uneven development among regions and ethnic groups that exist within countries. Classification of ethnic groups, sometimes into superior and inferior races, as in Rwanda and the Congo, and changing the balance of power among identities by transferring political power from uncooperative to cooperative leaders and entities, along with the practice of divide and rule, compounded the effects of uneven development in poisoning inter-identity relations in the continent. All four of the identified conflict-engendering legacies of colonialism have largely remained intact under the post-colonial state (UNECA (2011). As Ali Mazrui (1975) noted, the diversity problems in much of Africa are then products of governance deficit, resulting from the confluence of institutional and economic fragmentations as well as the state’s structural problems. Under such conditions the state can hardly be accountable to the population; the pervasive uneven development can hardly be addressed. Synergy in state-identity relations, which is necessary for nation-building and viable democratization, can hardly emerge. Compounding the problem of governance-deficit further is the nature of the functionaries of the state, who often are “ethnocratic” (Mazrui (1975). 
2.5. Diversity Management in Ethiopia Ethiopia is ethnically as well as religiously diverse country. It is the second most populous nation in the African continent with a total population projection of 108,386,391 with 2.85% of population growth rate (2017 est.) (World fact book, 2019). According to the 2007 population and housing census, there are about 89 ethnic groups, of which Oromo, Amahra, Somali, Tigraway, Sidama, Wolita, Afar, Hadiya, and Gamo constitute 34.5 percent, 26.9 percent, 6.2 percent, 6.1 percent, 4.0 percent, 2.3 percent, 1.7 percent, 1.7 percent, and 1.5 percent of the total population, respectively. In terms of religious beliefs, Orthodox Christians account for about 40.5 percent, followed by Muslims, Protestants, indigenous religions, and oth-ers constituting 35.6 percent, 19.6 percent, 3.2 percent, and 0.7 percent, respectively (FDRE-PSC, 2008). There are over 80 languages which can be broadly classified under four major ethno-linguistic groups, namely, Semitic, Cushitic, Omotic, and Nilo-Saharan. With the advent of the Ethiopian Peoples’ Revolutionary Democratic Front (EPRDF), the country adopted ethnic-federalism made up of nine regions which included Tigrai, Afar, Amhara, Oromia, Benishangul-Gunuz, Gambella, Somali, Harari, and two autonomous city administrations, namely, Addis Ababa and Dire Dawa (Habtu, 2005). Ethiopia, as a country in which more than 80 ethno-cultural as well as linguistic groups (Semela, 2014) live, it is important to formulate policies to address diversity at all levels of education to make accessible to its citizen in a fair way. This is 



16 | P a g e   because of the fact that education especially in the 21st century underpins the assumption that goes beyond discipline based information transfer (Masemann, 2007).  To put into effect such ideals, one would expect formulating education policy that entertains diversity as an important preliminary step. One fairly common justification for addressing diversity in policy document emanates out of a recognition that the diversity of a population and the rates of cross-cultural interaction, both in local and across the globe is increasing dramatically. It could be argued, therefore, that the education and training policy is expected to be responsive to diversity. To understand the current education system, it would be meaningful to demonstrate the historical overview of the policies. Accordingly, the education policies of three regimes are presented below consecutively.  According to Negash (2006), Ethiopia has experienced three systems of political governance, each distinguished by its education policy since 1940s. The first system of governance was the Imperial system that started soon after WWII and lasted until 1974; the second was the military/socialist system that lasted until 1991. The third and current federal system of governance became fully operational after 1994. The Imperial regime had run the education system of the country for more than three decades. Like other sectors, education system during this time was characterized by the centrality as a vehicle of progress (Tariku S. and Gara.2016). As the last emperor of Solomonic dynasty, he made Amharic as medium of instruction in Primary school (1-3 grade) and the sole Ethiopian language after he came from exile which marked the huge expansion of education in privileged provinces (Wagaw, 1979).  As the government of socialist ideology, Dergue’s policy was not serious about making language, religion and other dimensions of diversity top concern of that time (Tariku S. and Gara.2016).However, in the name of unity, it maintained Amharic as the official language of all sorts of formal communication. In fact it did not seem affiliated with one ethnic, linguistic or religious group. The fundamental aim of education, as expressed by the Ethiopian government in the early 1980s, was to cultivate Marxist-Leninist ideology in the young generation, to develop knowledge in science and technology, and to integrate and coordinate research with production so as to enable the revolution to move forward and secure productive citizens (Negash, 2006). Later, in 1976, as part of building socialism in Ethiopia, and allegedly as a response to the demands of ethnic nationalism, the Derg came with the declaration of the National Democratic Revolution (NDR). The NDR declared that “the right to self-determination of all nationalities will be recognized and fully respected. No nationality will dominate another one since the 



17 | P a g e   history, culture, language and religion of each nationality will have equal recognition in accordance with the spirit of socialism” (Provisional Military Administrative Council, 1976). By understanding Ethiopia as an ethnically diverse country with a political history of ethno-linguistic domination (Zewde, 2004), the EPRDF-led government introduced an ethnic-based federal system that believed to accommodate and promote diversity. According to the state policy, unity or Ethiopian national identity is based on the recognition of and respect for diversity (Van der Beken, 2008), and ethnic federalism is “understood primarily as a mechanism of conflict resolution” (Vaughan, 2003). In this regard FDRE constitution grants Every Nation, Nationality and People in Ethiopia has the right to speak, to write and to develop its own language; to express, to develop and to promote its culture; and to preserve its history (FDRE 1995). 
2.6. Educational Benefits of Diversity An increasingly diverse campus increases the likelihood that students will engage with others who are from different backgrounds (Chang, 1999). As individuals are exposed to diverse groups or attend a highly diverse institution they are often exposed to experiences, perspectives, and opinions different from their own. This intergroup contact and exposure to diverse perspectives provides important opportunities for learning to occur. Psychological theories of minority influence indicate that having minority opinions present in groups stimulates cognitive complexity among majority opinion members (Gruenfeld et al., 1998). Scholars contend that this “discontinuity” from students’ home environments provides students with a social and intellectual environment that challenges them in ways that enhance their cognitive and identity development (Milem et al., 2005). On the contrary, homogenous environments restrict learning opportunities across social and cultural lines (Hurtado et al., 1994). While the educational benefits of diversity are extensive, educators need to understand what the benefits associated with diversity are and how to realize the conditions required in order for achieving these benefits. Brainstorming sessions among diverse groups have been shown to generate ideas that are of higher quality in feasibility and effectiveness (McLeod et al., 1996). Group discussions that include viewpoints from diverse students have been shown to stimulate discussion of multiple perspectives and previously unconsidered alternatives showing a higher level of critical analysis of decisions and alternatives (Antonio et al., 2004; Nemeth, 1995, 1985; Schulz-Hardt et al., 2006; Sommers, 2006). Meaningful engagement rather than casual and superficial interactions led to greater benefit from interaction with racially diverse peers (Espenshade and Radford, 2009). An engagement with diversity fosters students’ cognitive and personal growth including 



18 | P a g e   their cultural knowledge and understanding, leadership abilities, and commitment to promoting understanding. Students develop more accurate knowledge, students learn to think more deeply, actively, and critically when they confront their biases and change erroneous information (Antonio, 2001a, 2001b; Antonio et al., 2004). Individuals who are educated in diverse settings are far more likely to work and live in diverse environments after they graduate (Hurtado et al., 2003).Within the category of diverse interactions, students are influenced by the interactions that they have with diverse ideas and information as well as by the interactions that they have with diverse people. These types of diversity are not mutually exclusive. In fact, students are most frequently exposed to diverse information and ideas through the interactions that they have with diverse people. The impact of each type of diversity is enhanced by the presence of the others (Gurin, 1999; Hurtado, Milem, Clayton-Pedersen, and Allen, 1998, 1999). In studies of the impact of college on racial attitudes and views of White men and women, Milem (1992, 1994) found that students who had participated in more frequent discussions of social and political issues, who had talked more frequently about racial/ethnic issues, who had socialized with someone from another racial/ethnic group, who had attended a racial awareness workshop, and/or who had enrolled in ethnic studies courses were more likely to report increased levels of racial and cultural awareness, greater commitment to the goal of promoting racial understanding, and more liberal racial attitudes. Another study revealed that socializing across race and discussing racial/ethnic issues have a positive effect on students’ retention, overall satisfaction with college, intellectual self-concept, and social self-concept (Chang, 1996).  Individual benefits includes improved racial and cultural awareness, Enhanced openness to diversity and challenge, greater commitment to increasing racial understanding, more occupational and residential desegregation later in life, enhanced critical thinking ability, greater satisfaction with the college experience,  perceptions of a more supportive campus racial climate, Increased Wages for Men who Graduate from higher “Quality” institutions.  Benefits to Higher Education of Faculty Diversity, More student-centered approaches to teaching and learning,   More diverse curricular offerings, More research focused on issues of, race/ethnicity and gender,  More women and faculty of color involved in community and volunteer service. A societal benefit includes higher levels of service to, community/civic organizations, greater equity in society and a more educated citizenry.  



19 | P a g e   2.7. Disadvantages of Diversity   Despite the powerful merits possessed by the multicultural organization, diversity is nevertheless not a panacea and not without its drawbacks. With the benefits of diversity come organizational costs too. Too much diversity in problem-solving groups can be dysfunctional (Shephard, 1964). Diversity increases ambiguity, complexity, and confusion. Diverse organizations may have difficulty converging meanings, may find it hard to reach a single agreement, and have difficulty agreeing on courses of action (Adler, 1991).In many organizations, diversity can produce negative dynamics such as ethnocentrism, stereotyping and cultural clashes. These negative dynamics can in turn combine with imbalanced power structures to create work disadvantages for women and minorities. In traditional, assimilationist oriented organizations, cultural differences between majority and minority group members create barriers to full participation of minority members (Richard, 1999). For example, Tsui, Egan & O’Reilly (1992) analyze workgroups and find increasing work-unit diversity to be associated with lower levels of psychological attachment among group members. If leaders ignore or mishandle diversity, it may detract from performance. Poorer work outcome includes affective and achievement outcomes and these in turn adversely influence first-level organizational measures such as productivity, absenteeism, and turnover (Adler, 1986).  Homogeneous groups often outperform culturally diverse groups, especially where there is a serious communication problem. Heterogeneous work teams often under-perform homogeneous teams because they do not allow each member to make a special contribution to the work effort (Sheridan, 1994).  Cross-cultural training is necessary to enable culturally diverse groups to live up to their potential and overcome communication difficulties (Perkins, 1993). Ignorance of cultural differences is a source of ineffectiveness in the work performance of diverse work groups. Likewise, knowledge of the cultural differences in diverse workgroups should enhance work relationships and work team effectiveness.  Higher turnover and absenteeism are problems faced by diverse organizations. Research reveals that turnover for blacks in the US  workforce is 40% greater than for whites (Bergmann & Krause, 1968).Corning Glass reports that between 1980-1987 turnover among women in professional jobs is double that of men and the rate for blacks is 2.5 greater than whites (Hymowitz, 1989). Schwartz (1989) finds a two-to-one turnover rate of women in management, while Scott & McClellan 1990) find similar gender differences. Meisenheimer (1990) shows women have 58% higher absentee rates. Using 20 actual work units, O’Reilly, Caldwell, & Barnett (1989) explore the relationships among multiculturalism, social integration, and 



20 | P a g e   individual turnover. Results suggest heterogeneity in group tenure is associated with lower levels of group social integration which, in turn, is negatively associated with individual turnover. Consequently, out group members are the individuals more likely to leave the organization. Cox uses a hypothetical company of 10,000 employees to estimate absentee differences of the multicultural organization can cost a company $3 million annually. He finds child day care and flextime schedules to lower turnover and absenteeism (Cox, 1993). Dalton and Mesch (1990), however, study a six-year flexible-scheduling program on absenteeism and turnover. They find gross short-term reductions in employee absenteeism but after two years absenteeism returns to base-rate levels. Flexible scheduling has no affect on the rate of employee turnover.  Managing the Diverse Organization In the absence of effective diversity management, culturally diverse workgroups may have certain dysfunctional outcomes such as miscommunications, longer decision times, lower member morale and lower team cohesiveness than culturally homogeneous workgroups (Steiner, 1972; Fiedler, 1966). The negative consequences of diversity can reduce creativity and innovation, problem solving, and workgroup cohesiveness (Ziller, 1973; Lott & Lott, 1965; Randolph & Blackburn, 1989; Jackson, 1991). As a result, these negative consequences can reduce market share, profitability, and achievement of organizational goals (Cox, 1993, p. 16). The potential for intergroup conflict is greater in culturally diverse workgroups than in culturally homogeneous workgroups. When there is tension between the goals or concerns of one party and those of another, intergroup conflict increases. For example, conflict results when majority group members see an incident of racial-ethnic injustice as "isolated," while minorities see the single event as part of a pattern of oppression that is imbedded in the social system. If properly managed and controlled, conflict is not necessarily bad and can increase creativity and performance of diverse groups (Tjosvold, 1989; 1993). Research recognizes the value of some conflict in organizations and the importance of constructive conflict management (Horowitz, & Boardman, 1994; Hall & Parker, 1993). Managers can control conflict when they reconcile competing goals, distribute power in a representative manner, affirm the identity of minority group members, and act when resources are plentiful and cultural differences are lower or well understood (Cox, 1993). 
2.8. Techniques of Dealing with Diversity Grant and Sleeter (1997) argue for educational strategies that include the development of educational programs that embrace diversity and allow for critical examination of the power relations that exist within society. This study is framed within the view that schools should create an environment that encourages and promotes diversity practices. In dealing with diversity, 



21 | P a g e   literature suggests strategies that look at the personal, the classroom and the institution which are relevant to the study of diversity management. Grant and Sleeter (1997), Goduka (1999), Banks (1995), Cushner et al (1992) and others offer an approach that suggests changes to all learners and teachers (personal) so that the school (institution) and the classroom may become more concerned with human diversity, choice, equal opportunity and respect for the other. Their study revealed that the teachers' conceptual understanding of diversity is influenced by personal experiences, the classroom environment and what happens at school. A study by Robinson and Linn (2007) on preparing teachers for diversity revealed that lecturers understood the concept diversity to encompass a range of categories, namely color  and race, gender, class and socio-economic issues, religion, language, learning differences, ability, disability; elements that give rise to the exclusion of individuals. Goduka (1999) suggests that the process should happen at different levels: personal, institutional and the classroom. Goduka (1999) supported by Stevenson (2007) suggests that for institutions to empower both educators and learners to embrace diversity, deep reflection on the injustices of the past should take place using creative ways to grapple with issues of social justice. The following is a delineation of the three levels, namely the personal, Institutional and classroom levels, all three of which are important to the development of an interrelated approach in dealing with diversity. 
2.8.1. Personal Level At a personal level, for an individual to function effectively in the way Banks (1995) and Cushner et al (1992) describe, it is necessary to have relevant conceptual frameworks about issues of diversity. Such an individual should come from a position of self-awareness in relation to different others, having an attitude that is not threatening to, nor threatened by different others. Banks (1995) describes this awareness of one's self perceptions, and philosophy about different others as a commitment to the promotion of equal opportunity, respect for life styles, learning styles, values, family background and communication patterns of diverse learners. In this regard, historical perspectives are critical and imply that people have to critically analyze historical perspectives of people and conflicting paradigms, including knowledge of true historical contributions of various cultural groups to the development and origins of prejudice (Zeichner. 1993). On the other hand, Jelloun (1999) in looking at interrelation issues suggests the importance of values such as showing respect and displaying dignity as ways of honoring diversity.  



22 | P a g e   2.8.2. Institutional Level Lindsey et al (1999) posit another view on the concept of diversity. They argue that it has become politically correct to talk about issues of diversity since anything that used to be labeled deprived. Disadvantaged or different is now called diverse. Their claim is that not much has changed in schools except the labels. They propose that the focus should be on how schools can respond to issues arising from working with diverse populations. They claim that diversity is a neutral descriptor that lets you know that the people around you are not all like you. The authors propose a cultural proficiency model which constitutes the policies and practices of a school or the values and behaviors of an individual that enable the person or school to interact effectively in a culturally diverse environment. Cultural proficiency is reflected in the way an organization treats its employees, its clients, and its community. This view has implications for how diversity training happens in institutions. Given the reality of diversity, teachers cannot be trained homogeneously based on the dominant culture of the institution. This latter approach is traditionally referred to as the assimilationist education, in which the subordinate must learn the dominant culture and the subordinate group's culture is isolated (Tabachnicl and Zeichner, 1991). This approach has been discredited by Ladson-Billings (1990) as insensitive to cultural and linguistic values as it fails to build upon the individuals' own cultural resources. It is argued that the assimilationist approach does not legitimize the knowledge or experiences children bring to the school. Instead, the children who are different from the dominant culture are labeled as failures because their backgrounds - usually their language and culture - are seen as inadequate preparation for learning. Dealing with diversity at an institutional level is not about making differences go away, it is about using them and building on them to create a culturally rich society. Schools reflect the wider society where suspicion and fear about diversity is still prevalent. However, schools should use diversity to improve their experience of learning and teaching in the classroom. Goduka (1999) proposes that educators start a dialogue with one another and their learners to deconstruct and reconstruct new experiences related to diversity. Literature states that the supportive environment needed for exploring diversity issues relies on the culture of the school. The culture of a school impacts on racial, cultural and gender issues (Cushner et al, 1992). Unless the whole school actively addresses issues, the patterns, hurtful practices and inequalities will be perpetuated (Eyber et al, 1997). Robinson (2003), concurring with this position, states that the support that an institution gives to teachers affects their involvement in the process of change. 



23 | P a g e   Schools, by virtue of their crucial role in society play an important role (Nkomo, Chisholm and Mckinney, 2004) in a democratic society by providing opportunities and addressing challenges towards realizing a diversified society in which people will respect each other's cultures. Schools, as Banks et al (2001) purport, are essential to maintaining democracy and can forge a common nation and destiny. They argue that it is in the school system where learners from different backgrounds, culture, race, religion, language should meet on an equal footing and begin to recognize differences and challenge embedded power relations. 
2.8.3. Classroom Level According to Cushner et al (1992) the critical role of the teacher to handle the increasing diversity in classroom settings must be recognized and attention needs to be given to empower teachers to take up the challenge effectively and in turn enable their learners to actively engage in exploring diverse ideas and worldviews. Within the framework of this study, classrooms are not seen as homogenous as both learners and teachers bring their diverse backgrounds to the classroom. This inevitably has a profound effect on the atmosphere and interaction in the classroom. Preparing for such interactions involves knowing much about the students, as well as reflecting on one's own diversity issues. The goal in the classroom, according to Goduka (1999) is that respect is shown for each other's difference that is ecological and holistic. She purports that the classroom becomes an important place to develop talents and abilities, cognizant of social backgrounds and heritage. Drawing on the work of Shrewsbury (1987), Goduka states that the web of relationships in the classroom should stretch beyond it - that is, into the school environment and the community. The enabling environment of a classroom that illustrates sensitivity to diversity allows the various cultural groups to maintain significant aspects of their cultural identities while building a shared affiliation with a national identity (Tabachnick and Zeichner, 1991). There are no universal solutions or specific rules for responding to ethnic, gender and cultural diversity in the classroom and research on best practices is limited. Davis (1993) suggests that the topic is complicated and dynamic and that the overriding principle is to be thoughtful and sensitive to what could be considered the best form of intervention. Delpit (1995) states that when we teach across the boundaries of race, class or gender, when we teach at all, we must recognize and overcome the power differential, the stereotypes, and the other barriers which prevent us from seeing each other. She claims that the aforementioned efforts must drive our teacher education, curriculum development, instructional strategies and every aspects of the educational enterprise. Huber-Brown (1993) states that it is critical to arm teachers with effective critical pedagogy to deal with diversity in the classroom and to challenge the 



24 | P a g e   notion of a "one size fits all" approach. Such an approach contradicts critical multiculturalism as classrooms do not represent homogenous groups. Learners enter the classrooms at different ages and stages of development and come from diverse cultural, social, economic, and language backgrounds. This study is framed within the view that helping learners to explore diversity of any kind provides opportunities for learners and teachers to become acquainted. Develop supportive relationships. Work through difficulties, and enjoy learning from each other. It is imperative that teachers realize that there may be a gap between their experiences and the diverse learners they teach. Critically analyzing the gap through a process of implementation of diversity lessons, classroom observations and co-construction of programs will assist teachers to understand what is happening and provide them with new insights regarding diversity. A diversity pedagogical approach provides the framework to explore the complexities of power relations and the impact they have on the diverse backgrounds of the learners that are historically and society constructed. It is suggested that if teachers understand the diverse backgrounds of the learners and offer pastoral care, the teachers are able to influence the life chances of learners. Having a broad conceptual understanding of diversity and its implications is critical to new insights regarding diversity. Gardner (2001) claims that the classroom is a critical social arena where individual lives are shaped and influenced through attitudes and values which are embedded in both the process and content of learning. High expectations, positive values and an inclusive ethos, that is, an acceptance and conceptual understanding of difference, are the guardians of successful classroom practice. He further argues that the work offered in the classroom should help to reinforce and consolidate awareness of diversity and the importance of taking into account everyone's needs when planning for the future. If learners have the opportunity to develop this kind of theoretical framework in the classroom, they are more likely to carry it through to adult life and apply it as generalized perspectives in their vocational and civic life. Robinson et al (1999) support the position and state that if students do not recognize diversity at school, they may not be prepared to make the transition successfully to an increasingly pluralistic workforce. Helping students to explore diversity of any kind provides opportunities for students and staff to become acquainted develop supportive relationships, work through difficulties. And enjoy leaning from each other. Fyfe (1993) claims that education should includes values, knowledge, skills, attitudes and behavioral patterns that a person requires to play an active part in society and to interact with others. However the literature suggests that curriculum programs should be of such a nature that the learners are educated about the nature and beauty of their diverse cultures 



25 | P a g e   and background. Such a curriculum, Gardner (2001) claims, would provide pupils with a critical awareness capable of seeing beyond superficial appearance and stereotype. Working towards an understanding (of the shared values of society as a whole as well as to inculcate an appreciation) of the diversity of lifestyles and cultural, religious and linguistic backgrounds that make up society and the wider world is important. Gardner (2001) concurs and argues further that the recognition that diversity exists within, as well as between different cultures, classes, religions and genders is an important phenomenon. Individuals have multiple affiliations which cause them to realign their individual identity over time and in different contexts. In the context of practice, the classroom is where policy is implemented. Christie (1999), states that policy frameworks in South Africa have given very little attention to the context of implementation. In this context, Bowe, Ball and Gold (1992) contend that teachers do not confront policy texts as native readers, but as persons with histories, with experiences. With values and purposes of their own and as such, interpret policies differently. This implies that teachers play an active role in the education policy change process as they construct their own frame of thinking and meaning (Smit, 2001). It is this view that has underpinned the motivation for this study. Fullan and Stiegelbauer (1991) lend support to the view by stating that the real crunch comes in the relationship between these new programs of policies and the thousands of subjective realities embedded in people's individual and organizational contexts and personal histories. This is illuminated in this study by the teachers' response to changes in the education system. This study is underpinned by the conviction that developing frameworks for diversity practice includes understanding the links between the personal, institutional and classroom. Drawing on these factors would develop insights into the varied perceptions regarding diversity, the culture of the school as well as the social realities surrounding the schools and classrooms. 
  



26 | P a g e   CHAPTER THREE 

RESEARCH   DESIGN AND METHODOLOGY  This part covers the methods of the study, the sources of data, the sample size and sampling techniques, the instruments of data collection, procedure of data collection and methods of data analysis.  
3.1. The Research Method    The study focused on school diversity Management practices and challenges in Beshale and Secondary Schools in Bole Sub City Addis Ababa. Accordingly, among various research methods, the Descriptive Survey Approach was employed in this study. This was done by considering the versatility of the descriptive Survey Approach to get available information from School Leaders, teachers, student. According to Creswell (2007), this approach generally uses mixed methods as a means to counter balance the weakness inherent within one method with the strength of the other. And also the Descriptive Survey Approach helps for rapid turnaround in data collection and identifies the attributes of a large population from small group individuals. Thus the researcher was convinced to employ the Descriptive Survey Approach in this study.   
3.2. The Source of Data   The subjects of the study were selected from Beshale Secondary and preparatory School in Bole Sub-city. Primary Sources of Data were used for the study which was obtained from School leaders, teachers and students’.  
3.3  Sample Size and Sampling Technique  

3.3.1 Sample Size  Beshale secondary and preparatory school is one of the two preparatory schools in Bole Sub-City is Addis Ababa city administration. Based on the statistical information obtained from Beshale Secondary and Preparatory School the school principal’s teachers and students were included. However, to secure maximum efficiency with relatively short period of time, from these sample respondents were selected purposively. In Beshale Secondary and Preparatory School there were 122 teachers, 4 school principals, and 2043 students, among these 242 students, 60 teachers and 1 principal were selected purposively. Thus the total populations of 303 respondents were participated in the study. 



27 | P a g e   3.3.2 Sampling Technique  The area of the study determines the type of tools used in collecting data from the field. Due to the existing organizational structure and taking into out their diverse background, the researcher obliged to use purposive sampling technique to address the intended goal of the studies.  The school leader, teachers and students had been selected for interview. Purposive sampling had been employed with the assumption that school leaders, teachers and students have a good position to assess all information and they are relative source of required information to gather a reliable data 
3.4 Instrument of Data Collection   As the study focused on the practice and challenges of diversity management, two instruments were employed for this study, namely: Close ended questionnaire, semi structured interview.  

                          3.4.1. Questionnaire   Close ended questionnaire were prepared for School Leaders, teachers, students (including student council representatives). Questionnaire  used  for  this  research  was  constructed  by  adopting  and  then  modifying  the questionnaire of several related research journals. Compared to constructing own questionnaire, adopting  questions  from other  researches well  developed  questionnaire  could  ensure  higher validity  of  the  questions  used  to  ask  the  targeted  respondents.  It is known that the higher the validity means the more accurate the measure can represent a concept. The questionnaire was prepared in English for School Leaders, teachers and for the student in Amharic. Both set of questionnaires had three parts where by the respondents were asked to respond. The first part of the questionnaire was intended to gather background information about age, educational level, sex, and service year, the second part the status and awareness of diversity in respective school, attempt of the school to manage diversity, and the process of diversity management as evaluated by staff and students. Totally two hundred ninety (290) (fifty five for teachers and two hundred thirty five for students) questionnaires were distributed to the respondents. The reason behind to use questionnaire is to collect data from large number of respondents that were required to participate in this study.  
                          3.4.2. Interview   Interview questions were employed for school leaders, teachers and students. Seven respondents were selected to conducted interview, of these 1 principals 1, student guidance and 



28 | P a g e   Council officer and 5 teachers in order to get relatively more detailed information and to fill in the gaps that was not covered in the questionnaire. And also interviews were types of survey where the subjects of the study were delivered in face to face encounter by the interviewer. Dawson (2002) indicated that in a semi structured interview the researcher wants to know specific information which can be compared and contrasted with information gained in other interviews.  The researcher also used recorder to take necessary information to avoid any form of interruption in the course of face to face interview. 
                                      3.4.3. Document Analysis  To obtain background information about school diversity management practice key documents found in the school were reviewed in detail. In addition to this, additional documents that were directly related to diversity management were examined.  

3.5 Procedures of Data Collection   The questionnaire for school leaders and teachers was prepared in English, while that of students was prepared in Amharic. Interview for school leaders and teachers conducted in English but in Amharic for students. In order to get relatively more detailed information and to fill in the gap that was not covered in the questionnaire, interviews had been conducted. Cooperative letters to all the concerned bodies received from the department of Educational Planning and Management. After the researcher obtained permission from the school and the participants, the objectives had been made clear to them, the questionnaires was distributed to them. And these questionnaires had been collected and thanks were provided to them, after convenient time arranged using prepared check list interviews were conducted through discussion with participants.  
3.6 Method of Data Analysis   To analyze data, both qualitative and quantitative techniques of data analysis were employed. The data gathered though interview and questionnaire were analyzed through Qualitative Techniques. The data gathered through closed ended questionnaire was analyzed using Percentages and tables, i.e. quantitatively.  Percentages were used to compute and to analyze the data gathered from sample respondents and tables were used to display the responses of each group of respondents.   Finally, the major finding of the study were made clear and reported, conclusion reached and workable recommendations also drown. 



29 | P a g e   3.7  Ethical Consideration  The  ethical  issues  considered  in  this  study  include  worthiness,  consent,  and  confidentiality.  To ensure  informed  consent,  respondents  and  all  those  who  participated  in  this  study  were  provided with all the relevant information about this study in order to ensure that they understood the nature of  the  study,  objectives  of  the  research  and  the  benefits  to  the  researcher.  This process further ensured that the study did not misbehave the behavioral norms established by organizations being studied.  Also, findings were reported in a complete and honesty fashion, without misrepresenting any responses given or intentionally misleading readers and researchers interested in this study                



30 | P a g e   CHAPTER FOUR 

DATA PRESENTATION, ANALYSIS AND INTERPRETATION 

4.1. Introduction This chapter deals with the presentation and analysis of data collected from teachers, school principals and students. The data were collected through questionnaire and interviews. Questionnaires were distributed for teachers, school principals and students and information also gathered from teachers, principals and students by interview. The information gathered through interview is used to provide qualitative analysis in order to give answer for the basic research questions which were set in the study .The chapter deals with the analysis of the findings of the study in line with the research questions.  
4.2 General characteristics of the respondents  Regarding questionnaires, a total of 290 questionnaires were distributed to teachers, school principals and students and 275 (94.8%) were returned back. From those respondents 48 (17.5%) were teachers 3(1.1%) were school principals and the rest 224 (81.5%) were students, in additions seven respondents were selected to conducted interview, of these one principal, one student guidance and Council officer and 5 teachers. 
4.2.1 Respondents demographic profile The major characteristics of the respondents in the sample survey were presented in the following tables. In the questionnaire, survey each respondent teachers was asked nine questions regarding their demographic profile including gender, age, level of education, year of service, additional responsibilities they have in the school, religion, mother tongue and Ethnicity. And each respondent student was asked seven questions, regarding their demographic profile including age, sex, grade level, religion, mother tongue, ethnicity and socio-economic problems and physiological and health related problem they encountered. This part provides an analysis of the demographic characteristics of the respondents based on frequency and percentage analysis.       



31 | P a g e   Table 4. 1 Teachers and students by age 
 
Categories 

 
Item  

Responses 
Frequency  Percentage  

Te
ac

he
rs

 
Age in years     ≤ 25 years  0 0 26-35 30 58.8 36-45 8 15.7 46-55 7 13.7 56 year and above  6 11.8 Total 51 100 

   
St

ud
en

t  

Age in years    ≤ 14 years 33 14.7 15-16 91 40.6 17-18 64 28.6 19 years and above 36 16.1 Total 224 100   As shown in the table 4.1 above with regard to age, majority of teacher respondents i.e. 30 respondents (58.8%) where between in age 26-35 years followed by the age group of 36-45 years  old 8(15.7%), 46-55 years old 7(13.7%) 56 years old and above 6(11.8%) and 25 year below 0(0%). So the researcher can infer that the majority teachers in the school are young and they do not have as such accumulated life knowledge and skill which have its own impact on diversity management.  The majority of respondent students i.e. 91respondents (40.6%) were between age 15-16, followed by 64(28.6%) the age group of 17-18 years old, 36 (16.1%), 19 years and above and 33(14.7%), were 14 years age and below. This shows that students like teachers in the school, are diverse in age. In addition both groups of respondents are diverse in terms of age. 
Table 4. 2 Gender of the respondents Category  sex Frequency  Percent  Students  Male 98 43.8 Female 126 56.3 Teachers  Male  41 80.4 Female  10 19.6 Total  51 100  From the above table 4.2 as we see the sex combination of the sample respondents, the ratio of the female students 126 (56.3%) was greater than male students respondents 98 (43.8%), 



32 | P a g e   contrary to respondent students, male respondents of teacher 41(80.4%) are much greater than female teacher respondents 10(19.6%).  
Table 4. 3 Educational back ground of teacher respondents Educational  Level Frequency Percent  12+2( Diploma) 0 0 B.A./BSC/BED 40 78.4 M.A/M.SC 11 21.6 Total  51 100  As table 4.3 shows the educational level of the respondents the majority of the respondents are first degree holders (78.4% or 40 respondents), followed by second degree masters (21.6%) or 11 respondents) holder. But there is no diplomas holder or 12+2. So most respondents are first degree holder 
Table 4. 4 Work experiences of the respondents Years of service  Frequency  Percent  5 years and service  2 3.9 6-10 years  27 52.9 11-15 years 9 17.6 16-20 years  7 13.7 21 years and above  6 11.8 Total  51 100  As we see in the table 4.4 above, teachers’ service years in the teaching profession is highly diversified. For instance (52.9%) or 27 respondents were stayed in the teaching profession from 6-10 years while considerable group of respondents 17.6% (9 respondents) were stayed in teaching between 11-15 years followed by 31.7% (7 respondents) and 11.8% (6 respondents) 16-20 years of service respectively. The least group of respondent’s service year were 21 years and above 6 respondents (11.8%) and 5 years and below were 2 respondents (3.9%).   Even though the respondents’ years of service is not longer or they didn’t stay long in profession ,reasonably most teacher respondents have stayed in the profession for more than six 



33 | P a g e   years. Although it is not sufficient as such, it enables them to manage diversity in their class room and in the school. 
Table 4. 5 Religious status of respondents 

Category Religion Frequency Percent 

Te
ac

he
r 

Muslims 4 7.8 Orthodox 27 52.9 Apostolic 2 3.9 Jehovah 1 2.0 Protestant  11 21.6 Undefined  6 11.8 Total  51 100 
St

ud
en

t 

Muslim  27 12.1 Orthodox 133 59.4 Apostolic 3 1.1 Jehovah 4 1.8 Protestant  37 16.5 Catholic  6 2.7 Undefined  14 6.3 Total  224 100 From the above table 4.5, we can observe the status religious diversity of respondents. As the data shows orthodox religious follows are dominant in both case i.e. students and teachers 59.4% (133 respondents) and 52.9 (27 respondents) respectively. Protestant religious follower teacher respondents were 11 (21.6%) followed by Muslims which constitute 7.8% (4 respondents).Whereas Apostolic religious followers were 3.9% (2 respondents) and Jehovah 2% (1 respondent). But 11.8% (6 respondents) religion is undefined, because respondents didn’t mention name their religion because they were asked to mention their religion not to choose the above supposed religious groups.   In case of student respondents, the numbers of Protestant religion and Muslims were significant they constitute 16.5% (37 respondents) and 12.1% (27 respondents). Catholics were 2.7% (6 respondents), Jehovah 1.8% (4 respondents) and Apostolic 1% (3 respondents) equivalent to teacher respondents 6.3% (14 respondents) religion is undefined or they will not mention it. So from the above table the researcher understands the existence of religious diversity in the school. 



34 | P a g e   Table 4. 6 Ethnicity of respondents 

Ethnicity Teachers Students 

Frequency Percentage frequency Percentage Nuer  0 0 2 0.9 Guraghe  4 7.8 20 8.9 Silte 0 0 5 2.2 Wolayita  3 5.9 1 0.4 Harari  0 0 2 0.9 Hadiya 1 2 1 0.4 Kembata  0 0 1 0.4 Gamo  0 0 1 0.4 Oromo  9 17.6 38 17 Amhara  12 23.5 80 35.7 Tigrie  5 9.8 23 10.3 Somali  0 0 2 0.9 Afar  0 0 3 1.3 Sidama  1 2 1 0.4 Keffa  0 0 2 0.9 Annuak  0 0 2 0.9 Debub  1 2 2 0.9 A.Abeba 0 0 2 0.9 Ethiopia  0 0 23 10.3 Not mentioned  15 29.4 13 5.8 Total  51 100 224 100 From the above table 4.6 which illustrated the ethnic composition of students’ population, we can observe that in both categories of respondents Amhara ethnic groups constitute 23.5% (12 respondent teachers and 35.7% (80 respondent students) the largest ethnic group followed by Oromo Ethnic group (17.6% or 9 respondent teachers and 17% (38 respondents students). Tigrie and Guraghe ethnic groups were the next diversity groups, in both cases which they constitute 9.8% or 5 respondent teachers and 10.3% or 23 respondent students and 7.8% or 4 respondent’s teacher and 8.9% or 20 respondent students repressively. Hadiya and Sidama each constitute 2% (1 respondent) from the ethnic composition of the sample teachers. In case of Silte and Afar 



35 | P a g e   constitute 2.2% and 1.3%, Nuer, Harari, Somali, Keffa and Amuak each constitute 0.9% from the sample population and Wolayita, Hadiya Kembata, Gamo and Sidamas each constitute 0.4%.As we see in the table, there were also students who grouped themselves to Addis Ababa or Ethiopian by excluding themselves from listed above ethnic groups or else. They make up 0.9% (2 respondent) as Addis Ababa and 10.3% (23 respondents) as Ethiopian. Here the researcher understands that these group of respondents were from more than one ethnic group parents i.e. ethnically hybrid. In addition there is a tendency of students not to be belongs any ethnic group by belonging then selves to their city or country. One respondent teacher and two respondent students take their region (Debub) as their ethnic group. This because there is a tradition that individual from South Nations, Nationalities and Peoples Regional State called themselves as Debub (i.e. south) to any alien. From the sample respondents 29.4% (15 respondent teachers) and 5.8% (13 respondent students) do not mention their ethnic group generally from the above table we witness in the school there is ethnic diversity. Generally, from the above table we witness ethnic diversity of students in the school and also the teaching staff.  
Table 4. 7 Mother tongue of respondents 

 

Language 

Category 

Student Teacher 

Frequency Percentage Frequency Percentage Amharic  182 81.3 37 72.5 Hadiya  1 0.4 1 2 Wolayita 1 0.4 2 3.9 Nuer 2 0.9 0 0 Anuak  2 0.9 0 0 Afan Oromo 16 7.1 7 13.7 Tigrigna 12 5.4 3 5.9 Kembata 1 0.4 1 2 Afar 3 1.3 0 0 Somali 2 0.9 0 0 Silte 2 0.9 0 0 Total  224 100 51 100    From the above table 4.7 we can observe that Amharic speakers exceed all. From the sample respondents 81.3% (182 respondent students) and 72.5% (37 respondent teachers) mother 



36 | P a g e   tongue is Amharic followed by Afan Oromo which is 7.1% (16 respondent students) and 13.7% (7 respondent teachers) and Tigrigna 5.4% (or 12 respondents) and 5.9% (or 3 respondents). Other than above three languages there were also respondents which were their mother tongue is Hadya, Wolayita , Nuer, Annuak, Kembata, Afar, Somali and Silte. Here the researcher realize that Amharic speakers exceeded because of the student‘s relation to urban locality, i.e., the nature of domination of the second language over their vernacular. Similar to Ethnicity we can also understand the existence of language diversity is the school which brought the need for managing diversity. 
Table 4. 8 Additional responsibilities teachers in school 

Duties Frequency Percentage Department head  9 17.6 Club head  12 23.5 Home room  19 37.3 Other PASTA 1 2 Head School social committee  3 5.9 Principal 3 5.9 Members of  School discipline committee  2 3.9 School guidance & council  2 3.9 Total 51 100%  Based on the above table 4.8 we can observe that most teachers have additional responsibility other than class room lesson delivery. For instance 37.3% (19 respondents) were class home room teachers, 23.5% (or 12 respondents) were club head and 17% (or 9 respondents) were department heads. In addition to these others were members of PASTA, school social committee, principal, school discipline committee and school Guidance and council. Having such multi responsibilities of respondents bring in depth information about the status of management of diversity in the school.        



37 | P a g e   Table 4. 9 Students Physiological and other health related problems. 

List physiological and health 
related problem 

Frequency Percentage Sight problem  3 1.3 Orphanage  2 0.9 Obesity  2 0.9 Physical impairment 5 2.2 Hearing problem 4 1.8 Epilepsy  1 0.4 Other health (related)problem 18 7.1 Normal  191 85.3 Total 224 100 Even though the term normal for health condition is subject to debate due to varies reasons, 85.3% (191 respondents) answered that they are normal or healthy. From the respondents 7.1% (16 respondents) face health related problem other listed above problems farther more 2.2% (or 5 respondents) were physically impaired 1.8% (4 respondents) answered that lave hearing problem, 1.3% (3 respondents) face sight problem. Students with obesity where 0.9% (or 2 respondents) and one respondent answered that he has an epilepsy. Even though being orphan is socio economic problem, is also manifested in the school. Two respondent students (i.e.0.9%) are orphans which demands special treatment.  From the above finding the researcher realized that, other than ethnic, religious, sex etc diversity, students in the school are diverse in their health condition which necessitate management of diversity in the school.  Generally, based on the demographic characteristics shown above we can observe diversity of student and teachers in the school. They diverse in terms of age, sex, ethnicity, language, disability, educational level, religion, service year, which call for proper management of diversity in the school. 
4.3 Major Findings of the Study 

4.3.1 The essence and understanding diversity in the school  Understanding diversity in the school is essential which goes beyond the primary dimensions (often visible) that refers to the immutable characteristics such as gender, and also includes the secondary dimensions (often invisible) that contain the factors such as educational level and religion. In this section we will see the essence of diversity in the school based on the 



38 | P a g e   data obtained from questionnaire and interview and below two tables were presented to assess the essence and understanding of diversity in two schools. 
Table 4. 10 Teachers ‘and students view on understanding diversity in the school 

 
No 

 
Item 

Pa
ra

m
et

er
 Category 

Student Teacher 
Frequency Percentage Frequency Percentage 1 Students in the school are diverse  SA 97 43.3 39 76.5 A 105 46.9 12 23.5 N 14 6.3 0 0 D 6 2.7 0 0 SD 2 0.9 0 0 2 In school students realize the existence of diversity  SA 63 28.1 17 33.3 A 92 41.1 28 54.9 N 39 17.4 4 7.8 D 17 7.6 2 3.9 SD 13 5.8 0 0 3 In school teachers realize the existence of diversity  SA 63 28.1 24 47.1 A 92 40.2 22 43.1 N 39 17.4 3 5.9 D 17 7.6 1 1.9 SD 13 5.8 1 1.9 4 School principals realize the existence of diversity of students in the school  SA 76 33.9 28 54.9 A 93 41.5 19 37.3 N 22 9.8 2 3.9 D 21 9.4 1 2 SD 12 5.4 1 2 5 Students are aware of visible difference of individuals like gender SA 79 35.3 15 29.4 A 84 37.5 20 39.2 N 34 15.2 11 21.6 D 20 8.9 4 7.8 SD 7 3.1 1 2.0 6 Students are aware of invisible or less visible differences of individuals like religion socio- economic back grounds  SA 22 9.8 4 7.8 A 34 15.2 6 11.8 N 42 18.8 12 23.5 D 62 27.7 19 37.3 SD 64 28.6 10 19.6 7 Teachers are aware of invisible or less visible differences of individuals like religion, social- economic back grounds provides  SA 54 24.1 16 31.4 A 58 25.9 18 35.3 N 67 29.9 7 13.7 D 32 14.3 8 15.7 SD 13 5.8 2 3.9                   

NB.  S.A. = for Strongly Agree, A = for Agree, N = for Neutral response option, D = for 
Disagree and, S.D. = for Strongly Disagree. From the above table 4.10, almost similar data’s are observed in both the students and the teacher’s responses. For instance, regarding the status of diversity in the target school both respondent groups agreed on the diverse nature of the school. In this regard 46.9% and 43.3% of 



39 | P a g e   respondent students agree and strongly agree that the school is diverse. In addition 76.5% of respondent teachers strongly agreed that the school is diverse. In line with this whether or not the students realize the existence diversity in the school majority of respondent students (41.1%) and teacher respondent (54.9%) answered that they agreed that students in the school realized the existence of diversity in their school. In addition, all interviewed teachers and student shared in common that students of the school are diverse.                Similarly, majority of both group of respondents agreed that both the targeted school teachers and principals realized the existence of diversity in the school. To present numerically 40.2% and 28.1% respondent students respectively agreed and strongly agreed that teachers realize the existence of diversity in the school and from respondents teachers 47.1% of them strongly agree and 43.12 agree teachers also realize the existence of diversity. The pattern is similar to weather principals realize the existence of diversity of students in the school, i.e. 41.5% respondent students agree and 33.9% strongly agree and 54.9% of respondents teachers strongly agreed and 37.3 agreed on the issue.                Regarding the perception and experience of teachers and students about diversity in the school the  interview  question  forwarded  to  know the  status  of  diversity  of  the  school community in the schools look like, the interviewees‘ common consent was gained in that there have  been a diverse ethnic,  language and cultural groups in the  schools which  is resulting  from the demographic combination of the population in the study town Addis Ababa. Teacher interviewee 2 said that “as we know Addis Ababa is the home of many ethno-linguistic peoples                 

and a city were peoples from all parts of Ethiopia come and reside there. As a result of this there 

were also students from different religious and economic backgrounds found in the school” 

(December, 2018).  Furthermore, the researcher attempted to explore to what extent did students and teachers are aware of visible and invisible individual differences in the targeted school. The majority of both categories of respondent groups responded that students are aware of visible individual difference like sex and some religious and cultural dress or traits For instance majority of respondents i.e. 37.5% of respondent students and 39.2% of respondent teachers agreed that students in school are aware of visible differences. Contrary to this, both group of respondents uncovered that student’s mach were less aware of invisible or less visible differences of individuals like religion, socio- economic back ground. Among student respondent majority of them i.e. 27.7% and 28.6% disagreed and strongly disagreed on students’ awareness about invisible difference respectively. Again this is also shared by teacher respondents whereby, 



40 | P a g e   37.3% of them and 19.6% of them respectively disagreed and strongly disagreed. So the researcher infer that unlike visible individual differences of students in the school are less aware of invisible or less visible individual differences due to students level education and life experience .         Another issue that the researcher tried to asses was teacher’s awareness on invisible or less visible difference of individuals like religion socio-economic back ground. Even though majority of student respondent doubted about the issue this means 29.9% of them kept neutral nearly equivalent number of respondent (25.9% and 24.1%) agree and strongly agreed that teachers are aware of invisible differences of students. Regarding this from teacher respondents 35.3% agreed and 31.42 strongly agreed that teachers are of aware invisible or less visible individual differences. All interviewed teachers and students share in common that teachers and students and other communities of the school neglect less visible or invisible differences of students like economic states, religion. According to teacher respondent 3,  
All teachers including me neglect individual differences beyond sex, or religion I mean 

religion most Muslim students wear close around their head and necks (Hijab) and most 

orthodox Christians have thread on their neck. Our focus is on visible one we 

intentionally or an intentionally ignore the rest (December, 2018). Hence the researcher understands that there were considerable numbers of teachers that are less aware of invisible individual difference around them. In other words teachers fail to know well enough invisible individual differences?   
Table 4.11 Awareness and sensitivity of diversity in the school as seen by teachers 

No  Item  Parameter  Frequency  Percentage  1 School neglects diversity of students SA 8 15.7 A 11 21.6 N 9 17.6 D 11 21.6 SD 12 23.5 2 Student are sensitive to individuals difference in the schools SA 8 15.7 A 9 17.6 N 12 23.5 D 12 23.5 SD 10/51 19.6/100 3 Teachers are sensitive to individual  difference in the school  SA 11 21.6 A 17 33.3 N 8 15.7 D 7 13.7 SD 8/51 15.7/100 



41 | P a g e   4 There is pressure on students based on any diversity in any base by school  SA 5 9.8 A 5 9.8 N 9 17.6 D 17 33.3 SD 15/51 29.4/100 5 There is pressure on students based on any diversity in any base by teachers  SA 5 9.8 A 6 11.8 N 16 31.4 D 14 27.5 SD 10/51 19.6/100 6 Students exclude others students based on differences like disability SA 9 17.6 A 8 15.7 N 11 21.6 D 12 23.5 SD 11/51 21.6/100 7 Teachers exclude other students based on difference like disability SA 2 3.9 A 3 5.9 N 5 9.8 D 19 37.3 SD 22/51 43.1/100  NB.  S.A. = for Strongly Agree, A = for Agree, N = for Neutral response option, D = for 
Disagree and, S.D. = for Strongly Disagree. In the above table 4.11 the researcher attempted to assess teacher’s view on awareness and sensitivity of diversity in the school. To do so the researcher outlined seven key indicator questions and deployed to teacher respondents. Negligence of diversity in any kind is one of the core issues in any institutions and school in particular. Even though, the majority of respondent teachers (21.6%) and 23.5%) answered that the school do not neglect diversity of students, significant number of respondent agreed that the school neglects diversity of students i.e. 21.6% agree and 15.7 strongly agree. According to interviewed teachers, school director and students, teachers focus mainly on learning teaching process and neglect diversity sometimes unknowingly. So the researcher indentifies that there were potential for diversity negligence in the school, this can be because of students level of understanding and exposure to the diversity ignorance of other non-teaching staffs.   The researcher believes that fail to be sensitive to diversity leads to negligence, so the researcher tried to explore students and teachers sensitivity toward individual difference in the school. From fifty one respondent teachers twenty two of them 22(23.5%) disagreed and 10(9.6% strongly disagreed), responded that students are not sensitive to individual difference. Not only this significant number of respondents kept neutral i.e. they are not sure that students are sensitive to differences among them. Contrary to students, teachers are sensitive to individual 



42 | P a g e   difference in the school. Greater number of respondents 33.3% agree and 21.6% of strongly agreed that teachers are aware of differences, this can be either teachers level of education and experience or exposure to differences, but there were reasonable numbers of teachers that fail to be companionate to differences.  The researcher also explored an important issue regarding diversity management in the school. If there is diversity, there will be some sort or kind of pressure, so it is vital to see the situation in the organization. Sample teacher respondents were asked to give their view on status of pressure by the school teachers on others based on their differences. The school in this context refers to the principals, other supporting staff and the teachers. From the sample population 33.3% and 29.4% of them responded that they disagreed and strongly disagreed on whether the school put pressure on students based on any sort of diversity uniqueness they have. Similarly, 27.5% and 19.6% of respondents respectively disagreed and strongly disagreed that teachers put pressure on students in a base. Here the researchers observed that majority of respondents (31.4%) kept neutral in regard to weather teacher put pressure or not on students. This indicates that combined with those who agreed and strongly agreed on the pressure on students, there is un-undermined pressure and discrimination on students by their teacher. According to student respondent 1,  
I stayed in this school for four years and I am the president of student council. I observed 

that teachers did not put purposeful or intentional pressure on students due to their 

differences but I think this is due to miss understandingly or unknowingly that they put 

pressure on students. For example, if a student disturb in class they punish in many ways 

but the student may have economic or mental problem. They only regret lately when they 

understand student’s problem. Due to ignorance and lack of awareness considerable 

students put pressure on students. For instance, students from urban consider some 

students who come from country side as back ward uncivilized and that who doesn’t cope 

up with modernization “they think them as “Fara” in Amharic. Due to this there are 

students who are undermined by other students” (December, 2018). Another interviewed teachers, students and principal also share similar opinion. So the researcher strengthens his conclusion that, there is an undermined pressure and discrimination on students by their teachers and students.  Inclusion and exclusion based on diversity was another point that needs to be properly addressed and to be managed. In this regard the researcher indentified that majority of teachers and students don’t exclude others based on difference like disability. For example 23.5% of 



43 | P a g e   respondent teachers disagreed on the indicator they presented to them and 21.6% strongly disagree too. Again there were a lot of students that exclude other students because of their differences like disability i.e. 17.6% of respondents strongly agreed and 15.7% of them agreed that students exclude others. At this core issue of diversity management the researcher wants to mention is that much have less done to assure inclusion between students in regard to disability, religion, social background.   Fortunately as we see in the table 4.11 above, teachers do not exclude students because of  their unique identity or disability, from the selected fifty one sample teacher respondents, while 37.3% of them disagree on the idea that teachers exclude students based on their unique difference, others 43.1% were strongly disagreed. Here the researcher understands that teachers do not exclude students based on disability. This finding also supported by all interviewed students’, teachers’ and school principal. They said it is inhuman excluding disabled parson. For instance the school special need officer replied that 
Even though there is no as such special education or training given to them student 

refrained themselves from excluding other student who are in special need. But still there 

were students’ that exclude such students. Teachers also unconsciously exclude such 

students but majority of them did not purposefully exclude them but they ignore. They 

understand their fault and ignorance when the problem happened and they contact to 

school principal or to my office or when they call student parent and investigate the 

problem. Here I want to say thanks to those teachers’ who strive to include and 

understand student varies diversified need (December, 2018). 

 

Table 4. 12 Awareness and sensitivity of diversity in the school in the eyes of students 
No  Item  Parameter  Frequency  Percentage  1 Students are sensitive to individuals difference in the school  SA 31 13.8 A 49 21.9 N 35 15.6 D 78 34.8 SD 31/224 13.8/100 2 Teachers are sensitive to individuals difference in  the school  SA 46 20.5 A 82 36.6 N 36 16.1 D 44 19.6 SD 16/224 7.1/100 3 Students accept interpersonal difference   SA 41 18.3 A 53 23.7 N 42 18.8 D 55 24.6 SD 33/224 14.7/100 



44 | P a g e   4 Students are isolated because of differences in ethnicity disability etc  SA 41 18.3 A 43 19.2 N 52 23.2 D 55 24.6 SD 33/224 14.7/100 5 School neglects diversity of students  SA 43 19.2 A 41 18.3 N 56 24.1 D 47 21 SD 37/224 17.4 
NB.  S.A. = for Strongly Agree, A = for Agree, N = for Neutral response option, D = for 
Disagree and, S.D. = for Strongly Disagree. In the previous 4.12 the researcher attempted to see awareness and sensitivity of diversity in the school in the view teachers. Similarly in the table 11 the researcher also explores students view on awareness and sensitivity of diversity in the school. From 224 sample respondent students, majority of respondents (34.8%) disagreed that students are sensitive to individual difference in the school and in addition 13.8% of them strongly disagreed. This supported by 35(15.6%) of respondents who kept neutral. Here the researcher deduce that even though students are aware of individual difference, they are not enough sensitive to difference of students in the school. In line with this the finding shows that teachers are sensitive to individual differences in the school. For instance most of the respondent students i.e. 36.6% agree and 20.5% strongly agreed that teachers are sensitive to individual differences. So the researcher acknowledges teacher sensitivity to individual differences as one stop forward in management of diversity.  

All interviewed student also have similar stand in this issue i.e. student are less careful about individual differences beyond most known differences like sex religion and ethnicity Majority of them underline students age and life experience of students as factor. For instance interviewee student 2 put her statement as follows:  
I am a grade 11 female student and joined this school when I was grade 10. I have many 

friends in the school. I observed that most of students’ are as such careful or sensitive to 

others in regard to disability, economic status, physique and social back ground.  They 

simply label them like them. In doing so, they offend them unknowingly and tease or 

isolate them. Sometimes they didn’t understand them. If they understand then it is better. 

Unlike student, teachers are sensitive to differences. This is for example, when they form 

class group they try to combine varies kind of students. In doing so, they try to improve 

interpersonal understanding of students’. I think teachers are experienced and educated 

so they are sensitive to individual differences (December, 2018). 



45 | P a g e    The researcher believes that acceptance of interpersonal differences is a key cornerstone in diversity management. For this reason, the researcher strived to see students acceptance of interpersonal differences and weather they feel isolated or not as a result of their ethnic, disability or other differences. The finding shows that students interpersonal acceptance of differences is fifty fifty or nearly equivalent. Slight majority of respondent 23.7% agreed and 18.3% strongly agreed that students’ accept interpersonal differences. As mentioned above nearly equivalent number of respondents 24.6% disagreed and 14.7% strongly disagreed on acceptance of interpersonal difference among students. The researcher again found that there is a considerable gap among students in acceptance interpersonal difference. This is because 18.8% of respondents kept neutral and doubt about the acceptance. And this is also shared by the interviewed respondents.   The next finding of the research that supports the researcher above conclusion is that, the issue of whether students feel isolated because of differences in ethnicity disability or any other uniqueness. The respondents have similar pattern of responses with that of students’ interpersonal acceptance for instance 19.2% and 18.3% of respondents agreed and strongly agreed on the isolation of students by others due to their differences. Even though majority of respondent (24.6% and 14.7%) disagreed and strongly disagreed on isolation of students because of differences like disability and ethnicity. Considerable number of respondents 23.2% kept neutral which is an evident for the research to show the gap between individual differences and its principles of diversity management. When we came to findings of the interview they revealed similar issues in the school. According to interviewed student 4, there were students’ in the school who feel isolated in the school. He put his observation as follows  
As you know in Addis Ababa peoples came from every corner of the country with their 

children’s’. The school also registers many kinds of students at the beginning of each 

academic year.  As a result of this diversity few students feel isolated because of their 

language accent color (student from Gambela region and special tattoo on their neck 
and forehead. In addition most teachers’ are not   committed to deal with them” 

(December, 2018). Among other issues that the researcher addressed in this section is the recognition of students’ diversity at school level in general. To this end, the researcher asked sample students to respond on does the school neglects diversity of students on the school. Majority sample students (21%) disagree and 17.4% strongly disagreed that the school neglect students’ diversity in the school. Contrary to this while 18.3% agreed that school neglects diversity of students in the school, the 



46 | P a g e   other group of respondents 19.2% strongly agreed on. In this point of disjuncture the researcher realized the school neglects diversity of students in the school, this because, based on from the previous findings of the researcher regarding teachers, students and school in general their awareness on invisible or less visible individual differences and because of 24.1% of respondent stayed undecided. So the school in general fails to fully recognize individual differences in the school.  Generally, when the researcher summarize its finding on the selected sample school; 
� Students, teachers and school principals in general realize the existence of diversity in the school, even though they fail to fully aware about less visible individual differences. 
� Students’ are less sensitive to individual differences as compared to teachers and school principals. 
� Even though there is no overwhelming pressure on students due to their uniqueness, there is an undermined pressure and discrimination on students.  
� There is a considerable gap among students’ acceptance of interpersonal differences.    

4.3.2 Attempts of the school to manage diversity in the school  If diversity properly managed in the school it contributes a lot for the existence range of talents, cultures, attitudes etc. The diversity of cultures talents and back grounds create conducive school climate in which every member should reveal commitment and willingness for executing tasks. For these and other reasons, that the school should recognize diversity as strength rather than a problem or treat. Based on the following two tables the researcher assessed how the school attempts to manage diversity in the target school communities  
Table 4. 13 A Teachers and students view on how the school attempt to manage diversity 

No Item Parameter Teachers Students 

Frequency Percentage Frequency Percentage 1 Students in the school are engaged in conflict based on any sort of difference  SA 35 5.9 18 8 A 6 11.8 29 12.9 N 8 15.7 53 23.7 D 13 25.5 66 29.5 SD 21 41.2/100 58 25.9/100 2 Teachers have knowledge and skill to teach in diverse school and class room  SA 9 13.7 46 20.53 A 16 31.4 42 18.7 N 8 15.7 45 20.1 D 9 17.7 41 18.30 SD 9 21.6 50 22.3/100 3 The school administration properly collect and apply diversity data in the school  SA 3 5.9 21 9.4 A 11 21.6 40 17.9 N 15 29.4 52 23.2 D 15 29.4 67 29.9 SD 7 13.7/100 44 19.6/100 



47 | P a g e   4 Schools administration promotes adherence of values and norms that respect management of diversity  SA 7 13.7 56 25 A 8 15.7 37 16.5 N 11 21.6 29 12.9 D 19 37.3 74 33 SD 6 11.8/100 28 12.5/100 5 School management promotes team spirit in order to manage   diversity  SA 13 25.5 56 25 A 18 35.3 78 34.8 N 11 21.6 48 21.4 D 5 9.8 30 13.4 SD 4 7.8/100 12 5.4/100 6 Teacher’s class room management promotes team spirit in order to manage diversity  SA 9 17.6 14 6.3 A 12 23.5 33 14.7 N 6 11.8 40 17.9 D 15 29.4 84 37.5 SD 9 17.6 53 23.7  7 Equal distribution of rights and responsibilities are entertained on the bases of ethnic, religion, gender or any other sort of difference  SA 13 25.5 70 31.2 A 15 29.4 73 32.6 N 10 19.6 35 15.6 D 8 15.7 27 12.1 SD 5 9.8 119 8.5 8 Every member of the school is treated equally irrespective of his or her difference SA 14 27.5 58 25.9 A 22 43.1 60 26.8 N 6 11.8 30 13.4 D 6 11.8 41 18.3 SD 3 5.9/100 35 15.6/100    NB.  S.A. = for Strongly Agree, A = for Agree, N = for Neutral response option, D = for 
Disagree and, S.D. = for Strongly Disagree. In this section the researcher explored primary, engagement of students in conflict because of differences between them. To this end, similar questions raised for both respondent groups, in which both groups of respondents share similar opinion. Majority of teachers and student respondents answered that students are not engaged in conflict based on differences between them. Students by default who are unlike each other replied that (41.2%) students do not came into in conflict and other 25% of respondents disagreed on the issue. Similarly while 29.5% of teacher respondents disagree other 25.9% respondent teachers strongly disagree. One important issue that arises here is, by their very nature government schools are secular and governed by law.  Due to the fact that conflicts followed by (not always) punishment for both parts of contenders, combined with the researcher previous findings, it not as a result effective diversity management that students may not come into conflict.  In their discussion with the researcher, the interviewed students, teachers and school principals assured that, students in the school never engage in conflict due to their differences between 



48 | P a g e   them. But rarely there were group conflict between inter village students. According to interviewee teacher 2  
Sometimes students due to silly  reasons student come in to conflict by grouping 

themselves as Altad Sefer Figa Sefer or Goro Sefer lijoch (December, 2018).  According to interviewed students 3, 
In our school there were students from different regions, ethnic and socioeconomic back 

ground. For example, I have friends out of my religion, sex or ethnic origin; we play, 

study and go to school together. I don’t feel strange things when I am with my friends, 

but few students bring religious songs in the class (even though it is illegal to bring 

mobile cell phone to school and is punishable by school law) and play it in their mobile 

cell phone. At that time there was some contradiction among students. Otherwise, we live 

peace fully (December, 2018). Even though there is absence of conflict between students due to individual differences by no means guaranteed potential for quarrels and conflicts that emerge as a result of group or individual differences.  For effective and fruitful diversity management and to create conducive educational environment or classroom, teachers’ knowledge and skill to teach in diverse school and class room is vital. The researcher asked teachers and students to evaluate the knowledge and skills teachers have to teach in diverse school and class room. Majority of both respondent groups disagreed (17.7%) and strongly disagreed (21.6%) on teachers have knowledge and skill to teacher in diverse schools and class room. The researcher again scrutinizes this response because among both group of respondents that agreed and strongly agreed plus those who kept neutral reveals the problems of teachers. All interviewed teacher students and school principals also have common idea. According to teacher respondent 4,  
Teachers’ skill and knowledge to teach in diversified school and class room is doubtful 

because teachers in their stay at higher education there is no a course that equip them to 

deal diversity. Rather they attempt to manage diversity by their personal endeavor and 

life experience. Their concept of diversity is more confined to sex or religion (December, 

2018). 



49 | P a g e   So one can see and say that the school and concerned body   much have to do a lot to capacitate the knowledge and skills of teachers to manage diversity in their respective classrooms and school and to deliver their lesson to their students efficiently.  Any diversity management in any organization and educational institutions must be preceded by proper collection of diversity data. In this regard both respondent groups asked to answer on school administration proper collection and application of diversity data in school. The finding indicates that majority of both respondent group disagreed and strongly disagreed that the school administration properly collects and applies diversity data in the school. While 13.7% of teacher respondents and 19.6% of student respondents strongly disagreed, the other 29.4% of teacher respondents and 29.9% student respondents disagreed on proper collection and application of diversity data in the school by school administration. When the interviewed school principal respond  

Even though diversity data like sex, age, disability and orphanage are collected, it was 

not well organized and detailed. For instance, diversity data like religion, ethnicities etc 

were not properly collected. Our major focus is on sex and age and to some extent to 

special need students and students with low economic status or those who stager to 

continue their education. But with the help of school special need education officer, for 

finger counted students who are deaf or physically impaired there were an attempt to 

solve their problems. This does not mean that special needed student mean physically 

impaired or deaf, it beyond and broad than this (December, 2018). 
 On the basis of this premises the researcher conclude that the school fail to collect and apply diversity data or the school.  Scholars suggest varies means of diversity management. From these means of diversity management ways, setting proper values and norms and adherence for these values and norms by the organization and its employers and stuff is among. To evaluate this end the researcher asked both group of respondents did the school administration promotion and adherence of values and norms that respect management of diversity. From fifty one sample teacher respondents 19(37%) disagreed on the school administration promotes adherence of values and norms that respect management of diversity. In addition to this 11.8% of teacher respondents strongly disagree and similarly majority of student respondents i.e. 33% and 12.5 disagree and strongly disagree respectively on aforementioned issue. All interviewed teachers, student and principal point out that, in the school there is no properly sated values and norms for diversity management and adherence to it. According to teacher respondent 5 



50 | P a g e   The school only focus on the  rules and regulation set by government, there is as no such 

properly set values and norms in the school but they to some extent they attempt to deal 

with common Ethiopian cultures like mutual respect and tolerance"(December, 2018). Another interviewed teacher 1 put his opinion as follows:  
In the school there were core values like transparency, accountability, cooperation etc, 

but there is no values related to diversity posted in school (December, 2018). So the researcher observed that the school administration fail to set values and norms and strict observance and tolerance to it. This means as the head of the school, the school administration have to take a leading role in the school.   Team sprit ‘esprite de corps’ as proposed by different management scholars is crucial for intra group or organization work. If team sprit prevails in school, student will accept and appreciate each other’s differences. The researcher explored to what extent the school management at school level and individual teachers in their respective class room promote team spirit in order to manage diversity. As the finding show in both group of respondents majority of them agreed and strongly agreed that the school management promotes team sprit to manage diversity. Even though majority respondents agreed and strongly agreed nearly one forth of respondents (21.6 % teachers and 21.4% students) kept neutral. This shows that together with that above findings there is promising attempt by school management to promote tolerance of diversity. Contrary to this teachers classroom management do not promote team spirit in order to manage diversity. It is common that teachers give group work in their day to day teaching learning process and organize groups in such a way that help them students perform best in their lesson or activity. Even though sex, age, religion or ethnicity is not a criterion for teachers to form a group in their class; they are not using it as a good opportunity to manage diversity.  In regard to equal distribution of rights and responsibilities to students, both group of respondent agreed and strongly agreed on. For instance 29.4% of teacher respondents and 32.6% student respondents and as well as 25.5% teacher and 31.2% student respondents respectively agreed and strongly agreed that equal distribution of rights and responsibilities are entertained on the bases of ethnic religion, gender or any other sort differences. The presence of such situation or scenario is taken as by the researcher as a good opportunity for future whole scale diversity management in the school. The entailment of equality of citizens by the FDRE constitutions and the secular nature educational institutions capacitated students not to be discriminated by their unique difference. In addition based on the data the researcher obtained from his respondents, 



51 | P a g e   every member of the school is treated equally irrespective of his or her differences. From all teachers and student respondents, 43.1% teacher 26.8% student respondents agreed and 27.5% teacher and 25.9 student respondents strongly agreed on equal treatment of every member of the school irrespective his or her difference. According to interviewed director,  
Home room teacher form classroom 1 to 5 study groups from different students in that 

section. Irrespective of their ethnicity, religion, sex, economic or social background or 

disability teacher organize such study group randomly. Students with their heterogeneous 

knowledge, social original, personal differences execute their task like class room, 

projects and assignments in collaboration. In that group individual students are entitled 

equal right and responsibilities even though they may have different duties within their 

study group (December, 2018). Finally, one can witness that equal treatment of individuals prevailed in the school 
 

Table 4. 14 B Teachers and Students view on diversity management in the school 

No Item Parameter Teachers Students 
Frequency Percentage Frequency Percentage 9 Teachers have a tendency of inclination to their own group like religion, gender, ethnicity etc SA 5 9.8 31 13.8 A 14 27.5 27 12.1 N 12 23.5 58 25.9 D 13 25.5 60 26.8 SD 7 13.7 48 21.4 10 Teachers encourage students to honor the uniqueness of each  individuals SA 11 21.6 54 241 A 14 27.5 59 26.3 N 10 19.6 46 20.5 D 8 15.7 40 17.9 SD 8 15.7 25 11.2 11 Teachers have commitment to manage diversity  SA 5 9.8 19 8.5 A 6 11.8 31 13.8 N 12 23.5 81 36.2 D 15 29.4 57 25.4 SD 11 21.6 36 16.1 12 School principals have commitment to manage diversity  SA 6 11.8 24 10.7 A 8 15.7 28 12.5 N 10 19.6 74 33.0 D 15 29.4 59 26.3 SD 12 23.5 39 17.4 13 The school plans rules and regulations goes hand in hand on the bases of managing diversity  SA 7 13.7 30 13.4 A 10 19.6 35 15.6 N 12 23.5 40 17.9 D 12 23.5 65 29.0 SD 10 19.6 54 24.1 14 Inclusion are properly implemented is the school  SA 4 7.8 19 8.5 A 7 13.7 41 18.3 N 15 29.4 54 24.1 D 14 27.5 53 23.7 SD 11 21.6 57 25.4 



52 | P a g e   15 The condition created by the school allows students from all ethnic religious different socioeconomic disability group fairly included in all the system processes and practices SA 8 3.6 25 11.2 A 18 35.3 37 16.5 N 5 9.8 42 18.8 D 12 23.5 57 25.4 SD 8 15.7 63 28.1 16 The school leadership exercises proper power to deconstruct racism and discrimination  SA 7 13.7 63 28.1 A 15 29.4 74 33.0 N 9 17.6 55 24.5 D 12 23.5 19 8.5 SD 8 15.7 13 5.8 17 The student discipline challenges the management of ethnic language and cultural diversity of the school  SA 13 25.5 56 25 A 15 29.4 69 30.8 N 7 13.7 55 24.6 D 10 19.6 24 10.7 SD 6 11.8 20 8.9 18 The attitude of parents challenges the management of ethnic language and cultural diversity of the school  SA 10 19.6 43 19.2 A 15 37.3 58 25.9 N 7 13.7 57 25.4 D 8 15.7 31 13.8 SD 7 13.7 35 15.6 
NB.  S.A. = for Strongly Agree, A = for Agree, N = for Neutral response option, D = for 
Disagree and, S.D. = for Strongly Disagree. This above table 4.14B is the immediate continuation of previous table table12: A whereby the researcher attempted to explore the process of diversity management in the targeted school. The researcher disseminated ten indicator questions for both group of teachers and student respondents that helped him in his exploration of diversity issues in the school. A tendency of inclination toward one’s own group is a danger or hindrance for managing diversity. In this instance majority of teachers and student respondents disagree and strongly disagreed that teachers has a tendency of inclination to their own group like religion, sex ethnicity etc. Although quarter number of both group of respondents stayed neutral, 25.5% teachers and 26.9% student disagree and 13.7% teachers and 21.4% of student strongly disagreed on teachers tendency of inclination toward to their own group like religion sex, ethnicity etc by teachers. But according to interviewed director, in the school there were finger counted teachers that tend to inclined to their own group like religion and to some extent to their ethnic groups. So the researcher conclude that teachers do not have as such a tendency of inclination to their own group like religion sex, ethnicity etc which is common in heterogeneous city like Addis Ababa but the symptoms are there.  Teachers also encourage students to honor the uniqueness of each individual because 27.5% teacher and 26.8% student respondents agree and 21.6% teachers and 24.1% students strongly agreed on the issue. So the researcher appreciates and realizes student encouragement by their respective teachers and is a good ground for future diversity management. Even though it is a dilemma for a researcher why teachers and student doubted on commitment of teachers 



53 | P a g e   and school principals to manage diversity. This is because in both case majorities of respondents disagreed and strongly disagreed that teachers and school principals have commitment to manage diversity.  Among many circumstances that foster and retard diversity management were plans, rules and regulation. To assess whether the school plan, rules and regulations goes in line with managing diversity in school, the researcher raised the indicator to respondent teachers and students. The finding reveals that school plan rules and regulation does not go in line with managing diversity in school. As we see in the table the percentage of respondents in both group that disagreed and strongly disagreed take the majority. So incorporating plans, rules and regulation enables diversity management in school. Therefore, the school needs to adjust its plan, rules and regulation so as to achieve full scale diversity management.    In regard to proper implementation of inclusion in the school, the respondent groups disagreed and strongly disagreed. From sample teacher and student respondents, 27.5% and 23.7% respondent disagree, 21.6% and 25.4% teachers and students strongly disagreed on proper implementation of inclusion in the school. Inclusion is also another issue that is not properly realized in the school that needs relentless effort. Not only this, as the finding reveals the condition created by school lack to allow students from all ethnic, religious, different social economic back grounds, disability group fairly included in all the system process and practices the school delivers. For instance 23.5% and 25.4% teachers and students disagree and the other 15.7% and 28.1% strongly disagreed on the point at which the researcher outlined. Since the conditioned created by the school doesn’t permit or not enough to students from diversified backgrounds, there need to create suitable condition that include all diversity groups in all the system processes and practice.  An attempt to deconstruct racism and discrimination needs proper leadership power. Deconstructing both racism and discrimination is a pillar to diversity management. In this case responses shows that the school leadership exercise proper power to deconstruct racism and discrimination, i.e. 29.4% of teachers and 33% of students agree and 13.7% teachers and 28.1% students strongly agreed that the school leadership exercise proper power to deconstruct racism and discrimination in the school.  In school diversity management there were many factors that challenges it. Among these factors students’ disciple and parents’ paternal attitudes can be mentioned. From the two categories of respondent groups 29.4% teachers and 30.8% students when agree, 25.5% teachers and 25% students strongly agreed that students discipline challenges the management of ethnic, 



54 | P a g e   linguistic and cultural diversities in the school. Plus to students’ discipline, students, parental attitude is also a challenge for the diversity management in the school. Majority of both group of students agree and strongly agree on this issue. While 37.3% sample teacher respondents agree, the other 19.6% respondents strongly agreed that the attitude of parents challenges the management of ethnic linguistic and cultural diversity of the school. Similarly 25.9% respondent students agree and 19.2% strongly agreed that there is a challenge in management of diversity due to parental attitude. So the researcher recognizes students discipline and attitude of parents is a challenge in school diversity management endeavors.  All interviewed teachers, students’ and principals’ mentioned a factor that challenges management of diversity in the school. According to interviewed directors, “teachers and principals’ commitment, socioeconomic condition of the country, teacher’s knowledge and skill to manage diversity, can be mentioned. Other teachers listed the following factors, student discipline, social media, parental attitudes, students and teacher’s socio cultural origin. In addition, student 7 added the following factors, like students careless about differences, political situation in the country. In the following two tables consecutively listed below, both respondent groups asked different question to assess the management of diversity in the school. In the first table we can see teachers responses and secondly the student’s. 
Table 4. 15 Teacher view on management of diversity in the school 

No Item Parameter Teachers  respondent 
Frequency Percentage 1 Teachers incorporate diversity issues in their lessons SA 8 15.7 A 9 17.6 N 13 25.5 D 12 23.5 SD 9 17.6 2 Teachers level of awareness about diversity ethnic, language, disability and culture affects the management of diversity SA 9 17.7 A 17 33.3 N 15 29.4 D 5 9.8 SD 5 9.8 3 Insufficiency of educational resources challenges the management of diversity  SA 12 23.5 A 19 37.3 N 8 15.7 D 6 11.8 SD 5 9.8 4 Teachers job satisfaction challenges  the diversity management of  the school SA 10 19.6 A 18 35.3 N 9 17.6 D 8 15.7 SD 6 11.8 



55 | P a g e   In this table 4.15 above and the next consecutive table 4.16, we can see how the school teachers and students evaluate the process of diversity management the targeted school. In the table 4.15 teacher respondents asked four questions that associated to their profession in relation to diversity management. Majority of respondents disagreed and strongly disagreed that teachers incorporate diversity issues in their lesson. This means while 23.5% disagree and 17.6% strongly disagree, one forth of respondents stayed neutral. This reveals that teachers failed to incorporate diversity issues in their lesson. This can be, as the researcher believes due to teacher level of awareness about diversity insufficiency of educational resources and teachers job satisfaction. Teacher respondents replied that teachers’ level of awareness about diversity of students in ethnic, language, disability and culture affects the management of diversity. In this case 33.3% of respondents agree and 17.7% strongly agree on the issue. Therefore, the researcher identified that teacher’s level of awareness about diversity affects or challenges the management of diversity. In addition, these respondents agree and strongly agreed that insufficiency of educational resources and teachers, job satisfaction are also the challenges in the management of diversity in the school. In this case 37.3% and 23.5% agree and strongly agreed on insufficiency of educational resources as a challenge for diversity management. For the case of teachers job satisfaction 35.3% agree and 19.6% strongly that it is a challenge for managing diversity in the school. Regarding this interviewed teacher 4 stated as follows  
I never participated in diversity related programs like workshops seminars or trainings 

that equip me to deal with diversity. Even though I want to incorporate diversity issue on 

my lesson I afraid of it especially about ethnicity and religion. Not only educational 

materials in the school are not sufficient to address diversity. For example the school had 

two buildings; they are four stories or floor building, no ground class room except ICT 

room and chemistry laboratory, which is very difficult for physically impaired students.” 

(December, 2018).   And another teacher added that, teachers’ job satisfaction is also a factor teachers’ to execute their tasks properly. Finally the researcher found that insufficiency of educational resources and teacher’s job satisfaction are among the challenges for diversity management in the school.        



56 | P a g e   Table 4. 16 Students view on management of diversity in the school No Item Parameter Student  Respondents Frequency Percentage 1 There is pressure on students based on any diversity in any base by school SA 16 7.1 A 27 12.1 N 48 21.4 D 81 36.2 SD 52 23.2 2 There is pressure on students based on any diversity in any base by teachers SA 19 8.5 A 11 4.9 N 35 15.6 D 74 33.0 SD 85 37.9 3 Students exclude other students based on differences like disability  SA 15 6.7 A 19 8.5 N 39 17.4 D 78 34.8 SD 72 32.1 4 Teachers exclude other students based on differences like disability  SA 15 6.7 A 15 6.7 N 37 16.5 D 71 31.7 SD 82 36.6 5 There have been conflicts between students in their religious differences in the school  SA 21 9.4 A 35 15.6 N 55 24.6 D 48 21.4 SD 65 29 6 There have  been conflicts between students in their ethnic difference in the school SA 12 5.4 A 18 8.0 N 64 28.6 D 59 26.3 SD 71 31.7 7 The socio-economic and political conditions challenges the school diversity management  SA 42 18.8 A 59 26.3 N 60 26.8 D 30 13.4 SD 33 14.7 
NB.  S.A. = for Strongly Agree, A = for Agree, N = for Neutral response option, D = for 
Disagree and, S.D. = for Strongly Disagree. In the above table 4.16, the researcher explores management of diversity in the school by raising questions that signals whether there is expected healthy interaction between students or teachers. Regarding pressure on students based on any diversity by the school, majority respondents i.e. 36.2% disagreed and 23.2% strongly disagreed on the prevalence of pressure on students based 



57 | P a g e   on any diversity in a base by school. This can be because of strict observance of rule of law. Similarly majority of student respondents strongly disagreed and disagreed too on the prevalence of pressure on students based on any base by teacher. The reason can be similar to that of school in general.  From the above table 16, the researcher observed the following issues like students do not exclude other students based differences like disability and teacher also don’t exclude students based on differences like disability. In addition, conflict between students due to religious and ethnic differences doesn’t exist or happen in the school. For instance, 34.8% and 32.1% of respondent students disagree and strongly disagreed on student exclude other students based on differences like disability. And also 31.7% and 36.6% respondents respectively disagreed and strongly disagreed that teacher exclude other students based on differences like disability.                Regarding conflict between students as a result students ethnic or religious difference majority of respondents disagree and strongly disagreed on the presence of conflict between students. An interesting point that the researcher outlined from this table is socio-economic and political condition challenges school diversity management. As the finding shows while 26.3% of respondents agreed the other 18.8 economic and political conditions challenges the school diversity management. So the researcher realizes that socio economic and political conditions can challenge school diversity management. Generally the researcher summarizes the attempt of the school to manage diversity in the school as follows:- 
� Students in the school do not come in to conflict due to their uniqueness or differences.    
� Teachers lack knowledge and skills to manage diversity and don’t create conducive class room environment for student’s. 
� In school diversity data were not properly collected and the administration fails to set core values and norms for diversity management and strict observance of it. 
� Even though the school promotes team spirit “esprit de corps” to manage diversity much have to be done for full scale implementation of it. 
� In the school there is equal treatment of individuals and teachers do not show inclination toward their group and encourage students to honor uniqueness of each individual. 
� The condition created by the school doesn’t permit or not enough to students from diversified background to be included in all the system, process and practices in the school. But the school exercise proper power to deconstruct racism and discrimination. 



58 | P a g e   � Students’ discipline and attitude of parents is challenge in school diversity management endeavors.  
� Teachers fail to incorporate diversity issues in their lessons and teachers level of awareness about diversity of students, insufficiency of educational resources and teachers job satisfaction challenges in management of diversity in school. 
� In the school there is no pressure on students due to their uniqueness (difference) by the school and teachers. And teachers and students don’t exclude students based on their differences like disability. 
� Even though there is no conflict between students due to ethnic or religious differences in the school, the socioeconomic and political condition were a challenge for diversity management in school.   

 4.3.3 The process of managing diversity by the school as evaluated by staff and students  In the previous tables the researcher assessed the concept and awareness of diversity and diversity management as well as how management is going on in the targeted school. Now in the following three consecutive tables the process of diversity management in the school in eye of teachers and students. In the first table both group of respondents asked the same questions and in the last two tables both group of respondents i.e. teachers and students asked different question separately. 
Table 4. 17 Evaluation of the process of management diversity by the staff and students 

No Item 

Pa
ra

m
et

e
r 

Category 
Teacher respondent Student  respondent  

Frequency Percentage Frequency Percentage 1 Teachers created an inclusive class room climate that treats all students  equally   SA 8 15.7 18 8.0 A 8 15.7 36 16.1 N 3 5.9 35 15.6 D 21 41.2 62 27.7 SD 11 21.6 72 32.1 2 The school leaders are highly committed to demonstrate social justices and diversity  SA 5 9.8 35 15.6 A 15 29.4 55 24.6 N 10 19.6 30 13.4 D 11 21.6 51 22.8 SD 10 19.6 53 23.7 3 The attitude of teacher and the school administration  challenges management of ethnic, linguistic and cultural diversity in the school  SA 9 17.6 36 16.1 A 19 37.3 62 27.7 N 9 17.6 73 32.6 D 8 15.7 31 13.8 SD 6 11.8 22 9.8 4 The school does not respond positively to the changing demographic  and student ethnic  diversities  SA 11 21.6 44 19.6 A 18 35.3 63 28.1 N 6 11.8 67 29.9 D 8 15.7 49 21.9 SD 7 13.7 28 12.5 



59 | P a g e   5 The school management rarely promotes self concept, acceptance and belongingness within the school community SA 9 17.6 38 17.0 A 17 33.3 76 33.9 N 9 17.6 55 24.6 D 12 23.5 33 14.7 SD 5 9.8 22 9.8 6 Teachers rarely make efforts to dial with problems of a diverse students population through training in interpersonal  communication and problem solving  SA 9 17.6 72 32.1 A 17 33.3 88 39.3 N 12 23.5 40 17.9 D 7 13.7 12 5.4 SD 6 11.8 9 4.0 7 School environment encourage students to develop appreciation for diversity  SA 6 11.8 10 4.5 A 8 15.7 11 4.9 N 7 13.7 31 13.8 D 21 41.2 87 38.8 SD 9 17.6 85 37.9 8 Students of different socio economic background are accepted in school  SA 17 33.3 92 41.1 A 21 41.2 66 29.5 N 7 13.7 28 12.5 D 3 5.9 23 10.3 SD 3 5.9 10 4.5 9 Students of different religious, ethnic, disability, socio-economic back ground participate equally and fairly in class room and learning  SA 8 15.7 36 16.1 A 9 17.6 43 19.2 N 13 25.5 37 16.5 D 13 25.5 57 25.4 SD 8 15.7 51 22.8 
NB.  S.A. = for Strongly Agree, A = for Agree, N = for Neutral response option, D = for 
Disagree and, S.D. = for Strongly Disagree. The issue that the researcher attempted to evaluate is weather teachers created an inclusive classroom climate that treats all students equally or not. Majority respondents from both groups disagreed and strongly disagreed with it. For instance 41.2% of teachers and 62% student respondents disagreed and 21.6% of teacher and 32.1% student respondent strongly disagree with teachers created an inclusive classroom climate where by all diverse students treated equally. So the researcher concludes that teachers didn’t create inclusive classroom scenario that all diverse students in the class learn. The commitment of school leaders toward demonstration of social justice and diversity in the school also doubted by targeted respondents. For instance in both categories of respondents, majority of them (i.e. 21.6% teachers and 22% students disagree and 19.6% teachers and 23.7% student) disagree and strongly disagreed that the school leader are highly committed to demonstrate social justice and diversity.  Therefore school leaders are not as such highly committed to demonstrate social justice and diversity in school.  Attitude is one factor for any endeavor in any circumstances. In this case the attitude of teachers and school principals toward ethnic linguistic and cultural as well as other diversities either deter or accelerate it. From both group of respondents i.e. teachers and students, the 



60 | P a g e   greater number of respondents agreed and strongly agreed that the attitude of teachers and the school administration challenges management of ethnic linguistic and cultural diversity in the school. From total targeted sample respondents 37.3%of teachers and 27.2% students agree and 17.6% respondent teachers and 16.1% respondent student strongly agreed on teachers and school administrations attitude is a challenge for management of diversity in the school. This can be, according to interviewed teachers, due to teachers and school principal’s skill, knowledge or experience of managing diversity.   Experiencing diversity is a common phenomenon in urban areas. Due to the fact that schools are the compounds where by diversity in any kind is manifested they need to respond positively to this demographic and student ethnic diversity. Regarding this, in both categories of respondents’ majority of them agree and strongly agree that the school does not respond positively to the changing demographic and student ethnic diversity. Here 35.3% of teacher and 28.1% of student respondent agree and 21.6% of teacher and 19.6% of student respondents strongly agreed that the school don’t respond positively to the changing demographic and student ethnic diversity.  According interviewed teacher 3, 
The school registers every student from different ethnic, religious, socio-economic origin, 

or disability as far as they fulfill educational requirement. Even though the school 

accepts or enrolls all different groups of students regardless of their unique difference, 

the school is not as such suitable for such diversified students to learn in the school. For 

example one student come to school at the beginning of last year to registered in the 

school. And this student is handicap that walk with the help of wheelchair. And 

unfortunately the school doesn’t have ground class room or lift. Due to this the school 

administration proposed him to go to another school (December, 2018).   Not only this majority of these group of respondents i.e. 33.3% teachers and 33.9% of students agreed and 17.6% teachers and 17%of students strongly agreed that the school management rarely promotes self-concept, acceptance and belongingness with the school community. So these three key issues in diversity management were not fully realized in the school.   Majority respondents from both groups agreed and strongly agreed on teacher rarely make efforts to deal with problems of diverse student population through training interpersonal communication and problem solving. This reveals that even though, teachers significantly realize the presence of diversity in their school or classroom their effort to deal with diversity is rare or 



61 | P a g e   null. These respondents agreed with this were 33.3% teachers and 33.9% students and those strongly agree were 17.6% teacher and 32.1% student. Furthermore, the finding also shows that the school environment in general didn’t encourage students to develop appreciation for diversity in their school. For instance those who disagree were 41.2% teacher respondents and 38.8% student respondents and those who strongly disagree are 17.6% teacher respondents 37.9% student respondents. The overall scenarios of the school don’t enable diverse students in school to cherish with diversity.    The researcher attempted to see to what extent students with diverse background accepted in the school. In both categories of respondents overwhelmingly agree and strongly agree that students of different socio economic backgrounds are accepted in the school. While 41.2% teachers and 29.5% of student agree the other 33.3% teachers and 41.1% students strongly agree that students from diverse socio- economic background are enrolled in the school. So the school is open for all kind of students from different socio economic background.  Students of different religious, ethnic, disability and socio-economic background have to participate equally and fairly in class room learning. In this case, the response of both groups of respondents shows that they will not fairly or equally engage in class room learning. For instance 25.5% teachers and 25.4% student disagree that students of different religious ethnic disability socio-economic background participate equally and fairly in classroom and learning. In addition 15.7% of teachers and 22.8% student respondents strongly disagreed too in the issue. So the researcher understands that there is a gap for diverse students in classroom to participate fairly and equally. 
Table 4. 18 Teachers evaluation of management of diversity in the school   

No Item Parameter Teacher  respondents 
Frequency Percentage 1 The school tries to insure acceptance each other’s differences SA 9 17.6 A 10 19.6 N 9 17.6 D 12 23.5 SD 11 21.8 2 The school tries to build common culture within the school in tine with individual difference SA 8 15.7 A 13 25.5 N 9 17.6 D 19 37.3 SD 12 23.5 3 The school tries to suppose development of individual personal values SA 10 19.6 A 6 11.8 N 7 13.7 D 21 41.2 SD 4 7.8 



62 | P a g e   4 The school tries to turn conflict arising from differences in to benefits SA 7 13.7 A 9 17.6 N 12 23.5 D 14 27.5 SD 9 17.6 5 The school try to create awareness about the differences in school SA 8 15.7 A 11 21.6 N 14 27.5 D 13 25.5 SD 15 29.4 6 The school treats individual fairly  and equally SA 12 23.5 A 22 43.1 N 7 13.7 D 5 9.8 SD 5 9.8 7 Teachers do not show favor to students base on their difference SA 11 21.6 A 13 25.5 N 8 15.7 D 11 21.6 SD 8 15.7 8 The management of the school fosters interdependency and group sense in managing diversity SA 7 13.7 A 9 17.6 N 23 45 D 7 13.7 SD 5 9.8 9 The trend of diversity management in the school has contributed to promote equality and combated discrimination  SA 9 17.6 A 24 47.1 N 7 13.7 D 5 9.8 SD 6 11.8 10 The school management of diversity is handled in the way it enhanced good relationship among the members of the school community SA 12 23.5 A 12 23.5 N 6 11.8 D 13 25.5 SD 8 15.7 11 The school environment challenges the management of ethnic, linguistic and cultural diversity of the school SA 10 19.6 A 13 25.5 N 9 17.6 D 10 19.6 SD 9 17.6 12 The background of the students affects the management of ethnic, linguistic and cultural diversity of the school SA 12 23.5 A 12 23.5 N 8 15.7 D 12 23.5 SD 7 13.7 
NB.  S.A. = for Strongly Agree, A = for Agree, N = for Neutral response option, D = for 
Disagree and, S.D. = for Strongly Disagree. In the above table 4.18, the researcher attempted to present how teachers evaluate the management of diversity in the targeted school. Majority of the respondents disagree (23.5%) and strongly disagreed (21.6%) that, the school try to insure acceptance of each other’s 



63 | P a g e   differences. Significant number of respondents (17.6%) kept neutral. Hence the researcher realizes that even majority of respondents disagree and strongly disagreed, the finding shows that there is attempt to do that. For instance according to interviewed director,  
Annually at the end of November in the school there, is a celebration of nation, 

nationalities and people’s day. This is a special festival that has commonly been done 

with poetic reflections, question and answer programs and cultural dress and dances that 

all provoke interests toward diversity and unity. In addition gender day not like that of 

nation’s nationalities and peoples day, warmly celebrated in school. I observed there is 

no other occasion and events or programs held in the school to deal with diversity 

(December, 2018).   The school also fails to build common culture within the school in line with individual differences i.e. 37.3% of respondents disagree and 23.5% strongly disagree on the attempts of the school try to build common culture within the school in line with individual difference. This shows that unity with diversity in not fully or reasonably attempted in the school. So school must have to strive to build common culture in the school in line which individual difference.   Regarding the development of individual personal values in the school which are vital for diversity management as the finding shows, there was a gap. For the researcher question, did the school try to support development of individual personal values, 41.2% and 7.8% teacher respondents respectively disagree and strongly disagreed. So the school mach has to do for the development of personal values. As a means of managing diversity conflicts especially that rise due to differences have to be turned in to benefits. In this case 27.5% and 17.6% respondents again respectively disagreed and strongly disagreed that the school try to turn conflict arising from differences in to benefits.   As the finding shows majority of respondents (25.5% disagree and 29.4 % strongly disagreed) that the school tries to create awareness about the differences in the school. Contrary to this majority of teacher respondents agreed and strongly agreed that the school treats individuals fairly and equally. This can due to the fact that rules and equality of the country must have to be observed in the school. Out of 51(fifty one) respondent teachers, 22 of them (43.1%) agree and 12 of then (23.5%) strongly agree that the school treats individuals fairly and equally.  Similarly majority of respondent teachers agree and strongly disagreed that teacher do not show favor to students based on their differences. Even though little majority of respondent teachers agree and strongly agree (17.6% and 13.7% respectively) with the management of the school fosters interdependency and group sense in managing diversity, large majority respondents 



64 | P a g e   remained undecided. This shows that the school did not mach has done in fostering group sense and interdependency.  The trend of diversity management in the school has contributed to promote equality and combat discrimination. This can be because of trends of the school like universal registration of students, the rules and regulation of the school etc. The respondent teachers which are majority of them 47.1% agree and 17.6% strongly agree that the trend of the school contributed to promote equality and combat discrimination as well. And also the school management of diversity is handled in the way it enhances good relationship among the members of the s school community. Those respondents who agreed and strongly agreed were 23.5% each.  Finally, majority of respondent teachers 25.6% agreed and 19.6% strongly agreed that the school environment challenges the management of ethnic linguistic and cultural diversity of school. And also the background of students affects the management of ethnic linguistic and cultural diversity of school. In case 23.5% respondents agree and similar member of respondents (23.5%) strongly agreed that student background has it is own effect for diversity management in the school.      
Table 4. 19 The management of diversity by the school as evaluated by students.   

No Item Parameter Teacher  respondents 
Frequency Percentage 1 The school doesn’t practice inclusive policies effectively in order to value diversity, tolerance and respect  SA 48 21.4 A 70 31.3 N 53 23.7 D 31 13.8 SD 22 9.8 2 The conditions created by the school allow students from all ethnic groups fairly included in all the system process and practice  SA 35 15.6 A 52 23.2 N 39 17.4 D 60 26.8 SD 38 17.0 3 School programs increases the awareness of diversity  SA 21 9.4 A 30 13.4 N 38 17.0 D 72 32.1 SD 63 28.1 4 School services addresses the needs of persons with disabilities  SA 26 11.6 A 31 13.8 N 51 22.8 D 45 20.1 SD 71 31.7 5 School programs increases the respect of diversity  SA 34 15.2 A 44 19.6 N 37 16.5 D 58 25.9 SD 51 22.8 

NB.  S.A. = for Strongly Agree, A = for Agree, N = for Neutral response option, D = for 
Disagree and, S.D. = for Strongly Disagree. 



65 | P a g e   In the above table 16 five separate question rise for respondent students that can evaluate the management of diversity the targeted school. Respondent students agreed and strongly agreed that the school doesn’t practice inclusive policies effectively in order to value diversity tolerance and respect.  Those who agreed were 31.3% and who strongly agreed were 21.4%. This shows that the school didn’t make school policy beyond school rules and regulation to value diversity and develop tolerance and respect. In addition majority student respondents (i.e. 26.8% disagree and 17% strongly disagreed) that the condition created by the school allow students from all ethnic groups fairly included in all the system process and practice. This means the researcher understand that there is ignorance in incorporation of all ethnic groups fairly in school systems process and practice. Even though intentional or purposeful omission of ethnic groups in aspects of school legally makes accountable, it can be due failure in diversity management.  Regarding awareness creation about diversity in the school majority these respondent student disagreed and strongly disagreed that the school programs increases the awareness of diversity in the school. This shows that there were a gap regarding having programs that enrich awareness about diversity. Not only this, school programs also will not increases the respect of diversity. From respondent students, while 25.9% disagree other 22.8% strongly disagreed that school programs increase respect of diversity. The researcher again observed that the school programs, neither increase awareness nor, become a factor for respect of diversity.  Regarding weather the school facilities address the need of persons with disability most of the respondents disagree and strongly disagreed that the school facilities will address the need of persons with disability. For instance, from the respondent students 20.1%  of them disagree and 31.7% strongly disagree that the facilities  in the school  will address the need of person with disability so the researchers concludes that  the school facilities did not address the need  of persons with disabilities.  Finally, the process of managing diversity by the school when evaluated by staff in general and students is summarized as follows: 
� The school leaders were not as such highly committed to demonstrate social justice and diversity in the school and their attitude also a challenge for school diversity management. 
� Key issues in diversity management i.e. self-concept, acceptance and belongingness were not fully realized in the school. 



66 | P a g e   � Although the school enrolled students from different diversified background the overall scenarios of the school didn’t permit diverse student in the school engaged and cherish with diversity. 
� The school endeavor to ensure acceptance of each other’s differences in the school is not thoroughly done. 
� Even though the school tried to create awareness about differences in the school, it didn’t do much in fostering group senses and interdependency. 
� In the school there were appreciable trends like universal enrollment of students’ that could contribute to equality and combat discrimination. 
� The school facilities did not address the need of persons with disabilities and its programs neither increased nor became a factor for the respect of diversity.                           



67 | P a g e   CHAPTER FIVE 

SUMMARY, CONCLUSION AND RECOMMENDATIONS  This chapter deals with the summary, conclusions and recommendations of the study project. The first part presents the highlights of the research undertaken and the major findings while the second and the third parts cover the conclusions reached and the suggested recommendations respectively. 
5.1 Summary of Findings,  

5.1. Summary  The main purpose of this study was to explore the status and practices of school diversity management in Beshale Secondary and Preparatory school Bole Sub city Addis Ababa. To this end the study was carried out to find possible answers for the following basic questions listed below. 1. What types of student’s diversity variables are prevalent in school especially in Beshale secondary and preparatory school? 2. How do Beshale Secondary and Preparatory school attempt to manage diversity? 3. How do students/staff evaluate the process of managing diversities?  So as to deal with the basic question mixed research method was applied, related literature were reviewed and close ended questionnaires were deployed and interviews were held to collect data. This qualitative and quantitative study involved two hundred eighty nine participants drawn from Beshale Secondary and Preparatory school and the research was analyzed by frequency count and percentage. The findings revealed that teachers and students were diverse in terms of gender, age religion, ethnicity, language; disability (sight obesity, hearing problem and physical impairment) and socio economic backgrounds that necessitate diversity management. Even though school principals, teachers, students were not fully aware of less visible or invisible individual difference in general; they realized the existence of diversity in the school. Students were less sensitive to individual differences as compared to teachers and school principals. Even though there was no overwhelming pressure in students attributed to their uniqueness, there was an undermined pressure and discrimination on students. There was also isolation of students in the school and a considerable gap among students in acceptance of interpersonal differences.  The study also indicates how the school attempted to manage diversity. Students in the school did not engage in conflict as result of their differences related to religion and ethnicity and 



68 | P a g e   language. Teachers’ knowledge and skill to manage diversity was not sufficient and they do not created conducive classroom environments for all diversified students. In school, diversity data have not yet collected and the administration did not set core values and norms for diversity management and how strictly observe it. In addition, the school management strived to promote team sprit but teachers’ not do this in their classroom management. Equal distribution of rights and responsibilities was entertained and every member in the school was treated equally irrespective of his or her differences. Teachers do not have a tendency of inclination to their own groups and they encourage students to honor the uniqueness of each individual teacher and school principals also didn’t have the needed commitment to manage diversity.  The study uncovered that the school plans, rules and regulation did not go in line with managing diversity in school and inclusion have not yet been properly implemented. As a result, conditions created by the school did not allow all students from all diversity groups engaged in system processes and practices of the school. Although the school leadership exercised proper power to deconstruct discrimination the attitude of parents and students discipline were among the challenge for the management of diversity. In addition, teachers level of awareness about diversity, insufficiency of educational resources, teachers’ job dissatisfaction, socio economic and political problems witnessed in the country were also challenges in the school diversity management. Teachers also failed to incorporate diversity issue in their lessons. In the school there was no pressure on students attributed to their differences by the school or teachers or students. In addition teachers and students didn’t exclude students based on their differences like disabilities. The study showed that teacher failed to create an inclusive classroom climate that treats all students equally and the school leaders were not as such highly committed to demonstrate social justice and diversity. The attitude of teachers and school administration was a challenge for diversity management. The school did not respond positively to demographic changes of school community and rarely promotes self concept, acceptance and belongingness. Even if it was good that students of different socio economic background were accepted and enrolled in the school these different groups of students didn’t participate equally and fairly in classroom learning.  The school environment in general doesn’t encourage students to develop appreciation to diversity and teacher rarely made efforts to fail with problems of a diverse student’s population through training in interpersonal communication and problem solving. The school lacked mechanisms to build common culture and development of individual’s personal values. Although 



69 | P a g e   the school treats individual fairly and equally it fails to create awareness about difference and to turn conflicts to benefit and foster interdependency and group sense in managing diversity. The management of diversity to some extent contributed to promote equality and combat discrimination. The school services didn’t address the needs of peoples with disability.                    



70 | P a g e   5.2 Conclusion  Based on the analysis and findings of the study the following conclusions were drawn 1. Students and teachers are diverse in various terms but most students and significant number of teachers and school principals were less aware of invisible individual differences but they are in fact aware of the visible one’s. Teachers and school principals were more sensitive to individual difference as compared to students.  2. There was undermined discrimination and isolation of students in the school and there were considerable gaps among students in acceptance of interpersonal differences. 3. The school did not manage diversity in the way that it has to be almost all deeds and attempts of the school to manage diversity as a result they didn’t bring necessary result  even though, all the school acts support the diversity needs.  4. Absence of effective diversity management in the school was manifested. Among these the absence of conducive classroom environment for all students, lack of core values and principles for diversity management. Necessary diversity data were not properly collected and applied, the mere dependence of the school on usual laws and regulation of the school than systematically designed diversity management mechanisms also listed. The presence of isolation, shortage of teachers’ skill and knowledge to manage diversity and teacher failure to incorporate diversity issues in their class room can be mentioned. 5. The attitude of parents’, school principals and teachers, student discipline and their awareness of diversity, insufficiency of educational resources, teachers’ job satisfaction and the socio economic and political condition of a country were challenges for school diversity management in the school.  6. Finally as a result of absence of proper diversity management and practice in the school diversified needs of different diversity groups were not properly addressed        



71 | P a g e   5.3 Recommendations Based on the findings and the conclusions drawn from the study the following recommendations were suggested 1. The school should prepare CPD, lesson study to enhance teachers, school principals and student’s awareness toward understanding diversity through training workshops different diversity related programs.  2. The school should collect different diversity data in its varies aspects and plan in such a way that the school programs address the divers need if it’s students. 3. School needs to set core values of diversity management and must incorporate diversity issues in its plans and processes. 4. School community in general should understand that there were explicit or implicit diversity needs of different groups in school so they should plan to address these needs. 5. Students should be trained to sense that diversity as their beauty though different occasions and ceremonies and should be trained to refrain themselves from discriminating and isolating others due to their difference.  6. Civic and ethnical education teachers and the school special need officers should take a pivotal role to be exemplary to construct diversity and inclusiveness in the school and alleviate the attitude of discrimination. 7. Higher education institutions must re-revise curriculum in such a way that equip their graduates, especially teachers with required knowledge and skill to manage diversity.  8. School administration PASTA and concerned bodies should discharge relentless effort to make school facilities address the needs of diverse students 9. Further studies: To explore the status and practices of school diversity management further studies should be conducted. 
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80 | P a g e   Questionnaire:- To be filled in by teachers 
ADDIS ABABA UNIVERSTY 

SCHOOL OF GRADUATE STUDIES 

COLLEGE OF EDUCATION AND BEHAVIORAL STUDIES 

DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT 

ADDIS ABABA 

Questionnaire:-To be filled in by Teachers 

Dear respondent, The  purpose  of  this questionnaire  is  to  assess  and  examine  school diversity management practices in Beshale Secondary and Preparatory schools  in Bole sub city Addis  Ababa  city  Administration. The information gathered through this questionnaire will be used strictly for academic purpose.  Your careful and honest response determines the success of the study. Thus, you are kindly requested to complete the questionnaire carefully and honestly. Your response will be kept confidential.  Please  read  the  instructions  and  each  item  in  the  questionnaire  carefully before  you  give response. If you want to change any of your responses, make sure that you have cancelled the unwanted ones. Note: 
  No need of writing name   Each question has its own instruction   Give only one answer to each item unless you are requested to do so.   Make a tick √ in the place provided to show your responses. 

Thank you in advance for your cooperation! 

Part I: Personal Information  Instruction: Please, tick an (X) mark in the space provided. Give only one answer for each item.  1)  School Name_____________________________________  2)  Sex:  (a) Male______     (b) Female_______  3)  Age: (a) 25 years and below__________ (b) 26—35_____     (c) 36—45_______  



81 | P a g e                  (d) 46—55_________ (e)   56 years and above_____________      4) Level of education: (a) 12+2__________ (b) B.A./ B.Sc./ B.Ed.____________                                            (c) M.A./ M.Sc.________________      5) Years of service as a teacher:    (a) 5 years and below________                                                              (b)  6-10  years ___________                 (c) 11—15 years_____________                 (d) 16---20 years_____________  (e) 21 years and above_________    6)  Additional responsibilities (you can choose more than alternatives)  a) Department head ___________ b) home room ____________  c) Club head ____________          d) other  specify ___________   7) Religion (Optional)._______________ _______________ 8) Mother tongue (First language) ______________________________  9) To which Ethnic group you belong to? (Optional).___ ___________________________  The following responses are designed to put in each item box as follows:  1.  S.A. = for Strongly Agree  2.  A = for Agree, 3.  N = for Neutral response option,  4. D = for Disagree and, 5.  S.D. = for Strongly Disagree,  
PART II: Questions Related to the understanding Diversity in the School. 

No Item Response Options 

SA     A   N   D   SD  1 Students in the school are diverse      2 In the school students realize the existence diversity       3 In the school teachers realize the existence diversity      4 School principals realize the existence of diversity of      



82 | P a g e   students in the school 5 Students are sensitive to individuals difference in the school      6 Teachers are sensitive to individuals difference in the school      7 Students are aware of visible differences of individuals like sex.      8 Students are aware of invisible or less visible differences of individuals like religion. socio economic backgrounds      9 Teachers are aware of invisible or less visible differences of individuals like religion. socio economic backgrounds      10 School neglects diversity of students      11 There is pressure on students based on any diversity in any base by school      12 There is pressure on students based on any diversity in any base by teachers      13 Students exclude other students based on difference like disability      14 Teachers exclude other students based on difference like disability      

 

PART III: Questions Related to how do schools attempt to manage diversity. 

No Item Response Options 

SA     A   N   D   SD  1 Students in the school are engaged in conflict based on any sort of difference      2 Teachers have knowledge and skill to teach in diverse school and class rooms      3 The school administration properly collect and apply diversity data in the school      4 Schools administration  promotes adherence of values and norms that respect management of diversity      5 School management promotes team spirit in order to manage diversity      



83 | P a g e   6 Teachers class room management promotes team spirit in order to manage diversity      7 Equal distribution of rights and responsibilities are entertained on the bases of ethnic ,religion ,sex or any other sort of difference       8  Every member of the school is treated equally irrespective of his or her difference      9 Teachers have a tendency of inclination to their own group like religion, sex, ethnicity.etc       10 Teachers encourage students to honor the uniqueness of each individuals       11 Teachers have commitment to manage diversity      12 School principals have commitment to manage diversity      13 Teachers incorporate diversity issues in their lessons      14 The  school  plans ,rules and regulations  goes  hand  in  hand  on  the  basis  of  managing diversity.      15 Inclusions are properly implemented in the school.      16 The  conditions  created  by  the  school  allow  students  from  all ethnic, religious, different socio economic, disability  groups  fairly  included  in  all  the  system,  processes  and practices.      17 The school leadership exercises proper power to deconstruct racism and discrimination.      18 Teachers level of awareness about diversity about ethnic, language, disability and culture affects the management of diversity.      19 Insufficiency of educational resources challenges the management of diversity.      20 The students’ discipline challenges the management of ethnic, language and cultural diversity of the school.      21 The  teachers‘  job  satisfaction  challenges  the  diversity  Management of the school.      



84 | P a g e   22 The attitude of parents challenges the management of ethnic, language and cultural diversity of the school.      

 

PART IV: Questions Related to the how do students/ stuff evaluate the process of 
managing diversity in the School 

No Item Response Options 

SA     A   N   D   SD  1 The school try to insure acceptance each other’s differences      2 The school try to build common culture within the school in line with individual difference      3 The school try to support development of individual personal values       4 The school try to turn conflict arising from differences in to benefits      5 The school try to create awareness about the difference in school      6 The school treats individual fairly and equally       7 Teachers do not show favor to students based on their difference      8 The management of the school fosters interdependency and group sense in managing diversity.      9 The trend of diversity management in the school has contributed to promote equality and combat discrimination.      10 The school‘s management of diversity is handled in the way it enhances good relationship among the members of the school community.      11 Teachers create an inclusive classroom climate that treats all students equally      12 The school leaders are highly committed to demonstrate social justice and diversity.      13 The school environment challenges the management of ethnic,      



85 | P a g e   language and cultural diversity of the school. 14 The background of the students affects the management of ethnic, language and cultural diversity of the school.      15 The attitude of teachers and the school administration challenges management of ethnic, language and cultural diversity the school.      16 The school does not respond positively to the changing demographics and student ethnic diversity.      17 The school management rarely promotes self-concept, acceptance and belongingness within the school community.      18 Teachers  rarely  make  efforts  to  deal  with  problems  of  a  diverse student  population  through  training  in  interpersonal communication and problem-solving.      19 School environment encourage students to develop appreciation for diversity         20 Students  of different socio economic are accepted in school          21 Students of different religious, ethnic, disability, socio economic background participate equally and fairly in class room and learning      

 

 Thank You 
 

 

 

 

 

 

 

 



86 | P a g e   Questionnaire: To be filled in by students በአዲስ አበባ ዩኒቨርሲቲ የሥነ-ትምህርትና ባህሪ ጥናት ኮሌጅ የትምህርት ዕቅድና አመራር ዲፓርትመንት አዲስ አበባ በአዲስ አበባ ከተማ አስተዳደር በቦሌ ክ/ከተማ የበሻሌ 2ኛ ደረጃና መሰናዶ ትምህርት ቤት ተማሪዎች የሚሞላ መጠይቅ፡፡ ውድ የበሻሌ 2ኛ ደረጃና መሰናዶ ትምህርት ቤት ተማሪዎች፤  የዚህ መጠይቅ ዓላማ በትምህርት ቤት የብዝሀነት አመራርን ለመዳሰስ እና ለማጥናት መረጃ ለማሰብሰብ የተዘጋጀ ሲሆን መረጃው የሚውለው በቀጥታ ለጥናቱ ሥራ ብቻ መሆኑን ላረጋግጥ እወዳለሁ፡፡ ስለሆነም ለጥናቱ ትክክለኛና ዕውነተኛ መረጃ በመስጠት ስለተባበራችሁኝ በቅድሚያ አመሰግናለሁ፡፡ ማሳሰቢያ፡-በዚህ መጠይቅ ላይ ስም መፃፍ አያስፈልግም 
I.  አጠቃላይ ሁኔታ ከዚህ በታች ለቀረቡት ጥያቄዎች በባዶ ቦታዎች ላይ ይህን (“√”) ምልክት በማድረግ መልሱን ያመልክቱ፡፡ 1. እድሜ ሀ/  14 ዓመትና በታች------  ለ/  ከ15-16   ሐ/17-18    መ/ከ 18 አመት በላይ 2. ጾታ     ሀ/ ወንድ------    ለ/  ሴት-------- 3.  የክፍል ደረጃ-------   4. ኃይማኖት-------- 5. የአፍ መፍቻ ቋንቋ--------- 6. ብሄር------- 7. ከሚከተሉት ማህበራዊና አካላዊ ችግሮች መካከል የትኞቹ አሉብህ/ሽ?(ከአንድ በላይ መምረጥ የቻላል) A/ የማየት -----------        E/ የመስማት -------- B/ ወላጅ አልባነት-------------       F/ የሚጥል መሽታ----------- C/ ከመጠን ያለፈ ዉፍረት---------- G/ የተለያዩ የጤና ችገሮች----- D/ አካል ጉዳተኝነት-----------      H/ የተዘረዘሩት ችግሮች የሉብኝም--------  



87 | P a g e   ክፍል ሁለት፡-ከዚህ በታች በሰንጠረዥ ለቀረቡት ጥያቄዎች ይህን (“√”) ምልክት በማድረግ               መልሱን ያመልክቱ፡፡ 1. በጣም እስማማለሁ(በእ) 2. እስማማለሁ(እ) 3. አልወሰንኩም( አላዉቅም)(አላ) 4. አልስማማም(አል) 5. በጣም አልስማማም(በአል) ክፍል ሁለት፡- በትምህርት ቤት ዉስጥ ስለ ብዝሀነት ያለዉ ግንዛቤ ምን ይመስላል 

No Item 
አማራጮች በእ  እ አላ አል በአል 1 በትምህርት ቤቱ ዉስጥ የሚገኙ ተማሪዎች ብዝሃነት አላቸዉ፡፡ Students in the school are diverse      2 ተማሪዎች በትምህርት ቤቱ ዉስጥ  ብዝሀነት እንዳለ ይገነዘባሉ In the school students realize the existence diversity       3 መምህራን በትምህርት ቤቱ ዉስጥ ብዝሀነት እንዳለ ይገነዘባሉ In the school teachers realize the existence diversity      4 የትምህርት ቤቱ ርዕሰ መምህራን በትምህርት ቤቱ ዉስጥ የተማሪዎች ብዝሀነት እንዳለ ይገነዘባሉ School principals realize the existence of diversity of students in the school      5 ተማሪዎች በትምህርት ቤቱ ዉስጥ ስላለው ብዝሃነት  በቶሎ ይሰማቸዋል (ልዩ ትኩረት ይሰጣሉ)፡፡ Students are sensitive to individuals difference in the school      6 መምህራን በትምህርት ቤቱ ዉስጥ ስላለዉ ብዝሃነት  በቶሎ ይሰማቸዋል (ልዩ ትኩረት ይሰጣሉ)፡፡ Teachers are sensitive to individuals difference in the school      7 ተማሪዎች እንደ ጾታ ያሉ በግልጽ የሚታዩ ልዩነቶችን ይገነዘባሉ Students are aware of visible differences of individuals like sex.      8 ተማሪዎች እንደ ሀይማኖት፣ማህበራዊና ኢኮኖሚያዊ ሁኔታዎችን ያሉ በግልጽ የማይታዩ ልዩነቶችን ይገነዘባሉ Students are aware of invisible or less visible differences of individuals like religion, socio economic backgrounds      9 መምህራን እንደ ሀይማኖት፣ማህበራዊና ኢኮኖሚያዊ ሁኔታዎችን ያሉ በግልጽ      



88 | P a g e   የማይታዩ ልዩነቶችን ይገነዘባሉ Teachers are aware of invisible or less visible differences of individuals like religion. socio economic backgrounds 10 ትምህርት ቤቱ የተማሪዎች ብዝሃነትን ቸል ይላል (ተገቢዉን ትኩረት አይሰጥም) School neglects diversity of students      11 ተማሪዎች በመካከላቸዉ ያሉ ልዩነቶችን ይቀበላሉ Students accept interpersonal differences      12 ተማሪዎች በብሄር፣በቋንቋ፣በአካል ጉዳተኝነት ወዘተ…ምክንያት የመገለል ስሜት ይሰማቸዋል Students feel isolated because of difference in ethnicity, disability etc      

 ክፍል ሶስት:-ትምህርት ቤቱ እንዴት ብዝሀነትን ይመራል ፡፡ 
 Questions Related to how do schools attempt to manage diversity. 

No Item የቀረቡ ጥያቄዎች 
አማራጮች በእ  እ አላ አል በአል 1 ተማሪዎች በትምህርት ቤቱ በልዩነቶች(በብሄር፣ሀይማኖት፣ፆታ ወዘተ…) ምክንያት በግጭት ዉስጥ ይሳተፋሉ Students in the school are engaged conflict based on any sort of difference      2 መምህራን ብዝሀነት ባለበት ትምህርት ቤት የማስተማር ዕዉቀትና ክህሎት አላቸዉ  Teachers have knowledge and skill to teach diverse school       3 የት/ቤቱ አስተዳደር የብዝሀነት መረጃዎችን በአግባቡ በመሰብሰብ በተግባር ላይ ያዉላል  The school administration properly collect and apply diversity data in the school      4 ብዝሀነት በአግባቡ እንዲስተናገድ የሚረዱ እሴቶችና መመሪያዎችን የትምህርት ቤቱ አመራር በጥብቅ እንዲከበሩ ያበረታታል Schools management promotes adherence of values and norms that respect management of diversity      5 ብዝሀነትን ለማስተናገድ  የትምህርት ቤቱ አመራር የአንድነት ስሜትን ያበረታታል School management promotes team spirit in order to manage diversity      



89 | P a g e   6 ብዝሀነትን ለማስተናገድ  የመምህራን የክፍል አያያዝ የአንድነት ስሜት እንዲኖር ያበረታታል Teachers class room management promotes team spirit in order to manage diversity      7 በልዩነቶች(በብሄር፣ሀይማኖት፣ፆታ ወዘተ…) ምክንያት አድልዎ ሳይደረግ እኩል መብትና ኃላፊነቶች ይሰጣሉ፡፤ Equal distribution of rights and responsibilities are entertained on the bases of ethnic ,religion ,sex or any other sort of difference       8  ሁሉም የትምህርት ቤቱ ማህበረሰብ ያለ አንዳች ልዩነት እኩል ይስተናገዳሉ  Every member of the school is treated equally irrespective of his or her difference      9 መምህራን ወደራሰቸዉ (የሀይማኖት፣ብሔር ወዘተ) የማዳላት ዝንባሌ አላቸዉ Teachers have a tendency of inclination to their own group like religion, sex, ethnicity.etc       10 መምህራን ተማሪዎች የግለሰብ ልዩነቶችን እንዲያከብሩ ያበረታታሉ Teachers encourage students to honor the uniqueness of each individuals       11 መምህራን ልዩነቶችን ለማስተናገድና ለመምራት ቁርጠኝነት አላቸዉ Teachers have commitment to manage diversity      12 የት/ት ቤቱ ርዕሰ መምህራን ልዩነቶችን ለማስተናገድና ለመምራት ቁርጠኛ ናቸዉ School principals have commitment to manage diversity      13 ት/ት ቤቱ በየትኛዉም ልዩነት ምክንያት በተማሪዎች ላይ ጫና ያድርጋል There is pressure on students based on any diversity in any base by school      14 መምህራን በየትኛዉም ልዩነት(በቋንቋ፣ በብሄር፣ አካል ጉዳተኝነት ወዘተ) ምክንያት በተማሪዎች ላይ ጫና ያሳድራሉ There is pressure on students based on any diversity in any base by teachers      15 ተማሪዎች በአካል ጉዳተኝነትና በሌሎች ምክንያቶች ሌሎች ተማሪዎችን ያገላሉ Students exclude other students based on difference like disability       



90 | P a g e   16 መምህራን በአካል ጉዳተኝነትና በሌሎች ምክንያቶች ተማሪዎችን ያገላሉ Teachers exclude other students based on difference like disability      17 የትምህርት ቤቱ እቅድ፣ደንቦችና መመሪያዎች ብዝሀነትን ከማስተናገድ ጋር አብረዉ ይጣጣማሉ The  school  plans ,rules and regulations  goes  hand  in  hand  on  the  basis  of  managing diversity.      18 በሀይማኖት ልዩነት ምክንያት በተማሪዎች መካከል ግጭቶች ነበሩ There have been conflicts between students in their religious differences in the school.      19 በብሄር ልዩነት ምክንያት በተማሪዎች መካከል ግጭቶች ነበሩ There have been conflicts between students in their ethnic differences in the school.      20 ያአካቶ ትምህርት (የተለያዩ ተማሪዎች ፣በቋንቋ፣ በብሄር፣ አካል ጉዳተኝነት ወዘተ ተማሪዎች በአንድ ላይ ማስተማር) በትምህርት ቤቱ በአግባቡ እየተተገበረ ነዉ Inclusions are properly treated in the school.      21 በትምህርት ቤቱ የተፈጠረዉ ሁኔታ ከተለያየ ዳራ ማለትም ከተለያዩ ብሄር ፣ሀይማኖት፣የኑሮ ደረጃ ወዘተ የመጡ ተማሪዎች በትምህርት ቤቱ በተለያዩ እንቅስቃሴዎች ዉስጥ በአግባቡ እነዲሳተፉ ያስችላል፡፡ The  conditions  created  by  the  school  allow  students  from  all ethnic, religious, different socio economic, disability  groups  fairly  included  in  all  the  system,  processes  and practices.      22 የትምህርት ቤቱ አስተዳደር ዘረኝነትና ማግለልን እንዳየስፋፋ ተገቢ እርምጃ በመዉሰድ ሃላፊነቱን ይወጣል The school leadership exercises proper power to deconstruct racism and discrimination.      23 የተማሪዎች ባህሪ በትምህርት ቤቱ ዉስጥ የቋንቋ ፣የባህል ፣የብሄር ብዝሃነት፤ አስተዳደርን አስቸጋሪ አድርጓታል The students discipline challenges the management of ethnic, language and cultural diversity of the school.      24 የተማሪ ወላጆች አመለካከት በትምህርት ቤቱ ዉስጥ የቋንቋ ፣የባህል ፣የብሄር ብዝሃነት፤ አስተዳደርን አስቸጋሪ አድርጓታል The attitude of parents challenges the management of ethnic, language and cultural diversity of the school.      



91 | P a g e   25 የማህበራዊ፣ኢኮኖሚያዊ እና ፖለቲካዊ ሁኔታዎች ብዝሃነት፤ አስተዳደርን ፈታኝ አድርጓል The socio-economic and political conditions challenges the school diversity management      

 ክፍል 4 የትምህርት ቤቱ ተማሪዎች እና ሰራተኞች በትምህርት ቤቱ ያለዉን የብዝሀነት አስተዳደር ሂደትን እንዴት ይገመግሙታል፡፡ 
PART V: Questions Related to the how does students stuff evaluate the process of 
managing diversity in the School. 

No Item አማራጮች በእ  እ አላ አል በአል 1 መምህራን በክፍል ዉስጥ ሁሉም ተማሪዎችን በእኩል የሚያካትትና የሚያስተናግድ  የመማሪያ ክፍል ፈጥረዋል Teachers create an inclusive classroom climate that treats all students equally.      2 የትምህርት ቤቱ አመራሮች ፍትሃዊነት እንዲረጋገጥ ቁርጠኛ ናቸዉ  The school leaders are committed to demonstrate social justice and diversity.      3 እየመጡ ላሉት ተለዋዋጭ የስነ-ህዝብ ሁኔታና የተማሪዎች የብሄር ብዝሀነት ትምህርት ቤቱ ቀና(አወንታዊ) ምላሽ የለዉም The school does not respond positively to the changing demographics and student ethnic diversity.      4 ትምህርት ቤቱ መቻቻል፣ መከባበር እና ብዝሃነትን ማክበር እንዲጠናከር የአካቶ መርህን አለመተግበር ችግር አለ፡፡ The school doesn’t practice inclusive policies effectively in order to value diversity, tolerance and respect.      5 የትምህርት ቤቱ አመራር ተማሪዎች ሥለ ራቸዉ በቂ ግንዛቤ እንዲኖራቸዉና ከትምህረት ቤቱ ማህበረሰብ ጋር ራሳቸዉን የማግለል ስሜት እንዳይኖራቸዉ አልፎ አልፎ ትረት ያደርጋል The management rarely promotes self-concept, acceptance and belongingness within the school community.      6 መምህራን ከብዝሃነት ጋር ተያይዘዉ ያሉ ችግሮችን አልፎ አልፎ  በእርስ በርስ መግባባትና ችግር ችግርን በጋራ መፍታት እና ስልጠና በመስጠት ለመፍታት  ጥረት ያደርጋሉ       



92 | P a g e   Teachers  rarely  make  efforts  to  deal  with  problems  of  a  diverse student  population  through  training  in  interpersonal communication and problem-solving. 7 የትምህርት ቤቱ ነባራዊ ሁኔታ ስርዓት፣ሂደትና ትግበራ ሁሉንም  ብሄሮች ተማሪዎች በተገቢሀዉ ሁኔታ እንዲሳተፉ ይፈቅዳል   The  conditions  created  by  the  school  allow student  from  all ethnic  groups  fairly  included  in  all  the  system,  processes  and practices.      8 በትምህርት ቤቱ መርሃ ግብር የብዝሃነት ግንዛቤ ከፍ ያለ ነው፡፡ School programs increases the awareness of diversity       9 በትምህርት ቤቱ የሚሰጡ አገልግሎቶች አካል ጉደተኞችን ያማከሉ ናቸዉ፡፡ School services addresses the needs of persons with disabilities       10 በትምህርት ቤቱ  መርሃ ግብር  ብዝሃነት ተቀባይነቱ ጨምሯል፡፡ School programs increases the respect of diversity      11 የትምህርት ቤቱ ነባራዊ ሁኔታ ተማሪዎች ብዝሃነትን እንዲቀበሉ ያበረታታል፡፡ School environment encourage students to develop appreciation for diversity         12 ትምህርት ቤቱ ከተለያዩ የኢኮኖሚ ማህበረሰብ የሚመጡ ተማሪዎችን  ይቀበላል፡፡ People of different socio economic are accepted in school          13 ከተለያዩ የሀይማኖት፣ብሄር የመጡና፣አካል ጉዳተኛ ተማሪዎች በክፍል ዉስጥ መማር ማስተማር በእኩልነትና በፍትሃዊነት ይሳተፋሉ Students of different religious, ethnic, disability, socio economic background participate equally and fairly in class room and learning         Thank You   



93 | P a g e   A. Interview guide with teachers   1. What do you understand about diverse student population in school and in the classroom as well?   2. What is your comment on the relationship between different ethnic, religious and other groups of students in school?   3.  Have you participated in diversity-related programs or activities (workshop, seminar, training, etc.) designed to promote sensitivity toward diversity issues?   4. How  do  you  perceive  the  knowledge  and  skills  of  teachers  to  teach  diverse students?  5.  How does the school deal with diversity-related issues?  6.  Could you please tell me about the impact of government policies, strategies and political situation in the country on diversity-related issues on school?    7. How you evaluate teachers, principals and students commitment to deal diversity in school? 8. Could you mentions factors that affect diversity management in the school? 9. How you evaluate the management diversity in your school? 
B. Interview guide with students  ለተማሪዎች ለቃለ መጠይቅ የተዘጋጁ ጥያቄዎች 1. በተለያዩ (ብዝሀነት) ካላቸዉ ተማሪዎች ጋር አብሮ የመኖር እና የመማር ተሞክሮ ና አመላካካትህ/ሽ ምንድነዉ? What  is  your  perception  and  experience  about  living  and  learning  in  a  diverse school?   2. በትምህርት ቤቱ ዉስጥ የብሄርና ሀይማኖት ልዩነት ስላላቸዉ ተማሪዎች አብሮነትን በተመለከት አስተያየትህ/ሽ ምንድን ነዉ ? I would like to hear your comments on the composition of students from diverse ethnic and religious background in your school? 3. በትምህርት ቤቱ ዉስጥ የብሄርና ሀይማኖት ልዩነት ካላቸዉ ሌሎች ተማሪዎች ጋር ያለህ/ሽ ግንኙት እንዴት ነዉ? How is your contact/interaction with students from different ethnic/religious groups? 4. ከየትኞቹ  የብሄርና ሀይማኖት ተከታይ ተማሪዎች ጋር ጓደኛ ነህ/ሽ እንዲሁም ጊዜህን/ሽን የምታሳልፈዉ/ዊዉ? From  which  ethnic/religious/ group  of students  you  often  spend  your  social time? 5. በትምህርት ቤት ዉስጥ የቅርብ ጓደኛ የምትመርጥበት/የምትመርጪበት መስፈርት/ሽ ምንድን ነዉ? What are the criteria that you use for selecting close friends in school?   6. ከብዝሃነት ጋር ተያያዥነት ባላቸዉ ስልጠናዎች፣ወርክሾፖች፣ፕሮግራሞች ላይ ተሳትፈህ/ሽ ታዉቃለህ/ሽ? Have  you  participated  in  training,  events,  workshops  or  seminars  that  focus  on diversity-related issues? 7.  በክፍል ዉስጥ ለሚሰጡ የቡድን ዉይይቶች፣የቡድን ስራዎች፣ፕሮጄክት ስራዎች የቡድህን/ሽን አባላት  የምትመሰርተዉ/ችዉ (የምትመርጠዉ/ጭዉ) በምን መስፈርት ነዉ(እነዴት ነዉ)? How  do  you  often  form  a  group  for classroom  discussion,  group  assignment  or group project work?   8. የትምህርት ቤቱን የብዝሃነት አያያዝና አስተዳደር እንዴት ተገመግመዋለህ/ሚዋለሽ How do you evaluate management of diversity in your school? 



94 | P a g e   9. በትምህርት ቤት ዉስጥ በሀይማኖት፣በብሄር እና በአካል ጉዳተኝነት ዙሪያ ዉይይት የማድረግ አመለካከትና ተሞክሮህ/ሽ ምን ይመስላል? What is your perception and experience regarding discussing disability, ethnic/religion-related diversity issues in school?  10. በትምህርት ቤት ዉስጥ በተለየዩ የሀይማኖት፣ የብሄር ወዘተ ቡድን(አባላት) መካከል ያለዉ ግንኙነት ምን ይመስላል? Could  you  please  tell  me  about  the  intergroup  relations  between  different ethnic/religious groups on school?  11. ትምህርት ቤቱ ከብዝሃነት ጋር ተያያዥነት ያለቸዉን ጉዳዮችን ለማስተዳደር የሚጠቀምበትን የትምህረት ቤቱን ስትራቴጂ (እቅድ) እንዴት ትገመግመዋለህ/ትገመግሚዋለሽ? How you evaluate the values and strategies the school used to deal with diversity-related issues?   12. የመንግስት እቅዶችና ስትራቴጂዎች በትምህርት ቤትህ/ሽ የብዝሃነት አያያዝና አስተዳደር ላይ ያለዉ ተፅዕኖ ምን ይመስላል ?   Could you please tell me about the impact of government policies and strategies on diversity-related issues on school? 13. በሀገሪቱ ያለዉ የፖለቲካ ሁኔታ በትምህርት ቤቱ ዉስጥ ከብዝሃነት ጋር ተያይዞ ላሉት ጉዳዮች ላይ ያለዉ ተፅዕኖ ምንድን ነዉ?Could you please tell me about the impact of the political situation in the country on diversity-related issues on school? 14. በትምህርት ቤቱ ዉስጥ ባሉ ልዩ ልዩ ተማሪዎች (በቋንቋ ፣በሃይማኖት፣በብሔር፣ወዘተ) ተፅዕኖ ይደረግባቸዋል ወይ? Is there pressure on students due to their linguistic, religious ethnic differences?   


