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ABSTRACT 

The purpose of this study was to assess the relationship between principals' gender, leadership 

style and their perceived effectiveness in leadership. 

Therefore both male and female principals and teachers were included in the study and data 

were collected from both of them regarding the leadership style and effectiveness of the 

principals. 

The data were collected through questionnaire, from the principals and the teachers. Accordingly 

14 principals (7 males and 7 females) and 269 teachers (160 males and 109 females) were 

involved in filling the questionnaire. Moreover, some structured and unstructured interview was 

held with the principals. The collected data were analysed by percentage and chi-square. 

The result of the study indicated that there is significant relationship between gender of the 

principals and leadership style preference. As of teacher's sex- stereotypic perception towards 

the leadership styles of the principals leadership effectiveness both male and female teachers 

rated female principals as more effective than their male counterparts. 

The study also found out that there was wide gap of perception between teachers and principals 

regarding the latter 's leadership styles and effectiveness. 

Another issue raised in the study was the relationship between leadership styles and leadership 

effectiveness. In this regard the study exhibited lack of significant relationship between the two 

variables. On the other hand the study indicated the existence of significant relationship between 

principals' gender and leadership effectiveness. 

Finally, consideration of gender in selecting leadership- to deploy the right person in the right 

place, equal treatment of all teachers on the part of the principals- to minimize sex- stereotypic 

perception, consistent meeting of teachers and principals - to minimize the gap of perception on 

leadership issues between the two, and thorough understanding of the types alld sprit of 

leadership on the part of the principals- to employ appropriate style under various situations so 

as to be effective leader, were forwarded as recommendations based on the result of the study. 
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CHAPTER ONE 

1. THE PROBLEM AND ITS APPROACH 

This chapter discusses the background of the study, a statement of the problem, objecti ves of the 

study, signifi cance, delimitation and limitat ion of the study, organi zation of the study and 

definition of term s are also included under thi s chapter. 

1.1 Background of the Study 

The emergence of the concept of leadersh ip as one of the main elements of organizati on is not a 

new phenomena. It is rather as old as the age of organization itself. Therefore most of the time 

leadership and organ ization are inseparab le things. 

SuppOJ1ing the above idea Willi ams, Dubrin and Sisk(J 985: 332) wrote that leadership is a key 

element in organization because it enables the achi evement of organizationa l goa ls by 

meaningfully combining and organizing the availab le resources of the organi zati on which would 

otherwise remain useless. This idea indicates that even if an organization has adequate resources, 

it is meaningless un less logically and systematicall y coordinated. Thus leadership is one of the 

tools by which we can do so. 

However it should be noted that since the ccming into existence of leadership people have been 

using various styles at different stages of modemizatioJ1 , fi'OIn the classical period up to the 

present. Thi s means people (particul arly leaders) use different leadership styles in their attempt to 

achieve the goal of their organization. This vari ation in leadership style preference is affected by 

differe·'t factors. 

Boatwri gh t and Linda Fores t (2000:340) for example, in their study of " factors affecting 

leadership style preference" have identified gender, age, educational level, type of organization 

and work experi ence as detellllinant fac tors for one's leadership style preference. 

On the other hand, Engen and Willimsen (2002: 167) carried out a research on the same issue and 

identified status, gender, number and characteris ti cs of subordinates, and type of the organization 

as factors that detennine one's leadership style. 

After looking into most of the studies on thi s issue, Vinnlcombe and Co lwill ( 1995:32) 

summari zed that the result of those st\ld i ~s are confli cting and hence they suggest further 

investigation on this issue. 



Based on the above studies this research focuses mainly on the relationship between gender and 

leadership style preference. This means that it attempts to investigate whether male and female 

school principals prefer different or similar leadership styles. Moreover it also looks in to the 

effect ofprincipal'sgender and leadership styles on their effectiveness. 

'In addition to gender and leadership styles preference what usually attracts the attention of 

scholars in the field is the question of whether there is a link between gender and leadership 

effectiveness. It is clear that both male and female leaders have their own leadership qualities. 

However, their effectiveness or ineffectiveness depends on the. match between their style and the 

work situation. In spite of this, there is sex stereotype in selecting leaders in different 

organizations by considering one group as more effective than another. 

Hersey and Blanchard (1988 :290) developed four basic leader behaviour quadrants and the 

situation in which each of the leader behaviour (leadership, styles) are likely to be effective, by 

considering different situational factors such as: 

Areas of an individual's and group 's activity to be influenced. 

Readiness level of the individual or group in each ofthe selected areas 

Deciding which of the four leadership styles (high task and low relationship, high task 

and high relationship, high relationship and low task, and low relationship and low task) 

would be appropriate in each area. Suppose if subordinate's readiness level is low, that is, 

the staff member is unable and unwilling to take responsibility in a particular task area, 

the leader should use a directive (telling) style (high task/low relationship style) with such 

subordinates. 

Generally, in order to promote leadership effectiveness and thus attain the goal of organization it 

is necessary to consider the situation in which the organization is found and leadership style 

preference of different people in choosing leaders by considering different variables such as 

gender, experience, age etc so that it is possible to place the right person in the right place. 

Therefore in addition to gender and leadership style preference this study also investigates the 

link between male and female school principals and their effectiveness in their leadership. 
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In connection wi th this it is necessary to know how to measure leaders' effectiveness. In this 

regard various scho lars suggested different indicators of leaders effectiveness. Hersey and 

Blanchard (1988) for instance suggested that leaders' effectives can be measured by quality of 

outputs and workers (subordinates) satisfaction in their work. Hoy and Miskel (1991 :278) also 

indicated some of the indicators of leader effectiveness such as group output, group morale and 

satisfaction of group members. 

However in some public inst itutions, like schools, it is difficult to measure their out put within 

short period therefore it is not commonly used as a criteria to measure school leadership 

effectiveness. 

1.2 Statement of the Problem 

In most organiz<'tions of our country the dissatisfaction of subordinates wi'th their leaders in their 

work place is a felt problem. One of the causes for this problem is the failure of the leaders to use 

appropriate leadership styles under various conditions. In this regard leadership style preference 

may be affected by different variables such as gender, age, experience, subordinates readiness 

etc, 

Regarding gender and leadership style preferen ce Hersey and Blanchard (1988), indicated that 

male leaders are usually task oriented and controlling while females are people , oriellted, 

democratic and less controlling. They further suggested that, by considering their styles it will be 

effective to put male leaders in places that require high control such as industry and laboratory 

and female leaders in conditions and organizat ions where workers should enjoy their profes$ ion 

democratically, such as in schools. 

By the same token this fact is also observable in our country. This means male and female leaders 

are not equally favored by subordinates in all organizations. In other words in some organizations 

female leaders have more acceptance while in some other organizations male leaders have better 

acceptance. Therefore, this phenomena needs further invesligation because it could gives us some 

hint regarding how to make use of gender di fference in selecting leaders and by deploying male 

and female leaders in different organizations so that they will be effective in attaining the goa l of 

their organization. 
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If we see particularl y at school organizati ons, these days they are demanding people-oriented 

leadership styles than task oriented ones and democratic leaders than autocratic ones. A stud y 

conducted by Goin (in McGrath, 1992) indicated that since school leadership is currently moving 

from strict hierarchical alTangements to a more suppol1ive and inclusive structure those people 

with such ta lents are hi ghl y needed to meet th is new demand. 

Therefore, such things should be considered before the selecti on of leaders so as to increase the 

opportunity of attaining the goal of organi zations, speciall y school organizations. 

In connecti on with the issue of gender and leadership style preference it is imperative to look into 

the link between gender and leader effectiveness. 

Most of the ti me people consider onl y males as effective leaders and thus associate masculine 

behaviours to effective leadership. In thi s regard Nelson and Quick (1 997:350) stated that 

historical stereotype persist and people charactel ize successfu l managers with more ma le­

ori ented behaviours than female-oriented behaviours. 

Similarl y what is widely observed in our country is that there is sex stereotype in selecting 

leaders instead of usi ng their vari ed leadership styl es for good . Zenebe( J992) indicated the 

ex istence of sex stereo type in selecting leaders and fUl Lher stat ed the dominance of male over 

their female coun.terparts because the latter are assu med to be ineffective leaders. 

Therefore, this study attempts to in vestigate whether male and femate principals prefer similar or 

different leadershi p styles. Moreover the research also lcioks into the link between .gender and 

principals' leadersh ip effectiveness using different indicators of effectiveness. 

1.3 Hypothesis 

Based on the observed problems and the con troversies among scho lars on the above issues, the 

researcher of thi s study wants to conduct further study. 

Accord ingly the fo llowing hypothesis have been fonnulated to be tested Ln their order in the 

course of the study. These are : 

I . There is no sign ificant difference between male and female principals in their leadership 

style preferences. 

2. There is no sex- stereotypic perception among teachers regarding their principals 

lead ership styles preference and effectiveness. 
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3. There is no significant difference, in perception, between the teachers and the principals 

regarding the latter's leadership style preference and effectiveness. 

4. There is no significant relationship between leadership style and leadership effectiveness 

of principals. 

5. There is no significant relationship between gender and leadership effectiveness of 

principals. 

1.4 General Objectives 

As widely observed in our society most of the time females do not assume leadership position (in 

our case in school context). This is because there is sex stereotype (as reported by Abebayehu, 

1995 and Zenebe, 1992) in which females are considered as incapable and ineffective leaders 

while males are considered effective leaders which thus promotes the dominance of males in 

assuming leadership positions. 

The main objective of this study is, therefore, to investigate the leadership styles of male and 

female school principals and also whether their style and gender really affect their effectiveness 

in achieving the goal of their organization. To this effect the researcher will suggest important 

points regarding the application of the result of the study to the field of education specially to 

school organizations. 

Generally, the study IS assumed to contribute a lot on the issue of selecting leaders by 

recommending and suggesting points to be considered, for officials in education sector, to Addis 

Ababa Education Bureau, to school boards and school communities, in selecting school 

principals. 

Moreover, the study will give some information on the links of gender, leadership styles and 

leaders effectiveness hence it plays a supportive role in appointing leaders for di fferent positions, 

specially school principals. 

1.5 Specific Objectives 

I. To investigate whether principals' gender affect their leadership style preference. 

2. To assess whether there is bias of perception, on the part of teachers, regarding 

principals leadership styles and effectiveness. 

3. to investigate the relationship between leadership styles and effectiveness in leadership. 

4. To investigate whether there is relationship between gender and leadership effectiveness. 
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1.6 Significance of the Study 

This study has the following significance. 

1. It helps authorities in selecting leaders, with special focus on gender and leadership style, 

by providing ample information on males and females leadership style preference so that 

the right person would be placed in the right place which in tum promotes leaders' 

effectiveness in achieving the goal of their organizations. 

2. It indicates the effect and extent of teachers' sex stereotype perception of their principals' 

leadership effectiveness. 

3. It shows the gap between the principals perception of their own leadership style and 

effectiveness and the teachers perception and hence provides important suggestions to fill 

in the gap between the two groups. 

4. It enriches the existing literature on the issue of gender, leadership styles preference and 

leadership effectiveness. 

5. It initiates further studies on this issue. 

1.7 Delimitation of the Study 

In this study leadership is delimited only to educational leadership so it does not include other 

leadership positions such as political, religious and others. 

Because of the nature of the study the researcher needs to obtain sufficient samples of male and 

female principals. Therefore since it is relatively better to get sufficient sample size (specially of 

female principals) in Addis Ababa, particularly in elementary schools, the study is limited to 

Addis Ababa govemrnent primary schools. The study does not include public, missionary and 

foreign schools because the number of female principals in these schools is very few. 

As of its depth the study is limited to investigate the leadership style preference of male and 

female principals and their effectiveness. In evaluating the effectiveness of male and female 

principals in their administrative roles only their leadership style was taken as a frame of 

reference. Thus other diversified areas of schools activities from which effectiveness can be 

measured were not treated in this study. Furthermore leadership effectiveness was measured only 

from the perspectives of conflict resolution, communication skills and decision 111aking skills . 
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1.8 Limitations of the Study 

Some of the limitations of this study were the fo llowing. Dueto lack of organized data in Addis 

Ababa education bureau as well as the education offices of each sub-cites, regarding the 

placement of principals by their sex, the researcher has to go to a number of schools to check 

whether the principal was male or female besides informal information obtained from education 

bureau officers of the selected sub-cites which consumed much of the time of the researcher. 

Another problem was that the process of data collection was so tedious because in some of the 

sample schools the return rate was less than half of the questionnaire distributed thus the 

researcher was obliged to distribute the questionnaire twice in those schools. 

1.9 Definition of Key Terms 

The meanings of important terms used in the study are given here under. 

• COllsideratioll- the perceived degree to which an individual regards the comfort, wi ll-being 

, status and contribution of followers. 

• Coulltry club leadership: Involves thoughtful attention to needs of people for satisfying 

relationship, leads to a comfortable, friendly organization atmosphere and work 

temperature. 

• Demalld ReCOllciliatioll- the perceived dcgree to which an individual reconciles confl icting 

demands and reduces disorder in the system. 

• Impoverished leadership: such leaders believe that exertion of minimum effort is required 

to get required work done and is appropriate to sustain organization 

membership. 

• Leadership style: It is a relatively consistent pattern of behaviour a leader exhibits In 

his/her attempts to influence the activities of his/her followers-consistency 111 

this case is the leader's ability to use appropriate styles under varying situation 

than insisting on single style under all situations (Williams, Dubrin, Sisk, 1985: 

333). 

• Leadership: Leadership is the process of influencing the activities of an individual or a 

group in efforts toward goal achievement in a given situation (Hersey and 

Blanchard, 1988:86). 
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• Pelldulum mallagement: Believes that adequate organization perfonnance is possible 

through balancing the necessity to get out work while maintaining moral of 

people at a satisfactory level. 

• Persuasivelless- The perceived degree to which an individual exhibits foresight and ability 

to predict outcomes accurately. 

• Primary schools: In this study primary schools are those schools which contain grades 1 up 

to grade 8. 

• Productioll emphasis- The perceived degree to which an individual applies pressure for 

production output. 

• Role assumption- The perceived degree to which an individual actively exercises the 

leadership role rather than surrender leadership to others. 

• Superior orielltatioll- The perceived degree to which an individual maintains cordial 

relations with superior, influences them and strives for higher status. 

• Task managemellt: Efficiency operations results fonn arranging conditions of work in such 

a way that human elements interfere to a minimum degree. 

• Team mallagement: work accomplishment is from committed people; interdependent 

tlu'ough a "common stake" in organization purpose leads to relationship of trust 

and respect. Black and Mouton (in Hersey and Blanchard, 1988: 100). 

• Tolerallce of Freedom- The perceived degree to which an individual allows followers' 

scope for initiative, decision and action. 

• Tolerallce of ullcertaillly- The perceived degree to which an individual is able to tollerate 

uncertainty and postponement without anx iety and upset.(Morsink, 1970:82) 

1.10 Organization of the Study 

This research paper is organized in five chapters. The first chapter deals with the problem and its 

approach which includes background of the study, statement of the problem, significance of the 

study, delimitation and limitation of the study. Definition of tenns and organization of the study 

are also included under this chapter. The second chapter deals with the review of related 

literature. The third chapter presents the design of the study which contains methods of the study, 

sampling technique, data gathering instrument and methods of data analysis. Next comes the 

fourth chapter which contains the presentation, analysis, discussion and interpretation of findings. 

The summary, conclusion and recommendations part of the study were dealt under the fifth 

chapter. 
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CHAPTER TWO 

2. REVIEW OF RELATED LITERATURE 

In this chapter literatures related to the problem under investigation were reviewed and presented 

under various sub-topics so as to give a clear insight into the study. 

2.1 Leadership and Management 

Most of the time people consider leadership and management as synonymous and thus use the 

two telms interchangeably. However it should be noted that the two terms are not synonymous. 

In SUppOlt of this idea SchOn (in Sergiovanni and Corbally, 1984:216) stated the difference 

between the two terms and further elaborated that, one can be a leader without being a manager 

thus he/she, for example, can fulfill many of the symbolic, inspirational, educational and 

normative functions of a leader and hence represents what an orgaruzation stands for without 

carrying any of the formal burdens of management. Conversely one can manage without leading. 

For instance one can monitor and control organizational activities, make decisions and allocate 

resources without fulfilling the symbolic, normative, inspirational or educational function of 

leadership. 

Other authors, Hersey and Blanchard (1988:30), also stated the distinction between leadership 

and management by focusing specially on their degree of broadness and noticed that leadership is 

a broader concept than management whereas management is a special kind ofleadership in which 

the achievement of organizational goal is paramount. This implies that leadership can occur 

regardless of reason while management is goal oriented. 

Williams (1978: 237) also states the difference and interaction between the two terms briefly. He 

noted that all managers are leaders, but not all leaders are managers 

This idea indicates that management is a domain of leadership ' and thus is included in leadership. 

Therefore it strengthens the idea of Hersey and Blanchard regarding broadness of the two tenns. 

YukI (2002:15) on his side described the difference between leadership and management from 

the view point of incompatible values and different personalities of people who assume the two 

positions. He indicated that managers value stability, order and efficiency whereas leaders value 

flexibility, irU10vatiQn and adaptation. 
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In sim ilar ve in , Bennis and Nanus (in Yuki, 2002) proposed that "IT)anagers are people who do 

things right and leaders are people who do the right thing". This means in. other words managers 

are concerned with how .things get done and they try to get people to perform better; leaders on 

the other hand are concerned with what things mean to people and they try to get people to agree 

about the most iniportant things to be done. 

Another Scho lar, Kottler (in Law and Glover, 2000:26) stat ed the difference between leadership 

and management in tem1S of the activities to be perfom1ed by people assuming the two positions. 

According to Kotter, a key function ofleadership is strategic development while routine and day­

to-day problem so lving is clearly the function of management. 

Generall y, what could be concluded fOlm the above points rs that in one way or another 

leadership and management are different terms. Thus they shou ld not be used interchangeab ly. 

2.2 Theoretical Background of Leadership 

Since the com ing into ex istence of the concept of leadership vario us scho lars, authors educators 

and others have said a lot about leadership on it s vari ous aspects such as on duties of leaders, 

characteristics of effective leaders, basis of choosing leaders etc. To reflect their views on these 

and other issues different theories were developed. The major ones are di scussed here under. 

2.2 .1 Trait Theory 

This theory is also known as "the great man" theory because according to this theory leaders are 

born and not made. 

This theory of leadersh ip fo~ uses on leader's own behviour and suggests that the samf. qualities 

are likely to be present in all those individuals who lead others (Rashid and Archer, 1983:86). 

Hersey and Blanchard (1988: 160) also stated that the trait theory of leadership is characterized by 

the bel ief that there were cer1a in characteristics such as physical, energy, or fi·iendliness , that 

were essential for effective leadership. They further stated that thes~ inherent personal qua lities, 

like intelligence, were felt to be transferable from one situation to another. This means the trait 

theory assume that certain leadership styles are effective under all sitllations 

Stogdill (in Rashid and Archer, 1983: 212) identifi ed some of the spec ial characteristics that an 

effective leader should possess. These special qualities are high degree of origina li ty, 
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adaptability, in tegrity, popularity and experti se. Therefore according to the trait theory of 

leadership since all people did not possess all of these qualities only those who possess them 

wo uld be considered potential leaders. 

Yuki (200 I : 177) looked back into early researches on trait theories .of leadership and indicated 

that most of the studi es on the theory identifi ed certain qualities as the characteristics of effective 

leadership. The qualities .were mostly: physical characteristics (eg. Height, appearance) aspects of 

personality (eg. se lf esteem, dominance, stab ility emotion) and aptitudes (general intelligence, 

verba l flu ency and creativity). 

This theory was found invalid and has been disproved by.different researches, for instance Yuki 

himself had observed the trait approach to leadership and wrote that the old assuinption that 

leaders are born has been discredited completely, and the premise that certain leader trait are 

abso lutely necessa ry for effective leadership has never been substallliated in s~veral decades of 

trait research. 

Generall y due to va rious criti cism the trai t approach to leadership has. been greatly di scouraged if 

not totally abolished. 

2.2.2 Behaviouristic/Reiationship theory 

The behaviouri sti c theory of leadership emphasizes on the relati onship between the leadership 

role and the achievement of group perfollnance and fo llowe'r sati sfaction (Rash id and 

Archer, 1983: 2 13). The behaviouristcl rel ationship theo ry of leadership describes leader 

behaviour in terms of two basic dimensions:- thes'e are: initiating srructure and consideration 

(Y uki , 2002, Hersey and Blanchard, 1988, Rashid a .. d Archer, 1983) 

Rashid and Archer stated that 'initiating stru cture' emphasizes the leader's efforts to detach 

himselflherself from members of the work group to establi sh defined channels of communication, 

patlems of [01111al organization, and procedural practices . On the other hand consideration 

emphasizes such aspects as friend ship , mutual respect, trust for others and wal111th in the leader­

fol lower relationship. 

To put in a nut shell , initi ating structure given much emphasis for product wh ile consideration 

gives much emphasi s for people in an organi zation. 
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Most scholars in ' the fi eld, such as (Willi ams, Durbin, and Sisk, 1985, e hoen, Fink, Gadon and 

Willits 1988, Yuki 2002, Hersey and Blanchard 1988 Rashid and Archer 1983) have further 

divided the initiating structure and consideration into four dimensions. These are: 

I . High consideration and low initiating structure 

2. High consideration and high initiating structure 

3 . Low consideration and high initiating structure 

4. Low consideration and low initiating structure 

After conducting series of studi es regarding the relationships between ·these dimensions and 

leader effectiveness the scholars repol1ed that in order to be effective, leaders need to be high on 

both dimensions simultaneously. 

To summarize, the Behavioral theory of leadership, unlike the trait tjJeory, focuses on the degree 

of emphasis given to the two major components of organ ization-task accomplishment and people 

and thus eva luates leader's effectiveness from the view points of these two dimensions. 

2.2.3 Situational! Contingency Theory 

The basic assumption of situational leadership theory is that there is no single way of lead ing 

peopl e in all si tuation. Gordon (1996: 316) confinned the above idea by stating that the core 

point of situational leadership is that mangers should select a leadership style that "best fits with 

the situation at a given time." 

The above idea implies that leadership varies from organ ization to organization depending on the 

si tuat ion so leaders should first look into their working si tuation in order to chose appropriate 

leadership style that best fits the situation. 

Although there are various factors that infl uence one's leadership style preference under different 

situations the common factors are: subordinate consideration, supervisors considerati on and task 

consideration (Gordon: 1996) . 

• Subordinate cOllsidei'atioll: refl ects the leader's awareness of subordinates expertise, 

expenence, competence, job knowledge, hierarchical . level and psychological 

characteristics. 
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• Supervisor consideratio/l : refl ects the leader 's degree fo r upward influence as we ll as 

his/her similarity of altitudes and behaviours to those in higher position . 

• Task consideratio/l: on the other hand reflects the degree of time urgency, amount of 

phys ica l 'danger, permi ssible error rate, presence of externa l stress and degree of 

ambigu ity of the work being performed (Gordon, 1996:.3 17). 

Therefore any leader should consider these factors before employing ce l1ai ~ leadership . 

styles. 

On the other hand, Fiedler (in Yuki, 2002:2 10) stated that for a manager to be effective, 

from leadership point of view, the three situational variab les to be considered are: 

• Leader-member relatio /l s: thi s is the ex tent to which the leader has the support and 

loya lty of subordinates, friend ly and cooperl!!ive. 

• Position pOJVer: is the ex tent to which the leader has authority to evaluate subordinate 

perfornlance and administer reward and punishments. 

• Task structure: is the ex tent to which there are standard operating procedures to 

accomp lish the task. 

Mcreover it is essenti al to know that effective leaders not only have the diagnostic abi li ty to 

determine the most appropriate leadership styles, but they also have the ability to correctly app ly 

that style. 

In conclusion of the above idea Owens (in Hersey and Blanchard, 1988:233) stated the following. 

Effective managers e.\pressed a virlual consensus that, based on their 
actual experience, each situation fhey handle demanded a difJerellf 
leadership s fyle. No Single style could suffice under the day-to-day, even 
minufe-by-minllfe, varying conditions of different personalities and moods 
among their employees, routine process verses changing or sadden 
deadlines, new and ever changing government reguhitions and paper 
work, ambifiolls roles of workers, wide ranges in job complexity from 
simple to innovation-demanding, changes in organizational structure and 
markets and {(Isk technologies and so on. 

Generally, the conclusion is that contingency theory has come to mean, therefore, that effective 

manger has and knows how to use, many leadership style as each is appropriate to a particu lar 
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of wo rks. Due to these oharacteristi cs most of the time peop le equate ta sk-o riented leader with 

aut oc ratic leadership and people-oriented leader with democratic leadership. 

Having conducted a comprehensive study on the task-oriented and employees-oriented dimension 

of leade rship, the Ohio state and the Michigan stud ies have developed various leadership 

behaviours similar to managerial grid, which identified ranges of management behaviours based 

on the various ways that task-oriented and employee-oriented styles can interact with each other. 

The grid contains five major leadership styles as depicted below (Stoner, 1982). 

Figure 1. Managerial Gird 
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2.5 Management Styles of Male and Female School Principals 

9-1 

9 

In studying the leadersh ip style preference of male and female school principals different scholars 

focus on different aspects of management style. However most of the scholars (eg. Shackleton, 

1995; Coles, 1975 , Stracher, 1993) has discussed some of the core components of management in 

their stud y. The points include: leadership style, communi cati on style, conflict reso lution style 

and dec ision making sty les of male and female principals. 
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2.5.1 Leadership Style Preference of Male and Female Principals 

" Now days as women increasingly enter leadership ro les that traditionall y have been occupied 

mai nl y by men, the possibility that the leadership styles of men and wo men differ continues to 

attract the attention of scholars in the fi eld. However studies that compare male 's and female's 

leadership style preference have not yet demonstrated a clear pattem of difference or similarity in 

leadership styles between the sexes. 

L In support of the above idea Adkinson, Frasher and Frasher and Shakishaft (in Fullan 2000) 

stated that studies comparing the leadership styles of males and females have had mixed results; 

some say there is a difference while others report no significant di fference thus they suggest 

further study on the issue. 

Eag ly, Karau and Johnson, (in Fullan 2000), in their meta ana lysis studies that compared the 

leadership sty les of male and female principals, found that there is some evidence, that men and 

women principal s have different leadership styles. They further reported that women tend to 

disp lay a democratic and· participatory style and to be more task-oriented than do men. However; 

Eagly et.al.(2000: I 06) sated that there are men who practice democratic leadership style and 

women who practice autocrati c leadership style. Thus Eagly et. al concluded that there is an 

overlap between male's and female 's leadership style pref"rence and there is no style resel-;ed for 

only one sex. 

r Glovers (2000: 30) on the other hand stated that women leaders are assumed to have inclined 

towards people oriented and relationship leadership style while men adopt task-oriented style. 

In similar vein, Eagly and Johnson (1990) conducted an ex tensive research on the leadership style 

preference of males and females under tlu·ee different types of social context: 

I. Laboratory experiments, which compares the leadership styles of male and fema le 

leaders of laboratory groups. 

2. Assessment studies which compared the leadership styles of people not selected for 

occupancy of leadership roles (eg. Business students) and 

3. Organizational studies, wh ich compared the leadership styles of male and female 

managers who occupy the same organi zat ional ro le. (eg. Elem entary school principals) 
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In their study, therefore, Eagly and Johnson found a significant relationship between the soc ial 

contex t of the research and the leadership style preference of the two sexes. Accordingly in the 

laboratory and assessment sett ings, femal es tend to prefer interpersonall y oriented styles and men 

tend to prefer task oriented styles of leadersh ip. However in the organizational stud y no 

difference is found between the two sexes in tenns of task-oriented Vs interpersonally oriented 

di mension of leadership style. 

As of the democratic versus autocratic styles females are found more democrati c and 

part icipatory than their male counterpart under the organizational stud y (Eagly and Johnson, 

1990). The study thus exhibited that work environment can determine one's leadership style 

preference . 

(' In other study conducted by Morsink (1970), male and fema le secondary school principles were 

compared in terms of twelve dimensions of leader behaviour. Such as representation, demand 

reconciliation, tolerance of uncertainty, persuasiveness, initi ation of stru cture, tolerance of 

freedom, role assumption , consideration, production emphasis, predictive accuracy, integration 

and superior orientation. 

The resu lt of the stud y showed that there is no significant differences between male and female 
r, 

prin<.:ipals all two of the dimens ions: tolerance of uncertainty and considerations. While they 

different on the rests of the dimensions. 

St racher (1993:73) also rep0l1ed that women educational admini strators out score their male 

counterpmi in interpersonal dimensions, such as student and teacher moral. 

~ Generally ~ngen and Wil lemsen (2002) concluded the findings of n·ost scho lars by stating that 

many authors re fers to the more instrumental, task oriented, automatic styles exp li citl y as 

masculine leadership styles and to the inter persona lly-oriented, charismatic and democra ti c 

styles as feminine leadership styles and they fmiher emphasized the impact of situation in one's 

leadership style preference. 

Contrary to the above id ea, Shackleton (1995:149) reported that male's and female's leadershi p 

style doesn't have signifi cant di fference when viewed from the dimension of task-oriented versus 

intellJerSonally oriented. Shackleton cont inued explaining that the main difference between 

ma le's and femal e's leadership style is observed when viewed from Ul e autocrati c and democratic 
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dimension. From thi s dimension females tend to be more democrati c whereas males tend to be 

more autocratic . 

Judy Rosener (in Donnelly, Gibson and Ivancevich, 1992:390) also carry out a research on the 

same issue and came up with the conclusion that women are much more likely than men to use 

power based on chari sma work record, and contact, as opposed to power based on organizational 

posit ion which is mostly exercised by men. The study also indicated that women are more likely 

than men to use transfom1ational leadersh ip or to motivate others by transforming their self­

interest into the goal s of organization. 

Generall y, what is exhibited fom1 all of the researches so far conducted is that male and femal e 

leaders greatly differ in their leadership style. However there are also some similarities in certain 

areas. 

Regarding the appropriateness of those styles to school situation different scholars advocate the 

collaborative styles, which is mostly used by females principals, as appropriate style to be used in 

schools than authoritari an style, which is mostly exercised by mal e principals. 

In support of the above idea Rosner (1991: 152) stated that the command and control styles which 

are largely considered as masculine vil1ue are not suitab le for service giving organizations such 

as school s. 

Simi larly Goin (in McGrath 1992) stated that these days schools leadership is moving from strict 

hierarchical arrangements to a more support ive and inclusive structure and thus supp0!1ive and 

democratic styles are more appropriate than autocratic style of leadership. 

, Generally the concl usi on implies that in service giving institutions like schools the ieadership 

directly affect s teachers. On the other han d teacher should enjoy their profession with freedom . 

Therefore the leadersh ip style of the principal s should not be strict and controlling rather they 

better use democratic and participatory leadership style so as to meet the intrinsic need 

(satisfaction) of teachers which in tum contribute positively to the achievement of tile goal of 

their organization in general. 

2.5.2 Communication Style of Ma le and Female Principals 

When ever we talk about leadership effect iveness, it IS important to think about factors that 

detem1ine one's effec tive.ness or success in leadership. 
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Out of the 1110st detemlinant factors of leadership effec tiveness communication is one. This is 

why most wri ters refer to communicat ion as a ' life blood ' of organization. 

In this rega rd there is a debate among scholars on whether male and femal e leaders (including 

school principals) use similar of different communication style. 

Shakishaft (in Fullan 2000) stated that gender and gender expectations may partially detennine 

how supervisors interact or communicate with subordi nates. Similarly, Dickens (in Colwill, 

1989: 108) noted that, although style difference in language use is largely a matter of individual 

difference, sex characteri stics stereotypings are still intervening variable whi le evaluating a male 

and female administrators in thi s regard as well. 

In similar vein , Shakeshaft, (1989) and Colwill, (1989) stated the difference between male and 

female language use and tried to indicate whom the ex isting differences are favourin g spec ially if 

someone is to take leadership posi tion. For example, in verba l communication women mostly use 

COlTect speech fomls than men, but they seldom use slang than do men (Ronald, 1992:41) 

Bori soff and Merill , (1985) also maintained that men and wo men communicate differently and 

they listen for different infomlation . 

For example in a supervisory conference in wh ich a principal is discussing an instructional issue 

with the teacher, the woman participant may be li stening for the fee ling and the man for the f?cts. 

Most writers, such as Colwill , (1989); Hanson, (1985) and Shakishaft, (1989); wit nessed the 

proficiency of fema les in their communication style than their male counterpart. Non defens ive 

commun ication strategies and conflict reduction skill s of women are some of the indicators of 

females communication proficiency identified by the scholars. 

Generally as stated at the beginning communication is one of the key factor among variables that 

affect one's leadershi p effectiveness. Therefore leaders should seriously consider their 

communication styles and use it in such a way that it improves their overa ll effectiveness. 

2.5.3 Decision Making Styles of Male of Female Principa ls 

Decision making is one of the core activities of leaders and managers in any organization. Just as 

leadership posses various styles, dec ision making also encompasses different styles which are 
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applied in different situations. These are autocralic style, deligative style, consultative style and 

facilitative decision making style (Hersey and Blanchard, 1988). 

Most of the time it is observed that school principals employ various· decis ion making styles even 

under similar working condition. Therefore at this junction it is important to pause for a while 

and think about what makes people choose different decision making styles . 

As indicated by various scholars (eg. Eag1y, 1992, Hellen, 1988, Shakishaft, 1989 and Hersey 

and Blanchard, 1988) sex is one of the factors which affect one's decision making style. 

Therefore the scholars indicated that male and female leaders (principals) most of the time prefer 

different decision making styles even under similar work environmeni. 

The afore mentioned scl:o lars also investigated that female leaders prefer more democrati c and 

participatory deci sion making styles while male leaders mostly prefer autocratic decision making 

style. 

Shakishaft (1989) also fond out that female school pl;incipals involve their subordinate to 

generate ideas in decision making process 1110st often than their male counter pal1. 

In discussing the advantages of p3I1icipatory decision making mostly employed by female 

leaders, Abebayehu 1995:81 wrote that participatory styles of women educational administrators 

appear to enhance than threaten the power base of female administrators and yield consistent 

advantage to themselves, to the group they lead and to the organization as a who le. 

However, it should be noted that participative decision making style is not always effective style 

under all situations because there are si tuations under which authoritative or non-participatory 

decision is required; fore instance for fire fight and for armed forces. Because such situations do 

not give time for discussion once the problems happen (Hersey and Blanchard, 1988). 

To summarize, 1110st of the studies indicated that male leaders usually prefer to use non 

participatory deci sion making whereas female leaders most of the time inclined towards using 

democratic and pal1icipatory decision making. However the scholars live the effectiveness of 

both styles to the types of the situation under wh ich the decision is made. 
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2.5.4 Conflict Resolving Styles of Male and Female Principals 

It is inev itable that, as long as an organi zation is in motion conflicts of various types and degrees 

will occur. 

However, the serious problem is not the occurrence of the conflicts rather the styles one employ 

to put down the c'onflict before it is changed in to chaos that could make the conflict dangerous or 

advantageous. 

As identified by most scholars (eg. Pettinger 1996, Lunnenberg, 1991, Shackleton, 1995) the 

cOl11mon ly employed conflict reso lving styles are: domination, compromising Avoidance, and 

integration. 

In looking into conflict management styles employed by male and female school administrators 

both groups were found to -prefer different styles. Accordingly females, most often than their 

male counter part, employ coll aborative conflict management styles whereas ma les prefer to 

reso lve confl ict us ing authori tarian style (Fauth , 1984, and Grambs, 1978) 

In discussi ng the confli ct resolving styles employed by male and female principal s Grambs 

(J 978) stated that aggression by student is met b)' counter aggression by the male principal 

whereas female principal does not responds aggressively to aggressive behaviours rather she 

prefers problem so lving styles. In concluding the who le idea Grambs noted that women are more 

prone to find out what cause the problemJbehaviour while men tend to deal with the behaviour 

itself. 

2.6 Situation as Determinant Factors for Principals' Leadership 

Effectiveness 

It has been reported by 1)10St of management practitioners and scholars, @ecia lly by advocators 

of situationa l leadership styles, that all of the basic leadership styles may be effective or 

ineffective depend ing on the situation under whi ch they are employed. 

Hersey and Blanchard (1988) confi rm the above idea by supporting thei r argument with the 

invest igation of KOlman and Fiedler which strongly emphasize that different si tuations require 

different leadership styles. Hersey and Blanchard then concluded by stating that there is no single 

all-pu'llose leadership style that is effective in all situation. 
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Similarly Shackleton (1995) maintained the idea of Hersey and Blanchard after conducting in­

depth stud y on the effectiveness of various leadership styles under different situation. 

Schakleton's study was focu sed on the dimensions of task-oriented and employees oriented 

leadership styl es and its effectiveness when combined with various situational variables such as: 

member leader relation . Task structure and position power. He finally suggested situati ons under 

which the two styles (task-oriented and employees oriented) are likely to be more effective. 

The effectiveness of task-oriented and employee-ori ented leadership styles under different 

situation was summari zed and organ ized into tab le by fielder, as indicated in Shackleton 

(1995:153). 

Figllre 2. Fielder's Contingency Model 

Octants 
Member- Task- Position- Effective 

leader relation structure power Leader ship style 
01 Good High Strong Task oriented style 
O2 " " Weak " 
03 " low Strong " 
04 " " Weak R/ship oriented style 
Os Poor High Strong " 
06 " " Weak 

, " 
0' " Low Strong " 
Os 

.. Low \Veak Task oriented style 

Source: Shacklelon 1995: 153 

In hi s research, as indicated by the table, Fied ler found that task-oriented leaders tend to be more 

effective (have higher group productivity) in the three most favorable and the very leas t 

favourabl e si tuatiol', (octants 1,2,3 and 8), whereas rel ationship-oriented leade" s tend to be more 

effective under moderately favourable situation (Octant 4,5,6 and 7). 

Simi larly Hersey and Blanchard deeply studied the 3D management style theory proposed by 

William J. Reddin and prov ided a comprehensive picture of the theory as indicated hereunder. 
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Figure 3. Reddill 's Leaders Archetypes 
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As indicated in the above figure Hersey and Blanchard ill ustrate that, the effectiveness dimension 

has been divided into quartiles, ranging on the effectiveness side. form + I to +4 and on the 

ineffectiveness side from -1 to -4. 

Generally, Hersey and Blanchard has extensivel y studied leadership style and effectiveness and 

indicated the si tuation under which one's basic leadership style becomes either effective or 

ineffective style. Meaning they clearly indicated how the interaction of one's basic sty le with an 

environment could bring about effectiveness or ineffectiveness in one' s own leadership activities. 
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2.7 Competence as factor for Leadership Effectiveness 

Competence of a leader has signficant contribution for hi s/her leadership effectiveness. The 

competences of a leader incl ude personality tra its, motives, skill s, knowledge, self image and 

some specific behaviours (Yuki 2002: 180). YukI further conducted ex tensive study on the types 

and contribution of various competencies on managerial effectiveness and found out that 

competencies related to managerial effectiveness are personality traits, cognitive skill s and 

interp ersonal sk ill s. 1.n terms of personality traits, Yuk i noted, effect ive managers has strong 

effi ciency orientation which include high achievement motivation , high inner work standard , and 

concern fo r task objecti ves. 

The other competence of effective manager identified by YukI is interpersonal ski lls. He found 

that strong oral presentati on ski ll s, includ ing the ability to use symbo li c, verbal, and non verbal 

communication are some, of the characteri st ics of effec ti v"! manager. 

Boyati zis (1982) also confirnled that a manager who understands people and IS chal111ing, 

faithfu l, and diplomati c is more effecti ve than one who is insensiti ve and offensive. 

This means a leader who has good interpersonal skill and thus develop more cooperative 

relationship is more effective than one without this skill in achieving the goa l of an organization. 

~ender and Leadership Effectiveness: Who is more Effective in 

Leadership: Male or Female? 

Most of the time peop le associate muslculine behaviours with effec ti ve leadership than feminine 

behaviours therefore males are considered as effect ive leaders than fema les. Whereas others say 

that sex has nothing to do with leadership effectiveness . 

Acco rdingly Eagly and Johnson (1990) found in their study that due to sex-stereotype there is a 

tendency of considering males as effective leaders than their female counterp art in d ifferent 

organiza tions including educati onal admini stration. 

By foc using on the sex stereot)1Jic thi nking of attaching mascul ine behav iour to effecti ve 

leadership and feminine behaviour to ineffective leadership. 

25 



Biklan and Branningan (in Mahlase, 1997:95) succinctly put it by quoting the following.: "To be a 

women is to provoke an automatic, in'ational institutionalized judgment that one is dangerously 

incapable of being a leader, simply because one is female." 

Similarly Schein, 1973, 1975; Schein, Mueller and Jacobson, 1978; Brenner, Tomkiewicz and 

Schein 1989 (in Engen and Willemsen 2002:3) maintained that most of the time in most countries 

characteristi cs of effective managers are perceived to be similar to characteristics of men, noi 

women. 

The above findings hold true for our country too, because as can be observed from the very small 

number of female leaders, particularly school Plincipals, it is not difficult to assume how deep 

rooted the sex stereotypic thinking of attaching effective leadership only to males and not to 

females. 

A study conducted by Gross and Trask (in Lunenburg, 1991 :522) examined the association of 

gender and leadership competence of elementary school principals . The results of the study 

indicted that the perfol111ance of teachers and students achievement was hi ,gher in schools headed 

by female principal s than those headed by male principals. This shows that femal e principals 

leadersh ip style is more appropriate and effective for school environment than that of their male 

counterpart . 

Likewise, to disprove the sex-stereotypic thinking ~hich undermine females ' leadersh ip 

effecti veness, Eagly and Johannesen (2001) conducted a research first by identifying what type of 

leadership styl e are mostly used by female leaders and later by associating it to their 

effecti veness , Accordingly what they found was that female leaders; including school principals, 

mostly use democratic and participative leadership styles. Then in associating these styles to 

effectiveness Eagly and Johannesen proposed that due to these styles female leaders may 

overcome others' resistance, win their acceptance, gain self confidence and thereby be effective. 

To put in short the study implies that females leaders are effective due to the democratic and 

palticipative styles they employ to buy the good wi ll of others. However, there are arguments on 

this conclusion because these styles aTe not always leads to effectiveness under all situations. 

Vroom and Yelton (1973) in response to the conclusion o.f Eagly and Johannesen , noted that the 

implications of women's more democratic and participative style for their effectiveness are not 
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cl ear cut because the effectiveness of these styles is likely contingent on features of the group or 

organizational environment 

On the other hand, as shown by the Ohio state studies, which attempts to investigate the 

leadership effectiveness of male and female school principals, fi-om the dimension of initiating 

structure versus cons ideration, it was found that both male and female school principals score 

high on both dimension and fo und effective regardless of their sex (Ornstein, 1995: 134) . Thus 

what was concluded by the Ohio state staff was that sex has little or no impact on one's 

leadership effecti veness rather it is primarily detennined by the style one· employs to lead other 

under various circumstances. 

Generally speaking there is a deep-rooted stereotypic though of associating masculinity to 
-d. 

effective leadership and femininity to ineffective leadership. This biased th inking therefore 

adversely affect female's self-esteem in this regard evel~ if they have the potential to lead as 

effectively as their male counter part. 
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CHAPTER THREE 

3. DESIGN AND METHODOLOGY OF THE STUDY 

Under this chapter important parts of the study such as the techniques and procedures used in 

selecting the samples, data gathering instrument and methods of data analysis were discussed. 

3.1 Methodology 

In order to obtain relevant and sufficient information on the research problem, descriptive survey 

method was employed. The method was selected because it enables the researcher to investigate 

the current practices of principals leadership styles in schools hence the intended purpose would 

be achieved. 

3.2 Sampling Techniques and Procedures 

According to the data obtained from Addis Ababa Education Bureau, there are a total of 85 

government primary schools in the year 2006/07 in all of the 10 sub-cities in Addis Ababa. 

Of the 10 sub-cities, the researcher purposely selected 6 sub cites, nanlely: Addis Ketema, Arada, 

Kirkos, Gullale, Ledeta and Yeka. This is because there are no female run schools in the rest of 

the sub-cities. Out of the 46 primary schools found in these sub-cites 13 schools are run by 

female principals and the rest 33 schools are run by male principals. Out of these, 7 schools run 

by female principals were chosen using purposive sampling becalise the researcher selected only 

those principals who worked for 1 year and above in those schools thus newly appointed 

principals were not included in the study. In similar was, out of the 33 male run schools 7 schools 

were selected using simple random sampling since they are many in number. 

3.3 Sample Size 

There were a total of 2,723 teachers (1,257 males and 1,466 females) in the selected sub cities, 

(Addis Ababa Education Bureau, 2006/7). Out of these, 408 teachers and 462 teachers in total 

870 teachers were found in the selected female run schools and male run schools respectively. 

However all of the 870 teachers were not eligible for the study because only those teachers who 

worked with the CUiTent principals for the past one year and above (senior teachers) were 

included in the study. 
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Therefore, out of 870 teachers only 720 of them, 352 (189 females and 163 males) in male run 

schools and 368 (1 92 males and 176 females) in female run schools, were found eligible for the 

study. Out of these, 300 teachers were included in the study. Which is about 41.67% of the 

eligible population. 

The next step was to decide how to obtain this sample from the two types of schools (male run 

and female run). Accordingly, the sample size to be included from both types of schools was 

detennined using quota sampling. Hence 147 teachers (60 females and 87 males) from the male ' 

run schools and 153 (60 females and 93 males) from the female run schools totally 180 males and 

120 females were included in the study.' 

Regarding selection of individual teachers to be involved in filling the questionnaire, the 

researcher first obtained the name and sex of all teachers from each of the selected schools who 

stayed for one year and above in the schools. 

Then the name of the male run and female run schools were written separately. Next the names of 

teachers were written under their respective schools by their sex (male and female separately), 

then the researcher decide how much teachers of both sexes were to be selected form each 

schools of both types using stratified sampling. At the end, individual samples were chosen from 

the list using lottery system. 

Moreover 7 female principals and 7 male principals, together 14 principals, who are running the 

selected schools were also included in this study because they were the backbone of the study. 

The surrunary of sample size and some of sampling techniques employed are presented here 

under in table 1. 

• The reason why newly deployed teachers (below one year of service) were excluded from the study is because the 
researcher assumed that they could not be fami liar to the leadership style of their principals with short penod of tIme. 
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Table 1. Summ ary o/Sample size and Sampling Technique o/the study 
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quota sampling 

In thi s stud y questionnaire and interview were used as data gathering tools. 111 order to gather 

inf0l111ation from teachers regarding their principal 's leadership styles preference the researcher 

used standardized questionnaire developed by the Ohio state staffs for simi lar purpose. All of the 

questionnai res were prepared in tbe form of Likert scale. 

One of the questionnaires was fi ll ed by teachers regarding principals' leadership style preference. 

The teachers respond to each items on fi ve point rating scale ranging from I to 5, considering the 

extent to whi ch thei r principal engage in each of the behaviours indicated. That is, 5= always, 4= 

often, 3= some ti mes, 2= seldo m and I = never. 

Likewise to gather data from the pri ncipals themselves regarding thei r leadership style preference 

a standardized questionnaire ca ll ed Leader Behaviour Description Questionnaire (LBDQ) which 

was deve loped by the Ohio state staffs for the some purpose, was used , 

Th is instrument was used to indicate whether the principals prefer autocratic, democrati c or 

lai ssez-faire leadership style. 

The principals fil led the items according to how often they exercise the ind icated leadership 

behaviors and acti vities based on a fi ve point rating scale which ra nges from I to 5, Acco rdingly 
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5 indicates the principal exhibit that behavior all110st always 4 = frequentl y, 3= occasionally 2= 

seldol11 1= all110st never 

In deciding the preferred leadership style of a principal first all itel11 s indicat ing each of the three 

styles (autocratic, del11ocrat ic, laissez-faire) were grouped together and then their score is totaled . 

Here it l11ust be rel11embered that the lowest score possible for each of the three leadership styles 

(containing 10 items each) is 10- that is almost never; and the highest score possible is 50- that is 

almost always. 

The Ohio state staffs set a standard to class ify the scorings as hi gh, medium and low. 

Accordingly a score of 40 or more is highest, and it indicates that a principal who score 40 or 

more 'always' prefer that specific leadersh ip style. A score of 20 or less is lower thus it indicates 

that the principal 'does not' prefer or operate out of that specific leadership style. 

According to the Ohio state studies if a principal scores equal on two styles, he/she might be 

go ing through a transition phase, however if the principal score high on both democratic and 

laissez-faire styles then he/she is probably a laissez-faire leader. Thus in thi s study too the same 

decision was made based on the response of informants. 

Both of the above questiormaires (one for teachers and one for principa ls) were used to gather 

data regarding principals' leadership style preference from both principals and teachers. The 

other instruments were used to gather data concerning the principals' leadership effectiveness. 

To gather this infonnation the researcher used a special instrument called header Effectiveness 

and Adaptability Description (LEAD). This instrument is of two types: 

1. LEAD-self which was to be filled by the principals themselves. 

2. LEAD- others which was to be filled by teachers. Both of them contain thirty (30) items 

each which were constructed by including various indicators of leadership effectiveness. 

Such as: leader's communication ability, leader's confl ict solvi ng ab ility, and leader's 

deci sion making ability which together were assumed to show principal' s leadership 

effectiveness. 

In the fomler (LEAD-self) case the principals responded to each items on 5 point rating scale 

ranging [ornl l -upt05 which indicates the extent to which they perfBI111 each of the acti vities 

indicated. Accord ingly I = Almost never 2= se ldom, 3= sometimes 4= often 5= a lmost always 
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Similarly in the latter(LEAD- others) case the teachers responded to each items on a 5 point 

rating scale ranging from I up to 5, by considering their satisfaction level with their principal's 

performance (accomplislvnent) of every activities or responsibilities indicated by the items. 

Thus I = very dissatisfied 

5= very satisfied 

2= Dissatisfied 3= Undecided 4= Satisfied 

[n addition to the questiOJUlaire some structured and unstructured interview were also held with 

the principals concerning their leadership effectiveness and things to be improved. 

3.5 Pilot test 

The instrument was first prepared in English and later trans lated in to Amharic for ease of 

communication. Then it was tried out in one of the primary schools namely Misrak Goh primary 

school on the principal and 10 teachers. The main purpose of the tryout was to see the 

appropriateness of each i!ems in eliciting the required information and to improve ambiguous and 

inappropriate items because they were taken from other studies. 

Accord ingly eacil item was analyzed and certain adjustments (improvements) were made on 

some items. For example 3n item that says "To get information out. I send by email, [~x or voice 

mail" has been improved as "To get information out, I send it via my secretary and through 

notice boards" because the f0I111er one is not applicable to our country's pnmary schools. 

However no item was totally discarded. 

At the end every item was analyzed and tested using Cronbach Alpha especially for internal 

consistency of the item, and the result was found to be r= 0.82 which indicates that the items 

were sufficiently valid and reliable in eliciting the intended information. 

3.6 Method of Data Analysis 

At the very begi;ming the data obtained from the respondents was organized coherently. Then 

regarding principals' leadership style preference all the 30 items, of both groups (teachers and 

principals) , were categorized in to three to indicate: Democratic, Autocratic and Laissez-faire 

leadership styles with each category containing 10 items. Since the instrument was adopted from 

other studies with some modifications, the scoring technique was also taken from the same study. 

Accordingly the scores of each items under each category were added and the highest of the three 
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category indicates the leadership style the principal always exercise, equal scores on all the three 

category indicates that the principal is either on transitional period from one style to another or 

he/she is new to the position and is on the process of adjustment. However equal scoring on 

democratic and laissez-faire means that the principal is likely to be a laissez- faire leader. 

Regarding principals leadership effectiveness the 30 items prepared to ·e1icit this infonnation 

were catego ri zed into three groups which pertains to three indicators or dimensions of leadership 

e ffectiveness (conflict resolving, communication and decision making). Each of the dimensions 

contains 10 items. Then the scores of each item for each dimensions were added and a sum scores 

of 50-41,40-31,30-21,20-1 1 and 10 were grouped together for each of the three categories to 

respectively indicate, 'compelet', ' above average ', 'average' 'below average', and 'none ' 

principals effectiveness and teachers satisfaction with principals accomplishment of each of the 

effectiveness indicators. Next the data obtained were tabulated and analysed . 

As of the statistical tools, frequency, percentage and ch i-square were widely used tlu'oughout the 

study. Accordingly frequency and percentage were used to see the proportion of male and female 

teachers who rated male and female principals in tenns of both leadership styles and leadership 

effectiveness. Moreover chi-square was used to indicate the significance of relationship among 

ge"jer and leadership style) gender and leadership effec tiveness and leadership styles and 

leadership effectiveness. 

In addition to this) information obtained from principa ls tlu'ough structured and unstructured 

interview was analyzed qualit ative ly. 

N. B. for all computatiGlls of ch i- square the existing level of significance was ma~ntained at P< 

0.05 
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CHAPTER FOUR 

4. PRESENTATION AND ANALYSIS OF DATA 

This chapter deals with the presentation and analysis of data gathered from both teachers and 

principals through questionnaires and also information obtained from principals through 

interview. 

Out of the total 300 questionnaires distributed for male and female teachers, 160 (89%) and 109 

(91 %) respectively were collected and analysed. 

4.1 Characteristics of the Respondents 

Since one of the main variables of the study was "gender" both males and females were included 

in the study. Accordingly 180 male teachers and 120 female teachers were involved in the study. 

Moreover, 7 male and 7 female principals were also the part of this study. 

As of the educational background of the respondents their qualification ranges from a minimum 

of lO+TTI to a maximum of Diploma plus third year summer students. Regarding their teaching 

experience the gap ranges from a minimum of one year to a maximum of 25 years of teaching. 

4.2 Overall rating of Male and Female Principals Leadership Style 

Preference 

Yuki (2002:410) stated that the possible difference between men and women leadership style is a 

point of great interest among scholars and practitioners in the field of leadership. Therefore due 

to the increasing interest to see the leadership styles of men and women many studies were 

conducted so far to see the relationship between gender and leadership style preference but most 

of them have come up with different and sometimes opposing findings. 

In similar vien, Table 2 deals with the same issue by presenting the frequency and percentage of 

the respondents for male and female principals in terms of autocratic, democratic and laissez faire 

leadership styles which were later tested using chi- square to see their significance of relationship 

to gender of the principals. 
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According as the computation of the ch i-square in table 2 indicated there is signi fica nt 

relationship between gender and leadership style preference. Therefore the result of chi-square 

strengthens the observation of frequency and percentage of the respondents on table 2. 

Thus as could be ex hibited from tabl e 2 female principals exercise democratic leadersh ip style 

than do their male counterparts. On the other hand significant number of male principals exerci se 

autocratic leadership style as compared to fema le principal s. The table also indicated that a 

relatively larger number of female principa ls were laissez- faire leader as compared to their male 

counterparts. 

Therefore this study is inconfonllity with the study of Engen and Willemsen (2002) and Eagly, 

KaraU and Johnson , (1992). 

On the other hand the interview held with principals revea led that more than half of th em, eight 

out of foul1een, which is about 57% did not even clearly know th e exact leadersh ip style they 

exercise and even those who were a bit aware of the type of their leadership style did not know 

the advantages and disadvantages of th ose styles . 

Another quest ion ra ised for the principals was regarding the relationship between principals 

gender and their leadership style preference. However the responses of the majority of them was 

contrary to the infol111ation obtained through the quantitative data. Accordingly 10 (71 %) of the 

principals said that gender has nothing to do with the leadership style preference of a principal. 

They further said that it is the personality of the principals , the respect they have for the teachers 

and the capability of the teachers that determine principals' leadersh ip style than thejr gender. 

The remaining four (all were fen :ales) said that females are democrat but males are usu:· ll y 

autocrat leaders. 

4.3 Teachers ' Sex-Stereotypic Perception of Their Prin cipals Leadership 

Style 

It is common to see people to develop positive or negative outlook towards others with similar or 

opposite sexes . This is due to various natural or soc ial factors . So the tendency of having or 

developing such biased perception is known as sex-stereotype. 
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Similarl y in schools it is usual to find teachers fa vouring either male or female principals due to 

various reasons. Accordingly, table 3 and 4 present how teachers (both males and females) 

percei ve leadership styles of their principals (both ma les and females). 

Table 3: Felllale Teachers' Perception 0/ Principals' Leadership Style by their Sex. 

Leadership Styles 
Principals' Sex Autocratic Democratic Laissez- Faire Tota l 

No % No % No % 
M 17 15 19 17.43 10 9.1 46 . 
F 12 1138 39 35.80 12 11 .38 63 

T otal 29 58 22 109 

X' = 6.20 

Table 3 indicated that the majority of fema le teachers 35.80% rated fema le principals as 

democratic leaders whereas the fi gure for the same style for male principal is on ly 17.43%. 

However, regarding autocrati c and laissez- fa ire, leadership style the fi gure fo r both male and 

female principals is close to each other. But mal es were rated high on autocratic and low on 

laissez- fai re style as compared to fem ale principals 

On top of th is the computed value of chi -square cou ld not show significant difference as 

compared to the criti ca l ·va lue. (i. e. X2 = 6.20, cri tical value = 5. 99, P < 0.05) . thi s indicates a 

weak evidence to conc lude that femal es are bi ased in their perception of their principals 

leadersh ip style. 

Therefore there is no strong evidence to conclude that female teachers are biased or sex­

stereotyped either towards similar or opposi te sex in rating the leadershi p style of principals. 

Table 4: Male Teachers Rating o/principals' Leadership Style by Their Sex 

Leadership Styles 
P ri ncipals ' Sex Autocrat ic Democratic Laissez- Fa ire Tota l 

No (Yo No % No % 

M 16 10 50 3125 20 12 .50 86 

F 33 20.62 28 17.50 13 8.13 74 

Total 49 78 33 160 

X - = 11.9 
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Table 4 displayed that 31.25% of the male teachers rated male principals as democratic leader 

while only 17.50% of the male teachers rated female principals as democratic. Therefore if table 

3 and 4 are compared it is observed that male teachers are biased towards principals of similar 

sex by describing (rating) male principals as democratic leader. 

Table 4, also shows that a relatively significant number of male teachers (20.63%) rated female 

principals as autocratic leaders as compared to male principals, who were rated autocrat only by 

10% ofthe male teachers. 

As of laissez-faire style male principals, than female principals, were rated by the majority of 

male teachers to follow laissez-faire style. 

Moreover the computed value of chi-square (X2
: 11.9 P< 0.05) also indicated the existence of 

significant bias among male teachers in their perception towards their principals leadership style. 

The finding therefore implies that male teachers, than female teachers, have positive perception 

towards principals of similar sex regarding their leadership style preference. 

4.4 The Relationship Between Gender and Leader Effectiveness as 
Perceived by Teachers 

In fact it is difficult, in this study, to clearly put the impact of principals' gender on their 

leadership effectiveness by taking the mixed scores obtained from the staffs and also through 

these limited sample size. However, it is possible to assess whether both male and female 

teachers are more satisfied with male or female principals leadership. 

Therefore the independent scores of both male and female teachers regarding the leadership 

effectiveness of both male and female principals should be assessed separately. Accordingly table 

5 and 6 present these issues based on teachers' perception of their principals effectiveness on: 

conflict resolution, communication and decision making. 

Table 5. Principals' Conflict Resolving Ability as rated by jemale teachers 
n =109 

Levels of Effectiveness 
Sex of the Complete Above Average Below None Total 
principals averaj!e aveJ'aj(e 

M 9(8 .3%) 15(13.8%) 13(11.9%) 11(10.1%) 3(2.8%) 51 
F 30(27.5%) 13(11.9%) 8(73%) 4(3.7%) 3(2.8%) 58 

Total 39 28 21 15 6 109 

'x =15.1 

Critical value = 9.49 
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The computed value of the chi- square in table 5 revealed the existence of significant difference 

among female teachers in their perception of conflict resolving ability of male and female 

principals. Accordingly, therefore, if the frequency of the respondents is considered a 

considerable number of female teachers, a sum of 43 (39.4%) rated female principals as 'above 

average' and 'completely' effective in their conflict resolving ability. However only a sum of 24 

(22%) rated male principals conflict resolving ability to fall in the afore mentioned levels of 

effectiveness. On the other hand, only 4 (3.7%) and 3 (2.8%) of the female teachers rated female 

principals as 'below average' and 'not effective' at all respectively while their rating for male 

principals in the two levels, 'below average' and 'none " respectively is 11 (10%) and 3( 2.8%). 

In general, the result in table 5 clearly indicated that female teachers prefer to work with female 

principals than with men because they assume female principals as more effective conflict solver 

than male principals. 

Table 6. Principals COllflict Resolvillg Ability as rated by male teachers 

Levels of Effectiveness 
Sex of the Complete Above Average Below None Total 
principals average average 

M 12(7.5%) 15(9.4%) 24(15%) 12(75%) 7(4.4%) 70 

F 24(15%) 36(22.5%) 17(10.6%) 11(6.9%) 2(1.3%) 90 

Total 36 Sl 41 23 9 160 

X =14.0 

Critical value = 9.49 

Table 6 presents whether there is sex-stereotype assumption among male teachers regarding male 

and female principals conflict resolving effectiveness. 

Accordingly a computation of chi-square indicated the existence of significant sex- stereotype 

thinking among male-teachers towards principals of opposite sex. 

What is observed from the frequency of the raters in table 6 is that a considerable number of male 

teachers assume that female principals are more effective in conflict resolving than their male 

counterpart. The frequency of the respondents indicated that 24 (15%) and 36(22.5%) of them 

rated their female principals as 'completely' effective and 'above average' effective respectively 
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where as the figures for the male principals are 12(7.5%) and 15 (9.4%) respectively for those 

levels of effectiveness. 

By the same token, the scores for male principals in the two lower levels of effectiveness (below 

average and none) is greater, i.e. a sum of 19 (11.8%) as compared to the score for female 

principals in the same levels of effectiveness, a sum of 13 (8%). 

In a nut shell, what could be concluded from table 5 and 6 is that there is sex- stereotype 

assumption among male and female teachers regarding their principals conflict resolving 

effectiveness. Accordingly both male and female teachers favor female principals. This means 

female principals are rated by the majority of teachers of both sexes as more effective problem 

solvers than their male counter parts . This indicated that teachers of both sexes like to work with 

female principals than with male principals. 

This study is therefore partially contradicting with the study of Coles (1975:326) which stated 

that male teachers prefer to work under male principals and female teachers prefer to work under 

female principals. 

Table 7. Prillcipals COllllllllllicatioll skill as rated by female teachers 

Levels of Effectiveness 
Sex of the Complete Above Average Below None Total 
principals avera!!:e avera!!:e 

M 9(16.5%) 18(9.4%) 13(11.9%) 9(8.3%) 2(1.8%) 51 

F 31(28.4%) 13(11.9%) 5(4.6%) 5(4.6%) 4(3.7%) 58 

Total 40 31 18 14 6 109 

X =18.4 

Critical value= 9.49 

There is no debate on the fact that communication is one of the basic elements ofleadersh ip. The 

debate is on whether males or females are more effective in communication in an organization. 

Most scholars found that females are more effective than males. For instance, Hanson (1985 :263) 

stated that females communication style presupposes the characteristics of effective 

communication such as non-cohesive, motivational , persuasive skill , humanized feedback and 

threat reducing strategies. 
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By the same token, table 7 also presented the communication effectiveness of male and female 

principals as rate by female teachers. As indicated in the table the majority of the teachers, 

31(28.4%), but only 9(8.3%) rated female principals and male principals respectively as 

'completely' effective in their communication. Thus the wide gap observed between the two 

figures indicated that the majority of females teachers favor female principals than male 

principals as more effective in communication. 

Moreover the value of chi-square (X2
= 18.4) also revealed the existence of significant difference 

among female teachers in their perception of male and female principals communication 

effectiveness. 

Table 8. Prillcipals' Communicatioll Ability as rated by male teachers 

Levels of Effectiveness 
Sex of the Complete Above Average Below None Total 
principals average average 

M 12(7.5%) 16(10%) 21(13%) 14(8.8%) 7(4.4%) 70 

F 27(16.9%) 30(18.8%) 19(11.9%) 10(6.3%) 4(2.5%) 90 

Total 39 46 40 24 11 160 

X" =8.5 

Critical value= 9.49 

As indicated in table 8 the calculated value of chi- square (X2 =8.5) shows lack of statistically 

significant difference among male teachers regarding sex-stereotypic perception towards 

principals communication effectiveness. Therefore this figure indicated that male teachers were 

not biased either towards principals of similar sex or opposite sex in their perception of the 

principals communication ability. 

However, if the percentage of the respondents is considered a total of 57 (35.7%) of the male 

teachers rated female principals as 'above average' and 'completely' effective in their 

communication as compared to a total of28(17.5%) who rated male principals in the two levels 

of effectiveness (above average and complete). This result, therefore, is in contrary with that of 

Fishel and Pottker (1975) which evidenced that male teachers are biased towards male principals 

than towards females regarding principals communication effectiveness. 

41 



However, the general impression of the finding is in conformity with the finding of Adikson 

(1981:317) which stated that female principals interact and communicate more effectively with 

teachers and students than their male counterparts. 

Table 9. Prillcipals' Decisioll Makillg Effectivelless as rated by female teacher. 

Levels of Effectiveness 
Sex of the Complete Above Average Below None Total 
principals average average 

M 11(10.1 %) 13(11.9%) 12(11%) 12(11 %) 3(2.8%) 51 

F 32(29.4%) 11(10.1%) 6(5.5%) 5(6.3%) 4(3.7%) 58 

Total 43 24 18 17 7 109 

X" =15.7 

Critical value= 9.49 

One's decision making ability is said to be effective ifhis/her decision is properly communicated 

to those concerned and then hit the target for which it is intended. In this regard, if male and 

female principals are considered in terms of their decision making effectiveness it enables one to 

see the relationship between gender and decision making effectiveness. As indicated in table 9, 

the calculated value of chi-square exhibited that there is significant difference among female 

teachers in their confolmity towards male and female principals decision making effectiveness. 

If the frequencies of the respondents are considered relatively large number of the teachers, 32 

(29.4%) and 11 (10.5%), totally 43 (39.5%) female teachers rated female principals as 'complete' 

and 'above average' effective as compared to 11(10.1%) and 13 (11.9%), a total of 24 (22%) 

teachers who rated male principals in those levels of effectiveness. 

Therefore the study implies that female teachers shows more conformity towards the decision 

making ability of female principals than towards that of male principals. 

42 



Table 10. Prillcipals' Decisioll Makillg Ability as rated by male Teachers. 

Levels of Effectiveness 
Sex of the Complete Above Average Below None Total 
principals averal!:e averaj(e 

M 14(8.8%) 12(7.5%) 21(13.5%) 16(lO%) 7(4.4%) 70 

F 31(19.4%) 27(16.9%) 15(9.4%) 12(7.5%) 5(3 .1%) 90 

Total 4S 39 36 28 12 160 

:;: = 12.4 

Critical value= 9.49 

Looking into the responses of male and female teachers towards the decision making 

effectiveness of principals of both sexes enables one to see sex- stereotypic perception of the 

respondents. Accordingly, similar to table 9, the calculated value of chi-square in table 10 also 

exhibited the existence of significant difference among male te.achers in their confOlmity towards 

male and female principals decision making effectiveness. What is clearly observed from table 10 

is that the majority of the respondents rated female principals in the upper levels of effectiveness 

(complete, above average and average) as compared to relatively lower number of respondents 

who rated male principals in the same levels of effectiveness. 

The general observation fi'om table 9 and 10 is that teachers of both sexes were likely satisfied 

with female principals decision than with that of male principals. This may be because of, as 

stated by Eagly and Others,1992:72 and Heller, 1982:30 the democratic styles employed by 

female principals as opposed to the autocratic style employed by male principals which do not 

allow participation of teachers in decision making. 

4.5 Principals' Leadership Styles and Effectiveness as Perceived by the 

Teachers and the Principals Themselves 

In fact it may be difficult and seems paradox to expect negative perception from one regarding 

his/her own activities. Likewise, in this study the responses obtained fi'om the principals 

regarding their leadership styles and effectiveness was likely to be susceptible to bias and hence 

conclusion based on such data may lead one to a gross mistake. However it is possible to see the 

gap of perception between the principals and the teachers on the issue stated above. Thus tables 

11 deals with this issue. 
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Table II. Teachers' Perceptioll alld Prill cipals' 01011 Perceptioll of their 01011 L eadership Styles 

Leadership Styles 

Respondents Autocratic Democratic Laissez- Faire Total 

Teachers 75(27.88%) 136(50.7%) 58(21.6%) 269 

Principals 0 6(42.9%) 8(5 7. 1 %) 14 

Total 75 142 66 283 

X- =11.26 

Critical vallle= 5.99 

As tabl e II shows, the result of chi-square (X2 = 11.26, P < 0.05) indicated stat istica lly 

signifi cant difference among principals and teachers percept ion on plincipals' leadership styles. 

Interestingly the table further indi cated that none of the principals (0%) consider themselves as 

autocratic leader whereas· a sign ifican t number of teachers, 75(27.88%), perceived their principals 

as autocrati c leaders . 

On the other hand, more than half of the principals (57 .1 %) considered (rated) themselves as 

laissez- faire leaders where as about half of the teachers (50.7%)considered (percei\'ed) that their 

principa ls were democrat ic leaders. 

In conclusion the study indicated that there is gap between teachers and principals in their 

perception of the leadership styl es of the latter's. The main cause fo r thi s gap is likely to be lack 

of suffi cient and consistent communication betw een the two gro ups as could be in ferred from the 

infol1llation obtained fro m the principals through interview. 

In thi s regard, Ad ikson (1981 :45) stated that ~f teachers and principal s are considered as 

subordinate and super ordi nate and if there is less communication between the t\\"o, the gap of 

perception between them wi ll be widen on various issues includi ng the principa ls·' style of 

leadership . 

Gap of perceptions may exi st between teachers and principals not onl y on leadership styles but 

also on leadership effect iveness. The latter is dealt with here under. 

44 

, 



Table 12. Teachers' Perceptioll alld Prillcipals' Perceptioll of the Prillcipals' OJVII COllflict 

Resolvillg Effectiveness 

Levels of Principals Effectiveness 
Respondents Complete Above Average Below None Total 

average average 
Teachers 

73(27.1 %) 77(28.6%) 61(22.7%) 39(14.5%) 19(7.1%) 269 
n= 269 

Principals 
11(78.6%) 2(14.3%) 1(7.1 %) 0 0 14 

n= 14 

Total 84 79 62 39 19 283 

X" = 18.4 

Critical value 9.49 

Conflict resolving skill is one of the basic domains of leadership effectiveness. Thus school 

principals have to have adequate conflict resolving skill which is used as motivating teachers to 

work with their fu ll potential. However, sometimes what the principals perceive as best conflict 

resolving mechanism may be interpreted negatively by the teachers and de-motivate them rather 

than motivating them. Accordingly, Table 12 indicated the perception of the teachers and the 

principals on the principals ' own conflict resolving skill. 

As observed from Table 12, 78.6% of the principals perceived that they are 'completely' effective 

on conflict resolving. However only 27.3% of the teachers perceived that the principals were 

'completely' effective on conflict resolving. 

On the other hand, 14.5% and 7.1 % of the teachers perceived that the principals conflict 

resolving skill was 'below average' and 'not effective' at all respectively whereas none of the 

principals perceived that their conflict resolving skill fall in those two levels of effectiveness. 

Thus the table clearly showed that there is a wide gap of perception between the teachers and the 

principals regarding the latter' s conflict resolving effectiveness. 

More over the value of chi-square (X2=18.4) also shows the existence of significant difference 

between the two groups regarding the conflict resolving effectiveness of the principals. Thus the 

principals' conflict resolution ability was not perceived by the teachers as more effective as it was 

by the principals themselves. 
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Table 13. Teachers' Perceptioll alld Prillcipals' Perceptioll of tile Prillcipals' OWIl 

COl1l11lllllicatioll Effectivelless 

Levels of Principals Effectiveness 
Respondents Complete Above Average Below None Total 

average averaee 
Teachers 

n=269 
77(28.6%) 75(27.9%) 55(20.4%) 41(15 .2%) 21(7.8%) 269 

Principals 
10(71.4%) 3(21.4%) 1(7.2%) 0 0 14 

n= 14 

Total 87 78 56 41 21 283 

"/.' - 14.3 

Critical Value = 9.49 

This variable (communication skill) also showed more or less similar perception of the two 

groups as the former variable (conflict resolving skill). 

As Table 13 exhibited, only a little greater than one-fourth (28.6%) of the teachers perceived that 

their principals were 'completely' effective in their communication skill, while a bit less than 

three-fourth (71.4%) of the principal perceived that they are 'completely' effective in their 

communication. 

In similar vein, as in the case of Table 12, the information on Table 13 also indicated that a 

considerable number of teachers 41(15.2%) and 21(7.8%) reported that their principals were 

respectively 'below average' and 'not effective' at all but none of the principals reported that their 

corrununication effectiveness falls in the indicated levels. 

Similarly a relatively larger computed value of chi-square (X2 = 14.3 , P< 0.05) as compared to 

the critical value (X2 = 9.49, P < 0.05) also exhibited a statistically significant difference between 

the two groups regarding the effectiveness of communication skill of the principals. Alike in the 

case of conflict resolution, the principals over emphasized their communication effectiveness 

while the case was not held true from the teachers point of view. 

Moreover information obtained from interviews held with the principals also substantiate the 

above finding in that almost all principals, 12(85.7%), responded that they thought the teachers 

were satisfied with their leadership styles. Worst of all is that the majority of the principals 
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undetmine the importance of leadership styles in general in motivating teachers, attracting 

potential teachers and in maintaining the already existing ones. Instead, they attribute teachers' 

lack of motivation, high teachers turnover and other problems to other factors such as inadequate 

salary, need for promotion, government policy and others. Therefore they made no effort to 

improve their leadership style in such a way that it minimizes those problems. 

The root cause for such wide gap of perception between the two is likely to be lack of open 

discussion between the teachers and principals on leadership issue. 

What is amazing is that 100% of the principals, in response to interview regarding discussion, 

responded that they do not make any discussion at all with teachers regarding their leadership. 

Which protects teachers not to openly discuss their problems with their principals regarding 

leadership. 

Table 14. Teachers' perceptioll alld Principals' Perception of tlte Prillcipals' OWIl Decision 

Makillg Effectivelless. 

Levels of Principals Effectiveness 
Respondents Complete Above Average Below None Total 

average avera!!:e 
Teachers 

n= 269 
86(32%) 61(22.7%) 47(17.5%) 47(17.5%) 23(8.6%) 269 

Principals 
12(85.7%) 2(14.3%) 0 0 0 14 

n= 14 

Total 98 63 47 47 23 283 

X' = 18.04 

* Critical Value = 9.49 

Similar to table 12 and 13, table 14 also indicated that 85.7% of the principals (which is the 

largest proportion from their groups) consider their decision making skill as 'completely' effective 

and the remaining percent (14.3%) believe that their decision making skill is' above average'. 

Similarly although a relatively large percentage ofteachers (32%) from their group perceived that 

the decision making skill of their principal was 'completely' effective a considerable percentage 

of the teachers, 19.3%, 17.5% and 8.6%, showed that the principals were 'average', below 
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average' and 'not effective' at all respectively, which was totally denied by the principals because 

none ofthe principals rated their decision making skill in the three levels of effectiveness. 

The computation of chi-square also indicated the presence of significant difference between the 

teachers and the principals in their perception towards the principals' decision making 

effectiveness. 

Thus it implies that principals perceived that they are effective decision makers while the 

teachers are not satisfied with their decision making process. 

Generally, even though self reporting excellence is greatly susceptible to bias on the part of the 

principals, for the security of their job the obtained value (X2 = 18.04; P< 0.05) indicated non 

tolerable gap of perception between the teachers and the principals on the issue under discussion. 

Therefore according to this study it is possible to say that more teachers, than normally expected, 

were dissatisfied with the decision making of their principals. 

4.6 The Relationship Between Leadership Styles and Leadership 

Effectiveness 

Most of the time there is argument among scholars on the relationship between leadership styles 

and leadership effectiveness. Some of the scholars such as (Feidler, 1967) advocator of situational 

theory of leadership, argue that there is no single predetermined leadership style that brings about 

effectiveness under all situations rather the effectiveness of a given leadership style is dependent 

on the situation under which it is practiced. 

Contrary to this, other scholars claim the effectiveness of specific style across all situations for 

similar organizations. Therefore this issue is dealt with here under, accordingly the relation of 

each of the three leadership style to leadership effectiveness in terms of the three indices (conflict 

resolution, communication and decision making) is presented and discussed briefly. Regarding 

the figures in table \5, 16 and 17 the principals were rated autocrat by 75 teachers, democrat by 

136 teachers and laissez-fair by 58 teachers thus the analysis proceeds accordingly. 
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Table 15. Autocratic Leadership Style allll Effectivelless 

n =75 

Levels of Effectiveness 
Effectiveness Complete Above Average Below None Total 

Indices average average 
Conflict 

6(8%) 11(14.3%) 27(36.4%) 23(30.7%) 8(10.6%) 75 
resolving 

Communication 7(10%) 11(14.3%) 26(34.7%) 20(26.7%) 11(14.3%) 75 

Decision 
8(10.6%) 7(10%) 21(28%) 27(36%) 12(16%) 75 

making 

Total 21 29 74 70 31 225 

'1..
2 =4.21 

Critical value = 15.51 

The advocators of contingency (situational) leadership maintained that there is no single 

leadership style that is effective under every sihlations rather they suggest that any style could 

lead to effectiveness if used under appropriate situation. 

Similarly what is observed from table 15 is that autocratic leadership style, taken separately, is 

not statislically significant related to one's leadership effectiveness or ineffectiveness. 

As indicated in table 15 a computed value of chi-square (X2 =4.21 , P< 0.05) indicated that it is 

difficult to conclude that a principal is ineffective or effective. Simply because he/she is an 

autocrat. 

Moreover as indicated in the table the scores of autocratic principals are almost consistently 

distributed across all the three effectiveness indicators which implied that an autocrat leader is 

equally effective in conflict resolving, communication and decision making. However, the 

frequency of the respondents exhibited on table 15 showed that, the majority of the teachers rated 

autocratic principals in the ineffectiveness side (below average and none), in all the three 

indicators as compared to scores on the effectiveness side. (complete and above average) 
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Table 16. Democratic Leadership Style alld Effectivelless 
n = 136 

Levels of Effectiveness 
Effectiveness Complete Above Average Below None Total 

Indices average average 
Conflict resolving 60(44%) 48(35%) 18(13%) 6(4.4%) 4(3.6%) 136 
Communication 61(44.9%) 49(36%) 14(10.3%) 8(5.9%) 4(3.6%) 136 
Decision making 72(55.1%) 40(29%) 13(9.6%) 7(5. 1 %) 4(3.6%) 136 

Total 193 137 45 21 12 408 
'/' = 3.67 

* Critical value= 15.51 

Similarly, as in the case of table 15 the computed value of chi-square in table 16 also indicated 

the lack of statistically significant relationship between democratic leadership style and 

leadership effectiveness. However, if we compare democratic and autocratic leaders (table 15 and 

16) in tenns of their effectiveness in the three indicators; it is observed that the majority of the 

respondents , a sum of 108, that is 79%, of the respondents rated democratic leader as 'above 

average' and 'completely ' effective in conflict resolution whereas the figure for autocratic leaders 

for those indicators under the same levels of effectiveness is rated only by a sum of 17 teachers 

that is 22.7%. When communication effectiveness for autocratic and democratic leaders is 

considered the fon11ers were rated by a sum of 18 (24%) of the teachers as 'above average ' and 

'completely' effective whi le the latter were rated by a total of 110 (81 %) of the teachers in the 

same levels of effectiveness. 

As of the third indicator ofeffectiveness(decision making) autocratic leaders were rated by a sum 

of 15(20%) of the respondents as 'above average' and 'completely' effective whereas they were 

rated by a sum of 39 (52%) of the respondents as 'below average' and 'not' effective at al l in 

decision making. This indicated that the proportion of teachers who were dissatis'fied by the 

decision making ability of autocratic leaders were by far greater than those who were satisfied, 

which in turn put the decision making effectiveness of autocratic leaders in question in terms of 

motivating the teachers. 

Regarding democratic leaders' decision making effectiveness the majority of the respondents a 

sum oC-1I2 182%), rated them as 'above average' and 'completel~' effecf~ve as compared to a 

total of II (8%) of the respondents who rated them as 'below average' and 'not' effective at all in 

decision making. 
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In general it is imperati ve to say that, although the result of chi-square showed no sign ificant 

relationship between autoc rati c and democrat ic styles and the corresponding leadership 

effectiveness, which were treated separately, the maj ority of the teachers favor democratic 

leaders than autocratic leaders as observed 111 all of the three ind icators of leadership 

effectiveness (confli ct reso lvi ng, communication and decision making). 

Table 1 7. Laissez- jaire Leadership Style alld Effectiveness 

n = 58 

Levels of Effectiveness 
E ffectiveness Complete Above Average Below None Total 

Indices average average 
Conflict resolving 11(1 9%) 17(30%) 18(31%) 7(1 2%) 5(8%) 58 
Communication 10(17.6%) 15(25.9%) 16(27.6%) 12(20.9%) 5(8%) 58 
Decision making 11 (19%) 12(20.9%) 17(30%) 12(20.9%) 6(9.2%) 58 

Total 32 44 SO 31 16 174 
X" = 2.90 

* Critical value = 15.51 

Simi lar to the above two tab les (Table 15 and 16) what is observed from the ch i- square value of 

table 17 is that, laissez-fai re leadership style, seen separately, has no stati sticall y. significant 

relationsh ip with leadersh ip effectiveness in terms of the three indicators. However if we consider 

the frequency of the respondents in terms of all the three indicators laissez-faire principals were 

rated more effective in confl ict resolving (considering complete and above average levels) but 

less effec ti ve in dec ision making while they are li kely to be average in thei r communicat ion skill. 

Further if we compare the three styles of leadersh ip in terms of the cum ulati ve effectiveness and 

teachers sati sfaction in all the three indicators d~mocratic style is more effective and favo red by 

the majori ty of the teachers (highest score of 193 under 'complete' effective level) while 

autocratic and laissez- faire styles were 'averagely' effecti ve and 'averagely' favored by teachers 

(highest score of 74 and 50 respecti vely under 'average' level of effeoti veness). 

However, considering the effect iveness of each style separately for each of the effecti veness 

ind icators the fo llowing points could be derived. * 

* for each styles a total scores of 'complete', 'above average' and 'average' were taken and compared for each 
ind icators, to label principals as 'effective'. 
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In general terms table 18 indicated that female principals are more effective than male principals 

in resolving conflicts that arise in their schools. 

Moreover it is imperative to see whether significant relation exist between the gender of the 

principals and their conflict resolving effectiveness. 

In this regard, most of the researches so far conducted found that there is significant relation 

between the gender and conflict resolving effectiveness of principals and further indicated that 

female principals are effective conflict solvers as compared to their male counterparts. 

For instance Grambs, 1978 stated the effectiveness of female principals in conflict resolving in 

that females are prone to find out what causes the problem while men tend to deal with the 

problem itself. Thus this study is in harmony with the finding of Grambs because the result of the 

chi-square indicated the existence of significant relation between principals gender and their 

conflict resolving effectiveness. Furthermore Table 18 further exhibited that most teachers were 

satisfied with conflict resolving ability of female principals than with that of male principals. 

Table 19. Overall Teachers' Ratillg of Prillcipals' COllllllUllicatioll Effectivelless 

n= 269 

Levels of Principals Effectiveness 
Sex of the Complete Above Average Below None 
Principals averae:e averae:e 

M 20(7.4%) 33(12.3%) 33(12.3%) 24(8.9%) 11(4.1%) 
F 57(21.2%) 42(15.6%) 22(8.2%) 17(6.3%) 10(3.7%) 

Total 77 75 55 41 21 
.. j = 19.88 

Critical value =9.49 

Total 

121 
148 
269 

Alike the conflict resolving skill female principals out score male principals in their 

communication skill. This is clearly observed from table 19 which exhibits that 21.2% of the 

teachers were ' completely' satisfied with the communication skill of female principals whereas 

this figure went down to only 7.4% for male principals. 

By the same token, above 15% of the teacher had "above average" satisfaction towards 

communication ability of female principals as compared to a relatively lower number of teachers 

(12.3%) who showed 'above average' satisfaction towards male principals' conm1Unication 

ability. 
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Amazingly, just as in the case of table 18, what is clearly observed from table 19 is that starting 

from 'average ' through 'below average ' to 'no ' satisfaction levels, the number of teachers who 

had these level of satisfaction for male principals exceeds, (in each of the three levels of 

satisfactions), the number of teachers who had the indicated levels of satisfaction ' for female . 

principals. 

In other words it indicated that many teachers were di ssatisfied with male principals' 

communication ski ll than with female principals communication ski ll. 

Generally, tab le 19 ind icated that female plincipals are more 'effective than their male 

counterparts in communication. Thus this study is also inconformity with the study of 

Colewill(1 989), Hanson (1985), and Shakishaft (1989) which indicated the effectiveness of 

females in their communication skill s, this is due to, as the scholars state9, non defensive 

communication strategies and conflict reduction strategies employed by females. 

Most scholars maintain that males and females communitate di fferentl y. For instance, BOI-isoff 

and Meri ll , 1985, stated that men and women communicate differently and also li sten for 

different inform ation. They further stated that females are more effective in communication than 

their male counter parts. Therefore thi s study is inconformity with that of Borisoff and Merill in 

that it shu wed the existence of significant relationship between the gender of plincipais and 

communication effectiveness. The stud y further revealed that female principals are more 

effective than male principals in tenns of communication as the majority of the teachers rated 

female principal s at the positive sides of effectiveness levels when compared to those who rated 

male principal s in similar side of effectiveness levels. 

Table 20. Overall Teachers' Ratillg of Prill cipals' Decisioll Makillg Effectivell ess 

n = 269 

Sex of 
Levels of Effectiveness 

Complete Above Average Below None 
Principals avera!!e avera!!e 

M 24(8.9%) 24(8.9%) 32(1 1.9%) 29(10.8%) 12(4.5%) 
F 62(23%) 37(1 3.8%) 20(7.4%) 18(6.7%) 11 (4.1%) 

-
-'fota l 86 61 52 47 23 

- 7=22.5 -

Critical value= 9.49 
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Table 20 indicated that a considerable proportion of teachers, 23% and J 3.8% had 'complete' and 

'above average' satisfact~on respectively with female principles decision making skill. 

However only 4.1 % and 6.7 of the teachers showed 'no' satisfaction and 'below average' 

satisfaction respectively towards female principals, while 7.4% were' averagely' satisfied with 

the decision making skill of female principals. 

Concerning male principals equal number of teachers 24(8.9%) had 'complete ' and 'above 

average' satisfaction while a sum of 22.7% of the teachers were 'below average' and 'average' 

satisfaction with male principals' decision making skills. Similarly 4.5% of the teachers were 

strongly dissatisfied with the decision making ability of male principals. 

A chi-square value regarding the teachers' conformity towards nlale and female principals 

decision making effectiveness in table 20 indicated the existence of significant difference 

between male and female principals in their decision making effectiveness. Therefore the result 

of the chi-square also supplemented the information obtained through percentage and frequency 

distribution of the respondents and together exhibited the effectiveness of female principals over 

their male counterpart in decision making. 

In general what is clearly observed from the tables (tables 17-20) is that most of the teachers 

favored female principals, as compared to male principals, in all of the three skills (conflict 

resolution, communication skill, and decision making skills). Contrary to this a relatively large 

numbers of teachers were dissatisfied with their male principals as compared to female principals 

on all of the three skills indicated. Therefore, although it is difficult to heart fully and 

comfortably conclude that female principals are more effective in educational leadership than 

male principals by takihg such limited number of respondents and only few indicators of 

leadership effectiveness, the study could give some hint regarding the relationships of principals 

gender and leadership effectiveness, particularly with respect to the, thTee skills identified in the 

study. 
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CHAPTER FIVE 

5. SUMMARY, CONCLUSION AND RECOMMENDA TJONS 

The main obj ecti ve of thi s study was to investigate the re lationship· between and among 

principa ls gender, leadership styles preference and perceived leadership effectiveness. The 

appropriate combination of these variables is ass umed to playa pivotal role either to hinder or to 

promote the overall effectiveness of school activities. 

In an attempt to obtain thi s, various hypothesis were formulated in areas such as: 

The relat ionsh ip between gender and leadership styles 

The relationship between gender and leadership effectiveness 

The relationship between leadersh ip styles and leadership effec tiveness. Moreover the 

issue of teachers' sex- stereotypic perception on principa ls leadership styles and 

effectiveness were also assessed. 

The study was conduced in 14 govemment primary schools fo und in 6 sub-cities of Addis Ababa 

city administratiQn which were selected on the basis of sex of their principals. A combination of 

both probabili ty and non probab il ity sampl ing techniques were used in the study starting from the 

selecti on of sub cites up to specific teachers who were invo lved in fillin g the questionnaire. 

Questionnaire and interview were used as data co llecting instruments. Accordingly 

questionnaires were distr ibuted fo r 300 sample teachers, J 80 males and J 20 females. Moreover 

14 principals were also invo lved in the study. 

As of the return rate a total of 89 .7% that is J 60 males and 109 females, totally 269 teachers 

completely fill ed and retumed the questionnaires. Regarding the pli nciJJals all the J 4 sample 

principa ls fill ed and retuI:ned the questio lmai re. 

The data obtai ned was analyzed usi ng frequency di stribut ion, percentage . and chi-square. 

Moreover infornlation obtained via interview with tbe principals was analyzed qualitatively. 

The obtained data and info lmation revea led the fo llowing lnajor fi ndi ngs and conclusion. 
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5.1 Summary of the Major Findings 

Under this topic important points of the major finding would be summarized briefly. 

• Regarding principals gender and leadership style preference a combined data obtained 

from both teachers and principals was analyzed first using frequency and percentages of 

the respondents regarding the leadership styles of male and female principals. Moreover, 

the significance of relationship between the two variables (leadership styles and gender of 

the principals) was tested using chi-square. The result indicated the existence of 

significant relationship between gender of principals and leadership style preference. 

Accordingly female principles were found more democrat than male principals. While 

male principals were found more autocrat than their female counter parts. On the other 

hand female principals were found more laissez- faire than male principals. 

• Concerning sex-stereotype perception of teachers (males and females) towards leadership 

style of principals, the responses of both male and female teachers were analyzed 

separately and tested by chi-square. Accordingly the value of chi-square for both female 

and male respondents, which is respectively X2= 6.20, P< 0.05 and X2= 11.9, P< 0.05 (see 

table 3 and 4) indicated the existence of statistically significant sex- stereotype perception 

among male teachers but not among female teachers. 

However, the frequency and percentage of the respondents for both male and female 

teachers showed that both of them perceived principals of similar sex as more democrat 

and principals of opposite sex as more autocrat. Furthern10re both male and female 

teachers perceived that male principals are more laissez-faire than female principals, 

which in fact is opposite to the result obtained from the combined scores of all the 

respondents including the principals themselves, that indicated the laissez-fairness of 

female principals than their male counterpart. 

• Another impOliant issue raised in the study was teachers' perceptions on effectiveness of 

male and female principals in their leadership activities. 

To this effect the perception of male and female teachers towards their principals conflict 

resolving ability, communication skill and decision making ability were computed 

separately. Since the emphasis here was to see sex-stereotype perception among teachers, 
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the relationship between principals gender and leadership effectiveness was not the major 

concern, which was dealt with later on separately. 

Accordingly the computation of chi-square in table 5, indicated the existence of 

significant difference among female teachers in their perception of the principals conflict 

resolving ability. Further more the frequency and percentage of the respondents in the 

table exhibited that female teachers showed conformity towards female principals than 

towards male principals conflict resolving ability. Likewise table 6 also showed that male 

teachers were also confined towards female than towards male principals conflict 

resolving ability. 

• As of the communication skill of the principals the computation of the chi-square for 

female teachers indicated the existence of significant difference among them in how they 

perceived the communication skill of male and female principals (see table 7). More over 

the frequency of the respondents showed that a relatively large number of female teachers 

have positive perception towards female principals' communication skill as compared to a 

relatively lower number of respondents who positively perceived the communication skill 

of male principals. 

However, the computation of chi-square for male teachers regarding principals ' 

effectiveness in communication indicated the lack of statistically significant variation 

among male teachers in their perception towards male and female ptincipals 

communication skills. Nevertheless, the frequency in table 8 reveals that the majority of 

male teachers showed confonnity towards female principals communication skill than 

towards their male counterparts. 

• In similar vein, regarding principals' effectiveness in terms of their decision making 

ability the computed value of chi-square for both male and female teachers revealed the 

existence of significant difference among each group in their perception towards male and 

female principals decision making ability. 

Accordingly, the figures in table 9 indicated that the majority of female teachers were 

likely to be satisfied with the decision making of female principals than with that of male 

principals. Likewise the figures in table 10, for male teachers, also showed similar 
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importation. Therefore both male and female teachers showed conformity towards female 

principals decision making ability because the majority of them rated female principal s on 

the positive side of the effectiveness levels. 

• Another point of concern in this study was to see whether there is a gap between 

principals and teachers in their perception towards principals' own leadership styles. 

To this end the responses of both groups were computed using chi-square and the 

calculated value in table 11 (i= 11.26, P< 0.05) indicated the existence of significant 

difference among teachers and principals in their perception towards principals leadership 

style preference. 

Interestingly enough is that none of the principals perceived that their style is autocratic 

while about 28% of the teacher perceived the style of their principals as autocratic. On the 

other hand the majority of the principals (57%) perceived that they are laissez- faire 

leaders but more than half of the teachers (5 I %) perceived that their principals are 

democratic leaders. 

In similar fashion the gap of perception between the principals and the teachers regarding 

the formers' leadership effectiveness was also assessed in this study. 

Accordingly the gap of perception between the two groups, as tested by chi-square fo r the 

three indicators of effectiveness, was found significant in all the three cases (conflict 

resolution, communication and decision making). The figures in tables 12, 13 and 14 

showed that in all the three indicators (dimensions) of leadership effectiveness the 

majority of the principals perceived that they were 'completely effective' while the scores 

of the teachers' perception were fairly distributed across all the five levels of 

effectiveness. This is therefore an indicator of the eXistence of wide gap of perception 

between teachers and principals regarding leadership effectiveness with over exaggerated 

perception of the principals concerning their leadership effectiveness which in tum 

seriously hinder the success of the overall activities of schools, specially the teaching 

learning process. 

• Another point of emphasis in this study was to see the relationship between leadership 

styles and leadership effectiveness. 
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In an attempt to see the relationship between these two variables each of the three 

leadership styles (autocratic, democratic and laissez-faire) were treated separately in temlS 

of the three indicators of effectiveness (conflict resolution, communication and decision 

making). To this effect the computed value of chi-square in all cases indicated the lack of 

significant relationship between leadership styles and leadership effectiveness activities. 

• The last point of discussion in this study dealt with the relationship between principals' 

gender and their leadership effectiveness. In this case sex-stereotype perception was not 

considered. Therefore overall teachers rating was obtained and their conformity towards 

male and female principals in terms of the three indicators was assessed which in tum was 

assumed to indicate the effectiveness or ineffectiveness of the principals (males and 

females) in leadership. 

Accordingly the computation of chi-square in all cases revealed the existence of 

significant relationship between the principals' gender and their effectiveness 111 

leadership. 

Furthermore, the frequency and percentage of the respondents showed that female 

principals are more effective than their male counter part in all of the three effectiveness 

dimensions (conflict resolving, communication and decision making). 

5.2 Conclusion 

One of the core points of this study at its conception was to see the relationship between gender 

and leadership style preference. Accordingly, the result of the study indicated the existence of 

significant relation between the two variables. The study further revealed that females are more 

democrat than males. Whereas males are more autocrat than females. However the study showed 

inconsistent result regarding laissez- faire style because the computation of data for only teachers' 

and the combination of teachers and principals' were opposing each other. 

The root cause for females to be more democrat than males may be related with maternity in 

which women (mothers) like to give much freedom for their child than fathers do and latter apply 

this behavior to their careers. Moreover females are more empathetic by natme than males. 

In hannony with this idea is the research of Eagly and Johalmesen (2001 :793) which stated the 

reason for women being far better than men on the measures of styles and effectiveness. The 
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study stated that females are better than males in leadership because of the tendencies that are 

consistent with the female gender role such as being attentive, considerate and nurturing to their 

subordinates which are mostly the characteristics of democratic leaders. 

By the same token the root cause for males to be more autocrat than females may have its origin 

from the socialization process of childhood practices in which boys are considered to be 

adventurous and combatant and to have dominancy over others. 

Therefore what could be implied from this finding in relation to gender and school leadership is 

that female principals are likely to be more successful in school principal ship, not because of 

their gender but because of their leadership style, whose sprit they have internalized, than their 

male counter part. This is because, unlike other institutions such as military, which needs more of 

autocratic leaders, school institutions need democratic leaders as its personnel, specially teachers, 

should enjoy the freedom of their profession if they are to be fruitful. 

Regarding sex-stereotype perception on the pI~ncipals leadership style preference the study 

indicated that principals of both sex are perceived as democrat by teachers of similar sex and as 

autocrat by teachers of opposite sex. However the level of bias is stronger for male than for 

female teachers. 

This sex-stereotypic perception also could have its origin from the socialization process of child 

rearing practice in which children with the same sex are allowed to play, discuss, and fonn close 

relation with each other than with children of opposite sex. Similarly in schools teachers are 

likely to have close relation with principals of similar sex than with that of opposite sex. Thus 

they perceived one as democrat and the other as autocrat. 

This idea is therefore in hannony with the study of Shakishaft (1989:58), which stated that 

female teachers like to work more closely with female principals and male teachers with male 

principals. 

Apart from sex- stereotype perception, the study also indicated the gap of perception between 

principals and teachers regarding the leadership styles and leadership effectiveness of the 

fonners. The gap was likely caused by absence of sufficient relationship and inadequacy of 

consistent and timely discussion between the two group with specific focus on the leadership 

Issues. 
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An attempts was also made to see the relationship between leadership styles and leadership 

effectiveness. In this regard, the study indicated lack of significant relationship between the two. 

Therefore it is safe to conclude that the styles by themselves could not bring about effectiveness 

rather it is the appropriate use of those styles that matters a lot which is greatly determined by the 

effort of those who implement them which further needs a thorough understanding of the spirit of 

the style they are exercising. For instance, the study indicated that democratic style could bring 

about effectiveness if used by female principals than by male because as stated so far democrat 

females were found more effective in leadership than democratic males. This indicated that 

female principals have adequate knowledge of the sprit of the style as a result of natural and 

social factors stated so far 

As of the relationship between principals' gender and their leadership effectiveness. The study 

revealed that female principals are more effective, in all of the effectiveness dimensions 

examined, than male principals. Therefore this study disproved the traditional assumption which 

undemlined females effectiveness and instead encouraged the dominance of males in leadership 

position particularly in school leadership. 

Generally the study indicated that both gender and leadership styles, separately, could not bring 

about effectiveness rather it is tlle appropriate combination of the two with thorough 

- understanding ofthe latter which could enhance effectiveness. 

5.3 Recommendations 

Depending on the major findings of the study and the conclusion, reached the following 

recommendations are made: 

5.3.1 Regarding the relationship between gender and leadership style preference the result of the 

study evidenced the existence of significant relationship between the two. Therefore it is 

recommended that gender should be considered as one factor in recruiting leaders for 

different organization since different organizations need different leadership styles because 

of various factors. For instance it is better to select female leaders in an institution whose 

personnel should enjoy professional freedom and need less control for the successful 

accomplishment of their duties. On the other hand male leaders could be fruitful if deployed 

in situations and institutions that need courage and serious control of the subordinate. 
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5.3.2 As of the issue of sex- stereotype perception of principals leadership styles and 

effectiveness the study exhibited the existence of such type of perception in which teachers 

perceived principals of similar sex positively and those with opposite sex negatively. This is 

due to lack of close relationship between principals and teachers of opposite sex. Therefore 

it is recommended that the principals need to treat all teachers equally and should work 

closely with all teachers regardless of their sex instead of marginalizing one group and 

favoring another group, which would otherwise adversely affect the overall effectiveness of 

each school in particular and that of education sector in general. 

5.3.3 Another point seriously considered in this study was a gap of teachers' perception and 

principals perception on the principals own leadership styles and effectiveness. In this 

regard the study indicated the existence of wide gap of perception between the two on those 

issues. The grand cause of this problem is assumed to be lack of sufficient communication 

between the teachers and the principals. Therefore, with this fact in mined, the researcher 

recommend that principals need to make frequent and open discussion with the teachers, 

both formally and informally by specifically focusing on there own leadership style and 

effectiveness in which teachers can openly foreword their opinion on the issues, which in 

turn helps to, at least, minimize the gap of perception between the two groups. This is 

because perception has a power of affecting one's potential either negatively or positively. 

5.3.4 The study also indicated that there is no significant relationship betw,:en leadership styles 

and leadership effectiveness. Therefore, this implies that the secret for some leaders to be 

effective and for some others to be ineffective does not relay on their leadill·ship style, 

rather the core point seems to be on well understanding of each style and make use of them 

in appropriate situation. Thus it is safe to recommend that every principals need to clearly 

know the type of the style they are exercising and also its advantages and disadvantages. 

Otherwise a specific style could bring about effectiveness or ineffectiveness based on 

principals appropriate use of it. 

Therefore, the principals need to have a through understanding of the sprit of their 

leadership styles so as to make appropriate use of it. 

5.3.5 The study also disproved the traditional belief of associating gender and leadership 

effectiveness in which males were considered as effective and females as ineffective 
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leaders. The study fUliher indicated that both male and female principals could be effective 

if given sufficient training. 

Therefore it is recommended that the Addis Ababa Education Bureau needs to give frequent 

and consistent training for the principals, regardless of their gender, in the form of on job­

training, workshop, and seminar in order to develop their ability of principal ship. 

Subsequently the bureau should assess the effectiveness of the principals in accomplishing 

what is expected ofthem. 

5.3 .6 Lastly the researcher need to recommend further study on the following points. These are: 

- The relationship between principals' year of experience and field of study with their 

leadership styles and effectiveness. 

- The process along which men and women are allocated to different organizations and 

positions in organizations, resulting in sex-segregation and inequality of power resources 

and the impact of these structural process on leadership style. 
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Appendix A 

List of Sample Schools and their principals by their sex 

No N ames of the schools Sex of the Principal 

I Dilbetigil Primary School M 

2 Entoto Amba Primary School M 

3 Tsehay Chora Primary School F 

4 Eshet Primary School F 

5 Y ekati te 23 Primary School M 

6 Beherawi Bete Mengist Primary School M 

7 Timehirt Bilichta Primary School M 

8 Ethiopia Tekdem No.2 Primary School F 

9 Dejazmach Balcha Primary School M 

10 Bekele Weya Primary School F 

II Tensae Berihan Primary School F 

12 Ledeta Selam Primary School F 

13 Tesfa Kokeb Primary School M 

14 Finfine Primary School F 
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Appendix B 

General Instruction 

The whole purpose· of this study is to investigate whether male and femal e school 

principals employee different or similar leadership styles and also to see whether their 

leadership styles have any effect on their leadership effectiveness. 

The information collected will be used strictly for academic purpose. Therefore fee l 

confident in giving genuine answer to the questionnaire because it is your hones t response 

that can determine the success of this study. 

Be sure that your response will be kept confidential. Thus you are kindly requested to 

carefully respond to the personal information required before you go to the items. TheIl 

carefully read the instructions and each items before your response. If you want to change 

your response be sure that you have canceled the unwanted one: 

You need not write your name on the paper. 

Thank you in advance for your kindly cooperation 

Leadership Style Survey to be Filled by Principals 

Directions 

This questionnaire contains statements about leadership style beliefs. Next to each 

statem ent, ma,·k the number that represents how strongly you feel ahout the statement by 

using the following scoring system: 

Almost Always True= 5 

Occasionally True= 3 

Frequently true = 4 

Seldom True = 2 . Almost Never True = ] 

Be honest about your choices as there are no right or wrong answers- it is only for your 

own self-assessment. 

Respond to each item by making an:'X" ~ark in the box.es. 
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Persona Information 
Name of your school __________ _ 
Your sex ----------
How many years have served as a principal in this school? ___________ _ 

Leadership Style Survey 

No Almost Frequently Occasionally Seldom Almost 
Always True True True never 

True True 
(5) (4) (3) (2) (1) 

I I always retain the final decision making 

authority within my department or team 

2 I always try to include one or more 
employees in determining what to do and 
how to do it. However, I maintain the final 
decisions making authority. 

3 I and my employees always vote whenever a 
major decision has to be made. 

4 I do not consider suggestions made by my 
employees as I do not have the time for them 

5 I ask for employee ideas and input on 
upcoming plans and projects 

G For a major decision to pass in my school, it 
must have the approval of each individual or 
the majority 

7 I tell my employees what has to be done and 
how to do it. 

8 When things go wrong and I need to create a 
strategy to keep a project or process running 
on schedule, I call a meeting to get my 
employee ' s advice 

9 To get information out, I send by notice and 
memos, very rarely is a meeting called. My 
employees are then expected to act upon the 
information 

10 When someone makes a mistake, I tell them 
not to ever do that again and make a note of 
it. 

\I I want to create an environment where the 
employees take ownership of the project. I 
allow them to participate in the decis;on 
makinr. process . 

12 I allow my employees to detemline what 
needs to be done and how to do it. 

13 New hires are not allowed to make any 
decisions unless it is approved by me first. 

14 I ask employees for their vi sion of where 
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15 

16 

17 

18 

19 

20 

21 

" 22 

23 

24 

25 

26 

27 

28 
29 

30 

they see their jobs going and then use their 
vision where appropriate. 
My workers know more about their jobs than 
me, so I allow them to carry out the decisions 
to do theirjob 
When something goes wrong, I tell my 
employees that a procedure is not working 
correctly and I establish a new one, 
I allow my employees to set priorities with 
my guidance, 
I delegate tasks in order to implement a new 
proced ure or process. 
I closely monitor my employees to ensure 
they are performing correctly. 
When there are differences 111 role 
expectations, I work with them to resolve the 
differences. 
Each individual is responsible for defining 
their job, 
I like the power that my leadership position 
holds over subordinates. 
I like to use my leadership power to help 
subordinates grow 
I like to share my leadership power with my 
subordinates. 
Employees must be directed or threatened 
with punishment in order to get them to 
achieve the organizational obiectives, 
Employees will exercise self-direction if rhey 
are committed to the obiectives, 
Employees have the right to determine their 
own organizational objectives. 
Employees seek mainly security, 
Employees know how to use creativity and 
ingenuity to solve organizational problems, 
My employees can lead themselves just as 
well as I can 

Items Leadership Style 

• Democratic = 

• Autocratic= 

• Laissez-faire = 

2,3,5,6, 14,20,24,26,27,28 

1,4,7, 10,13,16,17,19,22, 25 

8, 9, 11,12, 15,18 ,21 , 23,29,30 
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Please respond to the statements listed below as it applies to the principal of your school. 

Check the number that best describes the behavior of your principal against each item list. 

To what extent does your principal engage himself in the following kinds of behavior? 

Choices 5= Always 

2= Seldom 

4= Often 3= Sometimes, 

1= Never 

For all items listed below, make an "X" mark for your choice in the provided space 

No 5 4 3 2 

1 He/she makes hislher attitudes clear to the staff 

2 He/she tries out his new ideas with the staff 

3 He/she does personal favors to staff members 

4 He/she does little things to make it pleasant to be a 

member of the staff 

5 He/she rules with an "iron hand" punishment or 

(authoritative leadership) 

6...- He/she criticizes poor work 

7 He/she is easy to understand 

8 He/she finds time to listen to the staff 

9 He/she speaks in a manner not to be questioned 

10 He/she assigns staff members to particular tasks 

l L· He/she doesn't have close relation with staffs. 

(socially distant) 

12 He shows concern for the personal welfare of 

individual staff members 

13 He/she works without a plan 

14 ._ He/she maintains definite standards of performance 

15 He/she refuses to explain his actions 

16 He/she acts without consulting the staff 

17 He/she emphasizes the meeting of deadlines 

18 He/she encourages the use of uniform procedures 

19 He/she is slow to accept new ideas 
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20 He/she treats all staff members as his equals 

21 He/she makes sure that his part in the organization is 

understood by all members 

22 He/she lets staff members know what is expected of 

them 

23 He/she is willing to make changes 

24 He/she is friendly and approachable 

25 He/she sees to it (makes sure) that staff members are 

working up to capacity. 

26 He/she sees to it that the work of staff members is 

coordinated 

27 He/she makes staff members feel at ease (relaxed) 

when talking with them. 

28 He/she puts suggestions made by the staff into 

operation(implement them) 

29 He/she gests staff approval on important matters 

before going ahead. 

30 He/she asks that staff members follow standard rules 

and regulations. 

Leadership Style Items 

1,2,8, 20, 21 , 22, 23,24,26,29 

4,5, 6,11 , 14, 15,16, 17,19, 25 

3, 7,9, 10,12,13,18, 27,28,30 

• Democratic = 

• Autocratic= 

• Laissez-faire = 

N.B. A style with the highest score is t he one exercised by a principal 
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Appendix C 
To be Filled by teachers, "LEAD others" 

Personal Information 
Name of your school _____ _ 

Your sex ____ _ 

Sex of your principal _____ _ 

Your educational level ____ _ 

This part is designed to measure personal satisfaction and hence to assess principal 's 

effectiveness in leadership. 

This assessment is designed to identify important personal strengths as well as areas where 

improvement is needed. The researcher ask you to evaluate your satisfaction level in the 30 areas 

below. Please check one answer per question. 

To what extent have you been satisfied with your principals regarding the following leadership 

behaviours? 

Very Satisfied Undecided Dissatisfied Very 

No 
As a Leader the Principal: satisfied Dissatisfied 

(5) (4) (3) (2) (1) 

1 Create an atmosphere of mutual trust 

2 Demonstrate honest, ethnical behavior 
in all transactions. 

3 Lead by example as in "doing what I 
ask others to do." 

4 ·' Demonstrate courage in all 
transactions. 

5 Communicate a clear vision with 
recognizable goals for the 
organization and its people. 

6 State expectations clearly and confirm 
understanding. 

7 Expect people to be accountable and 
offer support 

8 Translate organizational goals 
practically and meaningfully for 
people from the lowest level to the 
highest level. 

9 Make and communicate decisions 
promptly. 

10 Resolve conflict with the goal for all 
to succeed. 

11 Communicate with charisma and 
effectiveness to groups. 

12 Take responsibility for decisions 
without finger pointing 

13 Involve others in planning actions. 
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14 
15 

16 

17 

18 

19 

20 

21 

22 

23 

24 

25 

26 

27 

28 

29 

30 

Praise people for work well done . 
Delegate in a way that encourage 
others to have full ownership. 
Appropriately provide authority to 
others to make decisions. 
Believe in and provide training that 
teaches leadership, teamwork and 
technical skills. 
Implement innovation as a method to 
improve performance 
Demonstrate no tolerance for 
organizational turfing or "them and 
us" scenarios . 
Create forums to celebrate 
organizational successes 
Support;md demonstrate efficient 
management of personal stress levels. 
Support and demonstrate balance 
between leadership responsibilities, 
family and outside activities. 
Support and facilitate efficient cross 
functiona l communication that 
minimizes project or production 
delays. 
Manage impending change, real or 
rumored, efficiently 
Encourage at least 80% of the 
organization'5 communications to 
close immediately in some form. 
Use time constructively and 
efficiently. 
Help people by listening without pre-
judging. 
Have excellent relationships with 
work associates regardless of position 
in the organization. 
Is accessible to communication. 

Encourage people to communicate 
their differing opinions. 

Indicators of effectiveness 

1. Communication 

2. Conflict resolving 

3. Decision making 

. • 

Items 

2,4,5,6,8,11,23,25,28,29 

1,7, 10,14,17,18,20, 22,24,27 

3,9,12, 13,15,16,19,21,),9, 30 
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To be Filled by the Principals (LEAD) self 

Leadership Effectiveness Survey 
Please honestly rank each of the 30 statements below with the word or phrase that best 
describes what takes place within your organization using 5 point rating scale. Almost 
never, Seldom, Sometimes, Often and Almost Always. 

No Almost Often Sometimes Seldom Almost 
Always never 

(5) (4) (3) (2) III 
1 I am on time for appointments and meetings. 
2 I take the time to be in good physical and 

emotional health. 
3 I demonstrate a strong work ethic. 

4 I take time for important relationships like 
my family and friends . 

5 I keep accurate track of dates, deadlines, and 
things to do. 

6 I genuinely care for the people within our 
organization or work group. 

7 I can laugh at myself. 
8 When I make a mistake, I apologize for it 

openly. 
9 I communicate a sense when someone is 

talking to me that both words and the 
feelings behind them are being heard. 

10 I take the time to get to know the people I 
lead in a personal way. 

11 I come to others for advice before I finali ze 
plans 

12 I allow those I lead to disagree with me if 
they want. 

13 If I don 't know the answer to a question, I 
ask for help . 

14 I conduct meetings that are characterized by 
open discussion and positive 
communication. 

15 I do not get defensive when someone 
corrects me. 

16 The people I lead could list at least tluee 
values that are important to us as an 
organization or work group. 

17 I seek to eliminate red tape and needless 
bureaucracy that doesn 't contribute to 
fulfilling out mission. 
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18 The people I lead could summarize the main 
purpose of our organization or work group 
in a sentence or two. 

19 I help establish systems for doing things that 
ensure quality. 

20 Our budget, staffing, and use of time reflect 
the priorities of our organization or work 
group. 

21 I help the people I lead set goals and we 
measure performance against them. 

22 At least four times a year I meet with the 
people I lead to discuss their progress and 
plans. 

23 When I assign a task, I make sure the 
expectations involved are clearly 
understood. 

24 At least once a week I praise the people I 
lead for work that has been done well. 

25 When I delegate an assignment, I provide 
regular checkpoints to keep it on track. 

26 
We set a big, challenging but attainable goal 
that inspires us to excel. 

27 Everyone in our organization or work group 
knows where we're headed and are working 
to that end. 

28 I am able to maintain a positive outlook on 
the future of our organization even when 
facing significant challenges. 

29 Our organization or work group has specific 
goals that we set every year and follow to 
completion 

30 I regular refer to the exciting future that lies 
a head of us. 

Items Indicators of effectiveness 
I. Communication 
2. Conflict resolving 
3. Decision making 

2,4,9,13 , 14,22,23,27,29,30 
1,6,8,10, 12, 15,21,24,26,28 
3,5, 7,11,16,17, 18,19,20,25 

Scoring system for each the indicators 
50-41 indicated complete effectiveness 
40-31 indicated above average effectiveness 
30-21 indicated average effectiveness 
20-11 indicated below average effectiveness 
10 indicated none effectiveness 
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~, /.r.' (J)-vI'L 1l/(J)Il/ 11'1.9" an'/"Ut-/9" (lh-A 

I, / <'11' 1,. i'lI :: 

I' an9"U':-'}/ 'I"j·(] 'l M1'Y\"r i'lan'/'(]A '1.tb 

Mi'l,N~ (I ~O ··} ~,"M,,,. r(J) -9":: 

h/.e.· / il'l' .e.- (]9"4'J>,Il(]'r '1.tb an9"Ut-/ 
Mf' .1'1' ),:f(J)-/ (1/.<tOm-fl·" (l;J{)l1t\U-:: 
~,/.'n.e.- fl'(]J>, (J)-"j'/,fD'1-- t't.(J)Il'i- I'U-I'l-/9" (J)J>,9" 
1'1lH-V'I-/ .e.-Yi:: <ry"l"'i:r M(]:r:: 
an9"U':-/ 9"'}'l 1,/$.'.,-]' 11·}.r.9"U'<;' Il'b 
~"I"l':' :'f'Pi'lU- : : 
~7C'1' w"I.el...i'l'1 ~,<j'ffJat h'/,P' · (J).e. 'rhhi'l~(J) -
an/7.e.- i,/-'i.t7DAo· Il·(]()r] mC:[: (l<ryht-i'lV-:: 
i'lan9"U':·/ Ol)~ )', l'9"om(J)- o·(]()r] mC''; <'I.elf! 
fltJU-~ flOrh Msecretary/ h'l flan<'lOi'l-1' Ii$.'., 'I(J)':: 
~,/.e.- an9"UC 1'".-/. hO,:· U'M ' ;;' 1'1,.-]-
II /"1 J>, UJ ,:- Mm~:p'/'(J)-'l I'U',:.(J)./ 1'4.1' 
an71"lfl. MH'9"1'i'l;;ri'lU-:: 
an9"U':-/ i'lP',:· r(J)· 1'f]i'lfl,T~ 'I' p'<ry3' 
Il/-'i.o o>F/' m· U-'/,)'fD"7:/ ~,an;F;Fi'lU ' fl(J)-"j'b 
"J>,9" 11/,cV>f' /+ I,;J.(] Ij:f'Pi'lU-:: 
an'/"Ut-/ 9"'}'l I, / $.'., .]- UDp',:- ·l- Il/-'iI'lWhD-

i'l':,<'Irm- Il /.<;.mll~· ~~'d- I,OffJ;/''PAU-:: 

h·'LIl 1·,/,nl(. an9"U':-/ h(,'b "'I ~;J 7 at <'1.1'7"1-

9"/9" ~,J>,~+ m-<'I'b "J>, an<'l-l'~ hJ>,"7:i'l '9" :: 

l'an9"U':-/ I' P't- ':·OJ>, '/"/ I"} .e.If~ 
11m J>,,!I> rm-'l . t-om-/ I, /.e. ~, "l f] .fl'1 -/: 
I,/m4' 9"fl;;ri'l/ : : -

an9"U': ·/ P'i'l P't- ;1' (J)- hI' 'b I'fli'lm M<ry.Y(J)-</? 
-

flP',:-:rm· "I.e Il/.<t(J)Il~- (16_1'.I';"r'Pi'lV-:: 
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16 l,Vn~ '/7C".,. (fJ~A 'hU\ 7 II 'r tT] "'1. I't. 'l,~ . 

llao9"Ut.,} ao'}7~. rnl1l\;;' hllao!f'I''} 

h~'?t.r(fJ·C; 'rnnll;;'(fJ' '} ao'}7~.: ~,</'~"fI\V':: 

17 ao9"Ut.,} 1l7,'b aot'lT f'Pt. ,,, Y.9" Th-l'A 

~,'}~.YI1;J;.r. l,Y.C;JIIV·:: 

18 ~,'b l,P~fl pt.llaopt.'f' h ,{. lIh· f'O&'-I: Pt.r-

lI~ 11.11 0(fJ' h(fJnllIlV': : 

19 ao9"Ut.'} OT'1fl ao'}'1~ ao P t. ;Ff(fJ· '} 

IIOTJ t.;J71' O~'CO.)· ~,h;TTII'I'I\V':: 

20 ao9"Ut.'} OPt. OTJS lI~ Ar.'d' l'JH'(fJ' A~~'I:,} 

II ao q, t. <J: ldl':'Y r(fJ: ~,f)J t.1I V' :: 

21 hnm~ ~9"Ut.,} Pt· (fJ. '} O'?Ao f' OTJ (fJ'I' 

UlI&.r II II 0.)' :: 

22 O-l' om1 {}t\tT]'} Oao9"Ut·,} lI~ YII1 f'Oll~'rI' 

YflY.fl -I';;' A: : 

23 OpA{ll'b 1If)Jt.T7,"";}~ 6.1';'11' ~,'11j 1101' Y.fl ~M 

A" .. 

24 pA{ll'b,} /1ao9"ut·,} ;JC 11;J(',. .I'.fl ~II:;'A: : 

25 1'.J· '/'onm(fJ·'} l,lIO'} 1'\ OTJ I'j l'J '1' l709"Ut·'} 

OUlI&.yr(fJ· aoaot.r (fJ~9" ao <t' tT] .). C; 

OTJfl6..t.t..)· Mllr(fJ' :: 

26 ao9"Ut. '} 1'-I '</'aom(fJ''} qllOTJ II OTJI'j l'J l ' ao{}o'I"]' 
11/1 &. 1'\· Ot.l'\r(fJ · f'aoaot. r :r' I'I~;T '} Y~l1t.I'I· :: 

27 l709"Ut· '} f'q'9"UC+ O,;T7·(fJ·'} MOTJ f' ao(fJ(17 
ao111' llllr(fJ':: 

28 l'lao9"ut· '} O'l'~1~T Y.u'}~ ;:J';/' (fJ' aol10C l,IIOT:: 

29 ao9"ut· '} f'TI'IYf' &.mt· '} -I' m'l' ao(fJ' f'1' 9"UC']' 

(l, ;:J·r(fJ·'} 'f'?C aoq't.<J: ~1'111'1':: 

30 ao9U Ut· '} An ~,'/, f'9"aot·r(fJ·'} yuA t·l'\r(fJ·'} 

ao9U t·';· ~ ~)~I'I' 
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r"'Lh'h'l '1' ' p.e'/:?>':): rcoo ananu<,.. ,1;;::, rl,OD/,·C lDm,;t-"'l~1' t'lan~M r"'1..m~'an· 

'lTlD':: /lonlJ"J'9" WP.e'/:lD· ('-I'ant'lh',,1', '11e:':)'· 9"1 .eUA hl.e."'L.f'h'llD·'/ · h<l?rrc I".\,: 

(I) 7,(1 h 'I? rr C (5) /l n'}~. PJ C -11;1' r ".,/» 9" A 111' /l "'l.\': t. "I .f'Vf('. : : </?rr e: r. ro 
r"'l.h-l't'l1', :J'<'I1' .elDMt'l·:: 

5 = U·A'1.1t 1,.e.C;Jt'lU·:: 2 = rr'c1' '1.1t 11;1' lloe.C;Jt'lU·:: 

4 = Idl'jli'lD'I '1.H, n.e.C;JtlU· :: 1 = /l<t:M" f,<'I.e.C'l9":: 

3 = I, I~I.e.- '1.1t f, .e.C ;Jt'lU':: 

onm.e-r. on·t'l· /lou·t'l · t'lrr'l-l, 11;1' r"'LlD'A'l U·t'l·9" '/7e:"f 1l9"t'lm,C M"'L.f'lj· MIf'/· 

.f'M"I9" rr C rIJ t. .eou·t'l .. ~. : : 

"' . -r. noot-c t'lt\+T 5 4 3 2 1 

1 "'ll<;'lD·9" 'I'me: <'I.e /lo'}." ~loe.C<it'lU· : : 

2 OJ""),T f,!-ttl. l'l lD·<i fT1T f,~,9"e:('., I t'l°'}t'l-l'!lhA '1.11. OJt'l;( 

MlIll;t-t'lU':: 

3 r /-'-'I,.\V} p"/-9""lI]C 1l"'L 71] l,h·Ilt-t'lU·:: 

4 hIH' {\/lS hq.e.~ ;JC r9"'}7'l",rr:F, '1.1t ~,OD.e.·I]t'lU·:: 

5 p 1,. ?> .}. 11 l' 11M li' <t:rr~'I' ~,'Il 'i,~ '1 11 'I'an .e.1l<'l " · OJ· <1'1 

1, '}.'l..f' A 'I? rr t. + floe. C ;J t'l U· : : 

6 t'lon9"ul,'I 1l"'L71] ~,m'I'I':J>t'lu·:: ~"~.e?~.9n i,t.A;Jt'lU·:: 

7 f"}W}~ Ill.-tl. pl,. ~,7t.9u'1 M:J't'lu,:: 

8 /-'-'u 'H ' hUJI,·U· an9"ul,·,},} ll"lAo .eipC;t- ~,m.e:J't'lu·:: 

9 han9"UI,· I ;JC t'lOJ.f'.e r"'1..'17<",1'1 1I~' <i.elfl t'l"'h;J':Y'QJ'I9" 

t'lonul '7' rrt.1' n.e.C;Jt'lU·:: 

10 ilJ' , ~ '}~. I on 9" UC 11 "I A "'l I'd, I t'l "'l OJ ", rr t. 'r n.e. C ;J t'l U· : : 

11 (,I.e.', M'.\': <iOJrIJ h "'l m '1 '1"1: 11 b. l' r t'l.t'l" 1'1 M"·.f'r+ 

l,m.e:J't'lU·: : 

12 hi,~, 'lul·1l ;J C an t'l "'l"'l1' r"'l.et.A"l an9"UC !-tt'l " I Il tt 0'] "'l 
Mt'l7 .e.' .e.lD·9":: 

13 hM''''/, 11 <'I.e rlf'/ rr .e<l: hf,;JmOU,,\ \' t'htt""f, 1,7'1 

~,m.e:J' t'lU·: : -

14 ('(J) . .e.e7f' ou.\': t.11 119" <;. C 11 l' _ 1. H. on 9" U I.- I 11 "I A 0 u<if):Y'(J)" -

1".<t 7AO' Mt.;t- ;t-t'lU·:: 

15 ttUrt, t'l.t'l"1· O?>1' A..f'Cou,,,\ '1't.;J' f,.et'l"'l"\9":: 
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16 h~,'i.. PC f(\· uJt" "'"i"r 1''''l.1'I <,n ", '} ~""'1'1 'r"'t7D.'} 

m,1""OJ' fOJ':!'(\':: 

17 ~" "'1'l' lI I'DU.!? '14'?, Mot."l ftC' h t. f'l.9-';or ,'1 1'-1't'\f~ 

~, 'Ho 4, '1'-1:, (\ "'1 'N· :/, ~,'r t · (\ v· : : . 
18 nh'i.. I' "'l. t7D <;. lP t. ,/, 7;' :', 1'1-/fb-j" ~,m "/' ''.e ~""'1 m,1''''OJ' 

fOJ '''/'(\' : : 

19 I' Pt· 'rt:-1', I''''l.ft),~· "l "'1':;'OJ·'9" t7D·ht, ML;.!-;.!-(\V·: : 

20 1'111, hm:!'<f>"'1i" (\1' t'\f~ Pt·fD1: 1'9"l'ImOJ" <f>J!.9" ,,'hN\ 

aolPL'r fJ!.L7 ~OJ ' :: . 
21 I"Nfb1"1I 'P'1 'P'1 ~""'1 fD-j· ht7D9"ut·, .?C MIL, 

~,'1 0 l' 9"'r '1 (\"'1 t) l1''1- ~\,nt.l ~,'l'It· (\ ,: : 

22 ao9"Ut-, np(,.. '1' OJ· 9", fUt'I OJ,~~1- ~, ,,~ 1-t.ao,l\. '1 M'P'" 

9", fUt'I ~\'}P,t)h ' (\t7U 79"79" n~t7D1- fl . .f' ,O h,J!: ltb ~\.e1; 

ML;r;Ff'P(\V' :: I 
I 

23 n,~ ,'n (\-j' h '1 OJ ~ . "I' I-'-' t · fD:'· nUf9"'7' fl,no h',~' 111, ~\.e1; 

ML;.!-;.!-T'P(\V ·: : 

24 uJt.'I' :;', ~\ ,,(,; / JJ t · " .e f'l.t7D,~·l1 hM·lh ~,<J. l''''l.mMn7'' 

~7C'1'·, V·.(\· n.Ol1 t7DLP',t:,/ j:, h L.?"l (Jlt'\V·: : 

25 u't,-/,:;, ,} I-'-' t· ".e 1!t7UJ!..,nh· n;)" n1' a::I'I'i' Ubf7- Pt..TOJ·'} 

~,'} t7D"l"'1 (\ V·: : . 
26 ~""'1, O'1M9"'f' m,~~1' (\t7D P t·1' I' "'0 f t) t) , ~.e'd' 

~\.~·C7I '/OJ·: 

27 i,ftP"P,· t7D9"UC '1" "'1 'V}f h "'1 t) l1'7' h~f 1'1- i"P,(\, 

fOJ '''/' t'I:: 

28 t.;.!- '~ V·'i..;r flf,:J '1't7D'~ ~,,~, M Pt.~ I'OJ,~~7- V·'i..;.!- "' '1 

{,t7D(\!"]h1;, ht'l "·mm·?": : 

29 n'7'/n,;r 1:, nl''1 t7D", "l t'l6'1 ' h;u,rl6J:" ~""'1 fD i" ~,f01't7D'1', 
/'1'1 ' (\ "'1t)!"]:/, ~,'(.j t· (\'}:: 

30 hl1 lj:;'m·'} lH, 1'I t7D?"Ut. ' t7Dbb\.OJ· 111, '1" "'1;or '}f h "'1!"] t) 1-
~\~f l1<;'u 1, '} ,~ "'W' '} ~,'''tffln ''1 ~,'}"tnL;r't: 'rd, 
~,J!.C .?(\li·:: 
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English Version of the Interview 

I. Have you ever received additional training to strengthen your leadership activities? If you 

took, how many time? 

2. who is frequently creating a problem in your principal ship activities? Male or female 

teachers? Why? 

3. How many teachers left your school during the past 12 months? 

4. Of those who left the school , how do you compare the number of male and female 

teachers? 

5. What effort have you made to tackle the tUll1over? How much was your effort succeeded? 

6. In your opinion, what were the major causes for the teacher to leave your school? 

7. Do you clearly know the leadership style you are following? Do you know its advantages 

and disadvantages? 

8. How much, do yo.u think, teachers in your school are satisfied in your leadership style? 

9. Do you think the gender of a principal has any influence on a leadership style the 

principal prefers? How? 

10. How freq uentl y do you conduct meeting with the teachers on leadership issues? 
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1. Pf,ont·C -O:1>TfD,} t\ "'I 7A 0-'/' " 'm"'lt /-"Am'1 aJfl.l'.aJ· YaJ·:!'t\·? haJt'l~. 9u
'} 

yu A 'lJ1,? 

2. fdJll'i'aJ''} 'l.tb M,lTDt.CfD 7''};''t/.T pO'L.{.'P<;"T t'l"",~: aJ.f',fl aJ'}f!.~: Oo~ut.,} 

'1'faJ'? 

5. lTD~Ut.'I· T9u UC')' O,,!:'} 7,'}~.f',M YJ!.L1· ')' 'PLT M? l-Jt\ 9°'} YUA r"lhr'PA 

.f',1It\·? , 

7. 7.cflfD p"'l.h1' t\-'/' pf,lTDt.C flA-'/' (leadership style) 9"'} 7,I.~tf'l O"lA~ YaJ·:1>t\ ·? 

pf,oot.CfD,} flA7' 'P;"~'1 1'~+fl m'};'''I'aJ' YaJ·:!'t\·? 

8. OhCflfD I' f,ont· C llA +'1 11:1>,1, 1'+/0,+ fJ1 on9U Ut. '} 9"'} YuA 1'_~ll r'PA lIt\aJ' 

Y9"'1t\ ·? 

9, rCM oo9"U<;' p;:t- CM lTD9"U<;' O"'l.lTDC".l 'faJ· f't-.on t·C llAT'1 pf,lTDt.<;. 

-O:!' + 1I .f', 1' M':' MaJ' lIt\aJ' Y{)f]t\ ·? h'}$'.,.T? 
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Calculation Regarding Principals Leadership Effectiveness. 

1. Regarding teachers ratings of principals leadership effectiveness the calculation proceeds as 
follows. 

First we have to identify the ten (10) items indicating principals effectiveness. Eg. Conflict 

resolving ability. 

These items are: 1, 7, 10, 14, 17, 18, 20,22,24 and 27 (see page 80) then we have to add the 

ratings of the teachers for the ten items. Remember the lowest score for each item is one and the 

highest is 5 then the highest sum score for the ten items is 50 and the lowest is 10. 

Then the calculation is indicated as an example here under. 

Tablea. 

Items Scales 
1 2 3 4 5 

1 .,/ 

7 .,/ 

10 .,/ 

14 .,/ 

17 .,/ 

18 .,/ 

20 .,/ 

22 .,/ 

24 .,/ 

27 .,/ 

Then the sum of the above score becomes 
1 + 3+ 5+ 3+ 4+ 3 + 4+ 4+ 4+ 4 = 35 
Then since 35 if found between the rage of 40-31, it indicates above average effectiveness 

This means the teacher described the principal's conflict resolving effectiveness as above 
average. 
2. Example for scores regarding principals communication effectiveness. 
Tableb 
Items Scales 

1 2 3 4 5 
2 .,/ 

4 .,/ 

5 .,/ 

6 .,/ 

8 .,/ 

11 .,/ 

23 .,/ 

25 .,/ 

28 .,/ 

29 .,/ 
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Then the sum of the scores becomes: 

3 + 4+3 +4+ 3+ 5+ 5+ 4+ 5+ 5= 41 

Then 41 is fo und in the range of 50-41. Thus it indicates complete effectiveness of the principal 

in communication. 

3. Example for scores regarding principals decision making effectiveness. 

Table c. 

Items Scales 
1 2 3 4 5 

3 ./ 

9 ./ 

12 ./ 

13 ./ 

15 ./ 

16 ./ 

19 ./ 

21 ./ 

29 ./ 

30 ./ 

Then the total score for the ten items becomes: 

2+ 3 +4+ 3+ 5+ 5+ 4+ 3+ 5+ 5 = 39 

Then since 39 is fo und in the range 40-31 , it indicates 'above average' effectiveness of the 

principal in decision making. 

Assume, if the above scores in tab le a, band c, were rated by single individual the he/she rated 

the principal as "above average" in conflict resolving, 'complete' in communication and 'above 

average ' in decision making. 

According the figures under each levels of effectiveness in the table regarding effectiveness in 

the analysis section were obtained by adding the number of teachers who rated the principals in 

similar levels of effectiveness. 
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