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ABSTRACT 

This sllldy looks at the managerial practice of school principals' in secondGlY school of 

Awassa Town. The study pictures the practice and the difficulties faced by school 

principals based on the perception of teachers, students, educational officers. In trying to 

understand the practice of the principal this study uses managerial functions (planning, 

organizing, directing and controlling) as a ground base criteria with their qualification, 

experience, and skills. The study uses survey as the methodology for investigating the 

principals' managerial practices. The study employs open and close ended questionnaire 

and document analysis to collect data. The questiol1lzaires were tested using percentage 

and t-test. The data gathered ji'Oll1 the respondents helped to measure the practice of high 

school principals in the area. The finding of the study revealed that: first, aggregately 

government and mission school teachers were rated moderately and above moderately on 

27 out of 40 managerial practices. Second, as a comparative analysis the study has also 

found that government school teachers rated their principals below the average on 18 out 

of 40 managerial practices. In contrGlY, mission school teachers rated their principals 

fairly a bove the average and high in all managerial practices. Third, government and 

mission school teachers rated principals high particularly on controlling thal1 the other 

managerial practices. On top of that, the study has also found that educational officers 

rated principals fairly above the average in all aspects of managerial functions. 

Additionally students rated principals moderately and below moderately on 14 out of 16 

managerial practices. However, as a comparative analysis, government school students 

rated principals below the average on 12 out of 16 managerial functions . The study has 

also shown that principals seen budget deficit as prime disadvantages to pelform their 

managerial practices successfully and to turn poor situation in school beyond 

expectation. Finally, the selection and placement process of school principals was found 

to be blurred. However, in reality teachers and parents were not involved actively in the 

selection process. Rather totally the process is carried out at education office only. 

;/ccordillgly, the majority teachers' perceived the current placement of school principals 

as political appointment. 
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1.1 Background of the study 

Chapter One 

1. Introduction 

Ma n ageria l practice is becoming more and more complex through time. 
Its complexity of the job, results in a burden for School leader's 
administrative task (Ea rly, et.al 1990). In this n ew era of accounta bility, 
principals a re expected to m ake important decision; this demands the 
skill , knowledge and experience of principa ls more than ever. Therefore, 
it is important to have the n ecessary knowledge, skills and attitudes; to 
cope with today's organizational complexity and the rapid rate of global 
changes. To deal with this, principal's must be aware of the ra pid 
ch anges of organizational context through education a nd training (James 
and Rodney, 1991) . 

School principa ls play pivotal role in making education work. The ro le of 
principals according to John Gardner in Fullan (2000: 6) is , among other 
things, for the leader to be able to think and forecast long term plan, 
understand the connection within th e organization, be able to inf1uence 
others, be a ble to build a sh a red vision , be able to cope wi th conf1icting 
requirements . Bass (1990: 383) sums up these roles as including 
socia bility, initiative, de termination, knowing how to get things done, self 
confiden ce , awareness and insight into situations, cooperativeness, 
popularity, a nd adaptability. 

A senIOr secondary sch ool principal should h ave the necessary 
knowledge in th e field of educational planning or adminis t ration and the 
necessary experience to carry out the school responsibili ty effective ly and 
efficiently in order to go in line with the intended direction of the school. 
These ingredients give strength to the p rincipals to the practice of 



monitoring the work of teachers and the process, the practice of training 

and developing staff, the practice of planning and orgamzmg 

administrative tasks, and the practice of creating relationship with the 

external environment, relating and working with other people, providing 

direction and setting expectations, consulting and developing agreed 

decisions, trusting and delegating staffs, and acting visibly. Griffith 

(1956) reveals that a principal determines the school environment to 

provide better conditions for work, including equipment, supplies, and 

buildings, to bring good community rela tions. 

Among other members in the school, qualified principals are crucial for 

school success. This is because School administrators hold a key 

position and power in accomplishing the intended educational goals 

through effective leadership. Koontz, et.al (1984:507) stated that" 

leadership is the process of influencing people so that they will strive 

willingly and enthusiastically towards the achievement of group goals." 

According to knezevich (1969:95) leadership gives emphasis to organize 

human energy in order to achieve the institution goal and objectives. 

Fullan sees leadership as: 

the process of persuasion or example by which an 

individual (or leadership team) induces a group to 

pursue objectives held by the leader or shared by the 

leader and his or her followers (Fullan 2000: 3). 

It is common to see the practice of doing a principal 's job without having 

the right qualification and experience. However, the proper 

accomplishment of managerial practices is determined by the right 

placement process of school administrators. Stoops.et.al (1981: 18) 

revealed that, placement of school principals should be rela ted to 

professional training. The principal's task is not confined in a single 
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he sets the climate for morale in his schools the most 

crucial factor to the happiness of faculty members; 

teachers expect the principal to provide better 

conditions for work, including equipment, supplies, and 

buildings. They also expect him to lead in the 

development of good community relations, in improving 

good living conditions, and opportunities for desirable 

social life. He should include teachers in the process of 

policy making. He should inspire confidence in himself. 

Schools a re the basic units wherein the maJor purpose of the sector is 

applied at the grass root level. The achievement of the objectives is 

measured upon the effective implementation of the whole school 

programs. This rests on the efficiency and effectiveness of the principal's 

ability in working with or through others. Currently, positive views about 

school leadership suggest that the principal's role should not be aimed at 

only directing others but to create a school culture in which goals and 

directions are made collaboratively with all staff members . Su ch 

facilitative leadership exercIses power through others, no t over them 

(Conley and Goldman, 1994). 

Recent literatures su ggest that successful educational goals and 

objectives can be achieved by u sing qualified and experienced school 

principals . School principals not only should possess the expected 

knowledge to perform their function, but also they should acquire the 

skills necessary to perform them (Guthrie and Rodney, 1991). Such 

activity of secondary schools principals should posses basic 

administrative skills; technical, human, and con ceptual which 

manifested and developed on performance. 
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1.2. Statcment of the problcm 

Educationa l Reform and Training Policy in Ethiopia gIves a m ajor 
cons ideration for p rofessiona lization of educational m anagement (MOE, 
1994) . However, the majority of princ ipals in high schools do not have 
degrees in edu cationa l m anagement or adminis tration. (Kibret, 2004 and 
Bezuayew, 1996) in addition they state that most of the assigned 
principals in th e school a re graduated in specific academic subject area; 
moreover, a few graduates of education administration are working as 
subject teachers. Additiona lly, the a uthors stated tha t the process of 
school principals' placement is becoming an official appointment rather 
than merit. 

Tekleselassie (2002:59), "most sch ool principals in Ethiopia attend only a 
one or two month in-service course on school m anagement." However in 
Africa where training progra ms are provided, they are sometimes 
criticized for being unsystematic and inadequate in content and 
coverage, lacking follow-up, a nd failing to address th e real n eeds of 
supervision. Generally, Bush (2003) s ta ted that "preparation for school 
principals is inadequate throughout Africa. Most heads a re appointed 
without any specific management training." 

Tekleselassie (2002:60) mentioned "overload" affecting principals' task in 
Ethiopia. The overload of the job results in mistakes to do the ir job. 
Bulach, Boothe, and Pickett (1997), most visible mistakes of school \ 
principals fa ll into: poor huma n -relations s kill s , poor interpersonal­
communication skills, a lac k of vision, failure to lead, avoidance of 
conflict, lack of knowledge about in s truction /cu rriculum, a control 
orientation, lack of ethics or c ha racter, forgettin g what it is like to be a 
teacher, inconsistency, showing favoritis m, fa ilure to hold staff 
accoun table, failure to follow through, snap judgments, and interrupting 
instruction with pUblic- ad dre ss-system announ cements. 
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Principals a re expected to be an in s tructional leader. However, principa ls 
a re fai led to be an instruction a l leader, because they are too involved in 
car rying out a routine kind of administrative task. Mos t principals spend 
relatively little time in classrooms a nd even less interac tion with teachers 
in the school except few administrative meetings which focus on passing 
som e guide lines that com es from th e highest authority . Tem esge n 
(1 998:74) s tated that most of the school leader s were not providing 
instruction a l leaders hip. Cu rrently principa ls' daily tasks a re filled with 
ac tivities of scheduling, directing a nd reporting . 

In order to deal with the objective of the s tudy, the following basic 
qu estion s were expected to be addressed by the study. 

1) How are semor secondary school principals appointed to their 
current pos ition? 

2) Is there a ny significance difference between SUbject-area principa ls 
and qu a lified principa ls in performing managerial activities in the 
schoo ls a s measured by teach ers , s tudents, a nd educationa l 
officers? 

3) Which m anageria l function (plann ing, organizin g, directing, 
and Con trolling) do principa ls prac tice well? 

4) What are the m ajor factors tha t a ffect th e man ageria l prac tice of 
princ ipals in the selected sample schools? 

5) Do princ ipa ls vary significan tly in perform ing th ei r managerial 
prac tice in government and missionary high schools? 

(, 



1.3 Objective of the Study 

1.3.1. General obj ective of th e study 

The general objective of this study was to assess a nd describe th e 
manageria l practice of secondary school principa ls related with their level 
of qualification, experience, knowled ge and skills in Awassa Town. 

1.3.2. Specific obj ective of the study 

1. To point out th e m aj or problem faced by p rincipa ls 111 their 
m anagerial practice. 

2. To find out th e poten tial in fluence of qualification and 
experience towards the manageria l practice of school p rincipals. 

3. To find out wheth e r th e managerial practice of school principals 
vary significantly between m issionary and governmen t h igh 
school. 

4 . To find out whether the managerial practice of school principals 
vary significantly between subject-area prin cipals a n d quali fied 
principals. 

1.4. Significance of the study 

Principals' efficiency and competence is crucia lly to the success of school 
system in particular, fo r th e n ation in general. Hen ce, this study was 
considered to be important s ince it was expected to iden t ify the main 
fac tors th a t hinder or faci li tate principals' practice on the process. Thus 
the fi n d ing of th is study was expected to be useful and important to 
provide: 
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l. The findings of the study may also provide important feedback to 
Regional educational bureau and/ or to the responsible bodies 
about the status of principal's managerial practice in the senior 
Secondary school of Awassa Town. 

II. The study may forward suggestions to policy m a kers , planners , 
and school principa ls to improve the process of appointment of 
principals and their task. 

!II The study would contribute a good understanding of the principals 
managerial practice towards th e effectiven ess of goal achievement 
of the schools. 

IV. The study can be used as stepping stone for further studies in the 
a rea. 

1.5. Delimitation of the study 

Taking the time and the labor required in carrying out the data collection 
process in to consideration, the scope of this study was delimited to in 
Awassa town . For the study, 4 senior secondary schools in the town were 
taken as sample from 10 h igh schools . The study attempted to assess the 
managerial practice of the secondary school principals in Awassa town. 

In addition , since it helps to assess th e issu e in a m a nageable way, the 
study attempted to assess the current practice of assigning principals in 
the area. 

8 



---

1.6 Organization of the Study 

The study was organized in five chapters. The first chapter deals with the 
problem and its approach, which included background of the study, 
objectives of the study, statement of the problem, significance, a nd 
delimitation of the study. Chapter two analyzed the review of related 
literature. The resea rch methodology and procedure employed to collect 
the data were presented in chapter three. Chapter four deals with data 
presenta tion and analysis . The last chapter consisted conclusion, and 
recommendation. At th e end, bibliography and a ppendices were 
attached . 

9 
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Chapter Two 

2. Review of related Iiteratu,·e 

This chapter focuses on five broad areas : the m eamng of educational 
management; a brief overview of management theories ; m ajor m anageria l 
practice of school principals; ideal m a nageria l s kills of principals; potentia l 
factors that influence the practice of school principals and the process of 
recruitment and selection in the region. Its purpose is to s ituate the theory 
and to use as a s pring board to judge the managerial practice school 
principals . It used to relate the fact that managerial concepts and th eir 
applicability 

The overview of management theories IS essential in understanding 
management development. Without a reference to the foundation of 
management in the education s tream, the discussion of managerial 
practices of school principa ls may be incomplete . Theoretical managerial 
functions help assess the practice of school principals with the reference of 
possible factors that influence the practice of principals. 

The managerial practice of school principals can be summed under different 
management pra ctices and management functions such as planning and 
goal setti ng, organization of staff and resources, motiva tion, leadership, 
decision-making, communication, delega tion, and coordination. An attempt 
has been m ade to discuss maj or practices of school principals with 
reference to their qualification , experience , a nd s kills from th e perspective of 
students, teac hers a nd educational officers. 

2.1. The meaning of Educationa l Management / Administration/ 
Before delving into the discussion of core management theories, it might be 
helpful to provide important insigh ts about educational administration. 

10 



Education Administration is a leadership activity that takes place within a 
school that guides, controls, leads and motivates the huma n and other 
resources. Effective educational administration is critical in setting the s tage 
for the optimal learning experience in the school. Related with the school 
context, the jurisdiction of educational administration is in the h ands of the 
principals. Principals have the legal power to create conducive environment 
and learnin g a tmosph ere with understandings of ethnicity, language, race, 
a nd gender, autonomy and equality in the learning experience. 

Educational management is a field of study and practice concerned with the 
managerial function of educational ins titutions . Educational ma nagement 
has to be centrally concerned with a ims of educa tion. These purposes or 
goals provide the crucial sense of d irection to support the management of 
educational ins titutions (Bus h, 1986). 

Musaazi (1 988:42) management is 

A social process concerned with identifying, 
maintaining, motivating, controlling and unifying 
formally and informally organized human and 
material resources within an integrated system 
designed specifically to achieve predetermined 
objectives 

Hodginson, cited in Paul and Paullin (1999: 1) described the value of 
educational management operating in schools under a set of practical and 
applied adminis trative skills as follows : 

... educational administration is special case within 
the general profession of administration. Its leader 
and themselves in what might be called an arena of 
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ethical excitement- often politicized but always 
humane, always intimately connected to the 
evaluation of the society . ... it embodies heritage of 
value on the one hand, and is a massive indus try on 
the other, in which social, economic, and p olitical 
forces are locked together in a complex equilibrium of 
power. All this calls for extra-ordinary va lue 
sensitivity on the part of educational leaders. 

This indicates that school administrators as m a nagers have a du ty of 
examining different factors around their surroundings to create conducive 
environment for work. Koontz and O'Donnell (1 978) stated "management is 
establis h ing a n effective environmen t for the people operating in formal 
organizational groups ." 

2.2. An Overview of Management Theories 

Management theory development in the twentieth century has passed 
through different sta ges . Accordin g to Hoy a nd Mis kel's (1996: 9) there are 
four phases In the d evelopmen t of thinking about educational 
administration. 

2.2.1 Scientific Management Theories (1911 to 1920s) 

Various researchers refer to scientific m a nagement theory is the prime stage 
in developing scientific thinking a bout educa tional administration as a 
system a tic discipline. Lunenburg and Ornstein (1 99 1 :5) argue: "Prior to the 
turn of the century, there was a lmos t no system atic s tudy of m anagemen t. " 

The m a in focus of scienti fic m a nagement theory is to a na lyze processes and 
tasks performed by workers, resulting in increased productivity (Bus h 
1980 : 124). According to Lunenburg a nd Ornstein (1 991 :5) "Frederick 

12 



Winslow Taylor is the father of scientific management". In his Principles of 
Scientific Management, Taylor offered different values that used as the 
foundation of scientific management in the commercial and industrial field . 
The values described in his management theory are: "observation, da ta 
gathering and careful measurement, a large daily task, standard conditions, 
high pay for success, loss in case of failure, and expertise in large 
organizations" . 

According to (Bus h 1980: 124), scientific ma nagement theory is that 

process of approaching vanous aspects of 
organization; the manner and the spirit of a scientist 
using scientific tools such as research, measurement 
and analysis. 

According to Lunenburg and Ornstein (1991:5) this approach gives 
emphasis to a study of organizational behavior resulting from a "job analysis 
approach" which management aimed at to determine "one best way" of 
performing each job at work and scientific selection, training, teaching and 
development of employees. According to Lunenburg and Ornstein (1991 : 6), 
education a l administrators were seen as "functiona l supervisors and they 
assumed res ponsibility of planning, organizing, a nd decision making 
activities whereas workers performed their jobs". 

According to Sharma (2005:48), Taylor's position and others who have the 
same vain, 

.. .job analysis was to be used to determine each 
element of each job; us ing empirical data, "best" 
method of performing each job were to be determined; 
standard times, rates, and equipments were to be 
determined; ... there was to be a clear divis ion 

13 



responsibility between management and workers. 

Obviously, the basis for such a point of view is that 

there is "one best way" to do each job in order to 

maximize worker output- an empirical determined, 

universal truth. 

According to Lunenburg and Ornstein (1991:6), Henri Fayol, Luther Gulick, 

and Max Weber extended the idea of scientific m a nagement theory by 

concentrating on administrative management. Fayol stated that managers 

should perform five basic func tions : planning, organizing, commanding, 

coordinating and controlling. He also listed fourteen basic principles of 

management emphasizing the chain of command ra nging from division of 

work to teamwork. Gulick divided the process of manageria l functions of 

management into seven: planning, organizing, staffing, directing and 

coordinating, reporting and budgeting (POSDCoRB). 

According to Lunenburg & Ornstein (1991: 6), the training programs in the 

scientific management theory were sequential: "Once the job is analyzed , the 

next step was to scientifically select and then train, teach, and develop 

workers". Bush (1 980: 125) stated in managerial control principle that 

"administrators were expected to be trained, and taught to apply the 

scientific managem ent ideology of management and contro!." Additionally, in 

the scientific management theory, as Taylor recognized, there is a division of 

work between managers and workers. Sharma (2005:48) argued "there was 

to be a clear division of responsibility between management and the 

workers." Managers are expected to control managerial aspects (planning, 

organizing, and decis ion). Clearly, the basis for such a point of view is that 

there is "one best way" to do the task and maximize productivity. 

Moreover, Lunenburg & Ornstein (1991 :7) stated that scientific 

management theory was designed to maximize productivity by "time study 

14 



for setting s ta ndards, separation of managerial and employees study, and 
incentive system" . Addition a lly, Bush (1 980: 124) noted "rewarding increases 
individual output with increased pay." 

Generally, scien tific management theories did not improving the working 
condition of workers. Ra ther it focused to increas ing efficiency and 
effectiveness of different tasks . It was designed to accomplish the way work 
was achieved. It gives the upper h a nd for management, rather than workers 
to control over planning and coordinating work. Even the incentive system 
was focu sed on moneta ry rewards to motivate workers for th e sa ke of 
increasing productivity. 

• 
2.2.2 Human Relations (1930s to 1940s) 

The huma n rela tions a pproach focused on the huma n side of 
administration. The human relation theory was a response to the scientific 
mana gement theory . The core problem of organization is to develop and 
maintain harmonious human relationship a pproach in their surroundings. 
Sh arma (2005 :1 8 ) s tated th at "the particular interest is the value of human 
relation ." 

The empirical work of Mayo and his associates contributed to the human 
relations approach with their interpretation of the findings of the Hawthorne ( 
studies (near Chicago) of the western electric compa ny . The Hawthorne 
studies, research ers in this tradition sou ght to investigate how human 
factors in a business organization were related to productivity. They 
examined su ch issues as m otivation a nd satisfaction, length of working day, 
worker attitudes, working equipment and work time. 

15 
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"The experiment was aimed at determining the relationship between 
physical conditions of work and worker productivity" (Sharma 2005: 18). The 
findings s hed light on the importance of human relations in management. 
Sergiovanni et al. (1999 : 129) explained this as follows: 

the researchers finally concluded that changes In 

physical job conditions did not result in increased 
production, rather, such increases seemed to result In 

changed social conditions of the worker. Changes In 

worker motivation and satisfaction w ere most often 
credited with increased production. These in tum, seemed 
related to more democratic patterns of supervision used 
by the researchers and others during the experiments. 

The human relations era thus contributed to our understanding of employee 
behavior in the workplace, showing that ha rmonious relations at work can 
improve productivity. Of course, there is real challenge to bring such 
positive human relationships in different organization. This is perhaps one 
of the biggest challenges for huma n resource management, since th e human 
element of management arguably remains the most challenging. This theory 
focuses on individua ls and their unique capabilities in the organization. 
(Bush 1980: 134) noted "the huma n relation movement has had great impact 
on management practice. It made management aware of workers as human 
beings, rather as cogs in the machine." 

As a management tool, the human rela tion theory was workers-approach 
centered. It was designed to lead workers towards the achievement of 
organizationa l goals . Therefore, managers sought to help and encourage 
employees. The approach encouraged the involvement of employees in form s 
of participatory management (Clark et al. 1994 quoted in Hoy a nd Miskel 
1996: 15). 
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2.2.3 Behavioral Science Theory (1950s to 1960s) 

The behavioral science theory was formulated in the 1950s and 1960s 

based on the des ire to develop relationships between the individual and the 

organization. The theory was more concerned with the individual and the 

way in which an individua l relates to the organization. The approach 

according to Hoy & Miskel (1996: 16) focused on "work behavior in formal 

organizations" . 

Organization as embodying a fusion of two phenomena "individuals attempt 

to u se the organization to further their own goals, whereas the organization 

uses the individual to further its goals" (Lunenburg & Ornstein 1991:12). 

Additionally Bakke and Argyrs, cited in Sharma (2005:66) recognized 

Effective leadership behavior 1S 'fussing" the 

individual and the organization in such a way that 

both simultaneously obtain optimum self­

actualization. The process of the individual using the 

organization to fulfill his needs and simultaneously 

the organization "using" the individuals to achieve its 

demands. 

Generally, the behavioral management movement focused on the employees as 

well as on management. 

-'f 2.2.4 Systems Theory (1960s tol970s) 

System is composed of different interacting parts that functions together to 

achieve similar objective or purpose. Flagle, et.al cited in Sharma (2005:74) 

defined a system as "an interrelated assembly of inte racting elem e n ts designed 

to car ry out cooperatively a predetermine function. " In a system, an 
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organization must be studied as a whole , taking into con s ideration the 
inte rrelated par ts a nd its relat ion s hip with the external environment. 

Systems theory plays key role in the a reas for edu cation ma nagement a nd its 
development, thus reinforcing the belief th at schools a re essentially open 
systems that cannot operate 111 isolation. Argyris cited 111 Sh arm a 
(2005 :79),"organization is an open system that acts on and reacts to its 
externa l environment." Hence, the policy of government and the interests of 
parental associations, for example , influence activit ies of sch ools . 

Systems theory suggests that schools need to be open system s 111 which 
communities are interrelated and interdependen t . Sharma (2005:79), a rgued 
"open systems h ave relatively permeable boundaries, as su ch they receive 
inputs and provide outputs." According to th e systems theory, manager s 
should be a ble to develop trends of relationsh ips with the community to 
identify their n eeds, and to take inputs required for their further advancement. 

- Inputs 1 T I1ruputs 

I -I O utputs L 
I 

Source: Adapted from Open systems framework. (Katz & Kahnl978 : 20). 

The importation input, refers to the energy th at the system ta kes in fro m the 
external environment fo r th e purpose of transformation. For the school this 
may m ean human and non-human resources; the process a lso involves 
information a l inputs which are coded a nd understood. The throughput is 
the transformation of these inputs into som e product and/ or service. Hence, 
an open system is intended to absorb inpu ts, process them in some way and 
produce outputs. 
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2.2.5 Post Modern Approaches (1980s) 

Effective administrative system s In schools reqUire modern a nd 
contemporary management theories a nd lea dership practices. This theory 
does not believe in universal leadership theories; ra ther it relies on specific 
circumstances. Post modern theories believe tha t there can be varied and 
d ifferent just ification for each phenomenon under study . Each phenomenon 
is unique a nd therefore its investigation can have different interpretation or 
results from other researchers investigating the sam e phenomenon. Post 
modernists do not believe In finding a n a b solute solution for a gIven 
problem (Hoy & Miskel 1996: 17) . New investigations of the sam e 
phenomena in different a reas can reveal new findings, and therefore 
investigation s can never be referred as fixed or finished because of the 
uniqueness of organizations or situ ation s or conditions under which the 
investigation is carried out or its locality (Wellington 2000: 1999). "One way 
of examining strategic leadership development is to d iscuss wh at happens 
to an organization as it evolves over time" (Vicere, 1995: 11) . 

The implication for m anagement development programs is th at simplistic 
'one-correct way' a pproaches a re not likely to lead to developing 
m anagement capacity . Programs need to present organizations as umque, 
m u lti-cultural and dynamic. Administrators a re expected to respond to th e 
varied needs of contemporary society and they should build collaboration 
and team-play for the success of th eir and school objectives. 

According to Vicere (1 995), administrators are being challenged to define 
n ew organizational structures and find innova tive leadership styles wh ile 
responding to the varied needs of contemporary society . This requires 
principals to interact with other administrators, students, parents, a nd 
represe n tatives of communi ty organizations. Because of this decision-
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making a uthority has increas ingly shifted from school district central offices 

to individual schools. School principa ls have greater flexibility in setting 

school policies a nd goals, but when ma king administrative decisions they 

must pay attention to the concerns of pa rents, teachers , a nd other members 

of the community. 

2.3 Major Managerial Practices of School Principals 

2.3.1 Organizational Planning and Goal Setting 

Effective sch ool principa ls are key players in setting fundamental planning 

and goal setting practices of schools. Murphy (1990) stated that effective 

principals set a clear sense of direction for their schools to achieve the 

school prior objectives. 

Ubben and Hughes (1997:25) recognized that for effective implementation of 

the intended goals , the principal should allow con cerned bodies such as 

teachers, students and thc community to participate in pla nning and goal 

setting. Accordin gly, Adams (1988) stated that the participation of staffs in 

planning and goal setting process is essential. 

Moreover, school principals are expected to discuss the intended pla n with 

the entire community in the formulation and implementation stages . March 

(1978) suggests that a dministrator's role in defining the mission involve s 

forming school wide goal and communicating these goals in a persistent 

fash ion to the entire sch ool community for its full implementation . 

Simila rly, Leithwood and M~:mtgomery (1985) h ave suggested that effective 

principa ls seek to clarify goals with staff, students , parents, and other 

members of the school community for its general acceptance. 
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2.3.2. Organization of Staff and Resources 

Effective school principals are strong leaders in organlzmg staff a nd 
resources to develop staff efficiency and to improve schools. Human 
resources and financial management a re means to an end. Each aspects of 
provis ion in effective educational organizations such as s taffing equipment, 
materials or s pecialist exper tise are deployed in order to fac ilitate learning 
and educational achievement (Law and Glover, 2001). 

Staffs may be diverse m their ethnicity, race, and 
. . SOClOeconomlC 

background, their places on the political spectrum, religious beliefs, and 
gender and sexual orientations . Therefore, principals are expected to 
organize these differences . The diversity of this organization is important in 
engaging a ll those who can contribute to the school. "One vital component 
that is missing in many schools is the linkage between school culture and 
its impact on students. A s trong, h ealthy school culture promotes and 
builds positive relationships between the entire school staff and students" 
(Jacobs, 2006:3) . 

Sch ools should be places where the subjects are creative . They embody the 
society by valuing its traditions, on the other h a nd supplementing it by 
adding their own values. By giving attention to the development of stronger 
staff, through staff orientation for example, a dministrators would be able to 
better improve s tudent achievement at th eir schools. Staff orientation is 
critical pa rticula rly to better elaborate "school instructional progra m , 
student body, community buildings and classroom procedure , to concerned 
staff members" (Rebore, 1985:254). If s taffs receive the appropriate 
orientation, they would be instrum enta l in passing this k n owledge for other 
groups in the school community, effectively helping in the organization and 
adminis tra tion of the school. 



One of the major managerial tasks of school principals is to make the use of 
resources (such as human, school facilities and equipments, and available 
fund) effectively and efficiently in th e school. However, it is evident that 
among a ll resources, the human factor matters the most as it plays a key 
ro le in the process of goal attainment. 

The management decisions that help for proper placement and utilization of 
staff should involve equitable and fair load, related with staff educational 
background. 

The principal's office is the center fo r all school activity. It is the place wh ere 
communication IS taking place with teachers, students, parents, 
education a l officers, etc. The office is a central place where different tasks 
are organized by principals. Different activities carried out by the principal's 
office . Hence, school principals a re expected to organize these different tasks 
accordingly. 

School principals are a lso expected to orgal11ze the school fac ilities (school 
buildings, and equipment) (Fa rrant, 1980). The physical assets of a ny 
school are open and hence visible to the general public. These assets are 
also an indication of the state of how the task of management is. Moreover, 
understanding the "wear and tear" of dai ly use of school facilities such as 
the school offices and buildings may require maintenance. 

Fina lly, budget is one of the m ajor resources to be secured and accounted 
for properly to meet the school needs and demands. School principals 
s hould attest their financial management a rrangements. 
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2.3.3. Motivation 

It is not a n easy task for school administrators to assure that the teaching­

learning process is carried out in an a micable environment. The principal 

should constantly encourage teachers to create a friendly and pos itive 

learning environment.in the school. In particular, principals are expected to 

m ake continuous attempts to motivate teachers and studen ts to increase 

their ability in the teaching-learning process. The main jus tification for this 

is that, without properly motivated teachers and student body, a school 

cannot a im to achieve its stated goals. 

Sharma (2005:245), 

in any well-motivated activity the individual is 

consciou s of his acts while performing them, he keeps 

in mind the goal he desire to reach, and he senses the 

relationship between acts performed and the values, 

to be derived from them. When he is keenly aware of 

the satisfaction to result from an act and finds in this 

sufficient reason for performing it, he has genuine 

motive. 

Many educationa l researchers advised that for the benefi t of the school and 

th e community, school administra tors should motivate teachers. According 

to Miner, cited in Lunenburg & Ornstein (1991 :67), motivation is "those 

processes within a n individua l that stimulate behavior a nd ch a nnels it in 

the ways that s hould benefit the organization as a wh ole." 

Koontz et-al (1 980:634) noted that "motivators may include higher pay, a 

prestigious ti tle, a n ame on the office door, the recognition of people." With 

regard to motivating factors for teach ers in Ethiopia, Aklilu (1 966: 10) has 

pointed out that continuous, persistent, positive treatment of teachers by 
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administrators, favorable working conditions within the school, placement 

of teachers by performance are among the factors which caused the 

satisfaction of teachers under study. 

Principals should learn how to motivate teachers. Dissatisfied teachers 

would not be helpful when principals call for a reform. However, a motivated 

teacher is able to influence the rest of the faculty towards achieving the 

mutual goals of the school and the community in general. 

Praise is a traditionally accepted way of motivating teachers. It usually 

creates a condition in which the praised work even more and influence the 

others to work harder and perform better. Regarding the importance of 

teachers, Ayalew and Mekbib (1 999: 1) have stressed that 

we may build beautiful schools, publish excellent text 

books, and provide luxurious laboratories and other 

materials. These are useful as well as essential 

factors for an education endeavor. However, the 

teacher is the decisive factor in that any educational 

objective could not be realized without teachers. 

Hence, teachers play notably important roles in education. Therefore, to 

keep them motivated, they should be provided with better salaries; be given 

recognition and status. Moreover, their working conditions should be 

improved. The mentioned motivation factors will be discussed in detail. 

A principal should be a good motivator, one who knows how to motivate 

teachers 1I1 performing their duties. He should treat teachers in different 

ways, as teachers may have different personal interests , and is expected to 

set different motivational strategies .. In this regard Sue Law & Derek Glover 

(2000:41) note tha t: 
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motivational strategy has a potential to demotivate if 
used in inappropriate circumstances and motivational 

problems may a rise when there is little fit between 

individuals ' needs and work characteristics. 

Consequently, LIt attempt to devise motivational 

strategies, diagnose of a p erson's basic growth and social 

needs are important: different strategies to satisfy them. 

So it is essentia l that a principal understands that people h ave different 

backgrounds, physica l and menta l capabilities befo re setting s imilar 

motivational strategies. 

2.3.4. Leadership 

Sch ool administrators are expected to provide leadership in important 

educational en deavors such as organization a l planning and goal setting, 

guiding instructions, and mon itoring staff and facilities. Leadersh ip by 

definition "is getting people to wan t to do what needs to be done" (Bennis, 

1994). Bass (1985) defines leaders hip as "the observed effect of one 

individual' s abili ty to change oth er people's beh aviors by altering their 

motivations. " 

Kotter (1 990 : 25) define leadership as: 

set of processes that create organizations in the fi rst 

place or adapts them to s ignificantly changing 

circumstances. Leadership defines what the future 

should look like, aligns people with that vision, and 

inspires them to make it happen despite the obstacles. 

2S 



Leadership roles are driven by different forces such as technical, huma n, 

educationa l, symbolic and cultural aspects (Sergiovanni 2001: 100). A 

school principal with a drive to reform school effectiveness could make use 

of any or a ll of these force s to accomplish his/ her goals. Leaders have a 

particular task of fulfilling the expectations inside and outside the 

organization. 

Leadership becomes particularly important at times of rapid change (Kotter, 

1990). The basic rationale is that effective sch ool leaders are often regarded 

as reform agents. The function of leadership is not only to bring about 

change but to set the direction and to lead people to that change . 

2.3.5. Decision Making 

Making important decisions III schools is often one of the most difficult 

tasks for any principal. It is essential to seek answers to different questions 

before making decision. Hanson (1996:63) argued that: 

The process of making rational decision depends on the 

linking directly related activities the organizational goal 

and policies. This measurement specifies that the goals 

must be precise enough to give definite direction to 

organizational events. 

Making decisions is one of the prime functions of educationa l management. 

Shared decisions making process is important to allocate scarce teaching 

and learning resources, employment of teaching and non-teaching staff. 

(Okumbe, 1998:145). 

Schools can pass important decisions if principa ls and staff have a n amiable 

working re lations hip to come to an agreement. Participating teachers in 

decision making helps promote commitment of greatest achievement. 
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Musaazi (1988:97) suggested th at participation of teachers in decis ion 
making is an important facto r which raises the morale of teachers a nd 
increases their enthusiasm for the school. 

Nowadays, school principals are trying to empower teachers, students, and 
the community in different decision making processes . Empowerment is the 
process by which administrators s h a re power and help oth ers to u se it in 
constructive ways to m a ke decisions a ffecting themselves and their works 
(Sweetland a nd Hoy , 2000). Empowerment is expressed in terms of shared 
decision making processes . Shared decision making enh ances student 
achievem ent s by improving the instructional program and delivery of 
support services . Shared decision m a king is based on the premise that 
people functioning closest to implementation of the poten tia l decision, such 
as teachers, s tuden ts, and the community, make better decisions if they 
participate in making the decision. 

2.3.6. Communication 

Effective communication I S essential for effective managerial practice . Su e 
Law & Derek Glover (2000:89). The success of an organization relies on 
good communications between superiors a nd subordina tes. Communication 
is the process by which information is t ran smitted and received. Bittle 
(1983 : 148) noted "by communication we m ean the passmg and 
understanding of information from one pa rt of th e organization to the 
other". This exchange of ideas and information h elps an organization 
achieve its goals. The life of an organization heavily depends on th e qu a lity 
of communication within it. According to Danielson and Shelton (1 987:40) 
"communication is the life blood of an organization. If we could somehow 
remove communication flow from an organization , we could not have an 
organization. " 
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Communication skills and techniques are necessa ry for e ffec tive educational 

leaders. Effectiveness in communication is the prime indicatOl" of a n 

excellent school leader. Effec tive communication h elps administra tors to 

reach subordinates with instructions, directives, policies; and subordinates' 

tasks, performances, problems, and suggestions reach to superiors . Belete 

(1 99 1: 1) states "it is through effective communication that superiors reach 

subordinates with ins tructions, directives, policies , a nd the like; and 

subordinates' tas ks, performances, problems, a nd suggestions reach to 

superiors." 

Open 'communication helps principals to achieve school goa ls. School 

principals should facilitate upward, downward, h orizontal, and diagonal 

communications to create a convenient atmosphere for teachers to achieve 

higher performances and efficiently carry out their tasks. 

2.3.7. Delegation 

School principals at times find themselves engaged in other ta sks and find it 

h a rd to carry out their regula r tasks simultaneously. Hence they resort to 

finding assistance from other staffs and thus they need to make a decision 

as to wh om to assign certain duties to . 

Delegation is a process of giving parts of a task or authority to other s taffs. 

Musaazi (1982:100) defines delegation as "the process of dividing up your 

total work and giving part of it to your subordinate or subordinates". 

Delegation of responsibili ty and authority should be carried out with utmost 

care to gain maximum advantage. In order to assign the right person in the 

right place, careful delegation process should ta ke into account the s kills, 

knowledge, experience, integrity a nd interests of the prospective individual. 

This is because fina l accountabili ty for the task rests with the person 

de legatin g the authority . (Ubben and Hughes, 1997: 10). 

28 



Delegation enables th e principal to become effective a nd influential through 

full capitalization of the talen ts of his staff. When a principal fails to 

delegate his/own tasks properly, he /she would discover that his/ h er own 

tasks are becoming unmanageable to carry out (Musaazi, 1988: 107). 

2.4. Managerial Skills Required of Principals 

Successful principa ls are expected to h ave basic m a nageria l skills in order 

to fulfill their tasks effectively a nd efficiently. They s hould develop these 

skills for the accomplishment of day to day activities in th eir school 

premises . Katz and Kahn (1 969 :25) a rgu ed that "su ccessful administration 

appears to rest on three basic skill s , which we will call technical, human 

and conceptual. " 

2.4.1. Technical Skill 

Principa ls should develop skills that are technical in nature to p ractice 

managerial functions 111 well organized manner. According to 

Okumbe(1998 : 183), "technical s kills include understanding and being able 

to perform effectively the specific processes, practices, and techniques 

required of speci fi c jobs in a n organization." Additionally, Ayalew (2000:3), 

"technical skill is about specia lized knowledge, understanding, and 

analytical power in th e use of too ls and techniques of specific discipline ." 

Therefore, the principals' knowledge and ability of specific d iscipline 

requires the technica l s kill of the individua l. Since the technical aspects of 

leaders hip reflect the specialized knowledge, tools and techniques that help 

leaders to accomplish th e task at h and. 

Technical skills of principa ls should be manifested in d ifferent activities that 

have technical nature su ch as budget a nd fina n ce, accounting and audi t ing, 
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sch edule m a king, pu rchasing and su pplies. These s kill s are m ostly acquired 
throu gh tra ining (Griffiths, 1956:9). 

2.4.2. Human Skill 

Human s kill is the a bility to work with a nd through others. The critical task 
of school p r incipa ls is to secu re and develop good relation s hip with their 
s ta ff, students, pa rents, higher officia ls, a nd other stakeh olders, in order to 
have a proper working relation ship . This respon s ibility of principa ls involves 
their a bility to work with others. Okumbe (1 998 : 183), define human skill as: 

Human relations skill refers to the ability understand 
school p ersonnel and interact w ith them effectively . The 
human relation skills are important for a principal for 
dealing w ith teachers, students, p arents and others 
school clients . This skill acquired from training and 
expenence. 

Ayalew (2000: 3) defines human skill : 

Human skill is primarily concerned working with people. 
This skill is primarily demonstrated in the way the 
individual p erceives and recognizes the percep tion of his 
superior, equal and subordinates, and in the way he 
behaves subsequently. As such, it requires considerable 
self unders tanding and acceptance as well as 
appreciation, empathy, and consideration for others. Its 
knowledge base includes an understanding of and 
facility for adult motivation, attitudinal development of 
human resources. 
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The success of a school in getting what it expects depends on how much the 

principal is effective in dealing with teachers, s tudents, parents a nd others 

school clients. This implies that a principal spends much of his/ her time in 

dealing with people. Hence, principals should develop human skill s. 

2.4.3. Conceptual Skill 

A principa l having a conceptual skill has a critical observation and 

understanding of general outlook of the school in the teaching-learning 

process. The aspect of school leadership in relation to conceptu a l skill is 

that it mainly focuses on encompassing the organization as a whole: the 

ability to see the big picture, to imagine and to speculate, to envision 

chan ge. Accordin g to Okumbe (1998: 182) "conceptu a l skills involve the 

ability to acquire, analyze and interpret information in a logical manner. 

Conceptual skill requires principals to understand the internal and external 

environment in which they operate. According to Ayalew (2000:3-4): 

Concep tual skill concerns the ability to see the total 

pictures the different part of the organization fit together 

and depend on each other, and how a change in one part 

of the organization can cause a change in another part. 

Any sch ool carries out different obligatory tasks. These different tasks have 

distinctive characteristics but also h ave close re lationship and thus s hould 

be coordinated togeth er. School principals h ave the authority to smoothly 

run a coordination of these tasks . Hence, a principal is expected to have the 

skills to coordina te these different tasks of the school. 
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2.5. Factors Influencing Managerial Practice of Principals 

2.5.1. Training and Professional Development of Principals 

School leadership has a key role in the improvement of a school. 

Educationa l leadership development programs provide certain kinds of 

knowledge and skills a bout leading and m a naging and leaders hip practices. 

School principa ls are front-line managers in charge of leading their team to 

new levels of effectiveness. Leaders hip preparation is important to develop 

skills and knowledge to the learners fo r la ter u se. Ke ller and Keller 

(1993: 127) stated that: 

Knowledge as organized for a particular task can never 

be s ufficiently detailed, sufficiently precise, to anticipate 

exactly the conditions or results of actions. Action is never 

totally controlled by an actor but influenced by the 

vagaries of the physical and social world. Thus in any 

given instance, knowledge is continually being refined, 

enriched, or completely revised by experience whereas 

external action accommodates unanticipated physical 

contingencies or previously unrecalled specifics of the 

activity 

Recent literature on school reform suggests th at principals playa great role 

in the success of strategies to improve teachin g and learn ing process. The 

knowledge they possess h as a great impact; their leader ship guides teachers 

a nd other staff in implementing successful sch ool reform s. 

Lunenburg & Ornstein (1991:478) explained training and developm ent 

as follows: 

Training typically refers to teaching lower level or 

technical employees how to p erform their present jobs. 

Development refers to teaching administrators and 
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professionals the skills needed for both present and 

fUture positions. 

School principals regularly deal with emotions that come from aggressive or 

pleasured parents, students, and staff members. This a common practice in 

principal's school work environment. Hence, principals training should 

include learning strategies to deal with the emotional trouble of the 

principals activities . 

Training principals for restructuring schools should prepare them to 

direct their available resources toward the mISSIOn, goals, and 

improvement priorities of schools . Training helps principals to develop 

technical skills such as material resources identification, purchase, 

information use, human resources management. To achieve these tasks, 

principals expected to take training before they fill the position . Bush 

and Heystek (2006) conclude that training should be extended and 

recommend that "management development for principals should take 

place before appointment" . 

Training principals should integrate learning and work, emphasize action­

orientation, problem-solving approaches to training; focus on the 

development of teams; and be comprehensive, coherent, and continuous. 

(Mojkowski 199 1) 

2.5.2 Societal and Organization Cultural Context of Educational 

Management 

The act of leadership and its organizational context are in separable. 

Organizations cannot be understood without due consideration of the 

culture which constitutes them. Organizational Culture is, as Sergiovanni 
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(2000: 1) stated " .. . the glue that holds a particular school together. With 

shared visions, values, and beliefs at its heart, culture serves as compass 

setting, steering people in common direction .... It provides the framework for 

deciding what does or does not make sense." Hence, the ways things are 

done in an organization are dictated by a cultural practice of the school. The 

reverse I S a lso true; lea ders have a power to influence the practices of 

schools. 

Organizational culture includes a ll the beliefs, feelings, behaviors, and 

symbols that are characteristics of an organization. According to Lunenburg 

& Ornstein (1991:58), "organizational culture is shared philosophies, 

ideologies, beliefs, feelings, assumptions, expectations, attitudes, norms, 

and values." Additionally, Walker and Dimmock (2002 : 16) defined culture 

as: 

the enduring sets of beliefs, values, and ideologies 

underpinning structure, processes, and practices 

that distinguis h one group of people from another. 

Organiza tional culture can influence many administrative functions. Among 

these are motivation, leadership, decision-making, communication and 

change. Organizational cultures can pressure the performance of employee 

a nd organizational success (Lunenburg & Ornstein, 1991 :67). 

Additionally, Sergiovanni and Corbally (1994:106-107) express the 

relationship between leadership and organiza tional culture as fo llows: 

Leadership acts are expression of culture. Leaders hip 

as cultural expression seeks to build unity and order 

within an organization .. . historical and philosophical 

tradition, ideas and norms which define the way of life 
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within the organization and which provide the bases for 

socializing members and obtaining their compliance. 

Organization must adopt a change to achieve its purposes. Owens (1987 : 

205) noted that, "educational organization expected not only to preserve and 

transmit culture, but at the same time they are expected to deal with an 

ever ch anging world ." This is a lso true of schools, where principals have to 

lead the schools to perform consistently within the communi ty to gain 

acceptance of the norms of the school to be successful. 

Detecting changes and new opportunities III a rigid culture is difficult. 

Culture could be a hindrance to innovation because the goodness of things 

carried out by the leader in a certain way become an obstacle when changes 

h ave to be implemented. The reason is that the community has internalized 

one way of doing things (Sergiovanni and Corbally: 1994) 

2.5.3. Socio- Political Context of Educational Management 

To be a successful leader of a school, it is important to understand the 

context of political behavior of the school environment. Schools like other 

fields of public administration, act as political organizations characterized 

by mUltiple interest groups. Educational administrators typically cannot 

exercise their power directly to get things done; rather the administrators 

must obtain voluntary, cooperation, support and good will from others to get 

things done (Sergiovanni and Corba lly, 1984: 109). 

Hanson (1 996:45) argued that: 

Organizations were viewed as hierarchical structure 

controlled from the top by rational procedures, oriented 

towards precise goals, bound together by a network of 
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comprehensive rules, with everything focused on 

achieving maximum efficiency. 

Power stru ggle is natural to edu cation system. The objective of using power 

is to gain control over the system's resources and to transmit political 

ideology of a government or an institution (Hanson, 1996:65) 

The growing community demand for education leads the political leaders in 

Africa to u se education as in strument for their n ational development 

programs and to control the young generation with the believe that "who 

control the young control the future" (Nwankwo 1982:23). Additionally, 

Donald cited in Hanson (1996:65), "schools are politically vulnerable from 

sources inside a nd outside their system for the bas ic reason of their 

stewardship over the young." Moreover, based on the economic points of 

view, educa tion considered by political leaders as a s ingle ingredient for 

economic development, hence education in developing countries is a highly 

political affair. "Educational managers find themselves between divergen t 

loyaltie s to individua ls , parents, governments, and politicia ns who h ave 

often divergent expectation, demands, and values for the school system" 

(Nwankwo 1982:23) . 

African politics leaders have continued to use the state a nd its resources to 

maintain them selves in power. In other words of Tangari (1999 : 11): 

Patronage politics has been integral to post-colonial 

efforts to maintain political control in poor, ethnically 

diverse peasant societies. Yet, although valuable in 

helping to consolidate ruling conditions, the dynamics 

of Patronage relations have proved economically 

highly damaging 
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Genera lly, decision making power of school principals is highly affected by 

the socio-political environment. Allison cited in Hanson (1 996:44) "decis ion 

making process as it takes place within pressured packed, sociopolitical 

system at the highest level of government." 

2.6. Selection and Placement Process of School Principals in SNNPR 

Following a change of government in 1994, Ethiopia has been undertaking 

m ajor reforms in its education a l system. The education reform and policy in 

Ethiopia has developed diffe rent criteria and process of selection and 

placem ent of school principals. The policy instructs to select and assign th e 

most qualified principals to the position. Its major focu s is m a king 

education a l management professionalize. The policy states that educational 

management practices shall be professional, democratic and efficient (MOE, 

1994). Also the trend shows tha t secondary school principa ls were 

appointed through public advertisement on the basis of merits. However, 

currently a shift of practice concerning placement of school principa ls is 

observed . The only explan ation a bout this trend relies on observation that 

qualified and experienced a pplicants a re facing problem to get the position 

to work as principals. 

Kbiret (2004) did her research on "teachers ' perception of secondary school 

principals in Addis Ababa" u sing descriptive survey Method . To accomplis h 

its purpose, her data sources were teachers in one group and principa ls, 

, assistant principals, and educational officers in the other group. From these 

samples, the data were collected u sing questionnaire. The s tudy findin g 

s howed that most of teach er s acknowledge education management as a 

s pecific type of activity, which demands tech nical knowledge a nd leaders hip 

skills. And they stron gly believe that adequate training for principalship 

position is critical and it should participated teachers in the selection and 

placement of sch oo l principa ls. However, the secondary school principa ls ' 
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selection/ placement procedure perceived by teachers, it has no rooms for 

teachers' in developing selection guidelines, discussion on job description, 

and on the selected method of placement. They perceived it as the selector 

decision being as a political appointment. 

The current trend to fill the position has given little consideration for 

previous training on the field of educational administration. As it is 

observed, after the selection and placement process principals may attend a 

one or two-month in-service training on school management. In-service 

training programs are likely to help principals develop and improve their 

administrative skills. However, these programs cannot be the only means of 

training the principals. In-service programs cannot replace pre-service 

training. In-service training programs may be used as a supplementary 

training to the pre-service training. Training programs are sometimes 

criticized for being unsystematic and inadequate in content and coverage, 

lacking follow-up, and failing to address the real needs of leadership (Dadey 

and Harber, 1991). 

Moreover, Bezuayew (1996) did his research on "principals' performance of 

managerial practices in the senior secondary schools of southern and south 

western Ethiopia" using descriptive survey. For this purpose, his data 

sources were teachers and principals . From these samples, the data were 

collected using questionnaire. The result of the study highlighted that, to 

eliminate the rising challenges of education, it demands the need for assign 

the right person for the right position by giving great consideration for 

educational background without ignoring the ministry's rule that conforms 

to minimum requirement B.A degree. 

Principals' performance related with their previous training and rich 

expenence has a big effect on student achievement. Dessalegn (2005) did 
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his research on "The school principal and its relation to students 

achievement in secondary school in western Shoa zone" using descriptive 

survey. For this purpose, his data sources were teachers and Wereda 

education experts . From these samples, the data were collected using 

questionnaire. The study finding s howed that there was strong relationship 

between principals' performance and student achievements. 

The selection process of a prospective principal takes place in different ways 

in different regions in Ethiopia. According to the directive of ministry of 

education (2003), for secondary schools in the SNNPR, the jurisdiction to 

select prospective principals IS m the hands of zonal education 

bureau/ desk. To select the prospective principals, the conference delegated 

a committee are doing the investigation on the training and placement of 

principals. The delegated committee includes the zonal education desk 

chairman, educational program and human resource coordinator member, 

zonal education desk delegated member, two delegated member of teacher 

association and member zonal woman affairs. Finally, the conference passed 

decision regarding school principals' placement. But there is little evidence 

about exactly how these delegated committees do the selection process. 

Its criteria for principalship position required the following requirement: 

• Bachelor degree and above in any educational field of study 

• 

• 

• 

• 

Specified years of experience, and 

The prospective principals must understand and accept to take 

leadership training for the future. 

good result from performance evaluation 

pass satisfactorily both written and oral exam 

After the selection process, elected principals might get short term, on-the ­

job training in educational leadership, their training has always bee n 

incompatible to the ever-increasing responsibility delegated to them, not to 
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mention of the time-borne activities and cyclical reforms that seek the 

principals' attention . Decentralization of educational administration has 

increased the responsibilities of the school principal, a lthough this often IS 

not complemented by appropriate training or authority (Riley, 1999) 

The reality of school administration, management and leadership is critical 

for the success of the school. The effective placements of principals are 

crucial for educational goal achievement. This IS because School 

administrators have full jurisdiction to accomplishing the intended 

educational goals through effective leadership . However, many countries 

failed to do this . UNESCO (1996) no tes that: "Education systems nearly 

everywhere are managed poorly and administered inefficiently". 
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Chapter Three 

3. Research Design and Methodology 

This study was conducted to examine the managerial practice of high 

school principals in Awassa Town related with their qualification, 

experien ce, and skills . To serve this purpose, descriptive survey method 

were employed to assess the m a nagerial practice of school principals. 

This method helps to gather various kinds of data in relatively minimum 

resources. The a ppropriateness of this method to such kinds of study 

h as been stated by Best a nd kahn (1989:88). 

3.1. Population and Sampling Technique 

The main purpose of this study was to investigate the qualification and 

managerial practice of high school principal's in Awassa town. It is, 

th erefore, important to collect relevant information from appropriate 

sources. The population in th e study included principals, edu cational 

officers, teachers and students. Awassa Town h as 10 high schools and a 

total of 23 school principals, 9 educational officers / supervisors/, 408 

teachers and 14,2 11 s tudents. 

All, except the selected four senior secondary high schools were opened 

recently. The sample on which the research fo cused was four experien ced 

high schools . The sample schools were selected purposively (Coh en, 

Manion & Morrison 2000:103) on the basis of their long standing 

experience in the teaching learning process in the area. This h elps to get 

relia ble data fo r the s tudy. Based on this ra tionale , the following four 

high schools were selected purposively as sample . 
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1. Awassa Ta bor Secondary School 

2. Addis Ketema Secondary School 

3. Awassa S .O.S Herman Geminer Secondary School and, 

4. Comboni Secondary School 

Therefore , the selected four sample schools have a total of 10 school 

principa ls, 4 educational officers/ supervisors/, 262 teachers and 11 ,672 

students. 

If the researcher wants to take a sample from popula tion of thirty or 

fewer he/ she should be well advised to include the whole population as a 

sample (Krejcie & Morga n , citied in Cohen, manion, & Morrison, 

2000 : 128). Since the number of principals was less than thirty, it 

included all senior secondary school principa ls (100%), 4 educational 

officers were selected for their individua l responsibility to supervise the 

selected four schools . In addition, the authors suggested the standard for 

determining sample s ize from larger population; out of 262 teachers 

(64%) and out of 11,672 of students (3.1 6 %) were selected randomly as a 

sample. 

3.2. Instruments and Procedure of Data Collection 

While conducting this study, questionnaires a nd document a na lys is were 

employed to collect prima ry and secondary data. 

Questionnaire: Questionnaire was u sed as the data -gathering tool to 

obtain sufficient primary data. Four different sets of questionnaires were 

prepared for school princ ipa ls, teachers, students a nd educational 

officers. Open-ended and close-ended ques tions were prepared and 

translated in to Amharic so th at the respondents could easily understand 

it . 
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The items of the questionnaire were classified under the major 

administrative function (planning, organizing, directing and controlling) 

of school principals . In this case, a Likert type five-point answer scale 

(ranging from very high to very low and strongly agree to strongly 

disagree) under each principal's managerial function were filled by the 

sample respondents. Additionally, the questionnaires included some 

related questions about leadership, administrative power, school 

community relations, and the process of placement of school principals. 

In order to make sure whether the questionnaires were free from vague 

and unclear item, the draft questionnaire were examined by two 

educational planning and management post graduate students on the 

area for comment. The comments were used to improve the clarity of 

statements, grammatical and typographic error, and interpretation of 

instruction to build valid instrument. After the comment, the revised 

questionnaires were administered to the sample population. 

Document Analysis : Besides the above instruments, reliable information 

was obtained from educational statistic documents produced by the 

regional and Woreda education bureau so as to evaluate current practice 

of principals in relation with their recruitment and placement process. In 

addition to this, policy documents such as education and training 

strategy, national and regional guidelines and standards for principal 

selection were checked and analyzed. 
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3.3. Method of Data Ana lysis 

Based on the nature of the basic question, the data collected from the 

respondents were analyzed using percentage and the SPSS program. As 

the statistical tool, descriptive statistics were used. For the a nalysis of 

the data, t-tests were u sed to assess the differences between government 

school principals' and missIOnary school principals' managerial 

practices . 

In all cases, the existing differences were tested for statistical significance 

at a: 0 .05 level in order to tolerate errors that come due to chance . 

In order to know the ac tual p lacement process of secondary school 

principa ls' in the area, ministry of education, regional education bureau 

and school policies and guidelines were checked by using document 

analysis instrument. 

To detect out the potential problems that are capable of affecting the 

practice of principals were collected from li teratures and the school 

principa ls were reque s ted to rank them in order to unders ta nd and 

analyze the problems. 
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Chapter Four 

4. Data Presentation, Discussion and Analysis 

This c ha pter deals with presentation, discussion and a na lysis of data 

obtained through questionna ire. The data are a bout qua lification and 

experience of sch ool principals, covering managerial functions of planning, 

organizing, directing a nd controlling. The data gathered through four 

differe n t sets of questionnaires i.e. for principa ls, teachers, studen ts a nd 

educational officers/ supervisors;' The questionnaires provide the chief 

data for the study. It presents the ideas, views a nd perceptions of 

principals, teachers, studen ts a nd educationa l officers in an a ttempt to 

bring to light the meanings embodied in the research question s . The chief 

research question this study seeks to answer is how teachers, students, 

educationa l officers perceive the manageria l prac tice of school principa ls in 

secondary sch ool of Awassa Town. 

4.1. Background of the Schools 

The study was conducted in two government and two missIOnary 

higschools in Awassa Town . The sample schools were Awassa Tabor, Addis 

Ketema, 8 .0. 8 Herman Gmeiner, and Comboni senior secondary school. 

The schools were selected fo r th eir long standing experience in teaching 

and learning in the area. 

4.2. The Respondents' Characteristics 

In the study, the participants drawn fro m four differen t kinds of school 

s takeholders. These were school principals , teachers, s tudents and 

educational officers. Four sets of questionnaires were distributed for 

school principals, teachers, students a nd educa tional officer s and in 

return , 10 (100%). 183 (9 1.25%). 360 (100%), and 4 (1 00%) questionnaires 
~ 

were fill ed and returned respectively. ~ 
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Table 4.1: Personal Characteristics of Respondents 

No Items Respondents 

principals teachers 
NO % NO oft) 

I Years of service 
Years of service as 
IJrincilJa l 
a) 0-5 years 8 80 
b) 6-10 years I 10 
c) I I-IS years I 10 
Years of service as 
teacher 
a) 0-5 years - - 40 23.9 
b) 6- \0 years I \0 12 7. 18 

c) II-IS years 2 20 22 13.17 
d) 16-20 years 4 40 21 12.57 
e) 2 1-25 years 3 30 36 21.55 
f) more than 25 years - - 46 27.54 

2 Academic aualification 
a) 12+2 - - 8 4.79 
b) 12+3 I 10 II 6.58 
c) B.A IBS.C 8 80 146 87.4 
d) M.NM.sc I 10 2 1.19 

3. Educational stream 
a)educational - -
ad min istrat ion! educational 
planning and management 
b) other fi eld of study 10 lOa 

With regard to the serVlce yea rs of school principa ls a s school 

administrators, 80 percent of the sch ool princ ipals served only five and 

bellow five years as principa ls. Lacking lon ger exposure of th e principals to 

leadership role, m ay pose some set backs in their effectiveness. In con trary 

100 percen t of th e m h ave m ore th a n 5 year s of teaching experience. Hence, 

school principals h ave m ore expen en ce In teaching rather tha n 

administration . Teachers a re one of th e best sources to investigate the 

effectiveness of th e adminis tra tive practices of school principals . Therefore, 

look ing toward s their experien ce is important to get reliable data. Re la ted 
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with their exp e rie nce , 6l.6 percent of teachers have s ixteen and a bove years 

of service. It is found that there were sufficient numbers of teachers and 

administrato r s with longer years of service in teaching. 

With regard to item 2 of table I, 80 percent of administrators were qualified 

for the job sp ecification i.e . first-degree level. In addition to this 10 percent 

of school a dministrators found to be qualified above first degree level. 

Therefore, the d irectives of ministry of education (2004) says that the 

qualification required for high schools principals is to h a ve first degree and 

above in any educationa l s tream. The qua lification standards a lmost were 

fu lfilled by th ose sample high school. Additionally the guidelines talk about 

developing professionalization of educationa l a dministration. But from the 

data we can understa nd that a ny of school administrators did not have 

previous education on educational administra tion to fill the position . As 

regard s the edu cationa l stream, 100 percent principa ls were found subject 

area gradu ates. Principa ls without previous education a bout th e theories, 

principles, knowledge and skill of educa tional management h ave limited 

contribution for quality education . 
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Table 4.2: Teachers' Perception of the Principals' Managerial Practice 
Related with Planning 

Items School VB B MO L 
type 

No NO (Yo NO % NO (Yo NO % 

1 G 13 11 .3 33 28.7 49 42.6 16 13.9 
M 19 36.5 19 36.5 8 15.4 - -

T 32 19. 1 52 3 1.1 57 34 .1 16 9.6 
2 G 5 4.3 44 38.3 34 29.6 16 13.9 

M 14 26.9 21 40.4 9 17.3 5 9.6 
T 19 11.4 65 38.9 43 25.7 2 1 12.6 

3 G 10 8.7 16 13.9 33 28.7 34 29.6 

M 22 42.3 23 44.2 5 9.6 - -
T 32 19.2 39 23.3 38 22.7 34 20.3 

4 G 19 16.5 28 24.3 42 36.5 IS 13 .0 
M 12 26.9 22 42.3 10 19 .2 4 7.7 
T 33 19.8 50 29.9 52 31.1 19 11.4 

5 G 10 8.7 17 14.8 23 20 34 29.6 
M 11 21.1 24 46.1 12 23.1 2 3.8 
T 2 1 12.6 41 24.5 35 20.9 36 21.5 

6 G 8 6.9 20 17.4 31 26.9 3 1 26.9 
M 12 23. 1 14 26.9 17 32.7 6 11.5 
T 20 [? 34 20.3 48 28.7 37 22.1 

7 G 18 16.5 26 22.6 40 34.8 17 14.8 
M 16 30.8 15 28.8 IS 28.8 3 5.8 
T 34 20.3 4 1 24.5 55 32.9 20 11.9 

VB = very high; H = high ; MO= moderate; L= low; VL= very low 
G= government schools; M= missionary schools 

VL 

NO 0/0 

5 4 .3 
6 11.5 
II 6.6 

IS 13.0 
, 

5.8 J 

18 10.8 
20 17.4 

2 3.8 
22 13.2 
13 11.3 
2 3.8 

15 8.9 
32 27.8 
3 5.8 
35 20.9 
26 22.6 
3 5.8 

29 17.4 
14 12 .2 

3 5.8 

17 10.2 

In evaluating the performance of the principa ls regarding to managerial 

practices as pla nning, teachers rated m oderately and above moderately 

on four out of seven m anagerial functions of planning. As indicated in 

the table, encourage pa rticipation of staff and students in developing 

overall school plan , implementing and monitoring th e school 

improvement plan with teac hers, and effective human resource planning 

are rated above the average. The abi lity to p lan with staffs able school 

administrators to go in line with the current management thinking. The 
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democratic nature of this kind of a structure, it is required that 

principal's work co-operatively and as a team, since it invites teachers, 

support staff, and students to participate in school affairs . Working 

together with Staff, students and school administrators is critical to 

bring positive and effective implementation of school programs. This 

helps to identify problems, monitor and implementing changes and 

generate effective communication among a ll members of the school 

community. 

In contrary, plan for staff meeting in advance, plan for emergency 

response to protect the safety and welfare of students, staff and school 

facilities and property, and designs a system of communication to 

provide timely sharing of information are rated moderately and below 

moderately i .e . 56.3%, 63.5% and 68.3% respectively. 

Plan for staff meeting with staff in advance is vital for proceeding well 

different school activities. It enables staff to spend their time working on 

things and to bring important resources and ideas for the meeting. This 

eventually brings the success for the meeting. This activity is possible if 

there is effective communication in the school. 

Additionally, the purpose of making immediate plan is to provide 

emergency preparedness. Response in the teaching learning process IS 

critical to protect the safety and well-being of students, staff and 

property of the school at the time of an emergency. However, again the 

majority of teachers rated low and very low planning for emergency 

situations. If schools don 't have a school emergency plan in partnership 

with public safety agencies, including law enforcement and fire, health , 

mental health it might be difficul t to react effectively for school principals 

in time of chaos. 
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Table 4.3: Teachers Perception of the Principals' Managerial Practice 
of Planning in Govemment and Mission Schools 

Std. t 
Item no School type Mean Deviation 
1 G 3.29 0.99 

M 
3.21 * 

3.87 1.25 
2 G 3.07 1.1 1 

M 3.73 1.14 3.54* 

3 G 2.69 1.1 9 
M 

8.21 * 
4.2 1 0.91 

4 G 3.22 1.21 
M 

3.04* 
3.81 1.05 

5 G 2.46 1.29 
6.26* M 3.73 1.03 

6 G 2.59 1.21 
4.56~ M 3.50 1.1 5 

7 G 3.15 1.22 
3 . 66~ M 3.29 0.99 

Note: * significant at 0.05 level. 
MTg: mean score for government teachers 
MTm : mean score for miss ionary school teachers 

When we compare managerial practice of school principals between 

government and missionary schools as rated by teachers in related to the 

planning aspect of managerial function, the result of the computa tion t ­

test in table 4.3 indicates that there are s ta tis tically s ignificant 

differences between missionary school teachers a nd government sch ool 

teachers in a ll cases . As can be seen from the table, missionary school 

teachers mean score IS higher than government sch ool teachers, i.e. 

fai rly above the average (MTm: 3.29-4.21) in all planning managerial 

functions. 

* Through out the text the mea n score are interpreted as follows. 
4.00 and above = high 
3.50 and 3.99::;= fairl y above the average 
3.00-3.49 = an average and sligh tly above the average 
2.00-2.99 = bel lo w the average ( poor) 
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On the other ha nd , government teachers mean score s h owed their principal s' 

ma nageria l practice below the ave rage (MTg: 2.46-2 .69) on 3 of 7 ma nage ria l 

prac tices a nd fa irly above the average (MTg: 3 .07-3 .50) performing 4 of the 7 

ma nagerial prac tices . The table result s hows there is signiflcance difference 

between mission school principa ls and government principa ls 1I1 the ir 

m a n ageria l practice of planning from teacher's points of view. 

Table 4.4 Teachers Perception of the Principals' Managerial Practice 
Related with Organizing 

Items School VH H MO L VL 
type NO % NO % NO 0/0 NO % NO 

No 
8 G 25 21.7 34 29.6 28 24.3 17 14.8 I I 

M 20 38.5 24 46.1 4 7.7 4 7.7 -
T 45 26.9 58 34.7 32 19.2 21 12.6 I I 

9 G 11 9.6 31 26.9 20 17.4 34 29.6 19 
M II 21. 1 14 26.9 6 11.5 10 19.2 11 
T 22 13.2 45 26.9 26 15.6 44 26.3 30 

10 G 20 17.4 20 17.4 33 2S.7 25 21.7 17 
M 14 26.9 IS 34.6 7 13.5 9 17.3 4 
T 34 20.3 38 22.8 40 24.0 34 20.4 21 

II G 2 1 18.3 39 33.9 40 34.8 8 7.0 7 
M 18 34.6 12 23.0 22 42.3 - - -
T 39 23.3 51 30.5 62 37. 1 8 4. 8 7 

12 G 14 12.2 24 20.8 46 40.0 20 17.4 11 
M 20 38.5 17 32.7 10 19.2 3 5.8 2 
T 34 20.3 4 1 24.6 56 33.5 23 13.8 13 

J3 G 12 10.4 16 13.9 38 33 .0 31 27.0 18 
M 13 25 23 44.2 8 15.4 6 11.5 -
T 25 14.9 39 23.4 46 27.5 37 22.2 18 

14 G 10 8.7 16 13.9 30 26.1 43 37 .4 16 
M I I 21.1 19 36.5 12 23.1 10 19.2 -
T 21 12.6 35 21.0 42 25.1 53 31.7 16 

15 G 9 7.8 15 13.0 30 26.1 44 38.3 17 
M 8 15.4 18 34.6 17 32.7 6 11 .5 3 
T 17 10.2 " 19.8 47 28. 1 50 29.9 20 JJ 

16 G 9 7.8 26 22.6 36 3 1.3 30 26. 1 14 
M 9 17.3 18 34.6 13 25.0 7 13.5 5 
T 18 10.7 44 26.3 49 29.3 37 22.2 19 

5 1 

0/0 

9.6 
-
6.6 
16.5 
21.2 
IS.0 
14.S 
7.7 
12.6 
6. 1 
-
4.2 
9.6 
3.8 
7.8 
15.7 
-
10.8 
13.9 

-
9.6 
14.8 
5.8 
12.0 
12.2 
9.6 
11 .4 



Items School VH H MO L VL 
No type NO (X, NO .1.., NO (Yo NO (X) NO 'Xl 
17 G 7 6. 1 22 19. 1 32 27.8 36 31.3 18 15.7 

M 11 21.1 18 . 34.6 1 1 21.2 9 17.3 3 5.8 
T 18 10.7 40 24.0 43 25.7 45 26.9 21 12.6 

18 G 18 15.6 22 19.1 37 32.2 24 20.9 14 12.2 
M 12 23.1 19 36.5 1 1 21.2 6 11.5 4 7.7 
T 30 17.9 41 24.6 48 28.7 30 18.0 18 10.8 

19 G 16 13 .9 20 17.3 28 24.3 33 20.0 18 15.7 
M 10 19.2 16 30.8 13 25.0 9 17.3 4 7.7 
T 26 15.6 36 21.6 41 24.5 42 25.1 22 13.2 

As can be seen from the table, teachers rated principals' performance as 

moderately and above moderately on in 8 out of 12 organizing functions. 

Particularly, organize and coordinate materials and facilities before school 

opening (80.8%), organize the administration of test (91.0 %,), provision of 

contemporary books and materials for the library (78.4%) and effective 

communication with the communities (71.2%) a re rated by the 

respondents respectively. 

On the other hand, teachers rated principals moderately and below 

moderately performing the practice of organizing recreational facility for 

teachers (59.8%) , organizing staff to solve problems (68.9%), orgamzmg 

s taff to bring school cooperation with government and non- government 

institutions to get the necessary support (68.3%) a nd keeps personal 

feeling from damaging working relationships (65 .3%). 

Organizing recreational facilities has Equal importa nce to teachers and 

students in developing academic potential and to increase motivation level 

and maturi ty . This ena bles Students to pa rticipate in a cooperative 

exploration of inte llectua l issu es and to develop new perspectives a nd 

enthusiasm fo r intellectua l and artis tic endeavors. 
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Collaborating and working together as a team with each partner of the 

organization can work smarter, share important information, and build a 

collective set of resources, to get what school wants. There has always been an 

understanding that to help students succeed in school-to-work programs they 

need to have a first-class education and effective work force organization . 

Developing a partnership with government and non-government organs will 

lead to a more inclusive vision. These practices of school principals are critical 

to connect the school with teachers, students, parents and other stakeholders. 

The fai lure to creating communication with internal and external environment 

hampers the proper implementation of responsibilities within the school and it 

results in loss of obtaining good ideas and inputs to improve school 

performance from the external environment. 

Table 4.5: Teachers Perception of the Principals' Managerial Practice 
of Organizing in government and Missionary Schools 

Std. 
Item no School Type Mean Deviation t 

8 G 3.3913 1.24742 
M 

3.987* 
4.1538 .87188 

9 G 2.8348 1.26304 
M 

1.086* 
3.0769 147988 

10 G 30087 1.30112 
M 

2.541 * 
3.5577 1.27439 

11 G 3.5130 1.06264 
M 2429* 

3.9231 .88220 
12 G 30870 1.12050 

M 
4.718* 

3.9615 1.08396 
13 G 2.7652 1.18714 

M 
5.30* 

3.7885 .99679 
14 G 2.6609 1.14621 

VI 5431* 
3.5962 .96781 

15 G 2.6087 1.12932 
VI 4.382* 

34231 1.07277 
16 G 2.8783 1.13283 

.VI 
2.522* 

3.3654 1.20504 
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Std. 
Item no School Type Mean Deviation t 

17 G 2.6870 1.13451 
M 

4 .135* 
3.4808 1.17974 

18 G 3.0522 1.23433 2.475* 
M 3.5577 1. 19498 

19 G 2.9391 1.27900 
M 3.3654 1.20504 

2.444 * 

Note: * significant at 0.05 level 

As a comparative analysis of managerial practice of school principals 

between government and missionary schools, like the planning aspect of 

managerial function the organizing aspect of managerial function, all the 

t-test scores were significant at the .05 level between missionary school 

teachers' rate and government school teachers' rate. Missionary school 

teachers mean score is high and fairly above the average (MTm: 3 .07-

4.1 5). 

Inversely, government school teachers, mean score indicate that they 

perceived and rated their principals below the average (MTg: 2.60-2.93) 

on 7 out 12 organization functions. specifically, the mean score showed 

that, organize recreational facilities (2.83), organize the co-curricular 

activity (2.76), orgamzmg staff to bring school coop eration with 

government and non- government organs to get the necessary support 

(2.66), organize staff to solve problems (2 .60), maintaining adequate 

personal relationship (2 .87), keeps personal feeling from interrupting and 

damaging personal rela tionships (2.68), and hearing the views of others 

people he /sh e working with (2.93), were rated in particular. 
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Table 4. 11 , Sch oo l administrators were asked to rank mClJor problem s 
that influence their administrative affa ir. For this purpose , the possible 
major p roble m s that might a ffect the managerial task s of the principals 
were assumed based on the results of different litera l a nd research 
works. These problems were ranked by the principals based on their 
severi ty or mildness on their managerial functions . Then the m ajority 
rate for each specific problem would used to give rank. 

As indicated in table 4.11 item 8, 80 percents of school principals 
specifically rated lack of sufficient budget as the first problem in their 
schools. Budget is the most important ingredient for school success. 
Without sufficient budget it is difficult to play education its vita l role for 
the nation generally, and accomplish the stated manageria l functions 
effectively for principals in pa rticular. Education funding h elps to 
guarantee a transmission of qu a lity education for students . The 
government and communities should participate in to prove different 
school activities. Communities will have more opportunitie s to participate 
in their schools . In essen ce the ministry of education intention sh ows 
that, partly schools should back by their local communities, while 
increasing state education funding. 

Problem ranked second is lack of motivation of teach ers. Motivated 
teachers do th eir jobs enthusiastically towards fulfillin g the expected 
goals. The complete utilization of teacher 's optimum effort and e nergy 
requires that they respect their profession and that they are satisfied 
with it. Generally , less motivated teachers a re likely to perform their 
expected duties less satisfactorily . This may eventually lead to th e loss of 
quali ty education totally. We can genera lly argu e that schools can 
achieve their objectives with more motivated teachers than anything else. 
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As indicated in table 4 .11 item 6, 70 percent of school principals put 
problem of working collaboratively with staff and community as third 
problem for thei r managerial practices. In many schools teachers work in 
isolation, administrators try to accomplish tasks a lone and the 
responsibility for implementing new ideas fa lls to individuals. However, 
working collaboratively, that is, teamwork has many advantages over 
working a lone. Teams can be better at solving problems, have a highe r 
level of commitment, can help implement an idea or plan more 
effectively, a nd can generate energy and interest. Building effective teams 
does not happen by accident. It takes time, skills and knowledge. 
However, Leaders can msplre, motivate and support colleagues in 
different school activities. 

Problems ranked fourth and fifth seem to have some degree of similarity. 
Lack of trained and supporting staff is reported to be as fourth problem. 
Staffs with their talents, their ideas and their performance are critical to 
any organization's success today . The ability to adapt, ch ange and grow 
is an essential part of what it is to be talented. Additionally, Lack of 
training for the general staff ra ted as fifth problem. It might be ha mpered 
the activity of a given organization. The development of talent is a prime 
responsibility of a ll school principals and educational offices. It is not 
possible to implement the intended school plan with out developing 
capable and skillful human resources. 

Problem ranked sixth is related with lack of teaching and learn ing 
m ateria l. Teaching and learning materials that have been developed to 
give teachers explicit guidance for the accomplishment of classroom 
program. The need for these materials is that teachers need more 
assistance than is currently available through the materials provided. 
Otherwise it will be difficult for teachers to give and students to follow 
instructions. 
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Problems ranked seventh a nd eighth seem to have some degree of 
s imila rity. Both poss ible problems a re related with whether decision 
making is influenced at the Woreda level or whether there I S open 
communication a nd collaboration with Zonal / Wereda educational 
bureau. From the ta ble , we can infer these are the leas t manageria l 
problems for school principa ls. Since power is decentra lized at the grass 
root level, th ere is little intervention from the higher a uthority. On top of 
th at, principals' chann el of communication seem s open to colla borate 
with Zon a l/ Wereda education a l bureau. 
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Table 4.12: Students' Pel'ccption of the Pl'incipals ' Managerial Practices 

I tellls school Vl-I H MO L VL 
No type NO (Yo NO % NO % NO 0/0 NO IX) 

I G 24 13.3 22 12.2 33 18.3 56 3 1.1 45 25.0 
M 10 5.6 13 7.2 17 9.4 40 22.2 100 55.5 
T 34 9.4 35 9.7 50 13.9 96 26.7 145 40.3 

2 G 13 7.2 2 1 11.7 32 17.8 37 20.6 77 42.8 
M 13 7.2 17 9.4 40 22 .2 3 1 17 .2 79 43.9 
T 26 7.2 38 10.6 72 20.0 68 18.9 156 43.3 

3 G 19 10.6 42 23.3 39 21.7 45 25.0 35 19.4 
M 15 8.3 18 10.0 35 19.4 3 1 17.2 8 1 45.0 
T 34 9.4 60 16.7 74 20.6 76 2 1.1 116 32.2 

4 G 23 12 .8 22 12.2 39 21.7 42 23.3 54 30.0 
M 36 20.0 29 16.1 29 16. 1 40 22.2 46 25.6 
T 59 16.4 51 14.2 68 18.9 82 22.8 100 27.8 

5 G 26 14.4 22 12 .2 44 24.4 48 26.7 40 22.2 
M 54 30.0 58 32.2 28 15.6 24 13.3 16 8.9 
T 80 22.2 80 22.2 72 20.0 72 20.0 56 15.6 

6 G 32 17.8 28 15.6 50 27.8 39 21.7 3 1 17.2 
M 41 22.8 47 26. 1 46 25 .6 27 15.0 19 10.6 
T 73 20.3 75 20.8 96 26.7 66 18.3 50 13.9 

7 G 52 28.9 39 21.7 3 1 17.2 34 18.9 24 13.3 
M 69 38.3 48 26.7 24 13.3 23 12.8 16 8.9 
T 121 33.6 87 24.2 55 15.3 57 15.8 40 I I. I 

8 G 12 6. 7 30 16.7 54 30.0 50 27.8 34 18.9 
M 57 31.7 38 21.1 42 23.3 19 10.6 24 13.3 
T 69 19.2 68 18.9 96 26.7 69 19.2 58 16. 1 

9 G 13 7.2 24 13.3 53 29.4 35 19.4 55 30.6 
M 27 15.0 30 16.7 50 27.8 38 2 1.1 35 19.4 
T 40 1 1. 1 54 15 .0 103 28 .6 73 20.3 90 25.0 

10 G 19 10.6 28 15.6 34 18.9 45 25.0 54 30.0 
M 47 26. 1 39 21.7 36 20.0 32 17.8 26 14.4 
T 66 18.3 67 18.6 70 19.4 77 2 1.4 80 22.2 

II G 20 11. 1 2 1 11.7 34 18.9 43 23.9 62 34.4 
M 36 20.0 28 15.6 42 23.3 31 17.2 43 23.9 
T 56 15.6 49 13.6 76 2 1.1 74 20.6 105 29.2 

12 G 28 15.6 35 19.4 44 24.4 35 19.4 38 21.1 
M 23 12.8 16 8.9 45 25.0 35 19.4 6 1 33.9 
T 5 I 14.2 51 14.2 89 24.7 70 19.4 99 27 .5 
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Items school VH H MO L VL 
No type NO 01«, NO °It, NO 0/0 NO % NO '% 
13 G 16 8.9 38 2 1.1 59 32.8 28 15.6 39 21.7 

M 42 23.3 36 20.0 48 26.7 30 16.7 24 13.3 
T 58 16. 1 74 20.6 107 29.7 58 16.1 63 17.5 

14 G I 14 63 .3 45 25.0 14 7.8 7 3.9 0 0.0 
M 138 76.7 29 16 .1 4 2.2 7 3.9 2 1.1 
T 252 70.0 74 20.6 IS 5.0 14 3.9 2 0.6 

15 G 44 24.4 36 20.0 31 17.2 47 26.1 22 12.2 
M 127 70.6 25 13.9 13 7.2 9 5.0 6 3.3 
T 17 1 47. 5 61 16.9 44 12.2 56 15 .6 28 7.8 

16 G 14 :78 17 9.4 22 12.2 32 17.S 95 52.8 
M 18 10.0 32 17.8 49 27.2 30 16.7 51 283 
T 32 8.9 49 13.6 7 1 19.7 62 17.2 146 40.6 

17 G 41 22.8 55 30.6 34 18.9 31 17.2 19 10.6 
M - - - - - - - - - -
T 41 1 1.4 55 15 .3 34 9.4 3 1 8.6 33 9.2 

In light of the above results, when we examine the managerial function of 
school principals based on students perception, endeavor to develop a nd 
furnish the school library with relevant and contemporary m a teria ls , 
ability to provide textbooks and instructional materials timely, 
commitment to motivate s tudents towards their academicals 
achievem en t, readiness to h elp students in different s itua tion , u ses 
regula r systems of notification for students to focu s on attaining student 
achievem ent goals, controls the punctuality and attendance of the 
s tudents regularly, and the a bility to coordinate regular class room 
instruction in case of fai lure of the plasma television instruction 
program a re rated moderately and above moderately. Particularly, 
Controls the punc tua lity and attendance of the students regula rly and 
taking fast disciplinary measures against the misbehavior of students to 
create conducive climate for learning are rated 95.5 and 76.6 percent 
respectively. 

As a regulation of the schoo l, students are expected to be present for 
each regularly sch eduled class session. The principals directly m a n age 
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the a tte nda nce of s tudents in the school. This encourages s tudents to 
attend school regularly and to be punctual to lessons a nd tutoria ls, so 
that they will be able to take full advantage of th e edu cationa l 
opportunities a va ilable ; it seem s they viewed the principals to perform 
th is practice well. 

In addition to the above, principals take immediate action for those 
students, whose behavior sh ow disrespect for others, including 
interference with all teaching and learning process will be subject to 
disciplinary action. In general, taking fast disciplinary action will help to 
correct the misconduct a nd to encourage a ll students to adhere to their 
responsibilities as student in the school. 

The other hand, provide opportunities fo r s tudents to participa te m 
developin g the overa ll school plan , Organize recrea tional facility for the 
students in the school, Organize the provision of counseling service to 
students, involve the students in decis ion making that directly affect 
them in the teaching learning process, Prompt in response to students 
request, Have deep sense of caring and a concern for s tudents, gives 
individual assistance to students with academic or beh avioral problem s, 
able to facilitate conducive environment for disable students to 
pa rticipate in special education programs, and the ability to provide 
computers and other informa tion and communication technologies are 
rated modera tely a nd below modera tely. Particula rly, provide 
opportunities for studen ts to participate in developing the overa ll school 
plan and organize the provision of counseling service to s tudents ra ted 
80. 3% and 82 .2% of students respective ly. 

Nowadays, the new approach in developing th e overall school plan 
recommended the Principal to work together with Staff, students and other 
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concerned bodies to iden tify p riorities and to establish well developed 
school mission, vision and goal. To solve the challenge and transforming 
the school into well developed learning environment students, should work 
cooperatively to build solid school plan. A series of satisfaction surveys, 
together with other data, ind icate that a llowing s tudents in developing 
school improvement plan has s ignificantly improved students morale. 

The da ta su ggest th a t the counseling provis ion is weak in the sample high 
school. The da ta a lso indica te th a t the perception of the students related 
with role of sch ool counseling services by educational professionals 
inadequate . Nowadays , cou nseling service IS becoming increasingly 
important in helping s tudents in the teaching learning process. The 
philosophy tha t underpins is that taking care of both hea r ts and minds of 
student is and guiding young adult developmental stages during which 
a ssis tance is som etimes very helpful. Additionally, counseling s ta ff provide 
aca demic and social support to students specia lly who a re not fami liar 
with th e sch ool environmen t. 

Table 4.13: Students Perception of the Principals' Managerial Practice 
in Government and Mission Schools 

Std. 
Item no School type N Mean Deviation t 

1 G 180 2.5778 1.34104 
M 180 1.8500 1.1 9344 

5.439* 

2 G 180 2.2000 1.30062 
M .081 180 2.1889 1.28936 

3 G 180 2.8056 1.28636 
M 180 4.433* 2.1944 1.32908 

4 G 180 2.5444 1.36730 1.887* 
M 180 2.8278 1.47921 

5 G 180 2.7000 1.33245 
M 6.608* 180 3.611 1 1.28328 
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Item no School type N Mean 
6 G 180 

M 180 

7 G 180 
M 180 

8 G 180 
M 180 

9 G 180 
M 180 

10 G 180 
M 180 

11 G 180 
M 180 

12 G 180 
M 180 

13 G 180 
M 180 

14 G 180 
M 180 

15 G 180 
M 180 

16 G 180 
M 180 

17 G 180 
M . 

Note: * significant at 0.05 level 
Mgs: government school students mean score 
Mps: mission school students mean score 

2.9444 

3.3556 

3.3278 

3.7056 

2.6444 

3.4722 

2.4722 

2 .8667 

2.5167 

3.2278 

2.4111 

2.9056 

2.8889 

2.4722 

2.8000 

3.2333 

4.4778 

4.6333 

3.1833 

4.4333 

2.0167 

2.6444 

3.3778 
-

Std. 
Deviation t 

1.34007 

1.27556 
2.981* 

1.42535 
2.591 * 

1.33996 

1.16092 
6.159* 

1.37995 

1.25262 
2.906* 

1.32193 

1.34320 

1.40562 
4.907* 

1.35691 

1.44430 
3.347* 

1.36144 
2.892* 

1.37183 

1.24802 
3.178* 

1.33747 

.80123 
1.838* 

.80432 

1.38013 

1.04694 
9.681* 

1.31801 

1.32708 4.503* 

1.29527 
-

As comparative analysis of students' perception towards managerial 

function of school principals, the result of computation of t-test in table 

4.13 indicates that there are statistically significant differences between 

missionary school and government school students in evaluating managerial 

practice of school principals. As can be seen from the mean score, 

government school students rated bellow the average (2.01-2 .94) principal 

performance on 14 of the 17 managerial practices and high and fairly above 

the average (3.18-4.48) on 3 of the 17 managerial practices i.e. controlling 

th e punctuality of and attendance of the students regularly, taking fast 
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disciplinary m easures against the misbehavior students to create conducive 

climate for learning, ability to coordinate regular class room instruction in 

case of fa ilure of the plasma te levision instruction program 

On the other hand, missionary school students' mean score indicate that, 

endeavor to develop and furnish the school library with relevant and 

contemporary books , articles, and journals (3 .61), ability to provide 

textbooks and instructional materials timely (3.35), dedicated to motivate 

students towards their academicals achievement (3 .70), readiness to help 

students in different situation (3.47), have deep sense of caring and a 

concern for students (3.22), uses regular systems of notification for students 

to focus on attaining student achievement goals (3 .23), and controls the 

punctuality and attendance of the students regularly(4 .63) are rated fairly 

above the average on 7 out 17 managerial functions of school principals. For 

item number 17, missionary school students rated nothing, because plasma 

television instructions do not take place in their respective school. 

Table 4.14: Educational Officers/ Supervisors Perception Principals' 
Managerial Practice 

Items VH H MO L VL 
No % % % % 0/0 

I 50 50 - - -
2 50 50 - -
3 75 25 - -
4 25 75 - - -
5 - 75 25 - -
6 25 50 25 -- -
7 25 50 25 - -
8 25 50 25 - -
9 25 50 25 - -
10 25 75 - -
II 25 75 - - -
12 25 75 - - -
13 25 50 25 - -
14 25 50 25 - -
15 - 75 25 - -
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In ligh t of the above results, when we examme the manageria l function of 

sch ool principa ls based on the view educational experts/ supervisors in a ll 

sample sch ool they rated moderate ly and above modera tely in performing 

managerial practices . Pa rticularly, Ensures that school goals are a ligned to 

sch ool di strict goals, Collecting, a n alyzing, a nd u s ing data to identify school 

priorities, Pa r ticipate in master planning for district growth in terms of 

sch ool improvement programs, Aligns a ll resources (monetary, staff, time , 

a nd staff d evelopmen t opportunities) to maximize atta inment of sch ool 

improvement priorities, Communicates with decision m a kers outside the 

sch ool, Provides report and communica tion of the sch ool to the education 

office and school committee are rated high a nd very high. Gen erally, relies 

on the a bove data, most items a re more or less is related with the activity of 

principals out side the school boundaries . Regula rly th e District office 

instructions com e to school. Hence , the relation ship of school principals 

with the external environment is critical to bring inputs for the school to 

accompli s h its task. It seem ed the majority of school principa l devoted their 

work to adminis tration , participated in district goal setting process , 

mobilization of fina n cial and m ateria l resources, the development of 

contacts wit h other institutions and organizations. 
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Chapter Five 

5. Finding, Conclusion and Recommendation 

5.1 Finding 

~ Regarding the required educational qualification for principa lship 

position, 100% of secondary school principals wh o were assigned 

for the secondary school of Awassa town were subj ect area 

graduates . 

~ Concerning principals years of expenence, 80 % of the school 

principa ls served only five and bellow five years as school 

principals. 

~ Mission school teachers rated their principals higher in their 

managerial practice of planning, orgamzmg, directing, and 

controlling more than the government school principals. 

~ Unlike the other managerial function i. e. planning, organizing, 

and directing that showed significance difference between mission 

and government school teachers' mean score, was found to be 

high and fa irly above the average (3.13-4.63) in relation to the 

variable controlling function. 

>- Students' perception towards their school principals' leadership 

role showed that , principals' performance regarding different 

manageria l function, was rated below the average in 14 out of 16 

managerial practices. 

>- Studen ts' responses showed that there is significance difference 

between mission and government students. As shown in the 

findin gs, government school students rated principals' 
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performance bellow the average (2 .01-2.94) on 14 of the 17 

managerial practices and mission school students rated high and 

fairly above the average (3.23-4.63) on 8 of the 16 managerial 

practices. 

>- As shown in the findings, principals rank budget as a major 

problem for their administrative tasks. Additionally, lack of 

motivation of teachers was ranked second. 

>- 44 .9 % of teachers were not agreeing with the current appointment of 

principals based on merit and competition and 54.4 % of teachers 

believed that the method of prospective sch ool principals' placement 

involves official's appointment rather than other school stakeholders. 

>- Concerning principals' managerial practice from education al experts 

point of view, principals were rated as high and above average in all 

the managerial functions. 

5.2 Conclusion 

>- Possessing adequate knowledge and skills of leadership IS 

perceived as a ground base which has great power to discriminate 

leadership practices/performance between trained and untrained 

principals . The Ministry of Education manual stated about 

developing professionalization of educational administration. 

However, from the data we can infer that, any of school 

administrators did not have previous managerial education to fill 

the position. 

74 



» Lacking longer years of service m different managerial activities, 

may create complication and obstacles in their effectiveness. 

Experienced principals create a more conducive environment than 

inexperienced one's to the teaching learning process. Such 

environments mcrease teacher commitment, participation, and 

sense of ownership. 

» Missionary school principals showed better performance in all 

managerial practices. There might be two reasons for this: first, the 

size of the school. Mission schools are small in size and thus it 

might be easy to create communication with teachers and students 

a nd administer the day to day activities. Second, this might be 

related with that missionary school give better remuneration for 

principals than government counter parts. This might drive them 

to work hard and achieve better. 

» The study revealed that, principals were more effective in 

communicating their objectives with outsiders. Hence, the 

relationship of school principals with the external environment is 

critical to pool resources for the school to accomplish its objective. 

Smooth and healthy communication with outside school 

boundaries h elps school principals' to make administrative tasks 

simple. Additionally, it enables them to mobilize financial and 

material resources for school goal achievement. 

» It is clear that there is a problem of funding the education sector in 

developing countries including Ethiopia. Education sector requires 

huge amount of resources from different direction. However, 

without sufficient budget it is difficult to think education play its 

vital role for national development in general and accomplish the 

managerial functions effectively in particular. 
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~ Less motivated teachers are likely to perform their expected duties 

less satisfactorily . This might lead them to leave their jobs in any 

possible time for other jobs. This may eventually lead to the loss of 

the most experienced teachers to other professions. The utilization 

of teacher's optimum effort and energy requires motivation and 

satisfaction towards their profession . 

~ Generally, the rapid cha nges tha t a re taking place In the society 

exerts enormous p ressure on schools and their management. 

Principals should adopt new way of understanding in order to 

cope-up with these organizationa l complexities through modern 

way of managers' edu cation. Principa ls' competence in a ll aspects 

of management functions can he lp schools to develop their 

capacity in building responsible citizen for better future of the 

nation . 

5.3. Recommendation 

~ This study has shown that a ll school principa ls did not have 

previous knowledge a nd skills in educational administration. It is 

important for the Ministry of Education to give special atten tion to 

the implementation of professionalization of educational 

administration. Modern a dministrator requires intense s tudy a nd 

understanding in the field of educational administration. The 

knowledge they h ave, the strong leadership they provide for the 

school, and the ongoing professional suppor t they give to teachers, 

students and the community at large is important fo r the overall 

development of the schools. Therefore, principals should appoint 

through public advertisement on the basis of m erit. 
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system with teac hers and the school community before passll1g 

decision. This is h elpful for effective implementation of the 

decision. 
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Appendix I 
Addis Ababa University School of Graduate Studies 

Institlltion of Educational Research 
Qucstionnaire to be tilled by teachers 

Purpose 
The main objecti ve oj' thi s quest ionn aire is to co ll ect primary data for the 

study on manageria l practice or secondary school principals in Awassa 

Town. This questionnaire to be use ful and accurate, it is important that you 

answer each question as thoroughly and frankly as possible. 

Instruction 
a) no need to write your name 

b) Please complete thi s part of the quest ionnaire by putting an 'x' sign 

against your response . For items that require opcn answer write down 

in the blank spaces cOITesponding to the questions 

Part I 

General info/'mation 
1. Name of the school _ _ _________ _______ _ 

2. Type of the school 
I. Gove rnmenl 
~ . Pri vate 

3. Academic qualification 

I. TTl I 
2. 12+ I I 
3. 12+2 
4 . 12 13 

4, Educational stream 

i 

I 
I 

I 
I 

5. B.A IBS.C I I 
Ii. M.AI M.sc I I 
7. Others -.----------

I. Educationa l admini stration (educational planning and management) / I 
2. Other 

S. Total \Ta rs of sc nicc 
I . 5 yea rs and belo\\ / I 
2. 6- ID ' l'a rs 

.i. I I - I 5 years I 
-I I (, -: 0 yea rs ' 

) 2 1-25 years I I 
6. More than 25 I I 



No 

1 
2 

3 
4 

5 

6 

7 

8 

9 

10 

11 

n 

13 
14 

15 
16 

17 

18 

19 

20 

21 
22 

ParI II 
Pl ease read each item care full v and ind icate to what extent your schoo l principal 
practi ce the ad III i ni strat i ve i'ullc tions in your school by making ' x ' in the box 
against the choi ce (i .e ., ve ry lo w, lo w, mediulll , hi gh, and very high) 

N.B. VH= vcry high , 1-1 = high, MO= moderatc, L= low, VL=vcry low 

. ~~---- . - -- --" - .~ ...... -- -.. . . - ---~- ..... _-
Managc ri~11 practices 

--- -- .- - "_. ~._._.- -- ---._--- -_ .... 
Principal managc"ial practice a 11Iling 

.0 __ •• __ • -_ .. _------_._--- .. _-
Encourage partic ipation ?i staftj u 

s pia 

l ei st 
19 th 

l'-de nt~i'l.gevei opi l~.()Vera ll school plan 
Plan, implementing and monitoril e schoo l improvement plan with 
teachers . __ . __ . 
Pl ans for swff mc~ t i ll ~ in "d, '<ln( l 
Effecti ve to make human ,.esourc 
di stribute fair load amon!.! teac her - --- - - .. .".. _ .. _ •... -

l' pial 
S. 

-_._-------

.. -- --- ... ---_. 
mi ngo or personnel planning to 

........ _._- -_ .. _-_ . ... __ ._-, _. 

plan for to provide emergency re se to protect the safety and welfare of spon 
s and 

on th 
1 wit 
e sci 
bura 

students, stan' and school fac il iti e propen y 

Designs a system of communicat i at prov ides fo r the timely, 
responsible ~hari,~.o f infor~12.ati o l h staff .. --_ .. -- ------ ._._._--- _._- --._-_ . 
Develops a master schedule for th 100 1 to maxi mize student lea rning by 
providing for .ing.i\'idy al 31: .0.E?II<I ~.~y~ -'2 ~~~.J~[~ i ng .. I ~ ) ~~\.~~ I} _ ~.~~~~ her 
Principal l11ana gcr ial J.l.rl~ct ic e ." 
Organize and coord inate material 

Organize recreational facility fo r 

~ o.r_g 
s and 

anizino 
--.--.--~-- -----_._----
facili ti es befo re the schoo l o pens 
-.--
taff and students in the schoo l. 

Organize and coordinates the task 

the s 

s o f' 

st 

hoo l 

committee( d iscipli ne. examinat ion, etc) 
_0_- __ . - ----- --- _._ .... .. 

Organi ze the administration o f te. 
-

Makes the pro per P J'(\\ is ion lur 'c li bral,\, wilh rei n ant contemporary 
books or other re lated mate ri als. _ _ ___ _ •• fi _ _ 

- - -_._-. - -- - --
Organize the co-cLl rricu l a~_ acti\'i ti ~s - --- -------. 
Makes the provision for the scho( II CO l llllli ttee to establish cooperation with 
uovernmen l and non !!0VCrnmenl c -
necessary. ~~ppor: 

Organi z in l! sta£f t:.> c"' I' c' pr~bklll 
Maintain adequate interpersonal r 
good worki ng re latio n __ .. ______ 
Keeps personal feeling from inter 

Effective in hi s/her relat ions with 
-_.-

s 
d ati 

ll S. so that the schoo l sct the 

. - - . ---_. 

- ---_. .. -. _._._. 
on with associates to create 

. -.- -_.-- --- -. -- ------- . ---_ . 
ng and damag ing personal 
. _._._ -- _.--"------ -- .. 
'o ll1 ll1unity 

rupti 

the c 

re lationship 

To hear the :- ic",s,,2£l hc pc<?pie II 
Prin cipal manageria l rract if l' a 

clsil l. 
, Dil 

wo r~ ing wit h . ---- . 
·ec ting/ Leading 

- ~----
. . - .- .-

Consult and Giv ing adequa te int,) nnat lO ll lo r teachers bel'o re mak ing Decision 
------ . "------- ... _- -- ---- .. ---

Seek to co llect data before passi n \I dec 
~. -_ ',:; i Ol~,< Da.~:~riv~.ec i s io ll making) 

Empower and pass responsibili tie S Ic)]- teachers in the school organizati on 
-- - - _. - -. - ... 

VH H MO L VL 



No 
23 

24 

2S 
26 

27 

28 

29 

30 

31 
32 

33 

34 

35 

36 
37 
38 

39 

40 

- - - _ ._-
Principal managerial pradic 

. " ... -- -
Instructs the staff on hll \\' di ITe rel 

----_._._-

l' as I 
11 dut 

)ircctin u / . .. __ 0 

ies shou ld 
-_._--

I , l'] l_(!~lg . ... _---
be performed 

._ ._. 

Instruct and guide teachers to pr' epare lesson plans and prov ides counseling 
when needed --- .--~ ---- ---
Lead the d'l\- III dav rcgular ac ti v ,r the sc hoo l 

- -c-=- ---- - - -
Int1uence stall 10 Ihe success of I 

it ie's ( 

he sci lOol and he/she assumes leadership 
responsi bi I ilic's ---- -- .. _- ---

Effecti ve 10 ,ake Ihe people he/sl rking with along with where he/she was 
heading ----- ------_ .. _--------_. 

Dedication for Staff deve lopmen t prog ram to improve the teaching 
process 
lead thei r school thro ugh the goa 
ach ievement data is anal yzed_ illl 
actions for change are i _'~~~<::_<? : _ 
Initiate and create an atmosphere 
teaching and learning environme 

-
Il g process "' ,,-hi eh stucient I-,ctti 

pnl\1;. 'me nt areas are identilied and 

Ihat 
nt 

_ . . __ ._-----_ .•.•. _------_.-.---
is co nducive for a successful 

------- - -----_. 
Sees co-operation w ith teachers, oti va ting factor. 

learning 

Maintain strong working culture_ -o mote 
IS am 

$ to pi moti vati on for high achievement 
or the students and the school -- -.--~~--

Dedicated to motivate teachers- I 
maintaining an effect ive schoo l. 

...... - ._----- -_. --- .. _ ... 
Readiness to he lp tea~ h ers_.9nd .st 
Principal managerial practice, 

----_. -
\Llrk or creating and 

uck 111 

IS CO 

_ ... _- -------------_ .. _---,. 
s .. _-_._--- - ...• ... __ . __ ... _._ . 
ntrollillg 
---

Evaluates the competenc ies of te aehe r $ 

- --
Controls tl!eyun~~'.9 I_ i_ ') of Ih". le ·s r5'l\:r I_~ IX ----- .....• __ ._-
Checks re1!ularl v teac hers- Icssol 

...... - - ~ .. - ----

ad l eI 

1 pi lIli 

I hose 
_ ..... _- .- - . _.- ..•. -

Gives credit. prai se_ or puni sh to responsible for their jobs 
--~ _ ... _-" - - -~--. -... -- - _ ..• _.- - -- -- -

Monitor the adm ini strati on of tes ls i.11l ( I exam i nation 
------ . ------_.---_ .. . _-- -----

Eval uating teachers in the class r ._---- - - ____ _ _____ .0_. __ oom 

-

V 1-1 1-1 MO 

Part Ill: st rateg ies and mcthods employcd in thc se lection and placement of 
school Princ ipals' 

Listed below are few statcill ents re lated to recruitment, selection and 
placcment slI-atcg ics 01- sc hool pcrsonm:1. Please indicate your agreement or 
di sagreement hy check in g a check Illark 'x' in one of the boxes provided 
corresponding to cach stateillent. 

Anchor: 
SA= Strongly Ag ree 
A= Agree 

l lD= Ulldccidcd (unce rtai n) 
1) = Disagree 

SD= Strongly Disagree 

L VL 



no 
41 
42 
43 

44 

----_. 
Hems _._--_ .. .-

schoo l principa ls art 1l1 0:~ I11pelilion 
sc hool pl~in cipal, arc 1110: 

JJi ke1y' aEI)o in t<.:~I_ti.'--" 1~01~lased ~o 
sl like" "ppo inlc9 lw highcryflicial 
lin<Jlillg candidall:S ( pro s p~di v l' PI' 

s 
.-

The respo nsi bilil\' ui" non ineipa ls) 

li es on: leachers, sUPP9~~ s~a tT. sllIclt: nl,s. ~lI:~ p'~:c_r!~~ _______ _ ....... 
T he c urrent sc hool pri nei pals select ion crileria l"ul lill req uire ment in 
terms of Sk ill s, ab ili ty, et c. -

SA A UO 

45. Pl ease slale your comment abou t overa ll probl e ms a nd possible solution of 
se lection and placement or secondar'y sc hool principal s. 

0 SO 



A ppcnd ix 2 
Addis Ababa lJ nivcr's ity Sc hoo l of Graduate Stud ies 

In s tit lltion of Educationa l Rcsearch 
Q ues tio llnai r'c to bc fill ed by pdncipals 

Pu r pose 
The main obj ective of thi s study questionna ire is to collect infom1ation about 

possihl e probl cms that h indered the manage ri a l practi ce of school principals 

in A\\'assa Town. T his quest ionnaire to he use fu l and accurate , it IS 

important that yo u answer each question as thoroughly and fra nkly as 

poss ible. 

Instruc tion 
a) no need to write yoUI' name 

b) Please complete thi s part of the questionnaire by putting an 'x' sign 
aga inst yo ur response. For items that require open answer write down 
in the blank spaces co rrespo nd ing to the questions. 

Pa r t I 
G enera l in form a tio n 
1. Name of the school ______________________ _ 

2. Type of t he school 
I. (juvc l'l1l1l ent 
:2. Pri \ 'atc 

3 . Acade mic q ualifica ti o n 

TT l I 
") 12·1· I / 

-' . 1212 
-1. 1 2 1 ~ 

4. Ed uca t io na l s trca m 

./ 

I 
I 
I 

S. B A IBS.C I I 
6. M.AI M .sc I / 
7. Others 

I. Educational adm ini stration (educat iona l p lanning and management) I I 
2. Other 

5. To ta l H a l'S of se n 'ice 
I) To ta l years o f scrv ice as p rin ci pa l 

I. 5 \ea r, 'Ill" hel.,\\ ; I 1- 15 yea rs I 5. 21-25 \ears I / 
2.6-10 \ ,'a I'S / -1 . i(,·20 ycars I I 6. More than 25 I I 



2). Total yea rs of service as teacher 
1. ) y..:a r;-; ~ lIl cl hell)\\ / I ~ . 11 - \) Yl'ars 
2. 6-10 \ cars I I .1. I (,-20 years 

Part II 

I 
I 

~ . 2 1-25 years / / 
(l. Mo re th an 25 / / 

Instruction: Rankin g o r 8 possib le manage ri al problems faced by school 
adm ini strators in the overa ll management or the senior secondary schoo l. 
Would vou rlease rank th em according to the extent to wh ich these 
problems aftect you r practi ce in the schoo l. The range extends from 1st 

(serioLis prob lems) to ~'h (kast se ri oLi s problems) 

No 

I 
2 

3 

4 

5 

6 

-
7 

8 

----
Possible pro blems 

_ _ _ ___ _ l " --1·~_2."_~_-_-l_3 il Ition o f teachers i 

~e c1 t ea~ it~_' _:1(1 .-1----1

-

.- -
Lack of moti v, 

- -
Lack 01' t rai l 

, 
-

~.-. 

.2':Pt'orting stat 
Lack of trai n ing for teache rs. 

land principa ls . supporting stat 
.-.,._----- ----- ---_. 

, 

Lack of teacl l ing and learning 
ma te ria ls (tex t books. etc.) _._--\-._--- - -
Decision ma k Ill g pr{lce~s IS 1 

hi gh ly iniluci lccd al lana I! 
Woreda le ve l -,- ---------
Proble m of wo rking 
co ll aborati ve ly with stafr and 

nit\ school co mmu 

I Lack o f collal 
COI1lIllU n i cat i () I 

lorat ion (l1lU open 
1 III proh1em 

so lvi ng wil h the I.o nc 
education~de l Ja rtmenl -.-- - . -
Lack of s ullie ient budget 10 run 
the schoo l acti vi ty 

I-- --i .-.-

1 

-

---
1 

I I 
---. -- 1--- ·1 

_.J_L 
-

Ranks 
4'" 5'" 

i 

Please s tate , if yo u haH any otiter additi on a l prob le ms to th e above. 

6'" 7111 8'" 



Please state, how do yo u cop with the e, istin g manager ial problems'! 



Pu l'pOSt' 

Appendix 3 
Addis Ababa lI ni vcl's ity School of G raduate studies 

I nsti til tion of Ed Ilea tional Rescarch 
Qucstionnail'e to be filled by I~ducational Officers 

The main objective o r thi s lj uesti onnaire is to co ll ect primary data for the 
study on manageri a l pract ice of secondary schoo l princ ipals in Awassa 
Tow n. Thi s quest ionnaire to be use li.d and accurate, it is important that you 
answer each qucstion as thoroughl y and !"rankly as poss ible. 

Instruction 

a) no need to write your name 

b) Pl ease complete this pal't of the questionnaire by putting an ' x ' sign 

aga inst your respo nse. 

Part I 

General information 

1. Namc of the school 

Part 1\ 
Instruction: Please I'cad each itcm ca re fu ll y and indi cate to what extent in 
your woreda sc hoo l pri nc ipa l practi ce the adm in istrati ve activ ities in their 
respecti ve schoo ls by mak in g 'x' in the box against the choice (i. e., very 
low, low. mcd iu m. high. and Icry hi gh) 

N.B. VII = vcry high, 11 = high , \10= moderate, L= low, VL=very low 

No . ___ .!!.C.'.1lS _, .... _____ ._ .. _ _ ~\2ill 
I Ensures that schoo l goa ls are ali gned to schoo l 

di strict g(l als 
2 Collec ting. ana l ::- Li ng. i.\ lI d w.,j llg dala 1u 

Ideill i ry sc hoo l prio ri liL" 
3 I'a l"li c ipatc in maSler p la llll in ~ lor dis lriCi growth 
f-_t- I.r~ IC.':'115_ of sc hool_impro\ e lll e l:lpr~gy~ms . 
4 Aliglls all resources (monetal"\". staff. lime. and 

sta rf de ve lopmelll OppU 1"111 nil i es) to ma.\ i III i ze 
a \[ aillll1~nl o r schoo l illlpnn L'111c n l prillrilie :-; _. -,---

I 
I 
I 

I 
I 

I 
! 

H MO L 

., --f--- . 

... 

VL 
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