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                                                           ABSTRACT 

The objective of the study was to investigate the practices and challenges of school 

leadership in secondary schools of Hadiya Zone. The design chosen for the study was an 

explanatory design and the method employed was mixed methods. The sampling 

techniques used in the study were purposive and simple random. Samples included 114 

teachers, 30 principals, 15 secondary schools and 8 cluster supervisors. The data 

gathering instruments were questionnaire, interview as well as document analysis. 

Questionnaire was administered to 106 teachers and 30 principals while cluster 

supervisors were interviewed. Both primary and secondary data were collected from 

various sources using different techniques. The collected data were analyzed using both 

qualitative and quantitative methods of data analysis. The findings of the study revealed 

that the position attainment and qualification of principals were not compatible in those 

secondary schools. The findings of this study depicted that principal position attainments 

designed as most of the principals were getting their position by higher authorities, by 

political acceptance and there was no involvement of parents, teachers and other 

stakeholders on the best approaches and practices that would assist the achievement of 

school vision. Concerning main roles of school principals were done their activity below 

the expected level in the study area. The study revealed as lack sufficient time and 

managing staff relationship, dealing with poor performance, lack of support from top 

authority were problems that hinder school leadership practices. The study concluded 

that principals are less effective in their leadership due to lack of experience and 

qualification in their professions. Finally, the point of the recommendation is providing 

opportunities of training for unqualified school leaderships to build their professional 

skills to alleviate /solve/the factors that hindered proper implementation of school 

leadership practice. Finally it was recommended that position attainment conditions must 

be transparent. Furthermore, continuous professional development training on school 

leadership functions to principals is significant for the purpose of the principals to 

incorporate educational leadership tasks. 

 

Key words: - School Leadership, Practices, Challenges, Leadership 
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CHAPTER ONE 

1. INTRODUCTION 
 

The chapter deals with the overview of the background, statement of the problem, 

research question, objectives, significance, delimitation, definition of key terms, and 

organization of the study. 

 

1.1. Background of the Study 

 

Leadership is important in any organization. The major notion of leadership is to 

influence followers; school leaders should develop the skill of influencing others and the 

ability of engaging stakeholders to achieve common objectives (Begley, 2010). 

Leadership sets the conditions and expectations for excellent instruction and the building 

of a culture of ongoing learning for educators and for the learners in a school (Kyla & 

Karen, 2010).  

 

Schools at all levels have huge responsibility and accountability for the education of 

students through the effective leadership practices of head of the school and 

administrative staff. According to Begley (2010) school leadership goal is to ensure to the 

highest degree possible that every child in every school learns to her or his optimum level 

and this cannot be achieved with the school principals‟ effort alone it needs cultivating 

good relationship with teachers who involves in teaching so that every child‟s learning 

and growth are optimized. 

 

School leadership has become a priority in education policy agendas in a global context. 

It plays a great role by improving school outcomes by influencing the motivation of 

teachers, parents, community and stakeholders in education (Hallinger, 2003). As 

secondary schools are a place where students prepare themselves to join their further 

education in universities, colleges, technical and vocational trainings, the school should 

work hard to realize this objective through collaborative efforts of stakeholders. School 

leaders have a great role in working with all stakeholders to formulate a vision for the 

academic success of all students. Developing a shared vision around standards is an 

essential element of a school leader (Bush, 2007).  
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School leaders are those persons, occupying various roles in the school that provide 

direction and expert influence in order to achieve the schools roles. The principle is 

primarily responsible for administering all aspect of as schools operations. It is common 

practice for the principal to work with some types of community group for the 

improvement of the school, this group often a PTSA or advisory school committee 

(Begley, 2010; Murray, 2010).  

 

School leadership plays a critical role in creating and sustaining a school. Among other 

things leadership focuses on learning. It emphasizes the essentials of learning, not only 

for the students but also teachers and staff. There are three areas integrated in to the 

means of leadership, first is vision, how the leaders facilitate some actions to improve the 

students outcomes and nurture commitments. Second is governance, how the leaders 

manage and control their staff and encourage their participation. Third is resource 

allocation, how the leadership place, resource, to support teaching and learning (Kyla & 

Karen, 2010).  

 

Supporting the above idea Bush (2007) defined leadership as the work of mobilizing and 

influencing other to articulate and achieve the schools shared intentions and goals. 

Leadership exists within social relationship and serves social ends, leadership involves 

purpose and direction, leadership is an influence process, leadership is a function and 

leadership is contextual and contingent.  

 

The principals‟ leadership could be measured through their qualifications, training, 

experience, school decision making and their experience to delegate others in the school. 

Principals as the school chief educational leader play a major role in shaping the nature of 

the school organization. In supporting this argument, Ministry of education, government 

of Ethiopia (2005) commented that principals as educational leader play a pivotal role in 

the success of the school. The education and training policy of Ethiopia 1994 emphasis to 

develop the skill and the capacity of school leaders in continuous trainig.  Professional  

standards  describe  the important knowledge, skills and attitudes that all principals are 

expected to demonstrate a program  for  school  leadership  will  form  part  of  

performance  management  system  in schools. 
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In the successful school, leaders create a strong sense of vision and mission, build a 

strong culture of collaboration and creative problem solving plan to facilitate work, set 

appropriate curriculum implementation mechanism and possess school leadership quality 

that takes responsibility for students achievement, develop and communicate plans for 

effective teaching and nurture cooperative relationship among all staff members, monitor 

student‟s learning progress and closely work with parents and community members 

(Mequanint, 2012). 

 

From the above one can understand that without effective educational leaders, it is 

impossible for schools to attain their educational outcomes. Principal as educational 

leader influences teachers and staffs for successful operations of teaching and learning in 

the school. In general, the above evidences reveals that school leadership role has become 

the most widely accepted role of the school effectiveness and on students‟ academic 

achievement. 
 

 

A contemporary scholar such as Phillips (2011) and Goddard and Miller (2010), have 

observed that the lack of effective leadership in schools lowers students‟ achievement 

because the absence of quality leadership often results in ill-adapted school organization 

and programs. It also leads to unstable and difficult staffing, students‟ negative 

perceptions to academic work and discipline, an unhealthy school system and climate, 

and non-cooperation of parents and community. The need for professional and effective 

leadership at secondary schools for overall success of student‟s academic achievements is 

the rational that initiated the researcher to undertake this study. This study is therefore, 

aimed to assess the practices and challenges of school leadership in selected secondary 

schools of Hadiya Zone. With regard to SNNPR and the Zone in which this study was 

conducted, the practices showed that there were some attempts to involve the various 

practitioners in leadership activity and practicing school leadership both at primary and 

secondary schools levels. 

At regional level, as the information obtained from the regional education bureau, many 

principals were sent to higher education to attend their leadership trainings at in-service 

program. Special training was also provided to leaders and other stakeholders in relation 



4 
 

to school leadership in combination with MoE experts while introducing GEQIP and its 

implementation. 

However, the changes observed and the results obtained in schools were very low. This 

can be verified from the 2011/12 education annual statistical abstract of the region. As 

indicated in the abstract, the promotion rates of Grade 10 students was much lower than 

average. Although there might be various reasons for this low achievement of students, 

many raise the school leadership practices as one major problem. Since it is one 

component of the region, the trained in Hadiya Zone is quite similar with the other Zones 

in the region. schools  in  Hadiya Zone also  faced  different  problems.  Specially,  

school  leaders  cannot  perform school leadership  functions appropriately as  a result the 

schools  effectiveness is affected by  poor leadership performance  and this leads  to low 

quality of education. This problem must be solved by research and that is why the 

researcher is interested to conduct this study. 

1.2. Statement of the Problem 
 

School leadership has play a key role in improving classroom practice, school policies 

and the relations between individual schools and the outside world. As the key 

intermediary between the classrooms, the individual school and the whole education 

system, effective school leadership is essential to improve the efficiency and equity of 

schooling (Pont et al., 2008). The role of school leadership is very essential and hence it 

is non-negotiable as it is one of the major factors that identify successful schools from 

unsuccessful ones (Fullan, 2005).  

 

According to the recent study Yukl (2006) and Fullan (2007), an educational leader and 

manager, should be an expert in theory, methods and practice of education and also an 

expert in theory, methods and practice of managing human, material, physical and 

financial resources, and should be able to initiate, guide, direct, administer, supervise and 

control activities in a range of educational institutions, organizations, environments and 

work should understand government regulations and policies on education and act upon 

them as required (Dinham, 2011). School leaders should devote considerable time to 

coordinate and manage instruction and stay close to the instructional process (Hammond, 
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Meyerson, Lapointe & Orr, 2010). In light of this, Leithwood, Louis, Anderson and 

Wahlstrom (2004) allocate three fourth of principals time for instructional matter. 

 

According to Leithwood and Sun (2012) inadequate leadership at the school level is the 

one that adversely affects the progress of education, because success in any educational 

institution depends significantly on effective and sound leadership. Additionally, 

principal personality, vision, extent of commitment and human relation can serve 

constraint to hamper the exercise of leadership. Supporting the above idea, Hopkins 

(2003) states that if the principal does not possess the appropriate personal qualities 

needed, the absence of these characteristics can be self-constrain in carrying out 

leadership responsibility properly.  

 

The school improvement research by Joyce and Calhoun (2010) emphasizes the need for 

leaders to focus on the educational issues rather than the generic tasks of managing staff, 

finance and marketing (Bush, 2007). The researcher supports the above concept that 

school leaders to determine the aims and purpose of education in particular schools. The 

key issues here are the extent to which school leaders are able to modify government 

policy and develop alternative approaches based on school level values and vision. In 

addition to this school leadership is more knowledgeable about new forms of learning 

assessment and pedagogy and will have to lead the change process from where learning 

and teaching and currently is in their schools (Fullan, 2007). School leadership influences 

on classroom practices and student learning outcomes and may help to avoid the 

challenges (Gurr, 2009). 

 

 

As secondary school vice principal for the last six years, the researcher had the 

opportunity to observe such gaps and conditions. By my own experience triggered me 

with insight into how this critical phenomenon is dealt with. Many a time, school leaders 

neglect the critical issues of teaching and learning while occupying themselves with the 

more administrative responsibilities. My position as a vice academic principal put me in a 

position to see how school leadership, or the lack of it, could lead to good or poor school 

performance. This study hoped to inform    institutions responsible for principals‟ training 
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and principals themselves, of some potential variables related to effective continuous 

development of school leadership skills. 

 

Principals  also  face  different  problems  while  playing  their  leadership  function.  The 

problems  may  be  emanated  from principals,  from  school  community;  parent  related  

and limited school resources.  According to MoE (1994) the  litmus  test  for  school  

leadership 

whether  the  relationships  among  staff  are  trusting  open  and  affirmative  enough  to 

support commitment,  to point  and  sustain  action  in  common that  strengthens the 

schools 

performance. In the context of the altering role of the school leadership, Ezeocha, (1985) 

points out that the  most challenge, that school leaders face to understand the changing 

context  and  improve  their  interpersonal  and  communication  skills  with  the 

understanding that they are no longer the authority figure but a partnership with others 

stakeholders. Therefore, to have effective implementation of leadership in school, leaders  

should  acquire  adequate  skill  and  knowledge  in  the  area  of school leadership.  

School leadership practices has many problems at secondary school levels such as, lack 

of expected skills  and knowledge for leading school, misconception of training contents 

with trainer experiences and interest, lack of incentive and support for school principals  

Markos  (2015).) 

The current study is different from the previous studies because it considered the major 

functions of principals that have great impact on schools effectiveness. In addition, there 

is  no  any  study  which  is  conducted  on  this  issue  on  secondary  schools  of Hadiya 

Zone. As a result the current research was conducted to fill these research gaps and 

solve practical problems related to principals’ functions. Therefore the research was 

guided by the following basic questions to achieve the objectives stated. 

1. What are the current practices of school leadership in secondary school of Hadiya 

Zone? 

2. What are the major challenges that affect the overall activities school leaders of the 

study area?  

3. What solutions do school leaders designed to cope up the problems? 

 



7 
 

1.3. Objectives of the Study 
 

This study has general and specific objectives. 

1.3.1. General Objective 
 

The major objective of the study was to assess the current practices and challenges of 

school leadership in secondary schools of Hadiya Zone. 

 

1.3.2. Specific Objectives 
 

The specific objectives of the study are: 

1. To assess the current practices of school leadership in secondary school of Hadiya 

Zone. 

2. To identify the major challenges that affect the overall activities school leaders of the 

study area.  

3. To forward possible recommendation for school leadership to cope with the problems 

in secondary schools of Hadiya Zone. 

 

1.4. Significance of the Study 
 

In light of the aforementioned objectives the research will have the following significance 

for the respective concerned bodies. 

 It would help the zone education office to identify the gaps between the practice 

the existing problem in the Zone.  

 It will increase awareness and attention of stakeholders towards the important 

roles of school leadership to achieve instructional leadership activities and  

 It may provide a base for other researchers who are interested to do their research 

in this area.  

 

1.5. Delimitation of the Study 
 

The study was conducted in one of the zones called Hadiya Zone. Because the researcher 

has well acquaintance with the principals in the zone, where the investigator worked as a 

teacher and a principal for 13 years, this helped the researcher to get pertinent 

information on the status and roles of school leadership with respected to the gap which 

was mentioned in the background part. To make the study more manageable and feasible, 

the study was delimited to fifteen governmental secondary schools (9-10) grades in 
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Hadiya Zone. The content delimitation of the study was defining the schools mission; 

managing curriculum and instruction; supervising instruction; monitoring student 

progress; promoting school learning climate and promotes teacher‟s professional growth.  

 

1.6. Limitations of the Study 
 

Many researchers believe that any research work cannot be free from certain constraints. 

So this research paper has its own constraints. The following points were some of the 

limitations that the researcher encountered on the course of the study. One apparent 

limitation was that most of secondary school principals, vice principals, teachers and 

cluster supervisors were busy and had no enough time to respond to questionnaires and 

interview. Then the study was managed by discussing with the reluctant respondents. 

Lack of previously recorded documents about the practices and challenges of principals 

in the sample area of this research study was also another limitation. Then to manage the 

study where there is no document is available the researcher used observation. Besides, 

shortage of time and finance withheld the researcher from conducting testing of the 

instrument. Then the study was managed based on the comments given by the thesis 

advisor and giving to correct and amend the items to seniors. So that the validity of the 

items can be seen by the return rate that produce an overall 92.9% of return rate. 

 

1.7. Operational Definitions of Key Terms 
 

Challenges:-the situation is being faced with something that needs greater mental and  

Physical effort in order to be done successfully (Fullan, 2005).  

Leadership: the ability to influence the actions of others and to guide an organization to  

A desired state of being or functioning (Murray, 2010).  

Practice:-the application of knowledge to effect change in teaching and learning  

Processes   (MoE, 2005). 

Principal: the chief instructional leader and administrative head of a school (MoE,  

2002). 

School Leadership: a process of influence based on clear values and beliefs and leading  

 

to a vision for the school (Stern, 2016).  

Secondary school:-educational institutions that includes general education courses (9- 
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10) in  Ethiopia (MoE, 2002). 

 

1.8. Organization of the Study 
 

This study is organized in to five chapters. The first chapter is the introductory part which 

includes the background of the study, statement of the problem, objective, significance, 

delimitation and operational definitions of key terms. The second chapter presents the 

review of literature relevant to the research. The third chapter discusses about research 

design and methodology and chapter four deals about data presentation, analysis and 

interpretation. The last chapter presents summary, conclusions and recommendations of 

the study.  
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CHAPTER TWO 
 

2. REVIEW OF RELATED LITRATURE 
 

This chapter deals with conceptual and empirical issues regarding school leadership. 

Studies of educational leadership have attracted the attention of large numbers of 

researchers. The amount of literature on leadership reflects a growing interest in the 

subject by various researchers and practitioners of leadership who are keen to investigate 

its different dimensions. It includes the concept of leadership, school leadership, the 

importance of leadership, the types of leadership, leadership practice and leadership tools 

and characteristics of school leadership. 

2.1. The Concept of Leadership  

Leadership is not an easy term to define precisely as many writers understand it in 

different ways. For example, Fullan (2005) in his survey of leadership theories and 

researches, point out that there are almost as many different definitions of leadership as 

there are persons who have attempted to define the concept. Similarly, Goddard (2010), 

also point out that they reviewed more than a thousand studies and came with more than 

three hundred and fifty different definitions of leadership without common understanding 

as to what differentiate leaders from non-leaders. Gurr (2009) admitted that until now, 

numerous attempts were made for an accurate definition of leadership has not been 

successful and is unlikely to succeed in the near future. Yukl (2006), also states that the 

term leadership is the word taken from the common vocabulary and incorporated in the 

technical vocabulary of a scientific discipline without being precisely refined, which 

resulted in confusion in its meaning. The difficulty in arriving at a general acceptable 

definition of leadership can be attributed to the following factors. 

 

Definition of leadership involves a complex interaction among the leader, the followers, 

and the situation (Fullan, 2005). It is a category of actual behavior. Despite conceptual 

confusion in the definitions of leadership among researchers, many scholars establish 

common areas of understanding around some comprehensive and representative 

definitions. Leadership has been defined in terms of traits, behaviors, influence, 

interaction patterns, role relationships, and occupation of an administrative position. 

Nothfield (2013) defined it as leaders, including followers, to act for certain goals that 
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represent values and motivates, wants and needs, aspirations and expectations of both 

leaders and followers.  

According to Fullan (2005), leadership is defined as the influencing of the actions, 

behaviors, beliefs, and goals of one actor in a social system by another actor with the 

welling cooperation of the actor being influenced. From the proceeding definition, 

influencing of followers is a basic activity in order to make them perform to their full 

capacity and the following pre conditions could be helpful power of the leader, ability to 

understand that human beings have diverse motivating factors in different time, place and 

conditions, ability to arouse followers to exploit their capacity in full by providing 

suitable climate and by inspiring motivation, and ability to handle tasks in specific 

situations with particular group of people.  

 

Generally, most the definitions of leadership reflect the assumption that it involves a 

process whereby one person exerts intentional influence over the other people to guide, 

structure and facilitate activities and relationships in a good organization. Leadership 

creates sense of direction, empowerment and the motivation we feel when we are doing 

or achieving something worthwhile. Thus, the implication to school leadership is that a 

school leader to be an effective leader, he/she has to consider the concept of leadership to 

deal with the attitude, values and motivation of different groups, individuals in school 

matters specially teachers as professional staff members as they have their own view of 

teaching and learning (Murray, 2010). 

2.2. The Concept of School Leadership 
 

Leadership is a broader concept where authority to lead does not reside only in one 

person, but can be distributed among different people within and beyond the school. 

School leadership can encompass people occupying various roles and functions such as 

principals and assistant principals, supervisors, leadership teams, school governing 

boards and school level staff involved in leadership tasks (Pont et al., 2008). 

 

As Bush (2007) depending on country contexts, the term school leadership is often used 

interchangeably with school management and school administration. Although the three 

concepts overlap, they are used with a difference in emphasis. While leadership involves 
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steering organizations by shaping other people attitudes, motivations and behaviors, 

management is more closely associated with maintenances of current operations. 

 

Sleegers, Wassink, Van Veen and Imants (2009) defined that leadership is viewed as a 

process that includes influencing the task objective and strategies of a group or 

organization; influencing people in the organization to implement the strategies and 

achieve the objectives, influencing group maintenance and identification, and influencing 

the culture of the organization. Hence, school leadership is a process that involves 

influencing the school societies that is, teachers, parents, community, students and other 

by one person or group of peoples (school leaders) for the overall school effectiveness 

and achievement of the school goals. The researcher‟s point of view is the person 

appointed and selected to do the school activities. 

2.3. Theories/Approaches of Leadership 
 

2.3.1. The Trait theory 
 

According to Fullan (2003) this approach of leadership was mainly interested in 

identifying traits or qualities, which leaders should possess. There were two assumptions 

upon which it was based, namely that, all human beings can be divided into two groups, 

leaders and followers, and also leaders possess certain qualities (inborn) that followers do 

not. Although there was little consistency in the results of the various trait studies, 

however, some traits did appear more frequently than others, including: technical skill, 

friendliness, task motivation, application to task, group task supportiveness, social skill, 

emotional control, administrative skill, general charisma, and intelligence. Of these, the 

most widely explored has tended to be charisma. 

The earliest studies of leadership focused on the traits of the person, sometimes called the 

Great Man Theory. This approach assumes that great leaders are born that way. 

Researchers for instance Arnold, Newman, Gaddy, and Dean (2005), sought to identify 

the characteristics that were similar in effective leaders more recently, some theorists 

have focused again on traits of leaders versus non-leaders. 
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2.3.2. Behavioral Theory 
 

When most trait theory disappeared in the leadership literature, researches focused on 

what leaders do, instead of who they are. Style or behavior of the leader became the focus 

of such studies. The most publicized concept is McGregor's thesis that leadership 

strategies are influenced by a leader's assumptions about human nature. As a result of his 

experience as a consultant, McGregor summarized two contrasting sets of assumptions 

made by managers in industry. Most of these revolved around a comparison of a 

relationship orientation versus task orientation of the leader. Fullan (2003) found that 

leader behavior clustered in consideration and initiating structure behaviors, measured as 

two distinct leader behaviors. The behavioral approaches to leadership came out of the 

human relations movement in management theory, which focused on the individual and 

not the task, and stressed that leadership, can be studied and learned. 

2.3.3. Contingency theory 
 

Whilst behavioral theories may help managers develop particular leadership behaviors 

they give little guidance as to what constitutes effective leadership in different situations. 

Indeed, most researchers today conclude that no one leadership style is right for every 

manager under all circumstances. Instead, contingency-situational theories were 

developed to indicate that the style to be used is contingent upon such factors as the 

situation, the people, the task, the organization, and other environmental variables 

(Hallinger, 2009). To sum up, leadership is not a recently introduced concept rather it has 

been in the society for a long time with developments through time. In the earlier time 

personality characteristics of leader were emphasized and then shifted to the 

behaviors/acts of leaders in the process. As time goes situation factors became the centers 

of leadership. It is essential to note the difficulty of saying this theory is better than the 

other. 

 

2.4. The Importance of School Leadership for Education Quality  
 

School leaders are under considerable pressure to demonstrate the contribution of their 

work to school improvement, which has resulted in the creation of a wide range of 

literature which addresses leadership in the context of school improvement (Preston, 

Jakubiec & Kooymans, 2014). There is consensus among scholars that the importance of 
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effective leadership cannot be over emphasized. UNESCO (2005) maintain that 

leadership matters because leaders help reduce ambiguity and uncertainty in 

organizations or society. Leaders take constructive acts to achieve long-term goals and 

provide clear positive reasons for their actions, goals, and accomplishments. In essence, 

leaders add clarity and direction to life and make life more meaningful. These scholars 

say that leadership matters because effective leaders make a difference in people‟s lives; 

these empower followers and teach them how to make meaning by taking appropriate 

actions that can facilitate change.  

 

Preston, Jakubiec and Kooymans (2014) maintain that school leadership is the heart of 

any organization because it determines the success or failure of the organization. Thus the 

study of leadership in organizations is closely tied to the analysis of organizations' 

efficiency and effectiveness and pupils. The study indicates that an effective head teacher 

can turn around a school that lacks direction and purpose to a happy, goal-oriented and 

productive school. Thus, it may be argued that an. In an organization such as a school, the 

importance of leadership is reflected in every aspect of the school: instructional practices, 

academic achievement, students‟ discipline and school climate.  

 

For instance, the Social Policy Research Association„s findings as reported by Tuters 

(2015) on how leaders create circumstances for positive inter-group relations and a caring 

and safe environment indicate that strong leadership is of great importance. The head 

teachers in the schools studied were able to prevent disruptive behavior by promoting 

positive inter group relations using different approaches to create a safe and caring 

environment. In essence, the head teacher as a leader needs leadership skills to reduce 

racial tensions among students that lead to negative social behavior and attitude.  

 

The findings of MoE (2002) study on the relationship between head teacher‟s leadership 

behavior and instructional practices supports the notion that leadership impacts 

instruction. His findings indicate that head teacher‟s leadership is crucial in creating a 

school that value and continually strives to achieve exceptional education for pupils. 

Similarly, Fullan (2007) research finding indicated that head teacher‟s effective 

leadership can significantly boost pupil„s achievement.  
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Apart from the fact that the head teacher knows what to do, he/she knows when, how, 

and the reason for doing it, the kind of changes that are likely to bring about 

improvement on pupils„ achievement and the implication for staff and pupils. In effect, 

the head teacher is expected to communicate expectations for the continual improvement 

of the instructional program, engage in staff development activities and model 

commitment to school goals. It may therefore be argued that a head teacher, who does not 

engage in actions consistent with instructional leadership, has a wrong perspective of the 

school„s goals. It takes leadership for a school to be transformed and to be successful. 

This is evident in research findings as reported by Stewart and Matthews (2015), which 

portrays the head teacher as an individual capable of creating the climate needed to 

arouse the potential motivation of staff effective leadership is critical in increasing 

productivity and in transforming an unpromising circumstance in a school.  

Likewise, Fullan (2003) maintains that the most important thing to an organization is the 

quality of its leadership, particularly the quality of the head teacher in a school setting. In 

this context, UNESCO (2005) upholds that the head teacher is the answer to a school„s 

general development and improvement of academic performance, in that an effective 

head teacher creates an environment that stimulates an enthusiasm for learning.  

 

Accordingly, it implies that the main job of the head teacher is to create an atmosphere 

that fosters productivity, effective teaching and learning. Therefore, the type of climate 

that exists in a school could be used as a yardstick to measure the head teacher„s 

effectiveness. Spillane and Lee (2015) assert that the head teacher is at the center of all 

school improvement initiatives in teaching and learning and therefore, he/she is a change 

agent for school success, and expected to explore and judiciously utilize the resources for 

continuous improvement in organizational performance. By implication, if the head 

teacher is not vision-oriented and productive in regard to his/her responsibilities, 

improvement of school achievement will remain a dream for a long time. School 

leadership is very crucial to cascade the teaching learning process in the school but their 

commitment to play their role was below the expected in the study area. The question is 

whether the head teachers in Hadiya Zone of secondary schools carry out their duties 

such that a positive climate is promoted to improve the academic achievement of students 

and to capacitate the school leadership.  



16 
 

 

2.5. Effective School Leadership for School Change  
 

The role of manager is essential for the school principal and is probably the most 

important aspect of school leadership. Spillane and Lee (2015) in their classic text on 

organizational behavior divide management skills into three major categories: technical-

derived from sound management techniques; human-derived from harnessing available 

social and interpersonal resources; conceptual-derived from expert knowledge about 

matters of education and schooling. Clarke and Wildy (2004) added two other areas of 

management for school administrators: symbolic-derived from focusing the attention of 

others on matters of importance to the school, cultural-derived from building a unique 

school culture.  

 

Cowie and Crawford (2008) add a sixth dimension of school management-the principal 

as a change agent and facilitator. In all six areas of leadership the principal attempts to 

organize the school's mission or goals by building collegiality among teachers, forging 

partnerships with the parents, community residents, and community institutions, and 

manipulating symbols, resources, and rewards toward common goals (Lee, 2015). 
 

Principals worked together with a supportive base of parents, teachers and community 

members to mobilize initiative. Their efforts broadly focused along two major 

dimensions: first, reaching out to parents and community to strengthen the ties between 

local school professionals and the clientele they are to serve and second, working to 

expand the professional capacities of individual teachers, to promote the formation of a 

coherent professional community, and to direct resources toward enhancing the quality of 

instruction (Nelson et al., 2008). Fullan (2005) collaboration is a key characteristic of 

school change and school success. Successful principals empower staff through 

collaboration and shared leadership.  

 

In addition to restating the value of strong school leadership, they emphasized that 

effective site leadership is an integral part of how schools conducted business. Harris 

(2003) asserts that leaders view their world through a framework of preconditioned lenses 

and filters. This framework shapes how situations are defined and determines what 

actions are taken. However, correct diagnosis of a given situation is the critical step in 
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determining the appropriate response from the leader. A faulty diagnosis will rarely 

produce an effective response, and misreading a situation can undermine even a leader of 

exceptional stature and skill (Lee, 2015).  Lee (2015) developed four frames that portray 

the way leaders think and act in response to everyday issues; the human resource frame 

focuses attention on human needs, the structural frame focuses on organizational goals 

and efficiency, the political frame emphasizes competition for scarce resources and the 

symbolic frame focuses on imagery, symbols and culture. 
 

Lee‟s research indicates that leaders rarely use more than two frames. They determined 

that leaders most often used the human resource frame while the least used frame was the 

symbolic. Research found a relatively consistent view of leaders' self-perception of 

orientation and subordinates' views of that orientation (Lee, 2015). 

 

2.6. The School Leadership in Ethiopia 
 

School leadership in schools is one of the influential administrative positions in the 

success of school plans. In the history Ethiopian education system, principalship trace s 

its origin to the introduction of Christianity in ruling era of King Ezana of Aksumite 

Kingdom, around the fourth century. Cotton (2003) stated that Ethiopia for a long time 

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

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

Menelik II School. 

 

According to Amy (2005) the history of school leadership in Ethiopia was at its early age 

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

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

Egypt and India, were assigned as school principals. Throughout Africa, there is no 

formal requirement for principals to be trained managers. They are appointed on the basis 

of a successful record as teachers with an implicit assumption are that this provides a 

sufficient starting point for school leadership. In Kenya, for example, deputy principals as 

well as good assistant teachers are appointed to the leadership without leadership 

training. But good teaching abilities are not necessarily an indication that the person 

appointed will be a capable educational leader (Clarke & Stevens, 2009).  
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Successful school leadership offered that the school‟s mission must be achieved with in 

boundaries of law and professional competence. Judgments of the effectiveness of school 

leaders should include information regarding compliance, professional competence and 

the achievement of desired learning outcomes (Lee, 2015). Effective school leadership 

tends to believe that the purpose of the school is to meet the instructional needs of all 

students; expected an educational importance and task orientations in classrooms built 

encouraged teachers to implement abroad curriculum and implemented a more narrowly 

defined curriculum and allocated more time for basic skill instruction (Clarke &Wildy, 

2004). 

 

The conception of leadership in any organization including school leadership has long 

history and dates back to ancient times. According to Lee (2015), the study of leadership 

is an ancient art. It appeared in the works of Plato, Caesar, and Plutarch. Additionally, 

UNESCO (2005) suggested that leadership is a robust concept that occurs universally 

among all people regardless of culture. 

 

Leadership has been intimately linked to the effective functioning of complex 

organizations throughout the centuries. The traditions and beliefs about leadership in 

schools are no different from those regarding leadership in other institutions. Leadership 

is considered to be vital to the successful functioning of many aspects of a school. To 

illustrate, the list below depicts only a few of the aspects of schooling that have been 

linked to leadership in a school building: These are, a school has a clear mission and 

goals, the overall climate of the school and the climate in individual classrooms, the 

attitudes of teachers, the classroom practices of teachers, the organization of curriculum 

and instruction and students opportunity to learn. 
 

In he‟s study on implication for reforming school leadership in Ethiopia Yenenew Ali 

(2012) reports on a change in the placement process for new principals in Ethiopia. 

Before 1994, the assignment of principals was largely conducted on the basis of 

applicant‟s degree or diploma in educational administration. The new process involves 

teachers electing principals from among the teachers at the school. Initially, this is for 

two years and a reelection must be proceeding by‟ performance evaluation. Colleagues, 

students, parents and the district office will assess the principal biannually to determine 
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re-election for the second term. Then the district office must approve the election. He 

concludes that elected school principals are the once who are their outstanding in their 

teaching assignments, or those who are popular among colleagues or their superiors. 

These processes appear to include, bureaucratic, democratic and political aspects, leading 

to unpredictable outcomes. 

 

2.7. The Roles of School Principals  
 

Among many duties and responsibilities, the main functions of principals are curriculum 

development; staff development, supervision, goal clarification, evaluation, research 

work and utilization of resources which are discussed as follows:  

 

2.7.1. Curriculum Development  
 

One of the important functions of a school head is to facilitate curriculum development 

work at the school level. A contemporary secondary school principal, however, seems to 

be more involved in school administration, leaving curriculum work and related 

pedagogical practices in the hands of respective heads of departments. Losing control of 

curriculum and pedagogic power to subordinate, a principal is unable to perform his/her 

leadership and supervisory roles adequately. Present day secondary school seems to be 

over administered and under led (Northfield, 2013).  

 

Greater attention should be given to training future principals in the area of curriculum 

development. Principals see themselves in role conflict situations; they wish to act as 

instructional leaders, but they are evaluated by superiors who appear to set priorities on 

non-instructional tasks (Wildy & Clarke, 2012).  

 

According to Arnold, Newman, Gaddy and Dean (2005) curriculum development 

involves clear division of labor between the designers and the implementers, who are 

defined as receivers. Another way is to think of curriculum as an activity. Through 

regular staff development programs, principals can prepare teachers for active 

participation in curriculum implementation at school level. Furthermore, a healthy school 

climate can be created where teachers have opportunities to release their potential, 
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interact with collogues, make better use of resources, appreciate individual differences 

and learn from one another. 

 

Besides, curriculum development is the base for education on which the teaching learning 

process is planned and implemented (Brenner, Elder, Wimbish & Walker, 2015). 

Curriculum development is the reviewing of educational curriculum at regular time 

intervals to improve and develop it. It is related to teaching and learning process which 

involve look back to what teachers have been taught teaching, what students are learning, 

how it is organized and with what success.  

The principal is the leader of the school and should posses' leadership activities, in 

addition, to understand thoroughly the curriculum. The principal must set and accept 

relevant role expectation in determining objectives of instruction. Principals must also 

lead the way in developing in students a positive attitude about learning since the quality 

attitudes help pupils to become increasingly proficient in attaining knowledge and skills 

ends (Budge, 2006).  Therefore, it is the responsibility of the principal to provide the 

leadership undertaking of the activities for the school effectiveness and for teaching and 

learning process.  

 

2.7.2. Staff Development  
 

Staff development is a continuous professional development in order to promote teachers 

profession expertise through involving in problem solving activities (Edwards & Longo, 

2013). Promoting teachers professional development, according to Klar and Brewer 

(2014) is the most influential instructional leadership behavior at both the elementary and 

high school levels. Among the role of an instructional leader is promoting school wide 

professional development.  

If the intention of the principal is to get school improvement programs implemented and 

if his/her target is to provide quality education for all students, one of the major and most 

important concerns should be promoting school-wide continuous professional 

development (CPD). Hence, a school principal as an instructional leader needs to 

motivate all individuals who are eligible to take part in CPD program and work with 

them.  

 



21 
 

According to the Ethiopian Ministry of Education (MoE) (2009), the aim of CPD is to 

improve teacher‟s performance in the classroom in order to raise student achievement and 

learning because, directly or indirectly, there is a link between students result and 

teacher‟s performance. CPD is a career long process of improving knowledge, skills, and 

attitudes centered on the local context and particularly classroom practices. Therefore, 

attracting, retaining, and developing teachers across the professional life cycle have 

become policy priorities in many countries (Christie, 2010). 

 

2.7.3. Supervision   
 

Supervision is a process for developing teachers‟ self-awareness and independence, 

together with a spirit of collective enterprise to improve classroom practice (Parson, 

Hunter, & Kellio, 2016). They perceive supervision in terms of developing professionally 

responsible teachers, who are self-directing, capable of analyzing their own performance, 

and open to the assistance of teachers.  

 

In addition, supervision is a core function of educational leader. It plays a key role in the 

improvement of learning through the monitoring of instruction. Principals have 

responsibility to help teachers to improve their practice and accountable for meeting their 

commitment (Harris, 2003). The supervision of instruction by the school principal is 

among his roles/practices as an instructional leader. As an instructional leader, he needs 

to follow up the day to day activities of teachers and supervision is the major instrument 

for this. The instructional leaders‟ repertoire of instructional practices and classroom 

supervision offers teachers the needed resources to provide students with opportunities to 

succeed.  

 

For instance, a study of primary school effectiveness in Burundi documents a strong and 

significant relationship between the frequency of teacher supervision by the school 

principal and student achievement: student test scores rose as the number of times the 

school principal visited the classroom increased (UNESCO, 2005). Therefore, frequent 

teacher supervision improved the punctuality of teachers and their adherence to the 

curriculum, which in turn produced higher scores.  
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2.7.4. Goal Clarification   
 

According to Preston and Barnes (2017) well-advertised goals for schools and classrooms 

are absolutely essential. Schools those are aspiring to high performance results for the 

nature of the goal setting process. School principals communicate school goals or visions 

in many different ways. Among these are communicating goals through faculty meetings 

and departmental chair meetings. They communicate them through individual meetings 

such as follow up conference to classroom observations. Frequently, communication of 

school goals by instructional leaders promotes accountability, a sense of personal 

ownership and instructional improvements. Skillful leaders address different learning 

needs of students. 

 

The function of communicating school goals refers to the ways the principal expresses 

importance of the school goals to staff, parents and students. With regard to the 

communication of school visions and goals, Fullan (2007) explain that principals have to 

communicate clear vision on instructional excellence and continuous professional 

development. This is one of the instructional leadership practices at school level.  

 

As Amy (2005) made it clear in his study that communication of school goals by the 

principal has a significant positive relationship with teacher classroom innovativeness, 

which in turn can contribute to school improvement. He found out that, at the high school 

level, communication of school goals by the principal accounted for the largest amount of 

variance in classroom innovativeness. The communication of school goals by the 

principal gives confidence to teachers to use more reflection, which may lead to teachers 

adjusting their instructional techniques to only educational program if they get its value 

and importance. Hence, principals are expected to make clear general and specific 

objectives of instructional process in order to have appropriate expectation for achieving 

and meeting the set goals because teachers and students accept and follow focus attention 

on key aspects of the schools vision and communicate the vision clearly and 

convincingly.  
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2.7.5. Evaluation  
 

The principals need to provide leadership in the school setting to assist teachers to use 

evaluation procedures which appraise what pupils have learned. The evaluation is 

stressed in terms of pupils having the stated objectives. Evaluation that is continuous 

provides information to the teacher and evaluation measures to determine the 

achievement by learners need to be aligned with the objectives. Validity and reliability of 

evaluation procedures are of utmost important (MoE, 2002). 

 

There is a common understanding that evaluation is the process of delimiting to what 

extent the educational objectives are actually being reached or instructional improvement 

(Brenner, Elder, Wimbish & Walker, 2015). Evaluation to principals as instructional 

leadership is used to assess whether instructional goals have been achieved or not. Hence, 

the objectives of the evaluation are to the benefit of the teachers by rewarding and 

promoting for their needs and by motivating and encouraging on their weak sides. 

Principal is the key person to pass decision on the important issues of the school. 

 

2.7.6. Research Work 
 

Research work is in particular the most important one that deserves to be given priority 

(Finnigan, 2012). The necessary pre condition must be fulfilled by the school principals 

for the undertaking of research in the school by teachers. According to Bass and Riggio 

(2006), school principals should motivate teachers to recognize research to solve school 

problems and on effective teaching and learning because school effectiveness and 

improvement will be difficult without research.  In general, principals are expected to 

mobilize teachers to study and reflect on their practice so that research serves the 

professionalization of teachers on research. 

 

2.8. Characteristics of Effective School Leadership 
 

Recent studies of school effectiveness found that there is on one particular model or 

package for effective school leadership that can be applied to all schools in different 

socio-economic contexts (MoE, 2002). Furthermore, there is one definitive list of 

qualities of an effective leader. However, what is evident from these studies is the role 

played by the character and personal qualities of the principals in determining how the 
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schools achieve their aims  the extent to which they perform  their  leadership roles is 

considered important as it could impact on how people feel and are motivated to perform 

at higher levels (Early & Weindling, 2004). This evidence points to some common key 

qualities and characteristics that can be identified with effective school leaders (Edwards 

& Longo, 2013). These include:  

2.8.1 Having a Clearly Defined Vision  
 

Effective leaders according to Davis (2006) communicate a rational, appealing vision of 

the future and how the ways through their strategic leadership approach. Vision is defined 

as the force which molds meaning for the people of an organization.  It is force that 

provides meaning and purpose to the work of an organization and is well beyond merely 

maintaining the status quo and suggests that all leaders, including school principals have 

the capacity to create a compelling vision that can take their schools forward (Eilers & 

Camacho, 2007). Having a clearly defined vision or purpose is central to successful and 

effective leadership (Fullan, 2003). This aspect of leadership, according to Budge (2006), 

is visionary leadership and can be categorized into organization, future, personal, and 

strategic. Organizational vision involves having a complete picture of what makes up a 

system or organization, and an understanding of how the systems relate to each other 

future vision consists of a comprehensive picture of what an organization will be like at 

some point in the future, including how it will be positioned in its environment and how 

it will function internally.  

 

2.8.2 Holding Clear Beliefs and Values 
 

Values according to Bush (2008) is the conscious expressions of what an organization 

stands for and represent a deeper sense of what is considered important. Beliefs represent 

how we comprehend and with the world around us. Effective leaders promote a set of 

values and beliefs that are perceived to be acting within a moral framework. In 

establishing a set of values and beliefs, an effective school leader not only has to 

demonstrate, establish and espouse the values himself, but also to communicate these to 

staff and students as well. Parts of the responsibilities of such leasers to ensure that the 

changes put in place are sustained. Thus a primary characteristic of effective leadership 

appears to be commitment to shared values and beliefs. That is, as suggested by Chapman 
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(2008), these shared values and visions must be collaboratively constructed by leaders, 

and must underpin and guide the way in which they perform their leadership roles.  

 

2.8.3 Valuing and Using Human Resources 
 

In any organization such as schools, staff and colleagues are the greatest resources and 

one of the key characteristics of effective leaders is that they value these human resources 

(UNESCO, 2008). Chapman (2008) further believes that the nourishing of individuals is 

central to effective leadership and that leaders need nurture and utilize the resources of 

their staff and colleagues to their full potential in order to allow them to assume greater 

levels of competence. These should also provide an environment that promotes the 

contributions of each individual member to the organization‟s work and to the fulfillment 

of the shared vision (Lee, 2015). This leadership approach is in line with the distributed 

leadership model in which leadership is the responsibility of all members of the school 

community. This model of leadership however, does not remove the role of someone in a 

formal leadership position that is ultimately responsible for the overall performance of 

the organization. Therefore, to develop and sustain this model of distributed leadership in 

our schools, leaders must first be committed to the development of the capacities of their 

staff, colleagues and the school communities. 

 

2.8.4 A Strong Motivator of Staff and Students 
 

For any leader to be effective much of what can be achieved hinges on the support and 

commitment he or she gathers from followers (Foster, 2005).  This means the leader must 

have the capacity and the will to nurture, motivate, inspire and challenge staff and 

colleagues, and is expected to be a nurture Coach and mentor who works with followers 

to ensure the organization‟s success (Fullan, 2007). This includes being an effective 

communicator and being able to maintain positive personal relationship within the whole 

school community. The leadership research and the theories reviewed above depend 

heavily on the study of motivation. This therefore suggests that all leaders must be in 

position to create an environment in which people are motivated to produce and move in 

the direction of their shared vision.  
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By creating the right environment, one in which staff and students want to be involved 

and committed to their work, a school leader is able to influence and direct the activities 

of others. In view of the above arguments and as leaders who understand what people 

value. They can impact on peoples‟ actions by defining what behaviors will produce 

desired outcomes. Motivation must not be seen as the only element involved in eliciting 

certain behaviors from followers or employees but personal knowledge and abilities 

certainly play a role as well. Motivation theories could be seen to add to the body of 

leadership work in that the emphasis is on the followers themselves and what causes them 

to act, instead of focusing on the leaders and their traits, behavior, or situations (MoE, 

2002).  

 

2.8.5. Being Creative in Solving Problems and Complex Issues 
 

Since leadership is constantly challenging, little or nothing can be achieved without a 

resolve to face and overcome these challenges (Goddard, 2010). Arguably, effective 

leaders are those that are aware of the emotional and intellectual needs necessary to 

empower people to take action, to solve problems, and to voice their ideas (Lee, 2015). 

The importance of creativity cannot be over looked as an integral component of effective 

leadership. That is, beyond the skills of management and operation, or what Hallinger 

(2007) describes as the nuts and bolts of principal ship, there is a fundamental need to be 

an effective problem solver. These complex issues and demands require leadership with 

high levels of creativity.  

 

2.8.6. Maintaining the Right Culture 
 

As leadership research has grown and expanded, an even broader look at leadership has 

emerged with a focus on organizational culture (Fullan, 2002). This is due to 

accumulating evidence that the culture of an organization plays an important role in its 

success (Harris, 2012). Culture, according of Bush (2008), is the way we do things and 

relate to each other around here.  It can also be regarded as a system of values and beliefs 

that codifies the behavior, processes and products of the organization and the people in it 

and can be described as the normative glue that holds a particular school together (Harris, 

2003). For leaders to be effective, according to this view, issues related to culture must be 
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clearly identified and maintained. Being proactive and being able to foresee and deal 

effectively with change.  

 

One of the common characteristics of effective leadership in contexts where change is 

considered includes leaders being selective in their leadership approach at certain phases 

of the change process. Collaboration, capacity building and distribution of leadership 

power through empowering others to be leaders are other effective leadership 

characteristics in changed contexts (Chapman, 2008). One of the key characteristics of 

effective leaders is their ability to adapt to change, as the environment of their 

organization shifts and develops. That is, effective leaders responded positively to change 

in the culture of an organization and the management of an organizational culture is the 

key to successful innovation and effective leadership. Culture building and maintenance, 

school leaders should pay attention to the informal, subtle, and symbolic aspects of 

school life (Klar & Brewer, 2014). 

 

2.9. School Leadership Practices  
 

Schools are complex environments where a number of planned and unanticipated 

situations occur every day. The complexity of these situations emanate mainly from 

moral issues, interpersonal relations, instructional and managerial demands and 

conformity to social and political pressures dictated by the local communities served by 

the schools (UNESCO, 2005). School leaders take on their roles because they want to 

make a difference to children„s and young person„s lives and learning. Leadership is not 

an end in itself, rather, it is a means to enabling children and young people to learn 

achieve and develop (Bush, 2008). Some of the practices of school leadership are 

discussed here below. 

 

2.9.1 School Leaders Sets Goals and Targets that Accelerate the Learning of 

Students those are at Risk of under Achievement  
 

Successful schools are keenly aware of the need to achieve both equity and excellence. 

Effective educational leaders pursue equitable outcomes. Effective school change leaders 

establish and develop specific and measurable goals so that progress towards equity and 

excellence can be shown, monitored and acted on. Goal setting works by acknowledging 

the discrepancy between what is currently happening and some desired future state. Goals 
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focus attention and lead to persistent and unrelenting effort (Parson, Hunter & Kellio, 

2016).  

 

2.9.2. Involves In Designing, Evaluating and Coordinating the Curriculum and 

Teaching 
 

Leaders in high-performing schools are involved in planning, coordinating and evaluating 

the curriculum and teaching. The varying degree of leadership involvement in the 

curriculum is the importance of a coherent and responsive curriculum and taking the time 

to review and adapt it. 

 

2.9.3 School Leaders Help Improve Employee’s Performance  
 

Preston and Barnes (2017), indicated that the main task for school leaders is to help 

improve employee‟s performance. Since the performance is influenced by employee‟s 

beliefs, values, motivations, skills and knowledge and their working conditions, school 

leaders will embrace practices helpful in dealing with factors influencing performance 

(Bush, 2008). Examining research evidence on leadership qualities and practices in 

schools and others categories four basic practices of school leadership (Fullan, 2005). 

The first practice is building vision and setting directions. It is basically about creating 

shared purpose to stimulate work performance. The basic practices that successful leaders 

commonly do are building a shared vision, fostering the acceptance of group goals and 

demonstrating high-performance expectations. The second practice is understanding and 

developing people. The objective of this practice is not only to improve teacher‟s 

knowledge and skills required for accomplishing organizational goals, but also to build 

their characters in terms of commitment, capacity and flexibility to actualize the 

improved knowledge and skills.  

 

The basic practices that successful leaders generally do are providing individualized 

support and consideration, fostering intellectual stimulation, and modeling appropriate 

values and behaviors. The third practice is redesigning the organization. This is 

particularly concerned with providing working conditions that allow teachers to make the 

most of their motivations, commitments and capacities. Teacher‟s beliefs about and 

responses to their working conditions have shown significant variations in school 

leadership practices. The basic practices that successful leaders usually do are building 
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collaborative cultures, restructuring and re-culturing the organization, building productive 

relations with parents and the community, and connecting the school to its wider 

environment. The fourth practice is managing teaching and learning programs. This aims 

at creating productive working conditions for teachers, fostering organizational stability 

and strengthening school infrastructure. The basic practices that successful leaders do are 

staffing the teaching program, providing teaching support, monitoring school activity and 

protecting staff against distractions from their work (Budge, 2006).  

 

2.9.4 Principals Create a Culture of Learning in the School Compounds  
 

The significance of the leadership role of principals at schools has attracted the attention 

of a number of writers in the field of educational leadership and management (Lee, 

2015).Stressing on this, (Ibid, 2015) put the following practices that principals can adopt 

in their endeavor to create a culture conducive to effective learning by citing the work of 

articulating and advocating for a shared vision, motivating students, staff and parents; and 

Utilizing human and material resources (Stern, 2016).  

The successful implementation of the leadership aspects mentioned above requires the 

principal to win the support of teachers. Principals must be prepared to devote a lot of 

their time to assist and demonstrate desirable values and norms, which ultimately have an 

impact on the culture of the school. According to Bush (2008), the strategies adopted for 

instructional leadership comprise the following: the process of articulating the school 

mission, supervising the teaching and learning process, monitoring the academic progress 

of learners and creating an inviting environment for learning. 

 

2.9. 5. Developing People  
 

Evidence collected in both school and non-school organizations about the contribution of 

this set of practices to leader‟s effects is substantial. While clear and compelling 

organizational directions contribute significantly to member‟s work-related motivations, 

they are not the only conditions to do so. Nor do such directions contribute to the 

capacities members often need in order to productively move in those directions. Such 

capacities and motivations are influenced by the direct experiences organizational 

members have with those in leadership roles, as well as the organizational context within 

which people work (Bush, 2008).  
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2.9. 6 Developing and Implementing Strategic and School-Improvement Plans  
 

When schools are required to have school-improvement plans, as in most school districts 

now, school leaders need to master skills associated with productive planning and the 

implementation of such plans. Virtually all district leaders need to be proficient in large-

scale strategic-planning processes (Fullan, 2002). The principal is responsible for the 

quality of the education provided in the school and must ensure effective school 

improvement processes are in place.  

 

The role of the principal is to establish a school improvement committee, oversee the 

school improvement process, establish school targets, oversee the development and 

annual review of the school plan, liaise with central office staff to ensure school and 

system alignment, report regularly to, and consult with, the school board, report regularly 

to the school director on development and progress of the school plan and levels of 

student performance, approve all forms of school reporting, ensure that appropriate 

evidence is retained and made available for the external validation process (Starr & 

White, 2008).  
 

2.9.7 Creating Safe and Structured School Environment  
 

Research shows that school can be a stabilizing force for young people, both emotionally 

and academically, particularly when they are experiencing transition or crisis. Effective 

school leader have a duty to create good school environment. Supporting this idea school 

environment refers to the social, academic and emotional contexts of a school the 

personality of the learning context and how it is perceived by students, staff and 

community. This climate is influenced by a broad range of factors, from disciplinary 

policies to instructional quality to student and teacher morale. A positive school 

environment creates an optimal setting for teaching and learning (Bush, 2008). 

2.10. Factors Affecting School Leadership Effectiveness  
 

Studies on school leadership indicate that there are some factors that influence 

effectiveness of school leaders. Such factors may be classified to a principal 

characteristics, organizational and district/zonal education department characteristics. 

There are different factors affect school leadership in the study area.  
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2.10.1. Leaders’ Characteristics  
 

Leaders Educational Background  
 

An effective leaders needs to have knowledge on series of specific technical, human and 

educational skills. In line with this idea Preston and Barnes (2017) explained this skill in 

to a serious of behavioral forces described as technical forces: being a good manager and 

applying good planning, organizing, coordinating, and controlling techniques to ensure 

optimum effectiveness of the organization; the human forces: emphasize human relations' 

skills, implementing good motivational techniques, and building good moral within the 

organization. The appropriate use of participatory management is an integral part of this 

behavior; and the educational forces: focus on the conceptual knowledge of education-it 

indicates the ability to diagnose educational problems, carry out the functions of clinical 

supervision, evaluate educational programs, and help curriculum, implement staff 

development activities, and develop good individual educational programs for individual 

children. Generally leaders as instructional leader requires qualified trained through 

formal education leader who has a quality suited for those complex activities. It is 

believed that this formal education provides the principals various skills and 

understanding of leadership role.  

Leader’s Work Experience  

 

The ability to learn from experience is one that that leader needs to develop and foster. 

School leaders obviously should work for a few years as a teacher before he/she assumes 

a leadership so that he/she could gain a number of understandings about students, the role 

of the community, the problems and teaching, and some of the school administrative 

problems. Because the leader works with a wide variety of people, it is valuable if his 

work experience includes some practical experience outside of the field of professional 

education that he/she could gain through panel discussion, conference, seminar or 

workshops, in light of this point pointed out that through such experience, the prospective 

leader c 

an gain understanding and skills in working with people, if he recognizes the opportunity 

for learning from experience. In effect the more the experienced leader will become the 

more effective instructional leader (Klar & Brewer, 2014).  
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2.10.2. Organizational Characteristics  
 

In this context, organizational characteristics are to mean the existing factors in the 

school that affect the leadership process.  

 

Availability of Educational Resource  

 

The first factor is the availability of educational resources, which include human, material 

and financial resources. The availability of essential resources like teachers, textbooks, 

machineries, supplies and finance are crucial to the success of effective leadership role. 

The availability of educational resources may constrain or facilitate the leadership 

function. Yukl (2008) indicated that lacks of resources are serious obstacle to effective 

leadership. Experience also shows that shortage of qualified trained teachers makes 

leadership process problematic.  

 

Role Diversity  

 

The second organizational factor is the role diversity about which most school leaders 

complain. Exercising leadership takes time and energy over and over that which must be 

spent on administering a school or school district (Bush, 2008). Responsibilities other 

than instructional leadership will frequently press for the principal's time and drain 

his/her energy, leaving him/her with the feeling that she is spread too thin. Yukl (2008) 

also pointed out that instructional leadership role of the principal is always dwarfed by 

the long list of administrative duties. 

Professional Norm  

 

Professional norm is another organizational factor that influences leadership effectiveness 

of the principals. Lee (2015) indicates that teachers in secondary schools are sensitive, 

intelligent people who feel that their professional preparation and experience have 

equipped them to do a job skillfully. Such educational norms may enforce the principals 

to leave the instructional matter and educational decisions to teachers which limit the 

frequency and depth of principal‟s classroom observation as well as their initiatives of 

consulting teacher about instructional matter (Bush, 2008). 
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Yukl (2008) also added that teachers do not always recognize the principals as 

instructional leader. This is because they consider him/her as not having necessary 

expertise regarding the actual teaching and learning process. However studies have 

revealed that in schools where student achievement is higher than might be expected, 

principals provide a strong leadership and support can be an instructional leader, and that 

such leadership is necessary if school is to be successful. 

 

School Size  

 

The research on the impact of school size on styles of leadership is limited. Fulla 

(2002:34) says “Small schools are more likely to nurture a sense of belonging and 

community, engaging active student involvement through a positive, humane and caring 

atmosphere.” This implies that leaders are more likely to operate in a participative mode 

and Cotton (1996) claims that interpersonal relations are more positive in small schools. 

A considerable amount of evidence suggests that pupils benefit from being part of 

relatively small organizations (Lee, 2015). For elementary schools, the optimum size 

seems to be about 250 to 300 students, whereas 600 to 700 students appear to be optimal 

for secondary schools.  

 

Decision Making  

 

Much of the current literature in this area has been driven by a model of high 

involvement or high performance organizations (Parson, Hunter & Kallio, 2016). From 

different perspectives, teacher involvement is a means of avoiding feelings of 

powerlessness and workplace alienation, both of which can lead to stress and burnout.  

The newest of the perspectives, organizational learning views that teacher‟s involvement 

in authentic forms of decision making is a central mechanism for making better use of the 

intellectual capacities distributed throughout the organization. This, in turn, results in 

better, and better coordinated, decisions (Lee, 2015).  

 

Instructional Policies and Practices  

 

Over the past decade, conservative policy makers in many jurisdictions have enacted a 

tough love strategy for raising student performance which often includes retaining 

students at grade until they meet minimum passing standards often judged by the results 
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of end-of-grade exams. This policy has resulted in a substantial reduction in high school 

enrollments, partly by reducing the age at which students drop out of school. But strongly 

suggests that retention policies for pupils with a relatively robust sense of academic self-

efficacy, the raising of standards with clear sanctions for failure can be positively 

motivating. A robust sense of academic self- efficacy typically results in more work as a 

response to the threat of failure. So those who have traditionally done well at school 

acquired high levels of academic self-efficacy in the process.  

 

Class Size  

 

By now, there is little debate in the research community over the contributions to student 

learning of smaller school class sizes. Evidence about class size effects not only identifies 

optimum sizes from a typical 22 to 30 student class to an approximately 15 student class 

have the potential to significantly increase student achievement, it also suggests that the 

greatest benefits of reducing class size are found in the first two years of schooling when 

accompanied by appropriate adaptations to instruction (Fullan, 2003).  

 

2.10.3. District/Zonal Educational Office Characteristics  
 

District or zonal educational office is one of the factors that influence the leadership 

activities of the school. It is the basic administrative unit in the education hierarchy, 

which starts at federal level and works its way to the state and then to local level (Harris, 

2003). Harris, Michelle and Suria (2013) pointed out that the expectation set by the 

administration of higher offices can influence the principal's role. Lee (2015) also 

indicated that, in addition to district or zonal education desk, administrative elements like 

rules, and regulations and policies, financial and supply delivery problems, numerous 

reporting requirements, untimely teacher transfer and delay in employment of teachers 

suggested as constraining elements in principals instructional leadership process  

 

According to Yenenew (2012) Challenges to the school improvement may vary in 

accordance with the variations with the unique features of schools as well as with the 

external environment in which schools are operating. One simple example, the size of the 

school is associated with innovative behavior for that smaller schools apparently lack the 
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resources to engage in significant change. However, there are common challenges that 

most school improvement programs face.  

 

These are lack of schedules in schools that permit teachers to meet and work together for 

sustained periods of time; the demanding nature of teachers work as an increasing 

number of students arrive at school less well-socialized, less prepared to deal with 

materials, and more frequently from family settings that are not supportive; the aging and 

often demoralization of teachers due to declining resources, increasing levels of 

bureaucratization and the rapid and frequent demands for change that come from central 

authorities.  

 

Bush (2008) also suggested that, in South Africa the initiatives of SIP were faced by lack 

of material resources; the limited capacity of educational leaders; poor participation and 

lack of safe environments. In Ethiopia, besides the commitment of the country to improve 

access education, the school improvement program has launched aiming at improving the 

quality of education through enhancing student learning achievement and outcomes 

(MoE, 2007). Hence, student achievement is a reason for any educational change. 

Unfortunately, because of the process of translating policy into practice is so difficult to 

achieve. That is why, the implementing of the school improvement program is 

challenging. Most of the school principal who is in the leading position did not get 

adequate educational training leadership. Even those who are trained also are not 

effective in leading the schools. Due to this reason, they lack the ability to design vision 

and coordinate the school community so as to lead to the attainment of the goals (MoE, 

2007).  

 

Schools need the participation of all stakeholders in the school plan (strategic and annual 

plan), but most of the time school plan is prepared by school principals. Therefore, the 

school mission and vision is not visible to all stakeholders and the intended students‟ 

outcome and ethical-centered activities are not achieved without the participation of 

stakeholder (MoE, 2007). If students feel safe, they attend their schooling with interest. 

So, schools should be conducive for all students (male and female) ethical improvement 

and academic achievement. Therefore, schools should be prepared based on the needs 

and interest of students secured their school environment (MoE, 2007).  
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Eventually, Hallinger (2009) additionally, describes the major school leadership 

challenges as: Providing a value-driven vision, managing staff relationships, leading 

people, effective communication, leading continuous change, dealing with poor 

performance, leading an ageing workforce, care and rules and balancing personal and 

professional responsibilities. 
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2.11. Conceptual Framework of the Study  
 

According to Creswell (2009), conceptual framework is the relationship between 

variables in a study showing them graphically and diagrammatically. The purpose is to 

help the reader quickly see the proposed relationship of concepts. The conceptual 

framework in this study based on the practices and challenges of school leadership. The 

main variables that influence school leadership include lack of qualification, lack of 

qualified educational experts, political intervention, internal willingness, lack of training 

etc. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Fig 1: Designed by the Researcher (2019) 
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The framework depicted in figure 1 is designed for the current study. It focuses on the 

school leadership roles being played by principals and its linkage with the student 

academic achievement and making the principals effective to cascade the activities. 

 

Today, effective school leadership must combine the traditional school leadership duties 

such as teacher evaluation, budgeting, scheduling, and facilities maintenance with certain 

specific aspects of teaching and learning. Effective school leaders are intensely involved 

in curriculum and instructional issues that directly influence student achievement. A 

principal needs to demonstrate effective leadership in efforts aimed at improving 

student‟s achievement, in spearheading needed changes in the instructional program, and 

in implementing and monitoring the school improvement plan. 

 

Harris (2003) conducted a study into how the role of a principal as a leader promotes 

teaching and learning in schools. The primary aim of their study was to determine 

teachers‟ perspectives on effective school leadership that impacts on classroom teaching. 

A principal‟s leadership behavior and his or her role as an instructional leader has a 

significant impact on the creation of a more effective school, and leads to higher levels of 

student achievement. It is therefore reasonable to expect principals of secondary schools 

to manage their schools by giving instructions that are sound, balanced, and fair, to their 

staff members.  

 

Cotton (2003) claims that the following types of principal behavior have a significant 

impact on student achievement: the establishment of a clear focus on student learning by 

having a vision, having clear learning goals, and high expectations for all students. 

Interactions and cordial relationships with relevant stakeholders to ensure effective 

communication are essential. Provision of emotional and interpersonal support that has to 

accompany visibility and accessibility will promote parent-community participation. 

Creating a school culture conducive to effective teaching and learning through shared 

leadership, joint decision-making, collaboration and risk taking would lead to continuous 

improvements.  
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CHAPTER THREE 
 

3. RESEARCH DESIGN AND METHODS 

3.1. Introduction 
 

This chapter presents the research design and method, the sources of data, the population, 

the sample size and sampling technique, the procedures of data collection, the data 

gathering tools, methods of data analysis and ethical considerations. 

 

3.2. Research Setting 
 

The setting for this study is Hadiya Zone, whose main town, Hossana, is located 230 km 

away from Addis Ababa and142 km far from the capital City of SNNPR, Hawassa. 

Hadiya Zone is located 7 degree 48 minute North and 38 degree 28 minutes East latitude 

and longitude respectively. The majority of the people speak Hadiysa language, one 

family of Kushitic languages and protestant religion followers (HZCTO, 2018). The Zone 

boarders with Wolaita Zone from South, Gurage Zone from North, Halaba Special 

Woreda and Silte Zone from East and Oromia from West. According to HZED (2018) 

report, there are 58 public secondary schools, currently functioning and 4134 teachers 

working in these schools in the zone. There are certain trade, animal husbandry and 

industrial activities. Agriculture is the main economic activity of the people in the zone. 

The study zone is one of the densely populated areas of the region. Poverty is widespread 

in the zone. As result, according to the information from HZCTO (2018), this zone is one 

of the zonal areas in the country in which large number of secondary school principals 

and teachers focused on the principal and teacher as the main source of expertise and 

authority in the classroom.  

 

3.3. Research Design  
 

Research design is a general strategy or plan for conducting a research study (Creswell, 

2012). In order to get relevant and sufficient information on research problem, 

explanatory design was employed. The design was selected because it could investigate 

adequately the current practices and challenges of school leadership in secondary schools 

of Hadiya Zone, so that the intended purpose would be achieved. Thus, the purpose of the 
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research design used in this study was to obtain different and supplementary data on the 

same topic to best understand the research problem.  

3.4. Research Method   
 

A mixed method is an approach that combines quantitative and qualitative research 

methods in the same research inquiry. It is an approach in which the researcher collects, 

analyzes, and integrates both quantitative and qualitative data in a single study (Creswell, 

2012). The use of these types of research methods is known as mixed-methods research. 

Creswell further states that mixed method designs are useful to capture the best of both 

quantitative and qualitative approaches.  

 

3.5. Data Sources 
 

The study was used both primary and secondary sources of data. 

 

3.5.1 Primary Sources  
 

Primary data are firsthand information. It was collected from secondary school leaders 

(principals, vice principals), teachers, supervisors and woreda education officials. 

 

3.5.2 Secondary Sources  
 

Secondary data were collected from documents mainly focused on records concerning the 

school based supervision minutes and school leadership support in the schools and the 

state of the vision, mission, goals, and manuals prepared for training purposes of the 

secondary schools of school leadership.   

 

3.6. Sample and Sampling Techniques 

Samples of schools, principals, supervisors, teachers and students were selected for the 

study on the basis of the 2010 E.C school year statistics of Hadiya Zone Education 

Department. There are 58 government secondary schools in the 10 Woredas and two 

town administrations of the zone. Of them, 14 are grade 9 to 12, one is grade 11 to12 and 

the remaining 43 schools are grade 9 and 10. About 25 percent of the schools (15 

schools) were taken from each category as samples for the study since such percentage 

which allows selecting one sample out of three members of the population of schools 

would help collect information which could represent the characteristics of the 

population. Since the schools found within the same category tend to be more or less 
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similar in their characteristics, the following samples were selected randomly and 

proportionately from the Woredas and Town Administrations. 

Table 1: Sample Schools by Woreda and Town Administration 

No. Woreda/Town Administration School  

Total 11-12 9-12 9-10 

1 Hosana Town Administration - 1 1 2 

2 Shone Town Administration - - 1 1 

3 Misrak Badawacho Woreda - 1 1 2 

4 Mirab Badawacho Woreda - - 1 1 

5 Lemo Woreda - 1 1 2 

6 Ana Lemo Woreda - - 1 1 

7 SoroWoreda - 1 - 1 

8 Duna Woreda - - 1 1 

9 Gonbora Woreda - - 1 1 

10 Shashogo Woreda - - 1 1 

11 Gibe Woreda - - 1 1 

12 Misha - - 1 1 

Total - 4 11 15 

  

Each of the 15 schools selected as samples for the study has one academic vice and main 

principal. As a result, all of them were included in the study. The total number of 

supervisors in the Hadiya Zone is 40. The supervisors who had been working with the 

sample schools were purposively selected for the study. Gay (1996) suggests for small 

populations, possible to use a sample of (20%) in order to get reliable results. From the 

total 40 supervisors, 20% which is 8 supervisors were purposively selected in view of 

their longer years of service. Supervisors were selected from Hossana Town 

Administration, Soro Woreda, Misrak Badawacho Woreda, Lemo Woreda, Mirab 

Badawacho, Anlemo Woreda, Shone Town Administration and Shashogo Woreda. 

 

Once the total number of teachers teaching in different grades and sections was fixed, 

samples were selected from each school employing stratified sampling technique. This 

sampling technique was used because of the presence of teachers teaching different 
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subjects in different grades and sections which might entail difference in practice of 

school leadership. Out of a total of 570 teachers, 20% were selected as samples. Samples 

were selected using simple random sampling technique from each of the sections in a 

grade.  

 

Table 2: Population and Samples of Teachers by School 

 

No. Name of the School Population  Sample 

1 Ansho 42 8                           

2 Jajura 40 8 

3 Gimbichu 46 9                          

4 Wachemo 64 13                          

5 Yekatit 25/67 50 10 

6 Ajaba 34 7                         

7 Fonko 38 8                      

8 Bonosha 42 8                               

9 Misha 35 7                            

10 Homecho 35 7 

11 Wasgebeta 25 5 

12 WeraLalo 28 6                   

13 Danama 32 6           

14 Wada 30 6 

15 Jarso 29  6                         

Total 570 114 

 

Thus, in this study, data were collected from a sum-total of 152 participants which 

included 114 teachers, 30 academic vice and main principals and 8 cluster supervisors.  

 

3.7. Instruments of Data Collection 
 

The study made use of three data gathering instruments. These are questionnaires, 

interview and document analysis. Different procedures were used to collect data. 
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3.7.1. Questionnaire 
 

Questionnaire was used in the study to collect data from different groups of respondents 

with in a relatively short period of time. It was also used since it enables to collect data in 

a planned and manageable way from a large population (Best & Kahn, 2006). Two sets of 

semi-structured questionnaires were developed by the researcher to collect data from 

teachers and principals. The questionnaire for teachers and principals was developed in 

English language and had 44 items which were put under eight categories. The source of 

the items was literature and previous similar studies. The questionnaire had two parts: 

personal characteristics of teachers and school principals, items relevant to the practices 

and challenges of school leadership in secondary schools.  

 

3.7.2. Interview 
 

Interview was employed as the other instrument for gathering data as it permits the 

exploration of issues which might be too complex to investigate through questionnaire 

and to give chance to participants to explain more explicitly what he/she knows on the 

issue (Best & Kahan, 2006).  

The type of interview was semi-structure and it was contained similar idea with the 

content of the questionnaire. The interview was held in their respective offices with prior 

phone appointment. The interview session have been take place in English language 

expected that the Education officials' qualifications might not be under first degree, and 

beyond, the duration of interview were about 30-40 minutes for each officials.  

During the interview session, the researcher has been write the response on a note pad, 

and recorder was used for final use of interpretation. Semi structured interview was 

employed to gather information from supervisors. The interview has eight items set based 

on the basic research questions. The source of the items is literature and previous similar 

studies. The interview has two parts: the interviewee‟s personal characteristics and items 

relevant to the school leadership practices and challenges. 
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3.7.3. Document Analysis 
 

Various documents including school reports, guidelines of the MoE, school level minutes 

that show the discussion made with regard to the issue and records were explored in the 

process of the study.  

3.8. Procedures of Data Collection 
 

Two assistants who have sufficient knowledge of the local and English languages were 

selected to collect data using questionnaires. First agreements were obtained and, then, 

data were collected from teachers and principals on the spot and at the already fixed time 

by the researcher and assistants. Prior to the collection of data, both data collectors and 

respondents were given orientation concerning the objective of the study and how the 

items were answered. 

 

Interviews were conducted with supervisors by the researcher himself. The researcher 

arranged an initial contact with the interviewees to clarify the objective of the study and 

determine the appointment time and place. Then interviews were held in the place and 

time they chose. Regarding document, the researcher contacted the principals in each 

school and after obtaining permission the process of collecting the necessary records was 

carried out. 

 

3.9. Pilot Testing 
 

The aim of pilot test is to solve ambiguity (clarity, language and structure problems), to 

check validity, reliability and feasibility of the instrument. In order to make the necessary 

correction and for evaluating the proper ways of administrating the questionnaire items, 

pilot study was conducted. It was administered to a randomly selected sample of 20 

(Male=15, Female=5) teachers from the target population of Korga secondary school. 

Participants of the pilot study were not participated in the main study. Twenty secondary 

school teachers from a school were selected for this study randomly for piloting the 

questionnaire. 
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3.9.1. Reliability of instrument 
 

The prepared questionnaires were distributed and the result of the pilot testing was 

statistically computed by the SPSS computer program version 20. According to Creswell 

(2013), the internal consistency reliability Cronbach‟s coefficient of alpha was used for 

the questionnaires.  

 

Table 3: Reliability Test Results with Cronbach's Alpha 

 

No. Variables Number of items Cronbach Alpha 

1 Educational leadership roles that school 

principals practiced leadership 

5 0.71 

2 Staff development based on CPD roles 5 0.83 

3 Curriculum development 5 0.73 

4 Supervision 7 0.77 

5 Evaluation 5 0.75 

6 Major factors that affect the activities of school 

leadership 

5 0.88 

7 Major factors that affect the     activities of 

school leadership 

5 0.79 

8 Decision making 5 0.82 

9 School support 5 0.84 

 Total 9 0.79 

 

Based on the pilot test, the reliability coefficient was found to be 0.79 and hence reliable 

which was regarded as acceptable and strong correlation Coefficient by (Kothari, 2004). 

Supporting this, Creswell (2013) also suggest that, the Cronbach‟s Alpha result >0.9 

excellent, >0.8 good, >0.7 acceptable, ∝< 0.6 questionable, and < 0.5 poor. That was the 

instrument was found to be reliable as statistical literature recommended a test result of 

0.79 (79 % reliability) and above as acceptable and reliable.  
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3.9.2. Validity of Instruments 
 

To ensure content validity, the researcher issued copies of the research instruments to 

fellow students in master‟s program, advisors and experienced teachers of Korga 

secondary school and some members in the research of educational planning and 

management department at the Addis Ababa University. The comments from the 

different people, colleagues and senior experts help the researcher to adjust the 

instruments appropriately. The researcher used the comments given to refine the 

instruments by removing the ambiguous items, spelling mistakes and other typographical 

errors in the items. Based on their comments, the instruments were improved before they 

were administered to the major participants of the study to reduce errors. After the tryout, 

each instrument was carefully examined and four questions were improved based on 

some indications that were hinted for further improvement. The instruments had been 

improved and made ready for final data collection. As a result of the pilot test, three 

irrelevant items were removed; three lengthy items were shortened, and many unclear 

items were made clear. According to the findings of the piloting, items properly 

responded was maintained where as incorrectly responded or poor items were improved. 

Finally, in the actual field study the improved questionnaires were distributed to the 

sample subjects and enough time was given to fill the necessary information. 

 

3.10. Method of Data Analysis  
 

The process of data analysis was started by checking the presence and completeness of 

the data. Those questionnaires with incomplete answers were sorted out and discarded 

from the data set in order not to affect the validity of the research. Then, quantitative data 

were coded and entered into SPSS software windows version 20 for analysis.  

 

In order to provide a description of the background characteristics of samples from which 

data were collected, descriptive information on age, gender, and other information was 

analyzed using percentage and frequency tables. To examine the status of practices and 

challenges of school leadership, descriptive statistics including, frequency, percentage, 

mean and standard deviation were calculated. In addition, inferential statistics of 

independent sample t-test was conducted to measure the difference in views between 

different groups of respondents. According to Creswell (2012), the close ended items are 
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formulated in five point likert scale (Level of Performance: 1.00- 1.49 strongly Disagree; 

1.50-2.49- Disagree; 2.50-3.49- Moderate; 3.50-4.49- Agree and 4.50-5.00 strongly 

Agree) and open-ended items are provided for the respondents to freely express their 

ideas. The data obtained through observation checklist was also tallied, analyzed and 

interpreted quantitatively by using frequency, percentage and mean scores. Data obtained 

through open-ended questions and interview were analyzed after being coded and 

categorized in to different themes. 

3.11. Ethical Considerations 
 

In this study, efforts were made to make the research process professional and ethical. To 

this end, the researcher explained the purposes of the study to the participants of the 

study. Moreover, the participants were also assured of confidentiality of responses 

provided. The informant consent document was prepared in simple language to avoid 

technical terminology and allowed to fill the form in order to get their agreement to 

participate in the study. 
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CHAPTER FOUR 

 

4. DATA PRESENTATION, ANALYSIS AND INTERPRETATION 

 

This chapter deals with analysis of data and interpretation of findings. The points 

included in the chapter are: characteristics of respondents, the role of school leadership 

practiced in the school, the school the major factors that affect the overall activities, the 

appointment and selection of school leaders and the solutions to tackle the observed 

problems in secondary schools. The data were presented in tables that are accompanied 

by textual discussions. In this study all the data were gathered through questionnaires, 

interviews and document analysis. The necessary data involved in the study were 

obtained from teachers, principals and cluster supervisors.  

 

The questionnaires were distributed to 114 teachers, out of them, 92.9% were returned. 

But 7.1% teachers were not properly filled the questionnaire. Furthermore, the 

questionnaires were distributed to 30 principals and all filled the questionnaires and 

returned them. Finally, the data obtained from the open-ended items of the questionnaire, 

interview and document analysis was presented and analyzed qualitatively to substantiate 

the data collected through the questionnaire. Thus, this chapter presents the analysis and 

interpretation of data.   

 

4.1. Demographic Backgrounds of Respondents  
 

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

demographic characteristics of respondents in terms of sex, age, academic qualifications 

and service year. The second part deals with the results of findings from the data which 

were gathered through the questionnaire, interview and document analysis. Respondents 

were asked to indicate their background information. The details of the demographic 

characteristics of the respondents are given in Table 4 below. 
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Table 4: Personal Characteristics of Respondents 

 

No. Variables  Category  Respondents 

 Teachers (n=106) Principals (n=30) 

       

N  % N  % 

            

1 Sex  Male  85  80.1  26  86.6 

 Female  21  19.8  4  13.3 

 Total  106  100  30  100 

2 Age  20-25  20  18.8  5  16.6 

 26-30  43  40.5  20  66.6 

          

31-35  24  22.6  2  6.6 

 36-40  12  11.3  1  3.3 

 Above 40  7  6.6  2  6.6 

 Total   106  100  30  100 

3 Level of 

education 

 BA/BSC/Be

d 

 88  83  9  30 

 MA/MSc  18  16.9  21  70 

 Total   106  100  30  100 

4 Years of 

service 

 0 – 5  22  20.7  3  10 

          

6 – 10  41  38.6  22  73.3 

 11 – 15  20  18.8  2  6.6 

 16 – 20  13  12.2  2  6.6 

          

 Above  20  10  9.4  1  3.3 

 Total  106  100  30  100 
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Table 4 item 1 showed that the male teachers constituted 80.1% while the female teachers 

hold up 19.8%. This showed that the majority of the respondents were male teachers. 

Moreover, one could understand that the number of females in the teaching profession 

was much lower compared to males in secondary schools of Hadiya Zone, SNNP 

Regional State. This implies that the participation of female and male found to be not 

proportional. This might be due to the fact that the number of female teachers at 

secondary school level is generally low.  

Moreover, one could understand that the number of females in the teaching profession 

was much lower compared to males in secondary schools of Hadiya zone in SNNP 

Regional State. The participation of females was almost insignificant even in the front 

line of teaching in secondary schools.  

As it is shown on Table 4 item 2, age distribution of the respondents indicated that, 

majority of the teacher respondents 18.8% were found in the age of 20-25. Similarly, 

40.5% of teachers were found in the ranges of 26-30, whereas 22.6% of teachers were 

found in the category of 31-35 years, 11.3 teachers were in the range between 36-40 

years and lastly, 6.6% teachers were above 40 years old. This indicated that a large 

number of teachers were found in the young ages.  According to the work experiences of 

the respondents, 20.7% of teachers‟ respondents had 0-5 years of service as teachers. 

Adequate number of teacher respondents 38.6%, 18.8%, 12.2% and 9.4% had more than 

six years of work experience. It could be possible to conclude that, the majority of the 

teachers experience was six up to ten years. Thus, it is possible to say, they were well 

experienced in teaching and they were well experienced in teaching profession. 

 

As presented in Table 4 of item 1, 86.6% and 13.3% of the principals were males and 

females respectively. This indicated that the majority of the respondents were male 

principals. From this, one could understand that the number of females in the 

principalship profession was much lower as compared to males in secondary schools of 

Hadiya Zone. This implied that empowering and strengthening female principals in 

secondary schools set by MoE was not fully achieved. Hence, there is a need to 

encourage females to the position of leadership in the study area. 
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Table 4 item 2 showed that 83% of teachers were bachelor degree holders while 16.9% of 

teacher respondents were second or master degree holders. This implied that the 

qualification standards set by MoE were almost achieved. One of the important indicators 

of quality of education is the number of qualified teachers. According to the education 

and training policy, the minimum qualification requirement for teachers at secondary 

school (9-10) was that teachers should have obtained a first degree in subject they were 

assigned to teach (ETP, 1994). Therefore, according to their qualification, they could be 

the sources of reliable and important information for the study. Principals were qualified 

enough but the commitment and role expected from them was very low in the study area. 

 

As can be seen in Table 4 item 2, the academic qualification of principals was first degree 

30% and second degree holders 70%. The education and training policy requires as a 

standard of master‟s degree holders for secondary schools and it was achieved in the 

study area. The qualification of school principals and related professional skill and 

knowledge was coincided with the intended plan of Ethiopian Ministry of education. It 

was agreed with what was stipulated in the blue print that claims, secondary school 

principals need to have second degree in educational leadership whereas, almost all 

school principals have second degree in subject area. Principals need to get post graduate 

diploma in school leadership (PGDSL) training to update and upgrade them in the study 

area. Here, lack of commitment and giving less emphasis to instructional activity was still 

found to be greatly influencing performances of schools in general and effectiveness of 

the school improvement activities in particular. Therefore, it was possible to suggest that 

effectiveness of the school leadership role of principals on school improvement activity 

was highly influenced by the commitment of principals. 

Item 4 of the same Table showed that 10% of the principals had 0-5 year experience, 

73.3% of them were between the experience range of 6-10 and 6.6% of them had 11-15 

year experience, 6.6% of the teachers had 16-20 year experience as well as the remaining 

3.3% of teacher respondents had above 20 years of experience. The study results showed 

that above half the number of the principals 73.3% had principalship experience of 

between 6-10 years. This showed that majority of the principals had adequate experience; 
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the experience was expected to have an influence on school leadership position to 

improve the academic achievement of students.  

 

As it is shown on Table 4 item 3, age distribution of the respondents indicated that, 

majority of the principal respondents 16.6% were found in the age of 20-25. Similarly, 

66.6% of principals were found in the ranges of 26-30, whereas 6.6% of principals were 

found in the category of 31-35 years, 3.3 teachers were in the range between 36-40 years 

and lastly, 6.6% principals were above 40 years old. This indicated that a large number of 

principals were found in the young ages. Hence, this might indicate that at this age level, 

they might have sufficient experience to play the leadership role.   

4.2. Roles of School Principals in Planning 
 

Schools as any institutions require an organizational plan to realize effectiveness in these 

organizations. The role was referred from school improvement program. Educators in the 

field have given a number of definitions for the conduct of planning in schools. Success 

of institutional planning depends on the dynamism and interest of the head. In any 

leadership setting planning is the first and foremost activity (Lee, 2015). 

Table 5: The Roles of Leadership Related with Planning 
 

N

o 

Items 

 

 

T=10

6 

P=30 

Scale Descriptive T-

Value 

P-

Value            A U       D 

SA A U D SD X¯ SD 

1 School principal is able to 

prepare school plans 

T 

 

f 50 30 6 12 8 3.96 1.29 5.05 0.07 

 

 
% 47.1 28.3 5.6 11.3 7.5 

P f 21 3 2 1 3 4.26 1.33 

% 70 10 6.6 3.3 10 

2 School principal is capable 

to develop school 

objectives clearly 

T 

 

f 11 9 6 20 60 1.97 1.38 13.72 0.68 

% 10.3 8.4 5.6 18.8 56.6 

P f 2 4 2 7 15 2.03 1.32 

% 6.6 13.3 1.8 23.3 14.1 

3 School principal works 

cooperatively with 

stakeholders 

T 

 

f 13 10 4 21 58 2.04 1.44 12.71 1.71 

% 12.2 9.4 3.7 19.8 54.7 

P f 3 4 2 6 15 2.13 1.43 

% 10 13.3 6.6 20 50 

4 School principal makes 

awareness to teachers and 

students about school 

plans and achievements 

T 

 

f 16 8 11 17 54 2.19 1.50 10.43 1.03 

% 15.0 7.5 10.3 16.0 50.9 

P f 4 6 1 3 16 2.30 1.60 

% 13.3 20 3.3 10 53.3 

5 School principal motivates 

school stakeholders 

T 

 

f 9 7 8 10 72 1.78 1.32 25.06 1.49 

% 8.4 6.6 7.5. 9.4 67.9 

P f 7 6 2 3 12 2.76 1.69 

% 23.3 20 6.6 10 40 
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Key: Questionnaire, April 2019, x =Mean score, f= Frequency, SD=Standard Deviation, 

V= Value. SD=Strongly Disagree; D=Disagree; UN=Undecided, A=Agree and 

SA=Strongly Agree  

 

As can be seen on Table 5 item number 1, the respondents were asked to rate their 

agreement levels on the capability of principals to prepare school plans in each of the 

sample secondary schools of Hadiya Zone. Accordingly, the teacher and principal 

respondents with the (Mean=3.96, SD=1.29) and (Mean=4.26, SD=1.33) respectively 

indicated that the majority of the respondents agree with the issue on the capability of 

preparing school plans in each school. Moreover, the independent sample p-value (0.07) 

at 0.05 significance level revealed that there was no statistically significant difference 

between the responses of the respondent groups and which was greater than 0.05. This 

indicated that there was similar understanding both the respondents concerning the 

capability of preparing school plans of each school in the study area. Thus, it could be 

said that the respondents in Hadiya Zone were satisfied with practice of preparing school 

plan. The information has been gotten from the interview was also indicates that there 

was an ability of principals to prepare school plan in the schools under the study. 

Interview of the participants indicated that the school principals were not prepared the 

school plans with the collaboration of teachers and stakeholders. Documents of the 

school minute in the area of planning indicated that the school principals were not 

planned the school plans with the collaboration of teachers and majority of the plans were 

copy and paste from other schools. 

 

As shown on Table 5 item number 2, the respondents were asked to rate their agreement 

levels on the capability of school principal to develop school objectives clearly. 

Accordingly, the teacher and principal respondents with the (Mean=1.97, SD=1.38) and 

(Mean=2.03, SD=1.32) respectively indicated that the majority of the respondents 

disagree with the issue of developing the clear school objectives. Moreover, the 

independent sample p-value (0.68) at 0.05 significance level revealed that there was no 

statistically significant difference between the responses of the respondent groups and 

which was greater than 0.05. This indicated that there was similar understanding of both 

the respondents concerning the capability school principals to prepare clear school 

objectives. Thus, it could be said that the respondents in Hadiya Zone were dissatisfied 
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with the capability school principals to prepare clear school objectives. Supervisors in 

their interview indicated that school principals had great knowledge gap in the 

preparation of clear school objectives. Interview of participants indicated that school 

principals had low understanding to prepare school objectives and the objectives were 

mismatched each other and they prepared for the sake of having the objectives for the 

school. 

 

With regards to item 3 of Table 5, the respondents were asked to rate their agreement 

levels on the school principal works cooperatively with stakeholders to develop school 

objectives clearly. The teacher respondents with the (mean =2.04, SD=1.44) were 

disagreed about the issue and principal respondents with the (mean=2.13, SD=1.43) 

showed that the majority principals‟ respondents disagreed with the issue. The overall 

mean 2.08 showed that the majority of respondents were in the position of disagreement 

with the given issue. 

The significance value (p-value = 1.71) was greater than 0.05. This showed that there was 

no statistically significant difference between the opinions of the two groups of 

respondents. From this result, one can conclude that both groups react in similar way that 

they were not convinced to say there is collaborative work among school principal, vice 

principal, department heads, senior teachers and parents.   

 

From the interview held in each sample school, the participants have confirmed that the 

one supervisor asserted that school principals were not done the school activities 

cooperatively with stakeholders. According to them, it is difficult to say this there is a 

joint collaborative practice in their schools. From this, one can conclude that there is no 

collaborative work practice among school principal, vice principal, department heads, 

senior teachers and parents. Checklists prepared by the supervisor indicated that the 

school principals were not done the activities in collaboration with the stakeholders and 

they were put the documents for the sake of collaborating of the stakeholders. 

 

Regarding creation of awareness to teachers and students about school plans and 

achievements was made, on the same Table item 4, the teacher respondents and the 

principal respondents with the (mean=2.19, SD= 1.50) and (mean=2.30, SD=1.60) 

respectively. This showed that teachers and principals disagreed on creation of awareness 
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to teachers and students about school plans and achievements. The overall mean is 2.24. 

This indicated their disagreement on the issue. From this, one could be concluded that 

there was a weak practice of the creation of awareness to teachers and students about 

school plans and achievements was made in the study area. The independent sample p-

value (1.03) at 0.05 significance level revealed that there was statistically significant 

difference between the responses of the respondent groups. This indicated that there was 

similar understanding among the respondents concerning on the creation of awareness to 

teachers and students about school plans and achievements was made. 

 

From the interview, it has been known that creation of awareness to teachers and students 

about school plans and achievements was made very weak. This implies that there was 

not good practice of the creation of awareness to teachers and students about school plans 

and achievements was carried out in the study area. Minutes done with teachers indicated 

that the sample school result was declined from time to time because of low commitment 

of the principals, teachers and stakeholders. The principals were not assessed the 

shortcomings of school, parents and stakeholders. There was no meeting done in the 

school with parents to show the result of the students found in the school. Documents 

were showed this result.  

 

With regard to item 5 of Table 5, the respondents were asked to rate their agreement 

levels on the motivation carried out by the school principal towards stakeholders. 

Accordingly, the (mean score=1.78, SD=1.32) of the teacher respondents indicated that 

they were disagreed about the issue; and the respondents from principals with (mean 

score=2.76, SD=1.69) disagreed that the motivation carried out by the principals towards 

stakeholders. The overall mean is 2.27 which showed that majority of respondents 

disagreed with the issue. Therefore based on the majority of the respondents, it could be 

concluded that the stakeholders were not well motivated to do more practice in the study 

area. The independent sample p-value (1.49) at 0.05 significance level revealed that there 

was no statistically significant difference between the responses of the respondent groups. 

This indicated that there was similar understanding among the respondents concerning on 

the motivation done by the principals towards stakeholders. Supervisors in their interview 

ascertained that in the school, there was more paper work and there was no transparency 
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in the allocation and usage the school budget. Interview of the participants indicated that 

the school principals were not followed the participatory way of approach with the 

teachers and school community. Principals were followed dividing rule of teachers 

meaning that their style is approach avoidance system and this de motivates teachers 

greatly in the school. 

 

4.3. The Roles of Leadership related to Staff Development and CPD Implementation 
 

The key role of school leadership is the promotion of teachers‟ professional growth with 

respect to teaching methods and collegial interactions about teaching and learning. The 

principal, as chief coordinator of the school staff development program, provides the 

resources activities that are necessary to meet perceived needs. Professional growth can 

best be achieved through reflection. This fundamental concept provided an explanation of 

how reflection assists and provides both teachers and principals with greater self-

awareness, which in turn leads to both personal growth and improved teaching (Fullan, 

2005). Lee (2015) noted that the principal plays a fundamental role in teacher and staff 

development by being a role model for continual learning. According to UNESCO (2005) 

among the role of an instructional leader is promoting school wide professional 

development. If the intention of principal‟s is to get school improvement programs 

implemented and if his/her target is to provide quality education to all students, one of the 

major and most important concern should be promoting school–wide continuous 

professional development (CPD). 

 

 

 

 

 

 

 

 

 

 



57 
 

 

 

Table 6: The Roles of Leadership related to Staff Development and CPD 

Implementation 

 

N

o 

Items 

 

 

T=106 

P=30 

Scale Descriptive T-Va P-Val 

           A U       D 

SA A U D SD X¯ SD 

1 The principal identifies the 

training needs of the school 

teachers 

T 

 

f 7 13 6 22 58 1.95 1.30 16.35 0.92 

 

 

% 6.6 12.2 5.6 20.7 54.7 

P f 5 1 2 6 16 2.10 1.51 

% 16.6 3.3 6.6 20 53.3 

2 The principal prepares short 

term training to build 

teachers capacity 

T 

 

f 13 9 4 15 65 1.96 1.45 14.12 0.48 

% 12.2 8.4 3.7 14.1 61.3 

P f 2 5 1 5 17 2.00 1.38 

% 6.6 16.6 3.3 16.6 56.6 

3 The principal facilitates 

model teachers to share 

their experience for others 

T 

 

f 10 5 4 24 63 1.82 1.28 12.73 0.65 

% 9.4 4.7 3.7 22.6 59.4 

P f 4 3 2 4 17 2.10 1.51 

% 13.3 10 6.6 13.3 56.6 

4 The principal facilitates the 

teachers training by budget 

T 

 

f 14 9 9 10 64 2.04 1.49 11.61 1.21 

% 13.2 8.4 8.4 9.4 60.3 

P f 4 6 1 3 16 2.30 1.60 

% 13.3 20 3.3 10 43.3 

5 The principal receives 

different advices from 

educational experts to 

develop staff 

T 

 

f 74 7 8 8 9 4.21 1.34 3.26 0.22 

% 69.8 6.6 7.4 7.4 8.4 

P f 19 5 2 3 1 4.26 1.70 

% 63.3 16.6 6.6 10 3.3 

Key: Questionnaire, April 2019, x =Mean score, f= Frequency, SD=Standard 

Deviation, V= Value. SD=Strongly Disagree; D=Disagree; UN=Undecided, A=Agree 

and SA=Strongly Agree  

 

As can be seen on Table 6 item number 1, the respondents were asked to rate their 

agreement levels on the identification of the training needs of the school teachers done by 

the principal in each of the sample secondary schools of Hadiya Zone. Accordingly, the 
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teacher and principal respondents with the (Mean=1.95, SD=1.30) and (Mean=2.10, 

SD=1.51) respectively indicated that the majority of the respondents disagree with the 

issue on the identification of the training needs the teachers in each school. Moreover, the 

independent sample p-value (0.92) at 0.05 significance level revealed that there was no 

statistically significant difference between the responses of the respondent groups and 

which was greater than 0.05. This indicated that there was similar understanding of both 

the respondents concerning the identification of the training needs in the study area. 

Thus, it could be said that the respondents in the study area were dissatisfied with the 

identification of the training needs. The information has been gotten from the interview 

with supervisors indicated that there was no assessment of training needs of the teachers 

identified in the study area, due to this the commitment of teachers to promote the 

student‟s academic achievement was very low in the schools under the study. Documents 

of school teacher‟s meeting minute showed that the principals were not identified the 

training needs of the teachers. Different checklists of the supervisors and woreda 

education office experts asserted that the school principals were not implemented the 

directives found in the school and were not given feedback for teachers after inbuilt 

supervision and were not assessed the training needs of those teachers. 

 

As shown on Table 6 item number 2, the respondents were asked to rate their agreement 

levels on the preparation of short term training to build teachers capacity in the school. 

Accordingly, the teacher and principal respondents with the (Mean=1.96, SD=1.45) and 

(Mean=2.00, SD=1.38) respectively indicated that the majority of the respondents 

disagree with the preparation of short term training to build teachers capacity in the 

school. Moreover, the independent sample p-value (0.48) at 0.05 significance level 

revealed that there was no statistically significant difference between the responses of the 

respondent groups and which was greater than 0.05. This indicated that there was similar 

understanding of both the respondents concerning the preparation of short term training 

to build teachers capacity in the school. Thus, it could be said that the respondents were 

dissatisfied with the preparation of short term training to build teachers capacity in the 

school. Supervisors in their interview indicated that the school had got block and school 

grant besides income from different sources but the school leaders were not voluntary to 

adjust short term training to teachers to update their knowledge. Supervisors‟ checklists 
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indicated that the school leader were not taken short-term training of teachers as a means 

to motivate teachers to do their activity as well and less willingness to collaborate them in 

the school. 

 

With regards to item 3 of Table 6, the respondents were asked to rate their agreement 

levels on the facilitation of model teachers to share their experience for others. The 

teacher respondents with the (mean =1.82, SD=1.28) were disagreed about the issue and 

principal respondents with the (mean=2.10, SD=1.51) showed that the majority 

principals‟ respondents disagreed with the issue. The overall (aggregated) mean is 1.96 

showed that the majority of respondents were in the position of disagreement with the 

given issue. The significance value (p-value = 0.65) was greater than 0.05. This showed 

that there was no statistically significant difference between the opinions of the two 

groups of respondents. From this result, one can conclude that both groups react in 

similar way that they were not convinced to say there is the facilitation of model teachers 

to share their experience for others.   

 

From the interview held with supervisors asserted that in each sample school there were 

so many teachers who had bulky experiences and had the vision and power to change the 

student‟s achievement and made the school and other teacher‟s model. In spite of weak 

communication with the teachers the school did not use the experience and power of 

these teachers in the study area. Besides three supervisors confirmed that the school 

principals were not prepared experience sharing open floor to other teachers due to this 

seventy five percent of the investigator‟s sample schools were not model schools; to 

change this sample woreda education officials had given more emphasis to the teaching 

learning process and done meeting continuously with the school principals. Documents of 

the school in the area of assigning and delegating model teachers in different positions 

and making experience sharing programs in the school was done below the expected 

level. 

 

Regarding facilitating of the teachers training by budget, on the same Table item 4, the 

teacher respondents and the principal respondents with the (mean=2.04, SD=1.49) and 

(mean=2.30, SD=1.60) respectively. This showed that teachers and principals disagreed 

on facilitating of the teachers training by budget. The overall (aggregate) mean is 2.17. 
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This indicated their disagreement on the issue. From this, one could be concluded that 

there was no transparency on school budget, the school community did not know the 

school budget, there was hidden things done in the school, the committee did not know 

amount of the budget given to the school. The independent sample p-vale (1.21) at 0.05 

significance level revealed that there was no statistically significant difference between 

the responses of the respondent groups. This indicated that there was similar 

understanding among the respondents concerning facilitating of the teachers training by 

budget. 

 

From the interview with supervisors, seven supervisors asserted that it has been known 

that facilitating of the teachers training by budget was made very weak. The school did 

not give priority to the instructional activity due to this majority of the teachers were 

missed their contact with the students in the study area. Checklists of the supervisor and 

woreda education office indicated that the principal were not allocated budget from 

school grant, block grant and from school income for training of teachers to update their 

knowledge and to promote the academic achievement of students. 

 

With regard to item 5 of Table 6, the respondents were asked to rate their agreement 

levels on the reception of different advices from educational experts to develop staff. 

Accordingly, the (mean score=4.21, SD=1.34) of the teacher respondents indicated that 

they were agreed about the issue; and the respondents from principals with (mean 

score=4.26, SD=1.70) agreed that the reception of different advices from educational 

experts to develop staff. The overall mean is 4.23 which showed that majority of 

respondents agreed with the issue. Therefore based on the majority of the respondents, it 

could be concluded that the school principals received different advices from educational 

experts to implement the activities in the school. The independent sample p-value (0.22) 

at 0.05 significance level revealed that there was no statistically significant difference 

between the responses of the respondent groups. This indicated that there was similar 

understanding among the respondents concerning on the reception of different advices 

from educational experts to develop staff. Six of supervisors in their interview 

ascertained that there was more advice given to the principal from different educational 

experts but in the implantation was very low. 
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4.4. The Roles of Leadership related to Curriculum Development 
 

The decision on curricular issues requires the participation of all members of the society, 

since the product of the curriculum will affect all. Increasingly, curriculum decisions are 

held to be of direct interest and concern to the community at large because the curriculum 

is no longer a secret garden for professionals to totally control and enjoy (Bush, 

2008).Moreover, teachers are the integral part of the thinking that drives program 

creation and implementation. Therefore, the following table illustrates briefly 

respondents view ways of assignment and interest in the curriculum development.  

Table 7: The Roles of Leadership related to Curriculum Development 

 

N

o 

Items 

 

 

T=106 

P=30 

Scale Descriptive T-

Va 

P-

Val            A U       D 

SA A U D SD X¯ SD 

1 School principal gives 

important information in 

curriculum development 

T 

 

f 13 58 6 22 7 3.45 1.14 3.50 0.51 

 

 

% 12.2 54.7 5.6 20.7 6.6 

P f 5 16 2 6 1 3.6 1.10 

% 16.6 53.3 6.6 20 3.3 

2 School principal selects 

the need of the 

stakeholders to improve 

curriculum 

T 

 

f 13 9 4 15 65 1.96 1.45 8.14 0.48 

% 12.2 8.4 3.7 14.1 61.3 

P f 2 5 1 5 17 2.00 1.38 

% 6.6 16.6 3.3 16.6 56.6 

3 Principal works with 

parents to develop 

curriculum 

T 

 

f 2 3 4 24 73 1.46 0.85 9.41 0.54 

% 1.8 2.8 3.7 22.6 68.8 

P f 2 3 2 9 14 2.00 1.25 

% 6.6 10 6.6 30 46.6 

4 The principal involves 

donors so as to support 

curriculum development 

T 

 

f 14 9 4 15 64 2.00 1.48 5.84 0.49 

% 13.2 8.4 3.7 14.1 60.3 

P f 4 1 6 3 16 2.13 1.45 

% 13.3 3.3 20 10 53.3 
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Key: Questionnaire, April 2019, x =Mean score, f= Frequency, SD=Standard Deviation, V= 

Value. SD=Strongly Disagree; D=Disagree; UN=Undecided, A=Agree and SA=Strongly 

Agree  

 

As can be seen on Table 7 item number 1, the respondents were asked to rate their 

agreement levels on the deliverance of important information in curriculum development 

in each of the sample secondary schools of Hadiya Zone. Accordingly, the teacher and 

principal respondents with the (Mean=3.45, SD=1.14) and (Mean=3.60, SD=1.10) 

respectively indicated that the majority of the respondents agree with the issue on the 

delivering of important information in curriculum development. Moreover, the 

independent sample p-value (0.51) at 0.05 significance level revealed that there was no 

statistically significant difference between the responses of the respondent groups and 

which was greater than 0.05. This indicated that there was similar understanding of both 

the respondents concerning the deliverance of important information in curriculum 

development in the study area. Thus, it could be said that the respondents in the study 

area teachers, principals and supervisors were satisfied with the deliverance of important 

information in curriculum development. Documents found in the school showed that 

teachers were discussed each other on the development of the curriculum and they shared 

their experience each other in the meeting. 

 

As shown on Table 7 item number 2, the respondents were asked to rate their agreement 

levels on the selecting of the need of the stakeholders to improve curriculum. 

Accordingly, the teacher and principal respondents with the (Mean=1.96, SD=1.45) and 

(Mean=2.00, SD=1.38) respectively indicated that the majority of the respondents 

disagree with the selecting of the need of the stakeholders to improve curriculum in the 

school. Moreover, the independent sample p-value (0.48) at 0.05 significance level 

revealed that there was no statistically significant difference between the responses of the 

respondent groups and which was greater than 0.05. This indicated that there was similar 

understanding of both the respondents concerning the selecting of the need of the 

stakeholders to improve curriculum in the school. Thus, it could be said that the 

respondents were dissatisfied with the selecting of the need of the stakeholders to 
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improve curriculum in the school. Supervisors in their interview indicated that the school 

principal were not selected the need of the stakeholders to improve the curriculum. 

 

With regards to item 3 of Table 7, the respondents were asked to rate their agreement 

levels on the working conditions of principals with parents to develop curriculum. The 

teacher respondents with the (mean =1.46, SD=0.85) were disagreed about the issue and 

principal respondents with the (mean=2.00, SD=1.25) showed that the majority 

principals‟ respondents disagreed with the issue. The overall (aggregated) mean is 1.73 

showed that the majority of respondents were in the position of disagreement with the 

given issue. 

The significance value (p-value = 0.54) was greater than 0.05. This showed that there was 

no statistically significant difference between the opinions of the two groups of 

respondents. From this result, one can conclude that both groups react in similar way that 

they were not agreed to the working conditions of principals with parents to develop 

curriculum.   

 

With regard to item 4 of Table 7, the respondents were asked to rate their agreement 

levels on the involvement of donors so as to support curriculum development. 

Accordingly, the (mean score=2.00, SD=1.48) of the teacher respondents indicated that 

they were disagreed about the issue; and the respondents from principals with (mean 

score=2.13, SD=1.45) disagreed that the involvement of donors so as to support 

curriculum development. The overall mean is 2.06 which showed that majority of 

respondents disagreed with the issue. Therefore based on the majority of the respondents, 

it could be concluded that the school principals were not involved donors to support 

curriculum development in the school. The independent sample p-value (0.49) at 0.05 

significance level revealed that there was no statistically significant difference between 

the responses of the respondent groups. This indicated that there was similar 

understanding among the respondents concerning on to support curriculum development. 

Seven of the supervisors in their interview asserted that principals were not involved and 

done projects to donors to support curriculum development. 
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4.5. The Role of School Leadership in Supervision 
 

The supervision of instruction by the school principal is among his/her practices as an 

instructional leader. As instructional leader, he/she needs to follow up the day to day 

activities of teachers and supervision is the major instrument for this. The instructional 

leaders‟ repertoire of instructional practices and class room supervision offers teachers 

the needed resources to provide students with opportunities (Fullan, 2002). 

Table 8: The Role of School Leadership in Supervision  

N

o 

Items 

 

 

T=106 

P=30 

Scale Descriptive T-Va Sig. 

           A U       D 

SA A U D SD X¯ SD 

1 School principal observes 

teacher‟s plan to improve 

their skill 

T 

 

f 9 13 4 26 54 2.02 1.34 14.11 0.77 

 

 

% 8.4 12.2 3.7 24.5 50.9 

P f 3 2 1 6 18 1.86 1.35 

% 10 6.6 3.3 20 60 

2 School principal observes 

classroom regularly 

T 

 

f 13 11 3 19 60 2.03 1.46 12.27 0.91 

% 12.2 10.3 2.8 17.9 56.6 

P f 2 5 1 7 15 2.06 1.36 

% 6.6 16.6 3.3 23.3 50 

3 School principal gives 

information for teachers 

before observation 

T 

 

f 10 5 4 24 63 1.82 1.28 13.79 0.14 

% 9.4 4.7 3.7 22.6 59.4 

P f 1 3 2 7 17 1.80 1.15 

% 3.3 10 6.6 23.3 56.6 

4 School principal gives 

feedback after supervision 

T 

 

f 14 11 7 10 64 2.06 1.51 10.92 0.66 

% 13.2 10.3 6.6 9.4 60.3 

P F 4 6 1 3 16 2.30 1.60 

% 13.3 20 3.3 10 53.3 

5 The principal observes 

teachers work together 

with senior teachers 

T 

 

F 8 12 6 9 71 1.83 1.36 13.66 0.73 

% 7.5 11.3 5.6 8.4 66.9 

P F 6 4 2 3 15 2.43 1.67 

% 20 13.3 6.6 10 50 

Key: Questionnaire, April 2019, x =Mean score, f= Frequency, SD=Standard 

Deviation, V= Value. SD=Strongly Disagree; D=Disagree; UN=Undecided, A=Agree 

and SA=Strongly Agree  

 

As can be seen on Table 8 item number 1, the respondents were asked to rate their 

agreement levels on the observation done by school principals to improve teacher‟s plan 

and skill in sample secondary schools of Hadiya Zone. Accordingly, the teacher and 
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principal respondents with the (Mean=2.02, SD=1.34) and (Mean=1.86, SD=1.35) 

respectively indicated that the majority of the respondents disagree with the issue on the 

observation done by school principals to improve teacher‟s plan and skill. Moreover, the 

independent sample p-value (0.77) at 0.05 significance level revealed that there was no 

statistically significant difference between the responses of the respondent groups and 

which was greater than 0.05. This indicated that there was similar understanding of both 

the respondents concerning the observation done by school principals to improve 

teacher‟s plan and skill in the study area. Thus, it could be said that teachers were 

dissatisfied with the observation done by school principals to improve teacher‟s plan and 

skill. Documents found in the school showed that principals were not prioritized the 

teaching learning process and had given emphasis to routine activities. Supervisors in 

their interview asserted that principals done observation for the sake of reporting not to 

improve teacher‟s plan and skill. 

 

As shown on Table 8 item number 2, the respondents were asked to rate their agreement 

levels on the regular observation done by the principals. Accordingly, the teacher and 

principal respondents with the (Mean=2.03, SD=1.46) and (Mean=2.06, SD=1.36) 

respectively indicated that the majority of the respondents disagree with the regular 

observation done by the principals in the school. Moreover, the independent sample p-

value (0.91) at 0.05 significance level revealed that there was no statistically significant 

difference between the responses of the respondent groups and which was greater than 

0.05. This indicated that there was similar understanding of both the respondents 

concerning the regular observation done by the principals in the school. Thus, it could be 

said that the observation done the principals were not sufficient to update the knowledge 

of teachers. All of the supervisors in their interview indicated that the school principal 

done observation once in a semester and it was the sake of reporting.  

 

With regards to item 3 of Table 8, the respondents were asked to rate their agreement 

levels on the information given for teachers before observation. The teacher respondents 

with the (mean =1.82, SD=1.28) were disagreed about the issue and principal respondents 

with the (mean=1.80, SD=1.15) showed that the majority principals‟ respondents 
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disagreed with the issue. The overall (aggregated) mean is 1.81 showed that the majority 

of respondents were in the position of disagreement with the given issue. 

 

The significance value (p-value = 0.14) was greater than 0.05. This showed that there was 

no statistically significant difference between the opinions of the two groups of 

respondents. From this result, one can suggest that both groups react in similar way that 

they were not agreed to the information given for teachers before observation.  Seven 

supervisors indicated in their interview that the school principals were not given 

information for teachers before observation. 

 

Regarding feedback given for teachers after supervision, on the same Table item 4, the 

teacher respondents and the principal respondents with the (mean=2.06, SD=1.51) and 

(mean=2.30, SD=1.60) respectively. This showed that teachers and principals disagreed 

on feedback given for teachers after supervision. The overall (aggregate) mean is 2.16. 

This indicated their disagreement on the issue. From this, one could be suggested that 

there was no feedback given for teachers after supervision. The independent sample p-

value (0.66) at 0.05 significance level revealed that there was no statistically significant 

difference between the responses of the respondent groups. This indicated that there was 

similar understanding among the respondents concerning feedback given for teachers 

after supervision. 

Seven supervisors asserted that it has been known that feedback was not given for 

teachers after supervision. It was done for the sake of reporting, the school principals 

were not told the strength and weakness of teachers after supervision.  

 

With regard to item 5 of Table 8, the respondents were asked to rate their agreement 

levels on the observing teacher‟s work together with senior teachers. Accordingly, the 

(mean score=1.83, SD=1.36) of the teacher respondents indicated that they were agreed 

about the issue; and the respondents from principals with (mean score=2.43, SD=1.67) 

agreed that the observing teacher‟s work together with senior teachers. The overall mean 

is 2.13 which showed that majority of respondents agreed with the issue. Therefore based 

on the majority of the respondents, it could be suggested that the school principals 

observes the work of teachers with senior teachers. The independent sample p-value 

(0.73) at 0.05 significance level revealed that there was no statistically significant 
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difference between the responses of the respondent groups. This indicated that there was 

similar understanding among the respondents concerning on the observing of teacher‟s 

work together with senior teachers. Seven of the supervisors in their interview asserted 

that principals were involved in the observation of teacher‟s work together with senior 

teachers. 

 

 

4.6. The Role of School Leadership in Evaluations 
 

Evaluation should provide all teachers with regular feedback that helps them grow 

professionals. No matter how long they have been in the classroom. In addition, 

evaluation should give schools the information they need to build the strongest possible 

instructional teams, and help Education offices hold school leaders accountable for 

supporting each teacher development (Harris, 2003). 

Table 9: The Role of School Leadership in Evaluations 

N

o 

Items  

 

 

T=106 

P=30 

Scale Descriptive T-

Value 

Sig. 

           A U       D 

SA A U D SD X¯ SD 

1 School principal prepares an 

evaluation checklist at the end 

of the semester to evaluate 

teachers work 

T 

 

f 49 37 17 8 3 3.99 1.05 10.73 0.36 

 

 

% 46.2 34.9 16.0 7.5 2.8 

P f 14 10 2 1 3 4.03 1.27 

% 46.6 33.3 6.6 3.3 10 

2 School principal identifies the 

teacher‟s strong and weak 

achievement to evaluate them 

T 

 

f 8 12 6 20 60 1.94 1.32 12.24 0.81 

% 7.5 11.3 5.6 18.8 56.6 

P f 2 5 1 9 13 2.13 1.33 

% 6.6 16.6 3.3 30 43.3 

3 School principal work together 

with teachers to evaluate the 

result and to improve teaching 

learning process 

T 

 

f 13 10 4 29 50 2.12 1.41 12.41 0.28 

% 12.2 9.4 3.7 27.3 47.1 

P f 3 4 2 11 10 2.30 1.34 

% 10 13.3 6.6 36.6 33.3 

4 School principal use 

educational experts to prepare 

teachers evaluation method 

T 

 

f 54 17 11 8 16 3.80 1.50 9.26 0.44 

% 50.9 16 10.3 7.5 15 

P f 17 7 1 3 2 4.13 1.27 

% 56.6 23.3 3.3 10 6.6 

Key: Questionnaire, April 2019, x =Mean score, f= Frequency, SD=Standard 

Deviation, V= Value. SD=Strongly Disagree; D=Disagree; UN=Undecided, A=Agree 

and SA=Strongly Agree 
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As can be seen on Table 9 item number 1, the respondents were asked to rate their 

agreement levels on the preparation of an evaluation checklist at the end of the semester 

to evaluate teachers work in secondary schools of Hadiya Zone. Accordingly, the teacher 

and principal respondents with the (Mean=3.99, SD=1.05) and (Mean=4.03, SD=1.27) 

respectively indicated that the majority of the respondents agreed with the preparation of 

an evaluation checklist at the end of the semester to evaluate teachers work. Moreover, 

the independent sample p-value (0.36) at 0.05 significance level revealed that there was 

no statistically significant difference between the responses of the respondent groups and 

which was greater than 0.05. This indicated that there was similar understanding of both 

the respondents concerning the preparation of an evaluation checklist at the end of the 

semester to evaluate teachers work. The information has been gotten from the interview 

with supervisors indicated that the school principals prepared an evaluation checklist at 

the end of the semester to evaluate teachers work the schools under the study. 

 

As shown on Table 9 item number 2, the respondents were asked to rate their agreement 

levels on the identification of the teacher‟s strong and weak achievement to evaluate 

them. Accordingly, the teacher and principal respondents with the (Mean=1.94, SD=1.32) 

and (Mean=2.13, SD=1.33) respectively indicated that the majority of the respondents 

disagree with the identification of the teacher‟s strong and weak achievement to evaluate 

them. Moreover, the independent sample p-value (0.81) at 0.05 significance level 

revealed that there was no statistically significant difference between the responses of the 

respondent groups and which was greater than 0.05. This indicated that there was similar 

understanding of both the respondents concerning the identification of the teacher‟s 

strong and weak achievement to evaluate them. All of the supervisors in their interview 

indicated that the school principal identifies the teacher‟s strong and weak achievement to 

evaluate them.  

 

With regards to item 3 of Table 9, the respondents were asked to rate their agreement 

levels on the working condition of principals together with teachers to evaluate the result 

and to improve teaching learning process. The teacher respondents with the (mean =2.12, 

SD=1.41) were disagreed about the issue and principal respondents with the (mean=2.30, 

SD=1.34) showed that the majority principals‟ respondents disagreed with the issue. The 
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overall (aggregated) mean is 2.12 showed that the majority of respondents were in the 

position of disagreement with the given issue. The significance value (p-value = 0.28) 

was greater than 0.05. This showed that there was no statistically significant difference 

between the opinions of the two groups of respondents. From the interview held with 

supervisors asserted that principals were not together with teachers to evaluate the result 

and to improve teaching learning process.  

 

Regarding the use of educational experts to prepare teacher‟s evaluation method, on the 

same Table item 4, the teacher respondents and the principal respondents with the 

(mean=3.80, SD=1.50) and (mean=4.13, SD=1.27) respectively. This showed that 

teachers and principals agreed on the use of educational experts to prepare teacher‟s 

evaluation method. The overall (aggregate) mean was 3.96. This indicated their 

agreement on the issue. The independent sample p-value (0.44) at 0.05 significance level 

revealed that there was no statistically significant difference between the responses of the 

respondent groups. This indicated that there was similar understanding among the 

respondents concerning the use of educational experts to prepare teacher‟s evaluation 

method. From the interview with supervisors, all of the supervisors asserted that 

principals use educational experts to prepare teacher‟s evaluation method.  

 

4.8. Roles related to school Support 
 

School principals communicate school goals or visions in many different ways. 

Communicating of school goals by instructional leaders promote accountability, a sense 

of personal ownership and instructional improvement (Bush, 2008). 
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Table 10: Roles related to school Support 

N

o 

Items 

 

 

T=106 

P=30 

Scale Descriptive T-Va Sig. 

           A U       D 

SA A U D SD X¯ SD 

1 School principal gives 

stationary material 

support for teachers 

T 

 

f 32 48 6 11 9 3.68 1.65 3.39 0.94 

 

 

% 30.1 45.2 5.6 10.3 8.4 

P f 20 4 2 1 3 4.23 1.33 

% 66.6 13.3 6.6 3.3 10 

2 School principal gives an 

adequate advice for 

teachers 

T 

 

f 33 41 14 10 8 3.66 1.15 20.76 0.45 

% 31.1 38.6 13.2 9.4 7.5 

P f 19 5 1 2 3 4.03 1.47 

 % 63.3 16.6 3.3 6.6 10 

3 School principal 

encourages professional 

support for teachers. 

T 

 

f 68 13 6 4 16 4.09 1.30 10.44 0.40 

% 64.1 12.2 5.6 3.7 15 

P f 14 10 2 3 1 4.10 1.12 

% 46.6 33.3 6.6 10 3.3 

4 School principal works to 

improve disciplinary 

problems of teachers 

T 

 

f 54 16 10 14 12 3.81 1.46 3.00 0.19 

% 13.2 12.2 47.1 13.2 14.1 

P f 16 6 1 3 4 3.90 1.49 

% 53.3 20 3.3 10 3.7 

Key: Questionnaire, April 2019, x =Mean score, f= Frequency, SD=Standard Deviation, V= 

Value. SD=Strongly Disagree; D=Disagree; UN=Undecided, A=Agree and SA=Strongly 

Agree  

 

As can be seen on Table 10 item number 1, the respondents were asked to rate their 

agreement levels on the providence of stationery material support for teachers in 

secondary schools of Hadiya Zone. Accordingly, the teacher and principal respondents 

with the (Mean=3.68, SD=1.65) and (Mean=4.23, SD=1.33) respectively indicated that 

the majority of the respondents agreed with the providence of stationery material support 

for teachers. Moreover, the independent sample p-value(0.94) at 0.05 significance level 

revealed that there was no statistically significant difference between the responses of the 

respondent groups and which was greater than 0.05. This indicated that there was similar 

understanding of both the respondents concerning the providence of stationery material 

support for teachers. The information has been gotten from the interview with supervisors 

indicated that the school principals given the stationery materials support for teachers to 

do the planned activities. 
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As shown on Table 10 item number 2, the respondents were asked to rate their agreement 

levels on the providence of an adequate advice for teachers by the school principals. 

Accordingly, the teacher and principal respondents with the (Mean=3.66, SD=1.15) and 

(Mean=4.03, SD=1.47) respectively indicated that the majority of the respondents agree 

with the providence of an adequate advice for teachers by the school principals. 

Moreover, the independent sample p-value (0.45) at 0.05 significance level revealed that 

there was no statistically significant difference between the responses of the respondent 

groups and which was greater than 0.05. This indicated that there was similar 

understanding of both the respondents concerning providence of an adequate advice for 

teachers by the school principals. Five of the supervisors in their interview indicated that 

the school principals given adequate advice for teachers in different issues.  

 

With regards to item 3 of Table 10, the respondents were asked to rate their agreement 

levels on the encouragement of professional support for teachers. The teacher 

respondents with the (mean =4.09, SD=1.30) were disagreed about the issue and principal 

respondents with the (mean=4.10, SD=1.12) showed that the majority principals‟ 

respondents agreed with the issue. The overall (aggregated) mean is 4.09 showed that the 

majority of respondents were in the position of agreement with the given issue. 

 

The independent sample p-value (0.19) was greater than 0.05. This showed that there was 

no statistically significant difference between the opinions of the two groups of 

respondents. From the interview held with supervisors asserted that principals were in the 

position of encouraging professional support for teachers. 

 

Regarding the works of principals to improve disciplinary problems of teachers, on the 

same Table item 4, the teacher respondents and the principal respondents with the 

(mean=3.81, SD=1.46) and (mean=3.90, SD=1.49) respectively. This showed that 

teachers and principals agreed on the works of principals to improve disciplinary 

problems of teachers. The overall (aggregate) mean was 3.78. This indicated their 

agreement on the issue. The independent sample p-value (0.19) at 0.05 significance level 

revealed that there was no statistically significant difference between the responses of the 

respondent groups. This indicated that there was similar understanding among the 

respondents concerning the works of principals to improve disciplinary problems of 



72 
 

teachers. Documents found in the school showed that principals had given more advice to 

teachers to improve disciplinary problems observed from teachers. 

4.9. Roles related to Decision Making 

Decision making can be either a specific act or a general process. In a school system 

satisfying the needs of everyone might be difficult. 

 

Table 11: Roles related to Decision Making 

N

o 

Items 

 

 

T=106 

P=30 

Scale Descriptive T-Va Sig. 

           A U       D 

SA A U D SD X¯ SD 

1 Teachers are active 

participants in making 

decision at school 

T 

 

f 13 15 9 39 30 2.45 1.36 6.65 0.25 

 

 

% 12.2 14.1 8.4 36.7 28.3 

P f 4 3 2 1 20 2.00 1.55 

% 13.3 10 6.6 3.3 66.6 

2 The principal makes 

decision at school with 

stakeholders together 

T 

 

f 11 9 7 19 60 1.98 1.38 6.41 0.53 

% 10.3 8.4 6.6 17.9 56.6 

P f 2 4 3 6 15 2.06 1.33 

% 6.6 13.3 10 20 50 

3 The principal gives clear 

information about the 

decision making issues. 

T 

 

f 13 10 4 21 58 2.04 1.44 13.15 0.32 

% 12.2 9.4 3.7 19.8 54.7 

P f 1 4 3 5 17 1.90 1.24 

% 3.3 13.3 10 16.6 56.6 

4 The principal involves 

school community in the 

decision of school 

T 

 

f 12 8 11 21 54 2.08 1.39 4.38 0.62 

% 11.3 7.5 10.3 19.8 50.9 

P f 4 6 7 3 10 2.70 1.46 

% 13.3 20 23.3 10 33.3 

Key: Questionnaire, April 2019, x =Mean score, f= Frequency, SD=Standard 

Deviation, V= Value. SD=Strongly Disagree; D=Disagree; UN=Undecided, A=Agree 

and SA=Strongly Agree  

 

As can be seen on Table 11 item number1, the respondents were asked to rate their 

agreement levels on the teacher‟s active participation of in making decision at school 

secondary schools of Hadiya Zone. Accordingly, the teacher and principal respondents 

with the (Mean=2.45, SD=1.36) and (Mean=2.00, SD=1.55) respectively indicated that 

the majority of the respondents disagree with the issue on the active participation of 

teachers in making decision. Moreover, the independent sample p-value (0.25) at 0.05 
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significance level revealed that there was no statistically significant difference between 

the responses of the respondent groups and which was greater than 0.05. This indicated 

that there was similar understanding of both the respondents concerning the active 

participation of teachers in decision making in secondary schools of Hadiya Zone. Thus, 

it could be said that the respondents in the study area were dissatisfied with the decisions 

made by teachers in school and they were not actively involved. The information has 

been gotten from the interview with supervisors indicated that teachers were not actively 

participated in decision making the schools under the study. 

 

As shown on Table 11 item number 2, the respondents were asked to rate their agreement 

levels on the principal‟s making of decision at school with stakeholders together. 

Accordingly, the teacher and principal respondents with the (Mean=1.98, SD=1.38) and 

(Mean=2.06, SD=1.33) respectively indicated that the majority of the respondents 

disagree with the preparation of short term training to build teachers capacity in the 

school. Moreover, the independent sample p-value (0.53) at 0.05 significance level 

revealed that there was no statistically significant difference between the responses of the 

respondent groups and which was greater than 0.05. This indicated that there was similar 

understanding of both the respondents concerning the principal‟s making of decision at 

school with stakeholders together. Supervisors in their interview indicated that the school 

there was no participatory decision making. 

 

With regards to item 3 of Table 11, the respondents were asked to rate their agreement 

levels on the giving of clear information about the decision making issues by the 

principals. The teacher respondents with the (mean =2.04, SD=1.44) were disagreed 

about the issue and principal respondents with the (mean=1.90, SD=1.24) showed that the 

majority of the respondents disagreed with the issue. The overall (aggregated) mean is 

1.97 showed that the majority of respondents were in the position of disagreement with 

the given issue. 

 

The significance value (p-value = 0.32) was greater than 0.05. This showed that there was 

no statistically significant difference between the opinions of the two groups of 

respondents. From the interview held with supervisors asserted that in each sample 
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secondary schools there was no clear information given about the decision making issues 

by the principals.  

 

Regarding involvement of school community in the decision of school by the calling of 

principals, on the same Table item 4, the teacher respondents and the principal 

respondents with the (mean=2.08, SD=1.39) and (mean=2.70, SD=1.46) respectively. 

This showed that teachers and principals disagreed on the involvement of school 

community in the decision of school by the calling of principals. The overall (aggregate) 

mean is 2.39. This indicated their disagreement on the issue. The independent sample p-

value (0.62) at 0.05 significance level revealed that there was no statistically significant 

difference between the responses of the respondent groups. This indicated that there was 

similar understanding among the respondents involvement of school community in the 

decision of school by the calling of principals. From the interview with supervisors, eight 

of the supervisors asserted that the school principals were not involved the school 

community in decisions made at school.  
 

4.10. Criteria for Placement in School Leadership Position 

Principals are regarded by many educationalists as having the central and leading role in 

the successful operation of the teaching and learning process. Therefore, the following 

table illustrates briefly respondents view ways of assignment and interest. 
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Table 12: Criteria for Placement in School Leadership Position 

N

o 

Items 

 

 

T=106 

P=30 

Scale Descriptive T-Va Sig. 

           A U       D 

SA A U D SD X¯ SD 

1 Training in education 

leadership and 

management 

T 

 

f 33 26 11 16 20 3.33 1.52 5.10 0.22 

 

 

% 31.1 24.5 10.3 15.1 18.8 

P f 8 2 3 4 13 2.60 1.71 

% 26.6 6.6 10 13.3 43.3 

2 Previous experience as a 

school leader at lower 

levels 

T 

 

f 30 29 15 12 20 3.34 1.47 4.72 1.03 

% 28.3 27.3 14.1 11.3 18.8 

P f 10 7 3 6 4 3.43 1.47 

% 23.3 13.3 16.6 20 26.6 

3 Experience as a head 

teacher 

T 

 

f 13 10 4 21 58 2.04 1.44 12.75 0.28 

% 12.2 9.4 3.7 19.8 54.7 

P f 3 4 2 6 15 2.13 1.43 

% 10 13.3 6.6 20 50 

4 Political acceptance T 

 

f 54 31 8 10 4 3.83 0.99 4.27 0.19 

% 50.9 29.2 7.5 9.4 3.7 

P f 19 5 1 2 3 4.20 1.37 

% 50 20 13.3 6.6 10 

Key: Questionnaire, April 2019, x =Mean score, f= Frequency, SD=Standard 

Deviation, V= Value. SD=Strongly Disagree; D=Disagree; UN=Undecided, A=Agree 

and SA=Strongly Agree  

As can be seen on Table 12 item 1, the respondents were asked to rate their agreement 

levels on the appointing principals by using the criterion of training in education 

leadership management in secondary schools of Hadiya Zone. Accordingly, the teacher 

and principal respondents with the (Mean=3.33, SD=1.52) and (Mean=2.60, SD=1.71) 

respectively indicated that the majority of the respondents disagree with the appointing 

principals by using the criterion of training in education leadership management. 

Moreover, the independent sample p-value (0.22) at 0.05 significance level revealed that 

there was no statistically significant difference between the responses of the respondent 

groups and which was greater than 0.05. This indicated that there was similar 

understanding of both the respondents concerning appointing principals by using the 

criterion of training in education leadership management in secondary schools of Hadiya 

Zone.  
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As shown on Table 12 item number 2, the respondents were asked to rate their agreement 

levels on the appointment of school leadership by taking previous experience as a school 

leader at lower levels. Accordingly, the teacher and principal respondents with the 

(Mean=3.34, SD=1.47) and (Mean=3.43, SD=1.47) respectively indicated that the 

majority of the respondents disagree with the appointment of school leadership by taking 

previous experience as a school leader at lower levels. Moreover, the independent sample p-

value (1.03) at 0.05 significance level revealed that there was no statistically significant 

difference between the responses of the respondent groups and which was greater than 

0.05. This indicated that there was similar understanding of both the respondents 

concerning the appointment of school leadership by taking previous experience as a school 

leader at lower levels.  

 

With regards to item 3 of Table 12, the respondents were asked to rate their agreement 

levels on the appointment and selection of school leadership by accepting experience as a 

head teacher. The teacher respondents with the (mean =2.04, SD=1.44) were disagreed 

about the issue and principal respondents with the (mean=2.13, SD=1.43) showed that the 

majority of the respondents disagreed with the issue. The overall (aggregated) mean is 

2.08 showed that the majority of respondents were in the position of disagreement with 

the given issue. 

The significance value (p-value = 0.28) was greater than 0.05. This showed that there was 

no statistically significant difference between the opinions of the two groups of 

respondents. From the interview held with supervisors asserted that being experienced as 

a head teacher were not taken as a criterion of appointing as school leadership.  

Regarding the appointment and selection of school leadership taking political acceptance 

as criteria, on the same Table item 4, the teacher respondents and the principal 

respondents with the (mean=3.83, SD=0.99) and (mean=4.20, SD=1.37) respectively. 

This showed that teachers and principals agreed on the appointment and selection of 

school leadership taking political acceptance as criteria. The overall (aggregate) mean is 

4.01. This indicated their agreement on the issue. The independent sample p-value (0.19) 

at 0.05 significance level revealed that there was no statistically significant difference 

between the responses of the respondent groups. This indicated that there was similar 
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understanding among the respondents on the appointment and selection of school 

leadership taking political acceptance as criteria. 

 

From the interview with supervisors, eight of the supervisors asserted that the school 

principals were put in school leadership position by taking political acceptance as a 

criterion and the school principals cultivating the school community to be the supporter 

of the politics and choosing members of the politics. Generally now the Government of 

Ethiopia has adjusted this criteria and made schools secular from other interventions.  

 

4.11. The Major Factors That Affect the Activities of School Leadership 
 

A wide variety of people and things make up the situation that influences the practice of 

school leadership in the school. The nature of the community, the teaching staff, the non-

teaching staff and other stakeholders all influence the effectiveness of various kinds of 

school leadership practices. 

Table 13: The Major Factors That Affect the Activities of School Leadership 

N

o 

Items 

 

 

T=106 

P=30 

Scale Descriptive T-Va Sig. 

           A U       D 

SA A U D SD X¯ SD 

1 Lack  of  training T 

 

f 43 36 9 12 6 3.92 1.20 3.12 0.82 

 

 

% 4o.5 33.9 8.4 11.3 5.6 

P F 21 3 2 1 3 4.26 1.33 

% 70 10 6.6 3.3 10 

2 Lack of adequate 

knowledge base of 

school leadership 

T 

 

F 60 35 1 6 4 4.33 1.02 2.69 0.35 

% 56.6 33 0.9 5.6 3.7 

P F 12 13 1 2 2 4.03 1.15 

% 40 43.3 3.3 6.6 6.6 

3 Lack of commitment T 

 

F 58 21 9 13 4 4.00 1.17 3.24 0.83 

% 54.7 19.8 8.4 12.2 3.7 

P F 13 11 2 1 3 4.00 1.25 

% 43.3 10.3 6.6 3.3 10 

4 Unwillingness to 

devote more time for 

instructional issues 

 

T 

 

F 5 54 18 12 17 3.64 1.57 3.95 1.28 

% 4.7 50.9 16.9 11.3 16.0 

P F 3 15 9 1 2 3.53 0.97 

% 10 14.1 8.4 3.3 6.6 
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Key: Questionnaire, April 2019, x =Mean score, f= Frequency, SD=Standard 

Deviation, V= Value. SD=Strongly Disagree; D=Disagree; UN=Undecided, A=Agree 

and SA=Strongly Agree  

 

As can be seen on Table 13 item number 1, the respondents were asked to rate the 

agreement on insufficiency of the training affect the effectiveness of school leadership in 

the study area. Accordingly, the teacher and principal respondents with the (Mean=3.92, 

SD=1.20) and (Mean=4.26, SD=1.33) respectively indicated that the majority of the 

respondents agree with the lack of training highly affect school leadership practice in the 

study area. Moreover, the independent sample p-value (0.82) at 0.05 significance level 

revealed that there was no statistically significant difference between the responses of the 

respondent groups and which was greater than 0.05. This indicated that there was similar 

understanding of both the respondents concerning the insufficiency of training. 

Documents found in the school showed that principals were not updated their knowledge 

to practice leadership role. 

As shown on Table 13 item number 2, the respondents were asked to rate their agreement 

on lack of adequate knowledge base of school leadership in sample secondary schools of 

Hadiya Zone. Accordingly, the teacher and principal respondents with the (Mean=4.33, 

SD=1.02) and (Mean=4.03, SD=1.15) respectively indicated that the majority of the 

respondents agree in absence of qualified principals. Moreover, the independent sample 

p-value (0.35) at 0.05 significance level revealed that there was no statistically significant 

difference between the responses of the respondent groups and which was greater than 

0.05. This indicated that there was similar understanding of both the respondents 

concerning the absence of adequate knowledge base of school leadership. Thus, it could 

be said that the observation done on different minutes of the school indicated that the 

school principals lacked adequate knowledge base of school leadership and led the 

teaching learning process. 

 

With regards to item 3 of Table 13, the respondents were asked to rate their agreement 

levels on the absence of commitment. The teacher respondents with the (mean =4.00, 

SD=1.17) were disagreed about the issue and principal respondents with the (mean=4.00, 

SD=1.25) showed that the majority principals‟ respondents disagreed with the issue. The 
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overall (aggregated) mean is 4.00 showed that the majority of respondents were in the 

position of disagreement with the given issue. 

 

The significance value (p-value = 0.83) was greater than 0.05. This showed that there was 

no statistically significant difference between the opinions of the two groups of 

respondents. From this result, one can suggest that both groups react in similar way that 

they were agreed to the given issue.  Seven supervisors indicated in their interview that 

the school principals were not committed to cascade the teaching learning process in the 

school.  
 

Regarding unwillingness to devote more time for instructional issues, on the same Table 

item 4, the teacher respondents and the principal respondents with the (mean=3.64, 

SD=1.57) and (mean=3.53, SD=0.97) respectively. This showed that teachers and 

principals agreed on unwillingness to devote more time for instructional issue. The 

overall (aggregate) mean is 3.55. This indicated their agreement on the issue. From this, 

one could be suggested that there was unwillingness to devote more time for instructional 

issue. The independent sample p-value (1.28) at 0.05 significance level revealed that 

there was no statistically significant difference between the responses of the respondent 

groups. This indicated that there was similar understanding among the respondents 

concerning feedback given for teachers after supervision. Seven supervisors asserted that 

it has been known that the majority of the principals have unwillingness to do the 

instructional issues in the school. Principals have given more emphasis to administrative 

activities in the study area. According to Abrham (2014) the challenges of school 

leadership practice in secondary schools were problems arising from the work place may 

disturb the functioning or practice of the organization such as lack of interest, lack of 

proper budget allocation, applying rules as needed, conflicts among school communities, 

low students achievement, chemicals for laboratory and lack of leadership skills to 

organize and manage the physical and human resources at school level. This indicates 

that school leadership must have solving skills and ability to deal with any challenges to 

overcome. Finding of this study and Ministry of Education (1994) revealed that the 

contents of the training packages, the training courses were not focused on the school 

leadership needs and interests. It was also found that the training contents were more 
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deficit-oriented than growth-oriented. Hence, the perception of principals on training 

contents is very low. 
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CHAPTER FIVE 

5. SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 
 

This part of the study deals with the summary of the major findings of the study, 

conclusion drawn on the bases of the findings and recommendations that are assumed to 

be useful in enhancing and tackling the challenges of school leadership. 

 

5.1. Summary   
 

The major purpose of this study was to assess the practices and challenges of school 

leadership in secondary schools of Hadiya Zone. Hence the study tried to answer the 

following research questions. 

1. What are the current practices of school leadership in secondary school of Hadiya 

Zone? 

2. What are the major factors that affect the overall activities of the study area? 

3. What solutions do school leaders to cope the problems? 

 

To answer these questions descriptive survey design was employed. To this effect the 

study was conducted in 15 secondary schools of Hadiya Zone. The data collected from 

teachers, supervisors and principals through close-ended questionnaire was analyzed and 

interpreted by using frequency, percentage, mean, standard deviation and independent 

sample t-test. The data gathered through open-ended questionnaire is qualitatively 

analyzed (thematic narration). The data obtained from semi-structured interview and 

document also has been analyzed qualitatively using narrations to support the result 

obtained from quantitative analysis. After all the research came up with the following 

major findings.  

 

Regarding the Current Practices of School Leadership in Secondary Schools 

 

Concerning the practice of principals in developing the school plan and objective clearly 

most the respondents agreed; with mean value (2.54) and standard deviation (1.43) and 

capabilities of principals in preparing plans towards the achievement of expected goals 

with mean value (2.47) and standard deviations (1.45).  
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Regarding the principal works with the staff and parent to implement the planned works 

in study area with the mean value of (1.86) and standard deviation (1.01) and the 

respondents disagreed with the issue respectively. Moreover, principals are not capable of 

encouraging the staff towards the achievement of goals according to the plan.  

 

Regarding principals‟ role in conducting supervision, the principals visits the classroom 

instruction align with school goals most of the respondents disagreed with the mean value 

(1.96) and standard deviation (0.37) respectively. Principals arrange meetings with 

teachers before and after supervision most of the respondents disagreed with mean value 

(2.15) and standard deviation (0.15) correspondingly. In addition to, principals observe 

teachers professional development instead of evaluation and principals organize seminars 

with teachers to share their experience after supervision the majority of the respondents 

disagreed with mean value (2.03) and standard deviation (1.06) and mean value (3.07) 

and standard deviation (0.13) respectively.  

 

Principal‟s role in curriculum development, the skills of principals in order to maintain a 

curriculum improvement based on community needs, the majority of respondents 

disagreed with mean value (2.19) and standard deviation (0.32) respectively. Based on 

the responses of the participants the involvement of teachers in curriculum development, 

most of the respondents came in disagreement with mean value (1.86) and standard 

deviation (1.03) respectively. In addition on principal‟s involvement in curriculum 

development most of the respondents disagreed with mean value (2.91) and standard 

deviation (0.17) respectively.  

 

Concerning the role of principals in staff development, principals develop a mechanism 

by which competent teachers share their experience of teaching methodology with their 

collogue friends, most of the respondents agreed with mean value (4.40) and standard 

deviation (0.29) respectively; and the principals help to provide short–term training at the 

school level by preparing academic seminars, workshops with mean value (2.31) and 

standard deviation (0.12) correspondingly.  

 

Another school leadership practices related to vision and mission of the school. The 

school has no quality for vision and mission written on a board. And it is not easily and 



83 
 

clearly understandable to all school community and other responsible bodies. Moreover 

all the school does not properly assigns necessary resources for effective implementation 

of a school vision and mission and the school teaching and learning process not matched 

with the developed vision and mission. 

 

Regarding the Major Factors That Affect the Overall Activities in Secondary 

Schools 

 

The challenges of school leadership effectiveness were the absence of intrinsic or internal 

force to ward taking risks during the teaching and learning process of leadership. The 

major factors that affect the overall activities of school leadership in secondary schools 

were lack of educational background in preparing the school plan, were not trained in the 

area of educational leadership and lack of commitment in implementing educational 

policy to carry out the leadership activities.  

 

Absence of training and experience sharing on instructional leadership challenges the 

school operation. On the other side, the respondents were reported that other challenges 

of school leaderships of school environment. Some of the challenges that have no effect 

on school environment are qualification of the school leader, absences of training and 

experience sharing on the instructional leadership challenges the school operation ,in 

availability of in service training and teachers development program, inadequacy of 

adequate capacity, potential and knowledge of school leadership and management. 

 

Principals and teachers were agreed that school leadership was weak in initiating PTSA 

to participate in school affairs and low of community support to improve the school, low 

professional support from external school supervisors and low internal and external 

facilities to facilitate the instructional process were the major factors that affect the 

overall activities of school leadership in secondary schools of Hadiya Zone. 

Findings of the study revealed that lack of incentives, the pressure from other jobs, 

leader‟s unwillingness to take risks, ill-discipline among learners and teachers; poor 

management and inadequate teaching-learning materials were found to be the major 

factors that affected the effectiveness of instructional leadership in the secondary schools 

under study. 
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Regarding the Solutions Designed by School Leaders to Cope the Problems 

 

From open ended questions the participants advocated the following different solutions 

were given and summarize as follows. Solution given by principals, teachers and 

supervisors for the major problems of school leader‟s face while leading in instructional 

process, capacity building is one of the major solutions, this is done by universities, 

researchers and NGOs, the principals themselves develop sense of ownership to change a 

given school; local community make a collaboration activity with nearby schools to 

enhance schools by resource, the community should participate in financing and 

participating in shaping students behavior.  

Solution given by Wereda and Zone education officials: the participants suggest that, 

school leader performance were more or less good. But to become excellent on this way 

and minimized the problems observed at school leaders: follow a continues support based 

on checklist, prepare workshops based on a research, set a competition strategies, follow 

positive and negative punishment strategies, get frequent training to fill skill gap, give 

clear orientations on school plan for the school communities, set a strong guide line and 

principles that leads secondary schools leadership, set appreciation strategies, avoid or 

minimize good governance questions, give contentious trainings to fill their skill gap.  

Generally the following solutions were given by different stake holders and scholars:  

 Continuous long and short terms training should be given for school leaders;  

 Center the functions of principal on instructional leadership;  

 Get frequent support from local governments (Wereda and Zone) in making the 

community to engage in the school activities;  

 Appropriate incentive for principal position;  

 Provide appropriate budget to run school operations;  

 Facilitate and advocate programs like parent and stake holder engagement;  

 Facilitate programs like experience sharing with zones, regions and even national 

level; Presents different researches in related to principal‟s functions and related 

problems, community role and the like.  

In general to support the above solutions by literature review, Fullan (2005) found out the 

evidence of school improvements since 1990s. The school improvement involves 

principals who are (1) accommodative, (2) focus on student learning, (3) productive and 
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(4) both pressure and support. Principals are expected to work together with parents, 

teachers and school stakeholders to stimulate action. 

5.2. Conclusions  
 

Based on the major findings of the study presented above the following conclusions were 

drawn. 

The study has pointed out that principal„s leadership practices at schools, even though the 

execution of those practices was perceived differently by teachers and principals. The 

difference in perception regarding the leadership practices and prevalence of challenge by 

principals and their teachers provides solution for further investigations to clarify the 

phenomenon precisely. Concerning leadership practices and challenges at schools where 

the research is conducted recommendations were made. Those findings of the study are 

presented with the data analysis and presentation which maintains that the leadership role 

aimed at influencing the schooling processes.  

 Concerning the practice of principals in developing the school plan and objective 

clearly, but School leadership practices related to vision and mission were not 

well practiced in sample secondary schools. Regarding the principal works with 

the staff and parent to implement the planned works in study area, the activities 

were not implemented. It is therefore important that principals are helped to 

enhance their leadership practices. Regarding principals‟ role in conducting 

supervision, the principal‟s visits the classroom instruction align with school 

goals, and Principals arrange meetings with teachers before and after supervision 

were not satisfactory. Therefore , findings of this study concluded that principals‟ 

role in conducting supervision were not satisfactory in the study area.  Principal‟s 

role in curriculum development, the skills of principals in order to maintain a 

curriculum improvement based on students and  community needs, And the 

involvement of teachers in curriculum development were  deficient. 

 

 This study concluded that lack of incentives, the pressure from other jobs, leader‟s 

unwillingness to take risks, ill-discipline among learners and teachers; poor 

management and inadequate teaching-learning materials were found to be the 

major factors that affected the effectiveness of instructional leadership in the 
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secondary schools under study. The study concluded that principal‟s role in 

curriculum development were deficient. 

 

 The study concluded that leader„s attention towards the accomplishment of 

teaching–learning program, community participation and involvement in the 

process of enhancing the school stakeholders for leadership work, facilitating 

training for teachers and principals were the solutions to capacitate school 

leadership. 

 Generally, The findings of this research also point out the need of parental support  

and  engagement  were  not  satisfactory  as  well  as  the  instructional  focus  of  

the school  leaders  in  achieving  student  gains  over  time  were  not  show  

improvement.  This research  were  largely  confirms  that  stakeholders  do  not  

change  this  circumstance  so school functions becomes a continuous leadership 

problems in HadiYa Zone. 

 

5.3. Recommendations 
 

Based on the finding of the study the researcher attempted to recommend the following:  

 

 In this research, School leadership practices related to vision and mission were 

not well practiced.  most of the school principals were found to be working 

continuously on routines that were less value adding to the realization of the 

vision and mission of their schools. Hence, principals are advised to use at least 

two third of their working time in order to realize the strategic goals and vision of 

the school. 

 

 It was revealed that the practices of school leadership in visiting the classroom, 

observing teachers for professional development and encouraging inbuilt 

supervision were inadequate.  Therefore it is recommended that the school 

principals included themselves in supervision practice of the school and also as 

they are head teachers and leaders of their respective schools they give 

administrative guidance and instructional leadership to teachers. The research 

disclosed that the school leaderships in identifying the students and community 
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need and allowing all stake holders so as to improve curriculum was not 

sufficiently enough. The researcher recommended that woreda education office 

should provide appropriate support for school leadership like short term training 

provision to obtain the knowledge and skill of assessing and identifying students 

and community need to improve the curriculum. 

 

 Principals should be aware of about the major functions such as improving 

student learning and making schools effective. Therefore, continuous training 

should be given by the universities to aware school leaders about their core 

functions. In addition, the evaluation and support of school leaders by Wereda and 

Zone education offices should focus on improving these functions 

 

 After principals are assigned, they should be continuously monitored, guided and 

helped by more competent and committed bodies. Hence, their skill and 

knowledge gaps should be continuously assessed, identified and fulfilled. These 

might through provision of organizing sufficient and pertinent on the job as well 

as off the job short and long term training on issues like effective educational 

leadership, transactional and transformational leadership, effective leadership of 

institutional change and reformation, forms of leadership through combined forms 

of training. The forms of training can involve organizing forum, workshop, 

experience sharing, benchmarking and formal training. 
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APPENDICES 

                                                Appendix A: - Questionnaires for principals and teachers 

                                                                  B:-Interview guideline for supervisors 

ADDIS ABABA UNIVERSTY 

DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT 

Questionnaire: - To be filled   by secondary school teachers and principals 

Dear respondent, 

The purpose of this questionnaire is to assess practices and challenges of school 

leadership in government secondary schools of Hadiya Zone. The information collected 

through this questionnaire will be used for only 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. Please read the instructions and each 

item carefully before you answering the question. 

 No need of writing your name 

 Each question has its own instruction 

 Give only one answer to each item  

     PART I 

Instruction: Please you have to use for your response making a”√” mark or writing the 

answer where it is necessary in space provided. 

1. Name of the school ________________________________ 

1.1 Location:-name of Town Administration _________________________________ 

      Name of Woreda __________________________________ 

2. Sex: Male     Female 

3. Age: A) 20 and below       b)21-30       c) 31 – 40  d) 41 – 50      e) Above 50 

4. Work experience in years 

a) 2 and below         b) 2-5        c) 6-10  d ) 11-15        e) above 15   

5. Qualification  

a) BA/B.sc/Bed     b)MA/Ms./Med    c) pedagogical science          d) any other  
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Part-II 

Instruction:-Please, answers each statement by putting (√) mark in the space provided 

from strongly agree to strongly disagree. 

N.B:-SD =SA=strongly agree (5)A=Agree (4) UD=Undecided (3)DA=Disagree (2) 

Strongly Disagree (1) 

6. The following are some school leadership practices in secondary schools. These are: 

Planning, staff development, curriculum development, supervision, evaluation, 

supporting and decision making.  

6.1. Practices Related with Planning 

No            Items  SA 

5 

 

A 

4 

 

UD 

3 

SA 

2 

 

SDA 

1 

1 School principal is able to prepare 

school plans. 

     

2 School principal is capable to 

develop school objectives clearly.  

     

3 School principal works 

cooperatively with stakeholders. 

     

4 School principal makes awareness 

to teachers and students about 

school plans and achievements. 

     

5 School principal motivates school 

stakeholders.  

     

a) How does school principal prepare plans? 

________________________________________________________________________

________________________________________________________________________
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________________________________________________________________________

________________ 

6.2. Items Related to Staff Development Based on CPD  

NO      Items  SA 

5 

 

A 

4 

 

UD 

3 

DA 

2 

SDA 

1 

 

1 The principal identifies the 

training needs of the school 

teachers. 

     

2 The principal prepares short term 

training to build teachers capacity 

     

3 The principal facilitates model 

teachers to share their experience 

for others. 

     

4 The principal facilitates the 

teachers training by budget. 

     

5 The principal receives different 

advices from educational experts 

to develop staff. 

     

b) How does school principal develop staff? 

________________________________________________________________________

________________________________________________________________________

________________________________________________________________________

__________________ 
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6.3. Items Related to Curriculum Development 

No Items SA 

5 

 

A 

4 

UD 

3 

DA 

2 

 

SDA 

1 

1 School principal gives important 

information in curriculum 

development. 

     

2 School principal selects the need 

of the stakeholders to improve 

curriculum.  

     

 

3 

Principal works with parents to 

develop curriculum. 

     

4 The principal involves donors so 

as to support curriculum 

development. 

     

c)  What efforts do school principal exerting to develop curriculum? 

________________________________________________________________________

________________________________________________________________________

____________ 

6.4. Items Related to Supervision 

No Item SA 

5 

 

A 

4 

 

UD 

3 

DA 

2 

SDA 

1 

1 School principal observes teachers plan to 

improve their skill. 
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2 School principal observes class-room 

regularly.  

     

3 School principal gives information for 

teachers before observation.  

     

4 School principal gives feedback after 

supervision. 

     

5 The principal observes teachers work 

together with senior teachers.  

     

 

 

d) What mechanisms do school principal use to supervise and observe teachers 

progresses? 

________________________________________________________________________

________________________________________________________________________

________________________________________________________________________

_________________ 

6.5. Items Related with Evaluations 

e) What mechanisms do school principal use to evaluate school achievement? 

________________________________________________________________________

________________________________________________________________________

________________________________________________________________________

__________________  
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6.6. Practices Related To School Support 

NO Item SA 

5 

 

A 

4 

 

UD 

3 

DA 

2 

SDA 

1 

1 school principal gives stationary 

material support for teachers 

     

2 school principal gives an adequate 

advice for teachers 

     

3 school principal encourages 

professional support for teachers 

     

4 School principal works to improve 

disciplinary problems of teachers  

     

 

f) How does school principal support stakeholders? 

________________________________________________________________________

________________________________________________________________________ 

6.7. Practices Related to Decision Making 

NO Items SA 

5 

 

A 

4 

UD 

3 

DA 

2 

SDA 

1 

1 Teachers are active participants in 

making decision at school 

     

2 The principal makes decision at 

school with stakeholders together  
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3 The principal gives clear 

information about the decision 

making issues. 

     

4 The principal involves school 

community in the decision 

making. 

     

g) How does school principal make decision? 

________________________________________________________________________

________________________________________________________________________           

Part-III  

Instruction: Please you have to use for your response making a”√” mark or writing the 

answer where it is necessary in space provided. 

7. Criteria for Placement in School Leadership Position 

N.B:-SD =SA=strongly agree (5)A=Agree (4) UD=Undecided (3)DA=Disagree (2) 

Strongly Disagree (1) 

NO Items SA 

5 

 

A 

4 

UD 

3 

DA 

2 

SDA 

1 

1 Training in education 

leadership management 

     

2  Previous experience as a 

school leader at lower levels 

     

3 Experience as a head teacher      

4 Political acceptance        

 

 

Part-IV    



102 
 

8.1 The following questions are designed to assess the major factors that affect the     

activities of school leader ship.  

N.B:-SD =SA=strongly agree (5)A=Agree (4) UD=Undecided (3)DA=Disagree (2) 

Strongly Disagree (1) 

NO Items SA 

5 

 

A 

4 

 

UD 

3 

DA 

2 

SDA 

1 

1 Lack of training      

2 Lack adequate knowledge base 

of school leader ship 

     

3 Lack of commitment      

4 unwillingness to devote more 

time for instructional issues 

     

5 Political influence      

a) What factors that affect school leader ship? 

____________________________________________________________________

____________________________________________________________________

____________________________________________________________________

__________ 

 

1. Please, write three major practices of leadership principals apply to achieve teaching –

learning 

process._________________________________________________________________

________________________________________________________________________

________________________________________________________________________

________________________________________________________________________ 

 

2. What do you think the solutions for the challenges you observe 

ADDIS ABABA UNIVERSTY 
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DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT 

Interview guideline for woreda education office and supervisors 

 Instruction:-This interview guideline is designed for the purpose of gathering data on 

practices and challenges of secondary school leadership in Hadiya  Zone secondary 

schools; your participation, opinion, feeling and reaction will give important contribution 

for the final outcomes of this research. This study will be only for academic purpose. 

PART ONE: - Personal characteristics 

1. Sex   Female 

 Male 

1.1 Age: 

a)  25 and below        b)26 – 35          c) 36 – 40       d) 40 and above 

1.4 Educational Qualification 

     a) Edpm 

b) Subject  

     c) Pedagogy  

PART TWO: Interview Questions 

1. What are the election criteria of the principal ship position in secondary Schools of 

your   Zonal education department? 

2. What are challenges of staff to think critically and creatively about their practices? 

3. How school leaders are appointed in current school situation? 

4. What are the major factors that affect the activities of his or her leadership? 

5. How school leaders practiced leadership roles?  

6. How school leaders manage time and change? 

7. In which role school leaders spend of their much time? 

8. What are the possible solutions for the above challenges? 

 

 

 


