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ABSTRACT 

. . 
., .-. .-

This study was undertaken to assess the level 
of effectiveness of senior secondary school principals 
in Ethiopia as they predispose their influence over 
their staff both in task performance and group 
satisfaction (morale) activities. The analysis was 
based on the application of Halpin's 'Behavioral' 
model. 

A rigorous statistical procedure was employed 
on the data derived basically from the perceptual 
ratings of the three independent groups that bear a 
direct impact on the principalS leadership rQle. 
!he outcome of the data analysia revealed that, fewer 
principals were on the 'trans~~tional style' with the 
largest proportion emphasizing a consideration behavior~ 
perhaps affecting school effectiveness. 

On the whole, the findings showed that factors 
significant in school leadership are centred around 
student enrolle~ent size, staff motivation, principals' 
manag~ent training, and the attitudes of the '!Iork 
groups towards the power of the principal. 

It was thus suggested that to improve the leadership 
capacity of principals the present status of schools 
with respect to ever increasing enrollement, lower 
staff morale, and bottlenecks in finance and facilities 
must be tackled adequately before individual principal's 
excellence and effectiveness can be realized. 
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CHAPTER I 

1. THE RESEARCH BACKGROUND 

1.1. Background to the Problem 

A social organization is established with definite 

goals and objectives,. Any organization til tLmately produces 

a certain out-put in the form of a commodity or public 

service that is intended to benefit a given target population 

at various levels. Whatever the product the organization as 

an 'open system interacting with its environment,1 could 

survive and develop when it is dynamic, flexible, adaptive 

and innovative so as tOo lead to and cope with changes. 

Once an organization is made to exist there is the need 

for comDetcnt management or administration to guide and co­

ordinate the efforts of the work group so as to keep the 

system going. The educational system is a service organization. 

Just like any other social system it is hierarchically 

structured with the desired formal relationships between and 

within the central administration and the basic units. Along 

the over- all system of the educational ladder there are school 

systems each independent and yet knitted together to fit into 

one complex system. The secondary school, for instance, forms 

a basic unit and a system by itself. 

For the achievement of system goals, in this case the 

effective implementation of the school's program, the school 
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administration plays a pivotal role. This does not preclude 

the other components like the quality and commitment of 

teachers, the relevance of the curriculum, and the adequacy 

of educational facilities. Rather, it is to emphasize that 

.pp~opri.te organization (i.e., task or role assignment), 

coordination (through departmentation) and control (or 

evaluation) by the pricnipal is highly essential. 

The central role in the organization of the school is 

played by the principal. Blase asserts, "Among all school 

administrators the principal is now seen as having the 

greatest impact on teacher performance and student learning 

and, as a result, is being held more accountable for 

educational outcom.es. ,,2 Although not an all-decisive factor 

in the success of the school, he is mainly the initiator of 

plans (structure) and the integrator of all activities 

particularly in maximizing group performance. Group effort, 

thus, is directed and controlled effectively when there is 

competent leadership in the school. 

Effective principalship is, in general,a function of 

adopting the appropriate leader behavior contingent on the 

school condition. Pailure to engage in appropriate leadership 

behavior would lead to subordinate action to be dysfunctional 

rather than become productive and satisfied. Thus, the ma~ 

'as the prioni,al goes so goes the school,.3 

It is evident today there exists problems in the achievements 
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of school systems in Ethiopia. 4 Part of the problem may be 

attributed to the poor leadership of those charged with the 

task. Conditions in Ethiopian schools are changing very fast. 

There is rapid increase in student enrollment, and despite 

the meagre budget, inadequate facilities and less motivated 

teaching staff there is more and more demand for service from 

the school by the authorities as well as the public. To all 

the demands and expectations principals always feel highly 

concerned and would be faced to act one way or another. But, 

do they behave or act appropriately? This is the baSic 

question that initiated this study and that led to the testing 

and verification of the various derived hypotheses (stated 

under section 4.2.3 of Chapter IV). 

1.2. statement of the Problem ----- --

The purpose of the present study is to investigate 

secondary school principal's patterns of role behavior as 

perceived by themselves and two other referent groups in 

Ethiopia, that is, the teaching staff and the immediate 

superiors in the Regional Office. 

In the investigation the five hypotheses (as expressed 

on page 107) have been tested statistically. They refer to 

effects of training, school size by enrollment, staff 

motivation, and above all the perceptions of the different 

groups that explain the leaders' behavior patterns. 
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1..3. .!!!!P9~tance of the Study 

A&ong othe~ things~ a school principal has the primary 

respons,ibili ty of lIIaximizing the perforlilance of teachers who ' 

are central in the teaching-learning procesa~ In order to 

ensure higher perfor&ance of the work group and induce extra 

effort ,a&ong th~ tea~ers~the principal &ust influence 
- . 

favourably all his subordinates beyond hia position power. 

The degree of hia influence ia related to a given behavio~ 

pattern when he attempts to lead his group. 

The general purpose of this study was to analyze and 

understand the phenomena of leadership in senior secondary 

schools and thus contribute to theory arid policy formulatihn 

regarding it. Specifically~ the study addresses itself to 

the rationale stated hereunder: 

a) The, compilation of infor&ation, on prevailing patterns 

of principal role behavior is important for practioners in 

the field of educational ,ad&inistration to learn the real~tl 

and strive for adopting the appropriate leadership behavior 

in a giVen school setting. 

b) It will also reveal to those aspir1n8 for , the post 

the social end environmental pressures they will be confronting 

and thus vary their style according to the 8i tuation. The 

study will, in general, increase the awareness of principals 

as, to how they would be _people-eziented in reconcilation '111 th 

task structure,. 
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c) ' It might also provide suggestions to the concerned 

authorities some considerations for future development of 

leadership in schools at secondary and even at primary level. 

d.) Although the study does not claa to be . rigorous or , 
extensive ·the researcher believe. that it would contribute 

to the li terat'ure on· Ethiopian educational leadership and 

initiate some ihe.ight for further study. 

This research has attempted to investigate the leadership 

role behavior of principals as: perceived and evalullted by 

themselves, the school staff and their superiors specifically 

the Regionlll Deputy Manager for Academic Affairs and the 

Chief Inspector. It also examines the main functions thllt 

make the prinoipal lin effective leader of his school. 

The study has been delimited to government senior secondary 

schoolS. The other non-government secondary schools (that is, 

public, private or mission) are excluded from sampling mainly 

due to variations observe,d in employment, superviaion and 

resource capllbilities. Accordingly, on the basis of the 

sllmpling procedure followed in~hapter III the twelve senior 

secondary schools taken as study sample units were: 

• Menelik II and S,ebeta "Senior Secondary Schoo1.s in Addis. Ababa 

Administrative Region; 

• Haile-.«arialll MdO and Sheno S.eriior Secondary Schools in 

North Shoa AdministreUve Begion, 
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• Rotie andHaik Senior Secon~ary Schools in South. Wollo_ 

Administrative Region, 

.' Nazreth and Debrezei t Senio~ Secondary Schools in East Shoa . 

Administrative legion, 
. . 

• Awasa and Aleta-Wondo Senior Secondary Schools in Sidamo 

Administrative Region, and 

• Asela and Didea Senior Secondary Schools in Arsi AdlniJlistratlve 

Region. 

The sample regions are confined to areas. within the 

vicinity of Addis Ababa due to manageability of data gathering. 

Primary data is obtained from ~uestionnaires distributeill to 

the principals, their academic staff and their superiors in . .. ' -. 

the respective regions. 

1~5 Limitation of the stu!!z 

The researcher had intended to make the survey from a 

wider school distribution throughout the country. Howevei"~ 
, 

due to problem of accessibility and cost constraints on the ' 

one hand and a tense political milieu on the other fewer 

samples have been taken. 

Available literature on the status of principalship in . 

Ethiopia has been very scanty to provide the ground for 
D 5 

t~ough research. Nevertheless, a modest a~teJl1pt has been 

made to discuss some of the critical problems in secondary 

school leadership and then suggest feasible solutions. 
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To increase the value of this study the need for better data 

and more extensive survey would have been helpful and as 

such future research aloll8 thia line should focus on this 

lim! tation. 

1.6 Definition of Terms Us~ 

The followil!8 terms are used throughout this study as 

opel' a ti,onally defined hereunder. 

Behav ior - In psychology it refers to "anythinB a 'person 

or' 'aniJnal does that can be observed in sOllie ~ay"6 while in :. 
" 

managelllent a !.21! __ .;;b""eh;;;s..;,v.;.l.;;,· ""or;;, is def ined as ''an actual performance 

of an incumbent of a position ••• ,,7 To be precise, "l'eader 

beha.,ior refers to specific acts which a leader engages ill --
while directing or coordinatill8 the work of his group.n8 Thus, 

operationally defined, a ~rinci~l's behavior is what he does 

(act or say) with reference to his role as leader of the 

school and that can be observed by his staff in t)le course of 

their interaction towards go~l achievelllent. 

Leadership - It means "a process of encouraging and 

helpil!8 others to work enthu~is.tically tOVlard objectives'!? 
. 

In the context of this study it refers to the behavior of 

the principal by which his staff is influenced to achie.,e 

school goals in.,a . specific situation. 

'lJ,tyle' and 'effectiveness' are the terms often used as, 

Q,uali.fiers of leadership. "A leadtr8hlp style 111 the behlivior 
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a leader exhibits while guiding organization members in 

appropriate directions.,,10 'Style' is an identifiable 

behavior pattern in relation to the principal's prefered way 

of acting ~ithin his group while the term '~ffective leader­

ship is marked by followers being motiv.ted to do what the 
, . 11 

leader ' indicates." Thus, 'effective leadership style' can 

be used as a conceptual term to describe a distinct style 

whose outcome in group performance is desirable or productive. 

Perception - It generally "refers to a person's iJunediate 

experience(aw~rene~s) of thewo;ld.,,12 Here, it stands for 
, ' 

, . ~ ~ . . 
opinions (attitudes) formed and expx~ssed by someone about 

, , 

the behavior 'oractfons of the principal. What can be 

observed about a principal's role behavior can be in'terpreted 

differently by a certain group in an organization. Thus, we 
~ -. - .... 

say staff perception, REO perception or self-perception of 

the principal leader role' behavior or his leadership style. 

Principal - ' "The administrative head and professional ' 
-

leader of a s,chooli. division or unit, such as a high school ••• 

usually carrying a teaching load in small ones.,,13 The term 
- -

designates to the formally appointed, executive head , of a 

senior secondary school. The principal as "school head is 

formally charged with control of 'the internal organisation, 

management and discipline of the ~choOl,."14 In various other 

literatures15 we may encounter these -s~o~ymous terms like 

schoo~ 'director', school 'administrator', 'school head', 

or 'head-teacher' . 
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~ - It is an organization term that refers to 

"the set of expected behaviors associated with anindividual'e 

position in a group.,,16 In this research, it means a pattern 

of actions related to the various tasks of t4e principal in 

dealing with his staff or other relevant groups. A principal's 

role therefore, corresponds to his executive powers as leader 

in a senior secondary school. 

~enior Secon~~2£hool - A school system following the 

elementary school solely established to offer general (not 

technical) education courses to students from grade n~e to 

twelve. 17 An alternative term used by others may be 'senior 

high suhool'. 

This thesis contains tive chapters. Chapter one provides 

introductory statements on the rationale, scope and method of 

the study. Chapter two is devoted to a review of the related 

literature with a section on the Ethiopian school settings 

viz-a-viz princlpalship. Then, the third chapter reports 

the procedures pursued during the empirical survey as dictated 

by the research design. Moreover, it specifies the conceptual 

models adopted and the main variables considered. In chapter 

four the data gathered is statistically mainpulated so as to 

~ake it palatable for objective judgement. Finally, chapter 

five summarizes the investigation upon bringing forth the 

findings obtained, the conclusion drawn and then the 

recommendations made . 
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o H A. PTE B I I 

2. REVIEW OF HELA'lED LITERATURE 

. .' .. -.~. _ .......... --". 

This study is concerned with aspects of leadership styles 

as it applies to secondary school principals. In order to 

proceed with the theoretical constructs this part of the 

research starts by making an .attempt to answer the following 

queries: What is leadership? How important is it to an 

organization ? What are the factors that contribute to the 

variations in leader behaviors? How do we relate organizational 
, 

effectiveness to specific leadership styles? What is the 

state of principalship in Ethiopia? A critical review of 

the literature. thus. may provide some satisfactory answers 

to these questions and may also show the knowledge gap ' until 

the present. 

. 
Leadership is a key organizational function that binds 

the activities of the work group or groups towards the 

achievement of organizational goals. It can be considered 

as the heart of organizational machinery 1Ii thout which task 

accomplishment is difficult, if not, impossible. 

As an organ of primary responsibility the leader must 

influence others to carry out the various teaks of the 

organization as intended. Without the active guidance and 
C b-ul II 

direction of the leader goal achievement :~~.F'·'not be 

optill1ized or the organization may even stagnate. Despite 

the written policies that provide the same working rules, 
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procedures and influencing rights for persons. in the role 

position, different leaders tend to vary in their practical 

application of leadership. 

Broadly conceived, the practices and processes of 
L 

leadership as a function vary ~ong organizations depending 

on the uni~ue demands of the socio-politioal and economic 

set-up of the particular institution. Moreover, the act of 

leading is typified with the personal preferences (idio­

syncracies) of the role incumbent for whi~ leadership styles 
, . 

vary among different people even under similar organizational 

situations. Put in another way, no two ·leaders behave exactly 

alike while performing their role. This implies that there 
" 

are a range of possible leadership options. 

With respect to school leadership the Variations or 

consistencies in the work behavior of principa~s can be 

explained upon reviewing the relevant theories alongside 

conducting empirical research pertinent to education. The , 

emphasis in this study would, therefore~ be to examine actual 

leadership practices and thereby determine the appropriate 

behavioral orientation (style) most effective for a given 

senior secondary school system in. this country. 

To elaborate the fundamental issues it is the purpose 

of this section of the thes1.s to present the discussion on 

leader role behavior under four major topics with their 

underlying subdivi~ons. Thus , the main issues relate to 

general conceptions of leadership, the major leadership 
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theoriee, the nature of principal role behavior, and some 

aspects of principalship in Ethiopia. Some highlights on 

all of these idees are presented below with particular 

reference to administrative practices in education. 

2.1 An Overview of the Conceptions of LeadershiE 

2.1.1 Basic ConceEtions in Administration 

Leadership cannot be conceived apart from management 

or administration; they- are "closely related conceptually- and 

practically- ••• each having an influence on the effectiveness 

of the other ._1 Within the context of a formal leader in an 

organizational hierarchy the concept of leadership refers to 

his attributes and actions. A holistic perspective of 

leadership can actually be viewed in terms of the following 

four elements: as a status position, as a focal person, as a 

function, and as a process. 2 Of these, special emphasis is 

to be laid on the process: of _ the interpersonal relat~ons and 

actions of the leader among ~is work group (i.e., hia 

subordinates) rather than on the details of his managerial 

01' administrative functions. 

Needless to say, leadership occurs in a social 

organization such as a public school, a hospital, a business 

enterprise, a military institution, etc., each of which is • 

definable unit on its own. owens3 identifies the major 

components of any social system to comprise stru~ture, taske, 

people and techniques each of which is a subsystem by itself . 
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These components (refer to Pigure 1) 81'e 'then, linked 

together and utilized in the interactive pro'ces's to produce 

the intended out-put, that is, a product or service. 

Figure 1 

, , Interactive Sub-syst~ in Complex Organization 

__ ---~- A S,ocial ..;;"-----__ 

Techn°Il~ ~1 Structure 

Task ~ ~ People 

"------ Organizstion----------~ 

Source: ---
Adapted from H.J. Leavitt, "Applied Organizational 

Change in Industry: Structure, Technological and ' 
Humsnia~ic Approach,~ , in B.G. Owens, (1987), Ortanizational 
BehaVior in Education, Prentice-Hsll, Inc., Eng ewood 
oliffs, New Jersey, p. 77. 

Constituting part of the people (work group~ subsystem, 

a leader in a formal organization occupies the pivotal or 

central position in a hierarchical structure. He/she is 

then granted with the formal authority to exercise power 

over others in that organization. ObviOUSly, in lIiOSt cases 

an organizational structure shows the ~anager or the 

administrator at the top ,to occupy the leadership position. 

In an attempt - to lead the group. with V81'ying frequency, 
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the leader must actually carry out the managerial functions 

of planning, organizing, co-ordinating, communicating, 

deciding, and controlling. In Gregg's terms these functions 

constitute the basic components in th~ 'administrative process,.4 

But not all managers and admjnjstrators are leaders in their 

own right. A leader role goes beyond the task of performing 

the administrative duties. Influencing others for better 

results rather then merely attending to the daily activities 

underlies the difference in the leader's role. 

If one would like to clarify the ambiguity in the meahing 

of these three terms it can be put as follows: 'Administration' 

has the connotation of governmental or other non-profit 

organizations whereas 'management' has been mainly attached 

to bUSiness - enterprise~.5 In contrast to a managerial or 

administrative role, 'leadership' focuses much less on routine 

duties to which his assistants would attend to. But the 

leader persists- on attempt,ing ,to influence the employees to 

strive to achieve better performance and higher morale. 

_ Of course, 'leading' is narrower in scope than managing 

but -deeper in effect to deal with behavioral issues. It is 

simply an influencing function. and of all the tasks of the 

leader motivating workers is critical and the most difficult 

one.6 In sum, leadera are not strictly administrators or 

managers. Good leaders are very close to the organization 

and to their work group whose influence is instrumental to 

development and group satisfaction. 
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The leader with all the available resources and power 

is expected to help his , group carry out its activities. Ths 

real power of a leader asOwens7 states, is that which is 

voluntarily granted by the group in the first pl ace and then 

the members accept his or her influence and direction by 

shared agreement. An influence power of the leader goes 

beyond vested authority and the strict organizational rules. 

It is expeeted that the leader tries to change or illlprove 

methods and procedures in some signifieant way to result in 

better performance and improved lIlorale. What is important 
--

in leadership conceptualization is that the designated leader 
, 

has the IIlOSt influence, devotes lIlore time, and is the most 

responsible person to his .~n group or his organization at 

large. 

--
On the basis of the foregping premises it is generally , 

argued that leaders have subs.tantial impact on ,group perforlllance. 

Better group performance lIlay be determined, among others, by 

the appropriate leader role behavior. Thus, identifying the 

pattern of leader behavior that is most appropriate to a given 

organization at a specific time remains the central issue in 

leadership theories and research. 

2.1.2 Reflections of Effectiveness 
----~--~---~----~~~ 

To say that organizational success depends partly on its 

leadership is not to over-emphasize the matter. More often 

than not, the achievement of an organization is attributed 
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to the effectiveness of the leader. Leaders are, thus, 

answerable to the end results of group performance. Mitchell 

illustrates this idea as follows: 

When a business v,enture, a university, or 
an athletic team is successful, it is the 
president or coach that often received 
credit, · when failure occurs, it is usually 
the same gndividual in the lOp that is 
replaced. . ' 

Nwankwo9, likewise, asserts that an organization or the 

groul!~' reflects the image of i ta~ leader. Hence, the maxim, 

'as the leader so the group' may. often hold true. 

Leader influence is not the sole determinant of 

organizationaloutcomes.10 Intact, there are other situational 

variables that have an impact on group performance and morale. 

These v.ariables may ca~egorically be included under intra­

organizational and external factors that together constitute 

the nature of the task, technology, workers ability and 

motivation, interest of pressure groups and other conetraints. 11 

While various input variables may account for the success 

of the 'organization the proper functioning, integration, and 

achievement lie ' within the reach and capability ot the leader. 

If he/she is well equipped with the required leadership 

skills (i.e., human, technical and conceptual) and elioits 

the behavior gratified by his/her subordinates it is most 

likely that the organization can count success. In the business 

world an objective measurement such as profit index Can be 
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indicative of the effect of the Q.ual.ity of leadership. Even 

in other social service institutions some fair judgement may 

be made. Dennison and Shenton12 make the point that 

despite the absence of accurate out-put measures, the 

authori ties in education do somehow identify "the Q.uality 
-

of leadership as the chief reason for school's succesa". 

Effectiveness is an expression of a given Q.uality of 

performance. It is the concept that refers to a complex set 

of success.- records or iJnproved performance outcomes. The 

effective leader is characterized as one who is oapable of 

contributing to higher worker morale and productivity. 

How much of the planned targets and programmes are met 

may indicate the degree of effeotiveness the leader and his 

group have attained under given conditions. Measures of 

effectiveness usually contain three criteria: 

1. group satisfaotion - 1.e., the employees' 
attitudes toward their organization and 
their work mostly expressed as morale; 

2. group production - i.e., out-puts or 
outoomes of the organization; 

3. group performance ratings by superiors 
and subordinates. 13 

The appropriate type of leader behavior or style Which 

is most effective to an organization is not easy to determine. 

In fact, this issus remains to be the oore of the problem 

under investigation. Researchers have often been puzzled 

in their attempts to find out 'best style' of leadership 
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universally applicable to all organizations. Human behavior 

being complex and unpredictable to a reasonable accuracy, 

the analysis of 'best styles' are only tentative. Infact, 

the assertion is that that there is 'no one best 1Iay' of 

leadin&.14 

One reason for the difficulty is the assumption that 

effectiveness is a measure of group result. The leader 

cannot be effective without the support of his superiors and 

his subordinates. Yet, it is in the hands of the leader that 

others can be made to contribute to group productivity and 

morale. 

Consistent with general human behavior studies leaders 

can be categorized somewhere between a range of effective-

ineffective styles continuum. According to Dowling and 

Sayles,15 the effective leader is characterized as one who can 

motivate his subordinates by influence and example but not 

by 'fiat·; and whose presence makes a positive difference on 

productivity and worker morale. At this point, Sweany's 

characterization of an effective principal may be relevant. 

For him, such principals: 

1. emphasize achievement in classroom work, 
2. set instructional strategies through 

deeision-making and problem solving, 
3. provide an orderly atmosphere or ensure 

that school's climate is conduc1v. to 
learning, 

4. frequently evaluate student progress, 
5. coordinate inStructional programs, and 



.--~.-............ - .. -~.' ... - ... -. - ..... - .... ~-~~~,-

- 21 -

6. support teachers, communicate with 
them about goals and procedures and 
help in staff development. 16 

By contrast, the ineffective principal is described as 

"being reactive than proactive, activity- oriented than goal­

oriented, and unprofessional or unskilled,,17 In sum, the 

effective le9der is conceived as one who initiates new ideas, 

motivates employees, and fosters support to everyone in the 

organization so that higher achievement is ensured. The 

ineffective leader is, on the other hand, too bureacratic 

or authoritarian who puts even the most motivated staff into 

a difficult and tense climate. 18 

Since the last three decades there has been a major 

concern among researchers to develop a conceptual framework 

for thinking about leaders· behavior systematically. Gates 

and his associates argue that despite a large amount of 

research there is still no unified or universally applicable 

theory of leadership.19 Even today this assertion is debated. 

Indeed, attempts along this direction by scholars and 

researchers did not prove an easy task because of the changing 

character of societies and the nature of leadership itself. 

There are various leadership theories that help us explain 

some aspect of leadership each of which may not be adequate 

enough to provide a complete view. Nevertheleas, all theories 

in combination do contribute to our under standing of what 

makes an effective leader . 
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To provide sufficient explanation basically there are 

three types of theories that have emerged. These dictinct 

theories are commonly kno~n as 'Trait Theory', 'Behavioral 

Theory' and 'Contingency' or 'Situational Theory'. The 

core tenets end the applications of these theories are high­

lighted hereunder. 

2.2.1 1!ait Theory: A Classical Approach 

As a classical theory it emphasizes leadership as en 

art in which the focus was on what the leader was like rather 

than what he does. Hence, proponents of this theory aimed 

at listing all those personality characteristics such as 

foresight, intelligence, initiative and sociability that make 

him a success. For orgenizations the main thrust was to 

discover traits possessed by leaders and for use 8S eXdmplars.20 

It was, however, proved to be inconsistent by S.togdil 

as early as 1948 after a survey of the available literature 

on personality traits. The ma in limitation is that no 

individual could possess all the traits that can be listed. 

Actually successfal leaders are those individuals who can 

adopt their behavior to meet the demands of their own unique 

environments. 21 Again the theory stresses leader dominance 

in group interaction~ that may restrict follower initiative 

which, infact, must be encouraged. 

On the whole, this approach pays little attention to 

study the group nor the situation it is in. The general 



consensus among students of manage.ment is that "traits as 

predictors of effectiveness is. not at all defen;ible. 22 So, 

the theory has at present little practical value in research. 

2.2.2 The Behavioral Theory 

As interest in the 'trait' approach declined, researchers 

focussed their attention on leader's actions rather than on 

his personal attributes. In the behavioral theory a 

conceptual definition of the term. 'leadership' has been 

specified23 to refer to the exercise . of leader behavior or 

his actionsj in the group rather than the incumbents' personality 

traits. This way researchers set out to relate what a leader 

does. to leader effectiveness. One major criticism with this 

approach is that it makes no attempt to discover behavioral 

deterJllinants. It just focuses on observed behavior and does 

not look for causes or influencing factors. 24 What iamore, 

the theory assUJlles organizational variables, to be constant 

and hence ignores., leader flexibility a condition of response 

to changing situations.. The benefit of identifying the basic 

behavior dimensions and/or the different leadership styles in 

their approach forms the desirability of studying the theory. 

Two Dimensions of Behavior - Essentially behavioral - . 

studies stressed the two dimensional approach in describing 

and analysing leaders in relation to two basic organizational 

outcomes: s) group productivity and b) group satisfaction 

(morale) • 
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Vecchio argues, " ••• studies on leader behavior tried 

to identify specific styles of leader conduct and also attempted 

to discover whether it was associated with employee attitudes 

and performance. 1125 Review of the 11 terature generally 
-

indicates that several researchsrs have examined leader 

behaviors in terms of two basic dimensions: 'task- orientation' 

versus 'emp10yee-orientation'. Different scholars, of course, 

use other synonymous terms for these two dimensi~ru". 26 Por 

the purpose of this research the adopted terms are 'initiating 

structure' and' consideration'. 

Notable in the research efforts on behavioral approach 

are the Ohio state University team of researchers (1945) who 

designed an instrument - L B D Q to mean 'Leader Behavior 

Description Questionnaire'. It measures leader behavior and 

was used in numerous types of groups such as ai#orce and 

navy commanders, college deans and school superintendents.27 

Andrew Halpin, a significant contributor in leadership 

research, has formulated a paradigm (model)28 that describes 

the method of measuring attitudes of work groups on how thei~ 

leader actually behaves. 

Similar to the Ohio state researchers the Michigan 

Studies also made significant contributions to the study of 

leader behavior in organizational effectiveness.29 'The ·two 

basic d~ensions were described as 'production- centered' and 

'employee-centered' . Unlike the former group of researchers 

that characterize the effective leader to dwell on both 
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dimensions the Michigan research team favoured the 'employee­

centered' to be most effective. Becently, Beddin (1970), 

Hersey 'and Blanchard (1977) and others have challe08ed the 

view that leadership measuring high on both dimensions to be 

most effective in all situations; rather different combinations 

are preferred for different situations.30 

StIles of Leadershi~ - Leadership as an influence 

process is concerned with the makin,g of qualitative decis~ons 

with the group.- A given pattern of decision making behavior 

of the leader and his practices in involving his group in 

this respect may be defined as his leadership style. Early 

research conducted by Kurt Lewin and his associates along 

this direction dates back to 1939. Their findings showed 

three major styles: autocratic, democratic and laissez-faire. 

N"ankW.031 restates these styles as revealing distinct 

leader characteristics. The 'autocratic' leader is one with 

little or no human consideration and makes all the decisions 

himself while the 'democratic' leader is participative, 

allo1li08 open communication for shared decision making and 

team- work. The 'leissez- faire' leadership takes a passi~e 

stance toward the problem of the group or the organization 

which may end up in low morale or productivity. 

Griffith32 reviewing this classification maintains that 

contemporary practices in the leadership of educational 
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organizations do not permit a dictatorial or laissez-faire 

style.' to dominate. If this line of reasoning is to be 

followed effective leadership must hinge on participative 

or democratic style. 

There is the notion that leadership styles exist in a 

continuum ranging between no-participation and full-participation 

with the group. On the basis of the behavior continuum model 

a study entitled, "How to choose A Leadership pattern,H33 

attempted to show a range of behavior available to a manajer. 

The polar position of the manager with respect ~o decision­

making are described as 'boss-centered' and 'su~or~inate -

centered'. Por Nwankwo educational administrators who exhibit 

the two behavior dimensions:. - 'initiating structure' and 

'consideration' - can be paralleled as taking a position along 

f~ the decision making continuum. The leader in a 'transactional 

style' for instance, often presents issues with tentativa 

decisions subject to change if the staff can provide better 

alternatives while the most considerate leader, found at the 

far end of the continuum, allows the group to make all the 
, It 

decision wi thin the defined limits , (See Appendix J\,1 ) .3 

A different perspective on style study can be that of 

Blake and Mouton35 who have attempted to adopt the Ohio 

State research approach to managerial training programme. 

Their schema explains. leadership styles in -the context of a 

grid. In the 'Managerial - Grid' the various combination of 

a concern for people ana for producti on def ine f i ve ma jor 
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styles in the 9 x 9 grid (see Appendix A -1)in which' Team­

Management' is characterized as the best style. 

The other style identification research and on which 

this thesis is based has been Halpin's four~quadrant style 

analysis. To him the best style lies at the intersection of 

the two basic dimensions at the up~r-right quadrant - ani 

designates high on both dimensions. The term commonly used 

as 'transactional' style - the slope along the mi~dle 

position of the two dimensions: 'initiating structure' and 

'consideration' (refer to Figure J). 

2.2.3 QEntingency Theories 

Those who studied leadership from both the 'Trait' and 

the 'Behavioral' approaches recognized that situational factors 

affect a leader's style and effectiveness. Leaders do 

function within a certain work group and in an organizational 

background. Thus. the context in which leaders. operate makes 

a difference. Generally, the factors that determine the 

effectiveness of leadership style may be the characteristics 

of the subordinates, the organizational situation, and the 

style of one's superior in the organization. 36 

Whether a leader can use a directive, 'task oriented' 

style or a participative, 'human - relations' style depends 

on a combination of these and other Variables. The very 

essence of the contingency apprDach is to treat leader 
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flexibility (my emphasis) as the central theme and hence 

attempts to determine the best fit among the various variables 

under consideration. Among the different theories the 

following are worth considering. 

Fiedler's contingency Theory - Fiedler (1967) proposed 
. . 

a widely recognized situation~based model for leadership 

effectiveness. For him, thethree .empirically der~ved 

dimensions in the · situation that explain leadership style in 

a descending order of importance were. 

1. leader-member relations, 

2. megree of task structure, and 

3. leader's position power. 37 These factors were then 

analyzed interms of favourable - unfavourable group situations 

against the two dimensions of behavior: 'task oriented' or 

'relationship-oriented' styles. 

The findings were that, 

1. A task-oriented leader performs best in 
situations in which he has a great deal of 
influence and power, and also in situations. 
where he has no influence and power over 
group members. 

2. A relationship-oriented leader performs best 
in mixed situations where he has only 
moderate influence over the group.38 

In Fiedler's model among the situational factors, '1eader­

member relation' emerged as the most important. This ia 

eXplained by the fact that the leader with a personality to 
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be loved, admired and trusted can influence the group 

regardless of the position power. HoweverAa leader who is 

not liked or trusted can not influence the group except 

through vested authority. 

Path - Goal Theory - It refers to Evans and House (1971) 

formulation that describ~ and analyzes four basio styles. 

As Luthans39 has pointed out these include directive, 

supportive, participative and achievement-oriented styles. 

~he conditions under which each of these styles may be 

effective have been reported as follows: 

There is higher worker . satisfaction with 
leader directiveness in ambiguous tasks, 
that is, no role clarity. 
Supportive, leadership is best for subordinates 
who work on stressful, frustrating, or 
dissatisfying tasks. 
For non-repetitive or less structured tasks 
(eg. teaching) participative leaders; appear 
to be more satisfying to workers. 
And Similarly, for subordinates performing 
ambigious, non-repetitive tasks, the higher 
;the achievement orientation of the leader, 
the more subordinates feel confident that 
their efforts. would payoff in effective 
performance.40 

Stated another way, Path- Goal Theory suggests leader 

flexibility contin,gent on the nature of the task. 

Situational Leadership Theorl - It was first developed 

by Hersey and Blanchard (1971) as 'Life-Cycle' Theory and was 

closely based on tHe Ohio State two dimensional model with 
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the added dimension of follower 'maturity'. Vecchi0 41 

maintains that the theory shows how leaders should behave in 

their interaction and ~uence with their subordinates so 

as to help them determine when it is appropriate to behave 

in what way. As depicted in APpendix A-'3 good leaders must 
' C 

vary th~ir style of l eadership according to 'maturity' level 

of their followers. This calls for a close or general 

supervis.ion and directiveness. to followers on individual 

basis rather than just ell€age in the same 'style for the entire 

group at a given time. 

Having reviewed the salient features of the major theories.' 

in leadership literature the researcher is now urged to gear 

the discussion toward eXamining the behavior of the principal 

which is the concern of this study. The fo1loVling section will 

focus on those factors that may largely determine a principal's 

leadership ef:tecti veness;. 

2.3 Role ~avior of a Secondary School Princ!Ral 

.t 
A principal is the designated formal leaderha given school 

who must direct, influence, and control the group or groups 

in his charge. He is. presumed to have the final say in 

decision-making with the power of influence over all of his 

staff subject only to consultation and ~endment by the 

school administration 'lay' committee. Hierarchically, the 

principal is also subordinate to his immediate superiors in 

the REO and thus accountable with respect to educational 
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policy implementation cOlIlJllensurate with nis authority. As 

regards to the role behavior of a principal the prescriptions 

of his main duties and rights . can be referred from the 

organizational handbook. 

. 
Recalling the conceptions of leadership as form of 

influence its magnitude is higher toward his subordinates 
. 

tnan toward his superiors or other referent groups. However, 

nis influence power is moderated and tends to be weak due to 

tne unique nature of schools being 'loosely-coupled' system~.42 

This implies that teachers do have considerable autonomy and 

lattitude in their class- rooms and hence can only be under 

general control and direction of tne principal. Most of the 

teaching work is left to the discretion of the indiVidual 

teacher. 

The principal may be understood as 'professional-as­

administrator,.43 As professional leader he does not strictly 

follow bureaucratic channels. Rather, his method of influence 

suggests 'open' communication patterns so tnat he could drop 

in any department, a class-room, guidance office, or the 

library for consultation, direction or supervision at his 

convenient time. 

On the whole, his. academic staff would want to be led 

beyond formal accountability by consent and trust in their 

interaction toward goal achievement. This is because the 

principal is generally considered as a professional colleague 

- I 
I 
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rather than an administrative head (boss). As regards" the 

other referent groups of the principal, that is, students, 

parents, and the community the degree of interaction is 

selective and " infrequent. As will be discussed later the 

amount of time devoted to different job demands and with 

different action groups varies depending on his role sets and 

expectations. 

Role Behavior Determinants 

The act of influence encompasses a wide spectrwn of 

pertinent leader roles. A role is generally defined as 

"an organized set of behavior beloll8ing to an identifiable 

~ffice or posi tion. 1I44 A role actor in any organization will 

be engaged in a social behavior that is derived fro& two 

independent dimensions or sources. The key purpose of the 

leader must be to effect harmoniously an interaction between 

individual needs and organizational goals. 

Likewise, for the principal as leader there are two 

sources of role expectations: the institution and the 

individuals inhabiting it. This conceptualization is rooted 

in 'Role Theory' of Getzels and Guba thesis (refer to Figure 

2 below). Por the institutional or normative role expectations 

the job descriptions and prescriptions are stipulated in the 

MOE school Administration Handbook45 specifying how the 
-

job occupant must behave. It pin-points the duties and 

rights of the principal as head of a school. In a way it 
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reflects the 'ideology' or norms of the organization. Hafiever, 

everyday interpersonal interactions (dynamics) are determined 

by the perceived role expectations of referent groups, that 

is, the staff, students"his superiors, and the local community. 

In fulfiling the goal of the school he is reQ.uired to 

perform his tasks which can be spelled out as categories of 

managerial activities. According to Mintzberg46 the major 

roles are classified into 1) interpersonel, 2) informational, 

and 3) decisional ~~les. To this Martin and W1llower47 added 

a fourth role which is labelled as instruotional lead~rship 

role. The main aotivities or behaviors pertinent to prinoipal 

have been analyzed by some earlier writers. 48 The Q.uestion 

remains, what makes an effective school leader? What 

behavioral determinants (variables) can one isolate in the 

principal's role? Some of these involve personal competenoies, 
- I 

skills, forms of power, efforts in motivations and ohange 

initiating (structuring) behaviors. Each of thess are 

described below with few actual details. 

Personality factor - Apart from the favourableness of 

the group and the situatiQn in the organization, the leader's 

personal factors (variables) such as age, sex, job experience, 

verbal capaoity, sociability, etc. alone cannot be the sole 

determinants of suocess. Yet, to ensure good ' interpersonal 

relations and high positige influenoe it is essential that 

some of the personality 9Aaracteristios could be sought for 

in the principal. 
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Educational researchers have set out to establish the 

correlation between personality variables and effectiveness. 

Gross and Herriott (1965) for instance, showed that the' 

female, younger, and lower educational status but with 

higher achievement motivation were rated with very high 

executive 'professional leadership (EPL)49. Note that such 

characterization could be specific to the United states. 

Nevertheless. the desirable qualities Jthat make sense 

to principals must be identified and sought for. In view of 

developing the desired personalities as well as administrative 

competencies in the principal, careful organizational : 

socialization or training may be "important. Through' careful 

training the skills available to a principal .can be brought 

to light for use in the benefit .of the school. The perceived 

benefits 'of training to an organization can be generally a 

means of promoting improved educational leadership in the 

fields of instruction, guidance, and related areas. 5Q For 

the development of the skills adequate academic and 

professional training becomes imperative. But what category 

of skills .must be "sought for in general? 

Skills Success in leadership depends, in part,on the 

appropriate mix of ·the three main skills. In Katz's (1955) 

categorization it consists of technical, human, and 

conceptual skills thai are required in different proportion 

at various role poeitionS (levels) ' in an organization.51 

S ergiovanni . and -Carver 52 .. for ins tance , tiscussK and interpretd 



(. 

( 

- 35 ... 

these skills interms of the school executive ' s role. In 

their view, technical skill assumes an understanding of 

and proficiency in the methods, processes, and procedures 

and t~chniques of education. 

Whereas in human skills the principal requires 

considerable self-understanding and consideration for others, 

conceptual skill includes the school executive's ability to 

see· the school, the district (awraja) and the total educational 

program as a whole. Specifically, the principal as lower 

level manager must at all times stress the use of human -

relations and technical skill to work f or school effect iveness. 

that 

Forms of Power - The source of power for any leader 

are actually in use can be a combination of: 

1. organizational resource that providee reward and 

punishment power, 

2 -. the incumbent's position consisting of legal 

(legitimate) ~uthority and information power, and 
r 

3. personal characteristics which refers to referent 

or eXpert power. 53 

For the school principal all these power bases may be 

available. Yet, the choice of their use is largely 

determined by the specific feature inherent in the 

educational institution. 

In the absence of an objective teacher performance 
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evaluation as a basis for action and the lack of adequate 

material resources at his disposal, the principal is hi&hly 

constrained to use his reward and punishment power. By 

contrast, in a business enterprise economic incentives often 

follow directly employees effective performance that yield 

visible output increases. The business manager, as he 

ini tia tes new plans for increased producti vi ty, and 'motivates the 

workers be, rewards them on the b,asis of their merit; this 

in turn strengthens his influence power. Further still, the 

principal's leadership power also markedly differs from a 

military leader. Mitchell clarifies this point: 

While in military organizations authorities 
rely heavily on threat and punishment the 
power exercised in academic settings is 
almost entirely based on expertise and 
information power. 54 

Hence, the kind of influence power to be utilized must 

be based more on collegial authority as well as expert power. 

The staff would rsther be willing to accept his influence 

when they believe that he has been chosen largely because 

of his educational ability, eXperience and training. 55 

Relying heavily on legal authority pays very little in this 

regard. 

As Staff Motivator - Motivation can be understood as 

the stimulation by the individual to put extra effort toward 
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need-satisfaction. In organizational context the motivation 

to work helps in the maintenance and improvement of worker's 

performance that may enhance organizational effectiveness. 

The issue at hand is how to motivate teachers and identify 

the factors that are associated with their motivation, 

morale or job satisfaction in general. 

Sergiovanni's56 analysis of the Herzberg theory as it 

applies to teachers' job satisfaction indicates that 

unfavourable school administration or leadership is a · 

dissatisfying (hygiene) factor if present and can be related 

to the condition (school climate) and people that surround 

the work. For him, effective administrative behavior which 

is reflected in favourable supervisory behavior and good 

interpersonal relationships are necessary components in 

promoting an environment that may ~ance job satisfaction 

in teachers. Dennison and Sbenton57 also attempted to show 
. 

the relationship between leadership styles and job .satisfaction 

in elementary schools. The writers. corifirm that school 

leader's should strive to exercise distributed leadership 

or· delegation of duties . to staff and also support their 

need for recognition and self-actualization. The outcome 

will be increased motivation of the entire staff. 

Owena58 contentions dwell on such aspects as staff 

involvement in decision-making, recognition of staff efforts 

and rewarding it, authority delegation, varying leadership 

styles according to maturity of followers and . doing. eve~ 

possible to improve their morale. 
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As Superviser - Supervisory behavior of the prinoipal 

is identified as the oontext to the job of teachers. 59 

Evaluation or work supervision to a reasonable frequency and 

closeness is necessary in school leadership role. Basioally 

teachers' evaluation, whatever method is appraised, as a 

practioe of supervision·, is used to measure the effectiveness 

of teaching performance. It helps the principal pvrsue the 

efforts, motivation, and the productivity of teachers to whom 

he must provide the rewards they deserve. 

For the evaluation to be more than just a formal or 

bureaucratic process in the school it must be carefully 

designed, regularly appraised and the results put into 

effect.60 What is more, its results should produce some 

benefits for both the individual teacher and the organization. 

If the method is reliable, valid and meets teachers' 

expectations it will then help maintain morale and contribute 

to increased performance. This will be an outcome of a 

disairable leader style - a serious supervisory behavior. 

As Change Age~ . - Innovations or changesare not 

frequent in school systems. There are indeed difficulties 

in educational systems to be enthusiastic about innovations 

simply because it is not easy to prove conclusively the 

success of learning as a result of a certain new practice.~ 

Among the various factors for resistance to change/lack of 

incentive system is notable. Hanson62 argues that teachers 

seem to be not interested in supporting change initiatives 



- 39 -

because the incentive system in most schools does not 

positively reward such involvement. Under these circumstances 

the opportunity to innovate may not be received with greater 

anticipation. Huberman63 also contends that promotions are 

generally made on the basis of seniority, personal influence, 

popularity or professional upgrading at the uniVersity 

rather than the quality of work done. 

It is also noted that people sdopting change are paid 

the same as those rejecting it and infact they run the added 

risk of possible failures. How, then, can the secondary 

school principal play the change agent and leader roles in 

his school? Perhaps creating a favourable climate is. 

most critical in this respect. The kind of support given 

to teachers during the innovation, according to Saunders and 

Valliamy64, includes participation in the planning of the 

innovation, creating a channel for feed-back between teachers 

and the change agents, provision of resources to support the 

innovation, and inservice training to acquire the skill for 

the new role. 

2.4 !he Secondary School Principal in Ethiopia 

Foundations - In Ethiopia, modern education has been 

featured strictly is a phenomenon of the 20th century. 

Until 1908 , when Menelik II school was opened, the Ethiopian 

Orthodox Church had a virtual monopoly of ' wisdom' and 
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literary culture; albeit too conservative end reaistant to 

change. The missionaries, so eager to spread their own 

'ciy11ization', were relatively free to operate their schools 

outside the domains of the Ohurch - mainly in the south and 

south western Ethiopia after it was decreed as 'open area' 

in the 1944 Act. 

The major causes for the western- oriented school systems 

to be ushered in and institutionalized were "the establishment 

of a central state authority and permanent urban seat of 

power, the development of modern sector economy, and the 

arrival of foreign embassies because of the recognition after 

the Battle of Adwa"65. Above all the national leaders were 

firmly convinced that on the one hand, European influence was 

inevitable, and on the other modern education held the 

'mysterious key,66 for rapid socio-economic progress. So, 

from the outset education was given top priority. 

In the initial years Emperor Menelik sought to realize 

his ambitions of securing educated Ethiopians as architects 

of civilization arround him upon opening up schools in Addis 

Ababa, Dessie, Ankober, Yirgalem, Gore and Harrar. Haile-

Salassie, his successor, played an even more active role in 

establishing several government operated schools in Addis 

Ababa and the provinces. Besides, to continue their education 

few young Ethiopians were sent abroad. Tekeste cites 

Pankhurst and points out that about 200 may have travelled to 

overseas prior to 1935?7 To the dismay of the country however, 

most of them were massacred during the I tal ian inVasion. 
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To supplement government endeavour in expanding education 

both the missionaries and private communities were allowed 

to operate under government auspicies. Despite this progress 

was very slow and school distribution uneven. By 1935 there 

were only 21 government schools of which 9 (42.9%) were found 

in Addis Ababa alone. 68 Including those in the mission 

schools total enrollement was 4,200 students for the same 

period. While growth in education in most developing countries 

is generally slow, in contrast to sub-Saharan African 

countries, Ethiopia had far fewer schools.69 Even today, its 

status ha$not changed much. 

-Reconstruct.ion • The educ.ation sector which had just 

began to emerge saW a total collapse during the Italian 

Occupation. So, in 1941 the country had to start the task 

of reconstruction virtually from the scratch.70 During this 

'urgent improvisation,71 period there was a very critical 

shortage of text books and teachers. To alleviate the problems 

more budget allotment, foreign assistance and sectoral 

planning for education policy were essentially emphasized. 

To upgrade the education level and thereby meet the 

man power needs of the country secondary schools, teachers 

training, and specialized schools such as commercial, technical 

and agricultural schools were eventually opened. The first 

government and boarding secondary school was opened in 1943 

in Addis Ababa. The Wingate Secondary School, which was 

esteblishedand privately financed by the British embess-y 
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was also in operation in 1945. Since then many more government 

and private secondary schools have been opened in the country. 

For all these schools the principals were English speaking 

foreigners. As there was keen interest toward the rapid 

progress of education concrete steps were taken to staff 

schools with local teachers and administrators, to standardize 

the curriculwn, and centralize the planning, adminis.tration, 

and control of school systems at all levels. 

Emer£ent-2robl~ - In the face of steadily growing 

school size (from 116 schools -in 1944 to 540 schools in 195072 , 

for instance) the government had to overstep the lack of 

supplies, trained local teachers and educational planners. 

To implement the policy of 'mass education at all costs,73 

sufficient budget was urgently needed. Hence, with the 

education · tax introduced the financial demand was partly 

satisfied. 

Relative to other sectors education held third place 

on the budget list. The budget ear-marked for education 

continued to fluctuate between 11% and 19% of the national 

budget between 1958 and 1972.74 In recent years however, the 

budget has declined; in 1989 total annual education budget 

was 11 % of which 8. % was spent on salaries. The fact 

remains though, the sector has expanded not in proportion 

to the financial capabilities to run it. According to 

Tekeste75 "the 1968 budget of 3,0 million for 3,726,000 
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students could only be sufficient to properly educate about 

one-third of same student population" in the accepted 

standard. 

Although it . can be shown that there is a rapid student 

population increase, at all levels participation rate still 

remains. very low. 

Table 1 

Primary and Secondary School Growth (1974(75~1983(84) 

Education 1974(75 1983(84 Enrollement 

level 
,Participation rate 

No . of Stud Teac No. of Stud Teac IVlanned 
Schools ents hers Schools ents hers (1961) 

(1000) ('000) . 1000) '000) : ' . 

Primary 3,166 959.0 21.0 7,125 795.0 48 .0 100% 
Junior 507 124.0 3.8 829 295.0 6.0 23~ 
Secondary 

Senior 125 65.0 2.5 201 286.0 7.3 23~ 
·Secondary 

Source: Ministry of Education, "Education in Socialist Ethiopia", 
in Fasil G(Kiros, Implementing Educational Policies in 
Ethiopia, World Bank, No. 84, 1991, pp. 88 and 106. 

Actual 
(1984) 

42.2% 
16.4~ 

11.0% 

As indicated in the UNESCO conference of 1961 held in 

Addis Ababa the actual status of 'Universal primary' and 

'controlled secondary' enrollment waS considerably lower than 

the target plan (see Table 1 above). For instance, the 

student population increase in the senior secondary schools 

being almost 4.5 times greater in 1984 than in 1974 the 

.[ 
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participation rate of the relevant age group was only 11% 

against a plan of 23%. 

From another perspective there have been other emergent 

problems associated with the education system as a whole. 

School expansion followed by uncontrolled enrollement 

cUlminates in student unemployment if set on a very poor 

national economic background. In Ethiopfa, too, the major 

problems in education seem to be highly tied up to the undue 

expansion of schools, the influx of educated unemployment 

and the decline in the quality of education. These problems 

which started to crop up since the 1960's have continued 

with greater momentum until the present. 

It is worthwhile to note that the factors that explain 

to 'regional disparities,76 in educational opportunities 

and the 'crisis in education,77 have been pointed out and 

critically analyzed by different researchers. on the part 

of the government too, studies on important policy issues 

have been initiated 

not m~terialized.78 

explore into similar 

from time to time although they were 

Other writers have also been able to 

problems of the educational syBtem.79 

What problems are particularly relevant to a secondary school 

management ? 

Among the issues pertinent to a secondary school management 
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Fasil summarizes the findings of the official report as 

follows: 

1. The increase of pupil-teacher ratios to 65 
in primary schools, 47 in junior secondary 
schools and 41 in senior secondary schools. 

2. The fact ••• also that 42. percent of the 
teachers in junior secondary schools had no 
apecialized training and over 43 percent of 
the senior secondary teachers had only one 
or two years· of attendance in post secondary 
program. 

3. The over-crowding of schools. 
4. The shortage of educational materials. 
5. Po or manag smen t. 80 

In brief, the overcrowding of classes, lack of adequate 

budget and educational materials, inadequate training of 

teachers, and poor management are critical. The conclusion 

drawn is that the problems arose not because education is 

neglected but because much emphasis has been placed on its 

expansion. Under the circumstances education in Ethiopia will 

continue to be faced with many problems and uncertianities.81 

2.4.2- ~ntralization and the Princi~alts Powers 

The structure and organization of the Ethiopian education 

has indeed undergone several changes. At the beginning the 

organization and administration of school systemS VIaS solely 

sponsored and controlled by the royality who had considerable 

influence over school policy. The Emperor, for instance, 

held the ~ort-folio of Minieter of Education and Fine Arts 

from 1947 to 1966.82 
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Besides the ruling elite, the missionaries and the Orthodox 

church were separately trying to staff and finance their own 

school establishments. At that time most of the teachers and 

school leaders were expatriates and the curriculum not uniform. 

, 

Evers.d.nce the executive power Vias rightly ins.ti tuted to 

the Ministry of Education (in 1966) the planning, organizing 

and supervision ,of school activities has been highly 

centralized. This paved the ground to consolidate a unified 

school system, to opt for educational reforms, and also to 

initiate investigations into the future goals, and the quality 

of education. Yet, the desired changes or improvements htve 

not been materialized substantially. This may be due to the 

fact that almost nothing happens in a ce~tralized educational 

system until a central government authority decides to adopt 

a new idea and issues the necessary executive orders. The 

slow changes felt in this country may partly be attributed · 

to over-centralization in school administration. This be~ 

so the power of the principal to improve the present condi tiona 

in the school is limited. 

The specific powers and rights defined for the seconlary 

school principal in Ethiopia can be stated here for purposes 

of understanding his role • . Briefly, his major dutie$ include 

the following: 

1. responsible for the administration of the 
school; 

2. reaponsible for_ the teachers end staff in 
such matters as giving reports on the.u for 
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their promotion or salary increment; 
3. expected to teach;. 
4. cannot appoint, transfer or dismiss any 

teacher appointed by Ministry of Education.8) 

One can see that his influence power over school policy 

and over his staff seems very limited. As can be inferred 

from the previous discuss;ion government alloted fiscal school 

budget (salary not included) is negligible. The attempts 

to secure fund from the community is, as well, precarious. 

It is defined in the 'Education Act 260/85,84 that the principal 
< 

should seek the collaboration of the 'lay' school administration 

cOlllllli ttee to ,work for the development of the school. He is 

expeQted to work by appealing to the parents in the community 

to raise fund that would assist in the construction or 

maintenance of the physical plant, purchase of educational 

materials, and finance the academic program. However, with a 

very poor economic status. of the society financial assistance 

is, in most cases, insignificant. To sum up, a principal with 

limited executive power and inadequate budget seamS to fall 

short of an effective leader. To this ws can also consider 

some other job strewses and the inadequacies with feference 

to professional training. 

~!!lenges to the Principal 

The causes for school succesa may broadly fall in to two 

categories. The first is the ability as well as the motivation 

of workers. The second is the adequate supply of materials 

and finance required in the input process. In light of these 
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what are the conditions under which the secondary schools 

functioning? What factors limit the effective leadership of 

the principal ? 

As mentioned earlier, the lack of sufficient budget in 

education is a s.ignificant factor that hampers school 

achievement. Coupled with this accommodating students beyond 

the school's capacity and consequently a very crowded class 

size is a serious problem that complicates the management · of 

schools. With regard to logistic (class~oom) problems it 

has been partly tackled. As partial solution, t~alleviate 

the shortage of space at the secondary school level) a doub1e­

shift system has long been introduced.85 Despite this the 

size of students in a given class in most schools is still 

rapidly increasing. A class of over 70 students in the urban 

secondary schools is not uncommon. Unquestionably, this 

situation poses a heavy stress on the efficiency and motivation 

of teachers in particular and the principals' effective 

leadership in general. 

What is more, teachers morale is reported to have declined 

due to low salary scale, forced assignment on the job, poor 

housing and absence of material rewards.86 What implication 

does this have on the principal's effectiveness? 

Deteriorating student discipline coupled with the low 

participation of parents, and the public in dealing with 

student problems can not be .overlooked. General student 

\ 
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unemployment bears a very strong impact on the morale and 

discipline of students. Such state of affairs leads to 

frustration and uncooperative attitude ?n the part of students.87 

In the face of these problems the principal must essentially 

be equipped with the desired skills and understanding when 

providing the necessary leadership. Obviously, to become. 

more competent, systematic, and helpful school leader adequate 

professional training for the principal is imperative. What 

is the status of training for sscondary school principals. in 

Ethiopia? 

Principals Appointment and Trainin~ 

The search for good leaders in secondary schools has 

always been realized by two methods: 

1. employing more qualified and appropriate personnelt , 

2. training in pre~entry and in-service programs. 

Earlier concern of the MOE was to replace all the 

expatriate school directors oy nationals. Through several 

self-reliance moves such a goal was achieved shortly. 

Accordingly, by 1966 there were only three foreigners in 

government senior secondary schoolS.88 The incumbents were 

said to have been young, inexperienced and professionally 

untrained., though. 

The appointment ot principals must have evolved some 

changes depending on the availability of trained man-power 
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appropriate for the job. Generally the promotion of principals 

is effected for persons derived from the teaching ranks as 

well as from fresh graduates with higher qualifications. At 

present the MOE's policy for the appointment of principals 

requires that one: 

1 . must have a m~n~mum of two years of teaching 
experience, and must have at least one year 
experience as assistant principal; or a 
minimum of three years experience as a junior 
secondary school principal; and 

2. must have taken educational ~dministration 
courses at--university level.!:l9 

Whenever possible MOE opted for posting adequately 

qualified, Master's degree holder as principals. According to 

Teshome, in the 1970's the government managed to employ more 

such principals. In his study, 13 out of the 27 sampled 

principals had this qualification.90 Later on there was, more 

brain-drain to other organizations which meant that there was 

the problem of retaining the staff. Thus, MOE took steps, to 

fill up the vacant positions from among teachers through 

competitive examinations. But as lassing solution and in 

order to ensure the competency of principals on the job an 

appropriate professional training either full- time or through 

inservice courses was the need. 

Long before regular training for senior secondary 

school principala was envisaged the MOE and the University 

(Faculty of Education) joint~ decided in 1963 to start 
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a program on the training of 'professionals' as junior 
_91 

secondary principals and inspectors. After 1970 it was 

incorporated as in-service courses of the 'kremt' program. 

At a later date other arrangements were mace with the Addis 

Ababa University for ~more advanced training of educational 

leaders. Since 1982 a new approach has been started to 

offer courses at diploma and degree levels for would be 

principals in junior secondary and senior secondary schools 

respectively. Until 1990 there were 563 diploma and 154 

degre~graduates.92 

A further step in the training endeavours was to upgrade 

the standafds of 1ea-dership in secondary school. Accordingly, 

a professional training at a Master's level has recently been 

underway by the University. The program was started in 1989. 

Although the intake is very low, no doubt, it is a good 

start and promising. 

To cope with limitations in leadership skills of 

educational administrators not only in secondary schools but 

also with those working closely with the principal, that is, 

the Regional Education managers and tnspectors, the MOE has 

set up Management Training Service. To date most of the 

incumbent principals lack the speCialization in the profession 

of school leadership and the Ministry having realized this 

problem conducts inservice training occasionally. Table 2 

shows the training efforts with respect to the two groups 

mentioned earlier. 

I 
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Table 2: 

~~~~~ice Training for Principals and Regi£~ 

Ed14cstion Officers 1981 - 1990 

--- -----
Year Types of Courses Dl4rstion Parti- Source 

..£.i,.E!nt! Fl4nd 
1981 Educational Administration 15 days 200 UNICEF 
1982/83 Inspection 12 weeks 120 IDA 
1982/83 Secondary School Management 6 ", 280 IDA 

of 

1985/86 Inspection 12 " 113 IDA/UNICEF 
1987 

1989 
1989 . 
1990 

SOl4rce: -

Educational Management and 
Adminis tra tion 2. ", 54 UNfsco/SID 
School Administration 1 " 185 EEC 
Educational Management 1 " 54 IDA/UNESCO 
Administration~ in a 
Secondary S.chool H- " 231 EEC 

----------------------------.----------~ 
-nata released from MOE, Management Training Office , 

1991. 

Neguesie Habteyes, "Assessment of In-service Training 
provision for Ed14cation Managers by the Management 
and Training Service of the MOE". A Seminar Paper, 
Faculty of Education, Addis Ababa UniverSity, 1990, 
p. 25. 

Despite the need for more training opportunities be 

proVided, due to the aC14te shortage of fl4nd for the progr~ 

only at one instance (in 1990) have 231 of the 282 principals 

been able to participate. Besides, the dl4ration and intensity 

of the COl4rse seems fax from sufficient. So, a more regular, 

instit14tionalized in-service training and workshops m14st be 

sought for (arranged) to improve the q14ality of school leadership. 
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3. PLAN OF THE STUDY: PROCEDURES AND 

METHODOLOGY 

The approach to this study is a descriptive survey type 

of research whoe. theme, in the main, revolves around principal 

leadership behavior dimensions and the determination of 

effectiveness. 

The study is pertinent largely because the principal 

bears a considerable impact on the over-ell school outcomes. 

Apart from the other input variables such as materials, 

finance, the curriculum, etc., the success of a school depends 

on the competence and motivation of both the leader and the 

entire staff. For the achievement of school goals, that is, 

increased productivity and high morale of teachers, the 

principal plays a central and leading role. More often than 

not, the success of a given school is attributed to the 

leadership quality or effectiveness of the prinCipal in whose 

inSight and diligence the staff is mobilized with enthusiasm 

toward goal attainment. 

However, this crucial leadership role ~il1, in effect, 

be desirable only when the principal consistently elicits or 

reveals the appropriate pattern of leader behavior or style 

favourable to the school staff. Stated another way, he must 

exhibit the two basic leadership behaviors: concern for the 

task end concern for people in a balanced manner. 
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Wi th this underlying assumption in view, the research 

has as its objective to analyze the current behavior 

orientations of Ethiopian senior secondary school principals, 

the factors that explain the variations, and what can be done 

to conform to the ideal model of effectivenesS'. 

So, to 'proceed with the investigation basically two 

scientific approaches have been p\rsued: 

1~ a close reference to the theoretical fr8lD.e- work 

appraised, and 

2. a field work for secur i ng prilnary data subject to 

statistical anal,ysis. 

Before certain results were obtained as findings some 

descriptions and analysis wire in order. In the section that 

follows the highlights of the conceptual model and the Slnpir ical 

approach with its analytic procedures is presented • . 

3.1 . A Conceptual J'rue-Work 

Role Conceptualization A s.econdary school i8 conceptualized 

as a syst8lD. by itself. As a social organization it is goal 

oriented, structured, and staffed with various differentiated 

but interactive roles to be parformed by individual position 

holders . The kind of performance a worker as role encumbent 
. ~cf'J 

is determined by several 1nterac,tiYe factors .;;', ) will play 

personal, organizational, and environmental. 
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The individual as an indispensable unit of the 

organization has specific roles assigned him - as teacher, 

unit leader, department head, or principal. When performir.g 

a given role the worker always manifests certain consistent 

behaviors that are the results of two independent dimensions 

in interaction. Getzels and Guba (1957) in their model vividly 

map out this conceptualization as a core idea. 

Figure 2 

I Organization (Nomothetic) Dimension 

lnIa;ti tution ') Role ~ Expectation 
. ·~Social? .~ Goal 
SyeiteJl ~ . Behavior 

Individuel~PersonalitY-4 Need. / 
Dis'poei tion 

Personal (Idiographic~ .~ ) Dimension 

Source: The 'Getzels. - Guba Model' as adapted. by B.G.Owens, 
Organizational BehaVior in Education, 3rd ed., 
Prentice-Hall Inc., Englewood Cliffs: New Jersey, 
1987, p. 69. 

The lIlodel in Figure 2 clearly exhibits the two dimensions. 

as constituting: 

1. the organizational diJnension with certain roles. 

(job positions) and task expectations, and 

2. the personality di.mension with the individual's 
. 

preference for some degree of task accomplishment or 
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need dispositions. 

In explicit terms, formal roles are perceived and played 

differently and yet are similar across positions. A school 

principal may behave in a unique manner but not too divergent 

from the norm or expectations. In all cases, his performance 

outcome is moderated by these t1l0 basic dimensions. 

The institutional role seems deterministic toward a 

conforming view of behavior as defined by the role 

expectation, almost a __ common frame for all similar position 

holders. However, a certain principal as school leader 
\' 

retains substantial opportunity for choice in his role 

performance depending on his olin personality and leadership 

'ideology'. In brief, his work behavior is partly dictated 

by the norms of the organization and partly by his olin 

idiosyncarcies, that is, his personal background and attitudes. 

Basic Dimensions of Beha~ - The precee4ing explanation 

is concerned with the main, determinants of behavior outcomes 

in an organization in general. But what are the major 

behavior out-comss for any leader? How does the effective 

leader behave (act) after all? Any role prediaposition is 
" 

directed with varying emphasis at either goal achievement 

(productivity) or group maintenance (satisfaction) and, at 

best, on bot.ll'. 

Behavioral researches such as Halpin have repeatedly 
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analyzed how and why formal leaders behave at their leadership 

role. Accordingly, a two-dimensional model has been developed 

and used to explain the difference in behavior e&phasis, 

either toward productivity or worker satisfaction. The 

operational terms for the two independent dimensions have been 

delineated as "initiating structure' and "consideration'. 1 

In Halpin's research the two independent dimensions 

yielded four distinct styles ranging from ineffective to 

effective. His analytic schema is shown in figure 3 below. 

The Basic Leadership Styles 

Mean 
t---- - -

High II I di rection 
~ 
of 

/ ' Transactional' 
High C style 
Low I ./ 

/;$. /- High I 
s:l 

-'- High C _ Meen 0 .... - - -- - -- - - - - - -+' 

I oj 

" IV III Q) 

'd .... 
I III Low C High I s:: 

0 Low I Low C. '-' I 
:7 

Ldw Initiating Structure High 

Source: Adapted !ro~ A.W. He l» in , Theort and Research in . 
_ J.dmi nis,1ration • . The Macllillan 0: New York, 1966, 

P- 9.tl- - -.- _ . 
• ;1e .~ . 
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The above quadrant scheme analysis shows a matrix of 

four basio styles characterizing different leaders. They 

are designated by Roman numerals from! to~. Quadrant I 

depicts the most effective style in which the leader 

emphasizes on both dimensions. Style II and III are 

characterized by those leaders who often emphasize one aspect, 

goal attainment or worker satisfaction, at the expense of the 

other, and hence they tend to be less effective. In an 

extreme pOSition, the leader in quadrant IV is described as 

a person who is poor on both behaviors, the most ineffective 

leader that frustrates the group and drags the organization 

behind. 

Other researchers 2 also showed a similar result that 

'effective' leaders are those who emphasize on both dimension. 

Such leaders are often described as • transac;tional', those 

capable of optimizing both dimensions of behavior. 

Measuring Effectiveness - All dimensions of behavior 

can not be measured entirely and accurately. Nonetheless, 

some patterns of work related behavior can be discerned and 

its, effectiveness evaluated. In practice, two methods. 

remain feas~ble and can be understood as Halpin3 has set out 

to describe. They are: 

1. Ultimate criteria, and 

2. Intermediate criteria. 
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The first method involves the direct measurement of 

all input variables necessary in the production of the 

intended out-puts, say student promotion, school growth, 

steff morale, etc. If this method is adopted/owing to the 

intrinsic nature of education itself,quantification becomes 

very hard and complex. The contribution (effe~t) of a 
. 

Single factor on any one achievement is difficult to determine 

mainly for two reas.ona. First of all, an accurate feed-back 

cannot be secured from school 'products' or students 

achievements. Secondly, any behavioral change effected on a 

student can not be proportionately distributed to all 

involved, i.e., teachers, the principal, peer groups, parents, 

etc. Thus, the attempt to use the 'ultimate criteria' se~. 

rather untenable here. 

The 'intermediate criteria', which is a pro~y measure of 

effectivenes8', involves; the ~udgment or rating of leaders. by 

their work groups. It is largely based on their perceptions 

towards the observable role behaviors of thd leaders in 

Q.uestion. 

Thus, social researchers use psychological tests, 

questionnaires, and measurements on an attitude scale for 

similar purposes. The same instrument that was designed ani 

used by Halpin and others commonly known as LBDQ (Leader 

Behavior Description Questionnaire ) has been adopted in thia 

research, too. Here is a brief explanation of the research -tool used. 
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3.2 The Instrument 

The LBDQ - is a perception (attitude) measuring 

instrument that constitutes a series of question items and 

is assumed to yield some index of the key leadership 

behaviors. These behavior constructs have been operationally 

defined as 'initiating structure • and"consideration'. 

To illustrate, a few s tatements are listed hereunder. ' 

Initiating Structure: 

1. He tries out his new idea with the staff. 

2. He rules with an iron hand.-

3. He ~riticizea poor work. 

Oonsideration: 

1. He is easy to understand. 

2. He acta without consulting the staff.-

3. He ia willing to make changes. 

(-Such items are to be scored negatively or the scale 
is reversed.) 

On each dimension there are fifteen short, descriptive 

statements. Only with slight changes in wording · (so as to 

state the actual or the ideal behaviors) basically the same 

items are provided for the three different groups .• 

Oommonly the three forms of questionnaires are known as.: 

1. LBDQ , Real , Staff-destined to subordinates (teachers) and 

measures. the actual or observed behavior; 
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2. LBDQ, Ideal, Self-destined to the leader (the principal) 

and measures his leadership 'ideology'; 

3. LBDQ, Ideal, Boss-destined to the superior (the higher 

officials) and measures leadership 'ideology', too. 

Since the instrument has proven reliability and validity· 

all the thirty items ~ere retained although restatement W~5 

required after c'onsul ting with the experts and prstesting of 

the draft questionnaires. The revision helped to adopt 

(suit) to our setting and also ensure consistency, conc!pt 

clarity and good format. 

Collection of Data - Each of the three sampling groups; 

were supplied with structured, closed-end, questionnaires 

(see Appendix o for. contents and format). The questionnaires 

were prepared in English and distributed so as to be self­

administered. Out of the target population 92. percent of the 

staff and all of the other two groups cooperated in returning 

the questionnaires. Re&pondents: were required to provide 

their vie~s (perceptions) on all the question items honestly 

and accurately. To ensure maximum reliability of the data 

tha anonymyty of the respondent was auaranteed. 

Each respondent WaS then instructed to think: of how: 

frequently (never, seldom, sometimes, often or always) a given 

principal was engaged in some role specific act. On the 

questionnaire the respondent would rate all the thirty items 
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aloll8 the five-point Lick:ert Scale of which the nUlllerical 

values correspondill8 to the five adverbs from never to 

always are 0, 1, 2, 3, and 4 respectively. 

In LBDQ items scorill8 only those statements with a 

negative sense (eg. He rules with an. iron-hand) will have 

their nUllerical values reversed • . Anyway, for each respondent ' 

the aggregate score will theoretically range from 0 to 60 

(viz, 4 x 15) on each dimansion. The mean value pooled from 

the group would, therefore, yield an index of effectiveness 

for a given principal. 

3.3 The Research Design 

!he Sampling Procedure 

To secure the relevant data the sample population subject 

to the investigation must be appropriately selected from the 

outset. The samplill8 groups considered in the study are 

essentially the' principals themselves, their respective 

teachill8 staff as subordinates, and their respective regional 

education officers (REO) as higher officials. 

For a research analysis to be valid and accurate an 

appropriate samplill8 design is very crucial. The kind of 

samplinB to be used depends on three factors: the nature of 

the population, the type of investigation, and the degree of 

precis:ion desired at minimum cost. 5 In view of this 

consideration and taldll8'-in to account the objective of this:; 
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research the sampling teahni~ue 10und appropriate is stratified 

random sampling. The study population is divided into 

s tra ta on the ball'is. of role diff er entia tion - i.e., a leader, 

his subordinates, and his superiors. This approach is 

consistent with previous behavioral research.6 

The procedure followed in the sampling includes: 

1. identification of the study area to be covered, that is, 

the administrative region, 

2. a purposive sampling of- two schools contrasted by size 

and location; that is, urban, large school versus sub­

urban and small school within the selected administrative 

region, and 

3. a cluster-random selection of the re~uired number of 

res.pondents from each of the three sampling groups for 

all the administrative regions. 

Obviously, there is alw~s the merit of a large enough 

sample which enables the researcher to draw reasonable 

conclusions about the entire population from the samples. 

When this cannot be met, a 8mall proportion but highly 

representative a sample can also be acceptable. 

As noted at the beginning the study area is restricted 

to areas within the proximity and vicinity of Addis Ababa 

mainly dus to problem of data accessibilitr . Most of the 
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country was politically unstable which meant that schools 

were either closed or not in normal operation or else one 

can not reach them due to problem of transporation. Despite 

this, the sample regions already selected seem to represent 

a diversity in terms of socio-economic set-up and work 

complexity. 

Thus, taking all the 92 government senior secondary 

schoolS with 10,726 teachers in Central Ethiopia7 to constitute 

about one-third of the countryts total senior secondary school 
. 

size (about 280), the research sample makes about 14 percent 

within the selected administrative regions. Above all, the 

work activity and the organizational setting in government 

senior secondary schools is governed by a centralized, uniform 

system of administration which renders each school a limited 

opportunity for differentiation (discretion) in leadership 

practices. It is on the basis of this rationale such a 

sample size was deemed sufficient. 

Moreover, the stages. in selecting the sampling groups 

was based on some criteria: 

a) that between the principal and his staff formal 

interaction, communication and accountability 
! 

exists during school year 1n which his behavior 

woQld normally be observed; 

b) that the leader groups posess Some knowledge on 

leadership and -udministrative principles from the 

.~ . , 
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nor~ative documents provided by the parent 

organization. They would, thus, have the ground to 

base their evaluation of ideal leadership from both 

practical and normative perspectives. 

c) that the higher officials - the Deputy Academic 

Manager and the Chief Inspector - have as their 

primary task to adhere to policy executions. They 

are bound to provide the necessary professional and 

administrative guidance to school principals in their 

charge. In some way, they would be expected to 

dictate certain leadership ideo~ogy pertinent to 

educational institutions in their respective region. 

As explained earlier the whole sampling procedure bein8 

purposive, the principals and the two higher officials were 

picked up by 2!facto, on their role positions. However, the 

third group, the academic staff was selected randomly from 

subject department clusters in each of the sample schools. 

To ensure familiarity with their principals as well as 

the unique aspects of their schools, the teachers were required 

to have -served at least for one year in the school. This 

may help them to form an objective and critical evaluation 

about their leader. Besides, to increase the validity of 

their responses, data was gathered during the second semester 

from all schools included in -the study. 

.' 
I 
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The number of teachers selected constituted the 

department head and four other teachers from a depart~ent 

cluster of Language, Mathematics, Natural Sciences, the 

Social Sciences and the Vocational Subjects. Through 

randomization from a staff list the teachers were selected. 

Accordingly the total sample of academic staff in a given 

school was over twenty-five teachers. 

In sum, the three groups constitute twelve senior 

secondary school principals, another twelver Regional 

Education Officers, and about 277 academic staff distributed 

in the six administrative regions - that is, Addis Ababa, 

North Shoa, East Shoa, South Wollo, Arsi , and Sid8lllo . 

Survey of the Variables in the ~ 

The data from the questionnaires were obviouSly, subjective 

evaluations of principals behavior - otherwise called an 

'intermediate criteria'. Yet, evaluation rating obtained from 

relevant groups can still fairly indicate the degree of 

leadership effectiveness or some kind of behavior style 

(pattern) • 

Apart from the thirty LBDQ items the questionnaires, 

also constitute items on background information and attitude 

variables that could account for the variance in exhibited 

leader behavior as well as respondents perceptions. Actually 

behavior determinants are innumerable and the researcher ha~ 
~ 
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only been very selective. 

Accordingly, there have been three classified data 

secured from the questionnaires provided to the three groups 

ot respondents. The first deals with personal background of 

respondents, the independent variables. The second is about 

organizational -variables or job characteristics, also the 

independent variables. The third refen; to the dependent 

variable - the attitude scores specifically about leader 

role behaviors. All of these have been pertinent in the 

analyses. 

Regarding the personal data a summary of the information 

obtained reveals certain relevant characteristics that 

account for the variation in their perceptions of school 

leadership. These personal attributes include age, sex, 

~arita1 status, work eXperience, academic and professional 

training and the particular role they are currently engaged 

in. 

Then, organizational influences on the cOJipetency and 

motivation of the worker has been considered. These variables 

include their job satisfaction, school facilities, inter­

personal relations with colleagues or with leaders, as well 

~s their perceptions on supervision and its results. Moreover, 

their aspirations in status improvement either through further 

education or job proJlotion have also been ~ecorded. 
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What about the perceptions of the principal towards 

his own leadership ideology? Some of the factors to be 
-

considered in forming perceptions about leadership arises 

from the nature of the organization itself. This may include 

size of student population, work complexity, the direction 

and pressure of the job demand, the resources available at 

one's disposal to enable one to opt for innovations and 

also be in a position to become supportive toward staff' 

motivation. In a way these factors impose on the principal 

some behavior pattern. Besides, the skill competence the 

principal has ac~uired, his work experience, and the emphasis 

he gives to various tasks (administrative or instructional) 

in general indicate the level of effectiveness of his 

leadership. 

Generally, in the data LBDQ rating scores provide the 

index of effectiveness which serve as a point of reference 

for each principal's behavior pattern. On the basis of this 

strategy all the hypotheses have been tested statistically, 

discussions provided and tentative conclusions drawn. 
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CHAPTEB IV 

4. THE RESULTS: ANALYSIS AND DISCUSSION 

4.1. Desoription of the Sampl!! 

The Sample Schools· - This studT oonsidered the selection 

of twelve senior secondarT schools that are widelT distributed 

and also contrasted by enrollment size. The actual locations, 

size and mode of operation is shown in Table 3. 

The data shows that there is a clear distinotion of 

complexity due to the large student population served. All 

the schools accommodate a student population verT much above 

what is considered normel. The high population pressure 

observed 88 in Venelik II Senior Secondary School (over 9,000 

regUlar students) for instance, appears to bea real challel'lle. 

To relieve the class-room shortages all but Sheno Senior 

Secondary School conduct claasea on a shift baaia. There ia 

also another challell8ing task encountered by the school 

ad • 'nistration and this is the provision of evenill8 class 
, 

program. The small town schools of Haik, Sheno, end Didea 

have indicated to be free of this additional task. Although 

it provides a financial incentive (income) to teaohers and 

other staff, with limited school facilities a different, and 

presumablT lower standard in the instructional practice, it 

poses its. own problelllB to both the concerned staff and the 

principal . Whether sohool complexit7 due to size affects 
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TABLE 3 

A Distribution of the 5:ample Schools by Location, Size, 
and Work Patterns 

The Sam»le Areas Sohool Size 
Adm1.n1strati v e 'Senior Secondary Student Teaohers 

Beaion Sohool Enrell.alant 
Code Name 1 2" 3 

1 • 51d8ll10 01 Awasa x . 
02 . Aleta Wendo x 

2. Addis; Ababa 03 Menslik II x 
04 S:ebeta lit 

3. S.outh. Wollo 05 Rotie lit 

06 Haik x 
4. North. Sho~ 07 Haile 

Mariam Mamo x 
08 Sheno x 

5. East Shoa 09 Nazreth x. 
10 Deb2ezeit x 

6 . Ars! 11 Chllalo x 
12 Didea x 

L- _____ - -- - - ----- ---- -- --------~~--- - --~~. 

Key: ColUJlll 1 - lar&e, over 4,000 students 
2 - medium. 2.000-4.000 " 
3 - amall. below 2. 000 " , 
4 - larae, over 90 teao.hers 
5 - medium. 50 - 90 " 
6 - small. below, 50 " , 

~ ......... 

Total number 
4 ' 5 6 
x 

x 

x 
lit 

x 
x. 

lit 
x 

x 
x 

x 
x 

\.. / 

01)eration 
ShUt Eveniq 

sy_stam »roliZram 
not not 

x. 

x- x 

x 
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the behaviord orientation of p1'incipals 91111 be dealt wi'th 

later (see section 4.2.3 below). 

The Sample Respondents, - As stated in Chapter III 

there have been three main groups of respondents. The 

prinoipals and R B Os were all inoluded once the 

administrative regions and 'then the schoole were taken as 

samples. " But with 'the sohool staff to obtain 'a fixed nU/llber 

of teacher respondents a cluster sampling techniqus was 

used. Except for Menelik II Senior Secondary Sohool Which 

had 30 sample units the re~t were alioted with ' en equal size 

of 25. ~~} the teaching staff respondents who fully 

oooperated were 277 in all. The size of respondents in the 

three groups is indicated in Table 4. 

TABLE 4 

Personal Attributes of Re&pondents 

Tllel) amp~e ireulIl 
Variables :reaO!l8rs Fr1nC ']laols: ltlSU'S 

No. '" 1'10. ,. INO. . ", 

)(ale 257 93 12, 100 12 100 
Sex. Female 20 7 - - - -Total 277 100 12 100 12 100 

20-30 Tears 12.7 46 - - 1 8 
Age 31-40 ", 108 39 5 42 7 58 

41-55 !t ' 42 15 7 58 4 34 
Total . 277 100 ,12: 100 12. 100 

Master's. degree 5 2. - - - -Quelif1c- Bachelor's; " 154 55 1.2 100 12 100 
atlon Diplom.a • . 105 38 - - - -Lower then Diploma 17 6 - - - -Total . 277 100 ' 12 100 12: 100 
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4.2 -Analysis of the Variables 

From the data oolleoted and summarized the following 

significant characteristics -have been obtained. 

4.2.1 Background Data 

Sex - Among the staff sample only seven percent we~e -
females, but none amoll€ the principals and the BEOs. Such 

low; sex partioipation in the ~ank: of the iainfullr employed 

popuiatioa is. indeed a common chanoteristic of all 

developini sodeties. The MOE official statistics 1 for 

instanoe, indicates that the~e were onl.T 14 percent famale 

teachers in the eatire government senior seoond.ary schools: 

in 1989 in Ethiopia. Most likely there were none in the 

other two groups. So, if there were differenoes in 

perception about leadership of principals no test has been 
-

attempted by the study. 

Age - As shown in table 4 neariy half the staf:t 

respondents were between 20 to 30 years and 39 percent were 

in the 31 to 40 years of age. Whereas, for the principals _ 

and BEO's praotioally all are over 30 years of age. IAde eel , 

promotions to a leadership position pri&arily requires 

loneer sei'v ice. The assUliption is that it helps one to _ 

acquire (&ain) wider practical knowledie about the entire 

organization and also in the specifio profeesional skil~ 

essential -in dealiniwith emergent educational problems -and 
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role demands. In some w~y it is an indic~tion of job 

maturity. 

Train!Pe Aspects - Dat~ about qualification reveals 

that there is a negligible number (only five or 2%) 
Master's and 5510 Bachelor degree ho1defs among the staff. 

The leader gioups, on the other hand, are entirely of 

Bachelor's level. 

For the principal to provide professional guidance 

particularly in the face of rapid scientific, techno10gic~1 

and cultural changes higher qualification th~n his 

subordinates is very essential. Whether teachers of higher 

qua1ific~tion tend to be more critical tow~rd (the ev~lu~tion 

of) their principal leader behavior has been st~tist1c~lly 

tested in this section (refer page 111 for eesults). It is 

~dvis~b1e that he must be selective ~nd careful when de~ling 

with his staff. Te~chers c1~im and also treat themselves 

as 'professionals' ~nd 'matured' on account of their 

qualifications and subject 6pecia1iz~tion. Under these 

circumstances therefore, he must vary his leadership style 

according to maturity level of his st~ff2. This also applies 

to his superiors - the BEO's. The respect accorded to ~ 

leader and the confidence placed on him is, to some extent, 

a function of the qua1ific~tion and the relevance of the 

area of training. 
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TABLE 5 

Principals Field of Training 

Field of study Besp_onses 
No. ~ . 

Educa tional Administra tion 3 25 
Pedagogical S:cience 3 25 
Subject Major 6 50 

Total 12 100 

Asked to specify their field of training, among the 

twelve principals half (50%) of them were found to be sub~ect 

area majors, 25 percent pedagogical science majors and the. 

remaining 25 percent are graduates in educational adm1n1sration. 

From field observations, the few qualified educational 

administrators are currently appointed as assistant prinelpals 

in the larger senior secondary schools in the country. Aa a 

practice school leadership posts have commonly been filled 

with persons from among teachers through competitive 

examinations who may subsequently go into .in-service training 

on administrative· and related courses3• 

For the organization the placement of a professional 

administrator must be an area of concern and hence it can 

not be the leaet neglected. Aotually, whether the variation 

in professional training makes a difference in leadership 

effectiveness is an empirical question that needs careful 

consideration. In this research attempts have been made to 

compare the trained and untrained principals effectivenesa 
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index. It is treated in section 4.2.3. 

If profesSional course offerings (i.e. in curriculum, 

psychology and administration) can tell enything about the 

skill mastery 'or competency of the principala the data 

indicated that 58 percent (7) haye taken 21 or more credit­

hours, 25 percent (3) between 11 to 20 credits and the 

remsinin816 percent (2) below 11 credits in- the course of 

their training in the university. 

The o"erall academic a cM.e'Y ement (cumulathe G, P • .a), at 

graduation is found to be from 2.5 to 3.00 for 67 percent · 

(8) and from 2.00 to 2.5 for 33. percent (4) of the study · 
. . 

population. Perhaps to compensate for such limitations · 

(academic ability) in the professional prepsrations and also 

to a'Yoid 0 bs~lence and therebl' update their knowledge the 

MOE offers seminars at regional and national levels on varioua 

occassions. 

Aocordingly the principals included in the study 

indicated that two-thirds (8) of them haye participated for 

three to five times while the rest had such opportunities 

only once or twice. Actually such short-term training ha"e 

been rare as discussed earlier. If the Ministry ianot 

short of finance, to plan, .organize and conduct workshops 
it's 

would be to ita benefit. Hence A commendable that increasing 

such chances would yield better results along principal 

leadership ef~ec~i'Yeness. 
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4.2.2 Job Charaoteristios " ' 

Job e!perience ' - Apart from professional preparation 

another aspect that may iIIIprove the competency and leedersMip 

effectiveness of principals Gould be the experience gained 

on the job as 'IIell as on related ' tasks such as teaching. --

TABLE 6 

Res~onses of Teachers and Prinoipals 
i 

on their Work Experience __ 

Be s.uonsee 

Items, Teachers Prinoipals 
No. f- No • f. . 

1 • What 'is, your total sen ice 
as a teacher ? (in years) 

~~ 
over 11 71 26 - -
5 - 11 145 5Z 3 25 
0-4 51 22 9 75 

Total 217 100 12 100 

2. Ho'll long have you serYed 
in the present achool ? 

(in years) -

a~ oyer 8 66 24 1. 8 
b 3-7 119 43 6 50 
c 1-2 . 92 33 5 42 

Total 277 100 1.2 100 

The two items in 'table 6 are related to length of . " 

teaching experience and familiarity to their 'IIork , . 

environment. Seventy five percent of the principals reported 
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to have ~erved between one .to four years. Actually, this 

is the minimwn service requirement in addition to serving 

in some administrative roles on subordinate positions, 

(eg. as department heed). Such a short period of service 

indioates the achievement . motivation of · those . who have . 

succeeded for the job. Perhaps they were keenly . interested 

to devote more time to learn the adll!1nistratlve concerns 

while they were teachers. 

With regard to familiarity in the present school 76 

percent of the stdf and 92 percent of the principals have 

responded as having stayed below seven years. · A close~ 

observation of the data indicates that a shorter period of - ­

stay in the school is. considerable. Although transfer to 

other areas is one factor ef motivation, frequent mobility 

is a disadvantage to school improvement projects initiated 

by the principals. 

So long aa it is natural for .leadersto behave idio- -

syncraticallT teachers might be in a difficult pOSition to 

adjust every time to the changing school heads' nseds. !ll 

effect, interpersonal interactions are boun4 to change and 

so also their attitude toward the leader .arid . the entire 

school program. TeaAoll8's,4 study also raised this proble.ra · 

and recollllllended that such trends need to be chan,ged. 

particularlT tor principals, theI'e must be an agreement to 

work in a given s·ohool for sufficiently lon.ger period so as 
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to plan and implement programs based on the uniq~e demands 

and reso~ce capabilities. of the school. Other'llise schools 

11111 remain as; ;I~ping ground 'IIi th no effective leaders 

in "iell. 

From another pers;pective school principals need to be · 

exposed to different school envi~.nments as long as they 

hang on the ~ost for extended time. Although organizational 

etruct~e, c~rioul.um and '/Iork prooed~es are similar for 

all gro~ps there are problema in achievements specific to 

e"ery school system. 

TABLE 7 

W.ork Experienoe as a Principal 

Response 
Itema No. of Longer j,,,eraR.e Loft 

Total 
years O1'er 8 3 - 7 1-.2 

1. Stated total ser1'ice No. 5 7 - 1'2 

years a8 .a principal f. 42 58 - 100 

2. The n~ber of No. of 
different secondary schools 0-5) (two) (one Total 

schools '/Iorked in as No. 7 1 4 12 

a principal. f. 58 6 34- 100 
. 

From the data shown in Table 7 it oan be ooncluded that 

all the respondents seem to have gained a good deal of '/Iork 

experience as prinoipals. ThiS, as indioated in the table 

i8 witnessed by t he length of '/Iork experience attained by 
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principals~ With 42% 'of longer service (over 8 years) and 

58% of average experience (3 to 7 years) it can be assumed 

that the principals have wider practical knowledge in school 

leadership. 

It can also be assumed that in addition to the overall 

senice the chance to work in different school systSlllS would 

enable one to become a person of wider conceptual skill. 

In the data 58 percent of the principals have reported to 

have served in three to five different schOOlS. Thie ,idea 

should overlap with but not contradict the researcher's earlier 

contention of discouragill8 fast mobility or transfer from 

schools. 

With a view to gather data a question 'lias posed to the 

BEOs to state to what extent professional training and/or , 

prior teachill8 experience must be sought in the appointment 

of principals. Accordill8 to their responses 67 percent were 

infavour of more professional, qualification. For yet another 

question 84 percent emphasized that more than two years of 

prior teachill8 service must be required. One can conclude 

that the higher officials tend to favour more experience than 

'Professionalism'. Such a view might have emanated from the 

fact that to-date no locally trained high level professionals 

existed. In order to fill this gap the University has started 

such a program - in post - graduate studies since 1989. 

. . 
It is obvious that~verall service helps to gain adequate 
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kno"ledge in school practices. However, whether prior teach1Jl8 

experienoe actually contributes eignificant1y to"ard leadership 

proficiency is debatable. 5 Nevertheless, in the scarcity of 

the professional it is still one of the established .criteria 

of promotions for principa1ship. The MOE pursues it as 

policy alternative in the appointment of prinoipals. 

To find out their previous eXperience as teacher, a 

question was posed to the principals so that they "ould 

indicate the subject they often taught. To this etfect it 

was shown that 50% were involved in teaching languages while 

only 16':; in the S.ocial sciences. This findin& seems to be in 

conformity with previous study on Ethiopian principa1s6 "hich 

revealed 65':; and 14~ as languages and geography teachers 

respectively ~ 

Another point worth discussing is the requirements for 

principal~ to take teaching assignments and their attitude . 

to"ards it. Two-thirds (6?~) of the principals have ~eported 

that they are not engaged in conducting any class. Those who 

do, (four) teach trom six to ten periods a week. This 

practioe is a recently introduced regulation? that appears ' to 

be a point of dispute both among the principals and the 

offioials of MOE. 

To the prefil.ent knowledge of the "riter, this deciaibn 

"as brought into effect without conducting any surv/ey whether 

or not principals should~take classes. in their respective 



c 

c 

... _;.' •. _~ ...... ' •• _."' •..• "._._ ",_ •••.•.• .•• , __ .. _, '-'~~ ___ ~, ...;k· ... "'···;...·· ""'. c.....;.'""._~~. -'"--"-"--__ ~_ 

- 89 -

subject areas. Some principals question the benefit of this 

s.pacific role. They think: that while the job of the principal 

is complex and demanding 'where office time pro&rams are 

hectic with new problems appearing every time, one can not 

be an active, well prepared, and exemplar instructor to the 

rest of his teaching staff. BeSides, oWing' to low maturity 

of students the role conflict (as teacher and leader) is not 
. , 

easy to manage. In institutions of higher learning, 

presumably both roles could be entertained adequately for 

reasons that there is. sufficient time (for instruction, 7 

research or administrative duty) and there is also the 

question of autonomy in .ones own academic responsibilities. 

Cautiously considered, to be a serious instructional leader 

does not mean to become overburdened by tasks mutually 

competing for available time. 

Interactions - School leadership must focus on collegial - -
authority. This implies that interactions in a warm climate 

• 
, ' 

is essential to help staff members carry out their duty 

effectively. Among the various mechanisms by which staff can 

be motivated to work proper &uidance, communication and 

evaluation of their performance is essential. To carry out 

those tasks the use of formal and informal meetings are 

fundamental. 

For a secondary school principal meetings held with the 

staff serve as a means for mutual understanding and cooperation. 

Data gathered with respect to thia issue reve'als that meetings 
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held at three levels - that is, general staff meetings, ' 

departmental meetings, and with the principal in private -

are particularly important. 

Table 8 shows that ,departmental meetings ,are held as 

often as, general statf meetin.gs. The principal address,es 

meetin.gs at least twioe in a semester or more than four times 

in ~ year a~preacribed in'the administrative handbook8• 

Besides, staff reported that they can get the chance to see 

,their principal whom they consider aaprofessionalcolleague 

to seek guidance, or consultation once or twice in a month. 

TABLE 8 

Responses, of Teachers on the Frequency 

of Meetin.gs Held 

Respo~s ' , 

More 
(over 4) 

Average 
(3-4) 

Lee 
(1 - 2' ~~)e 

N/rTotal 
Items -

No. " No. of. No.~_ ' No." No.jI: No"-,'-
How frequently do you 

. . . . . . 
meet ? 

a) With your department 
group (in a year) 147 53 72: 26 44 16 - -14 5 'Z77 1CX . 

b) When principal 
calls, staff meetin.g 
(in a semester) 33 12 105 38 122: 44 6 a- 11 4 2771lXl 

-
c) With principal in 

private (in a 
277'()C month) 22: 8 47 17 139 50 58 21 11 4 

~/B = no response. 
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What matters to teachers is their actual desire to 

express their views freely as they attend those meetings. 

ObYious1y, the intentions and plans of the principal could 

be articulated in the staff meetings apart from the written 

communication media like formal notices, memos, letters, etc.)j' 

he often tilnes utilizes. · To influence his staff toward 

achieving school goals he must be treated as their colleague 

and leader. When meetings are arranged as often as deSired 

by a democratic leader staff participation in decision making 

would be ensured. 

Effective leadership arises from open and warm school 

clilnste. Indicators of warm school c1ilnate may be the 

availability of conditions that invo1~e all staff on ~oluntary 

basis. Table 9 lists. items that serve the eoonomic, social 

and cultural interests of the staff. These activities provide 

the ground for mutual aSSistance, understending or e~en 

entertainment. 

Principals indicated that welfare association and fare­

wel party are established in all but one school. Note that 

school magazine end news-letters are virtually non-existant. 

Perhaps, this is , so because they require initiation and 

budget support from the administration. It may also be for 

reasons of lack of intellectual culture or due to restraints 

on freedom of expression. This aspect is not exercised as 

a necessary school function that could provide a chance to 

acquire new kno'illedse and expr_sa opinions concerning sehool 

" 
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problems or the profession at large~ The presence of all 

the items in . the data would become as a mark of good 

leadership or, a tense climate if non-existant. 

TABLE 9 

Principals' Response on Available Conditions 

for 'Open' Interaction in the School 

Resl)onse 
Item No • . 'f. 

-- . 
Which of these condi tiona emst in 
your school ? 

a) . Welfare association 11 92 
b) School magazine 2: 16 

c) Department news-letter 1 8 
d) Farewel party 11 92: 
e) Sports day . 8 67 . 

f) Furnished staff lounge 6 50 

Motivation - For effective performance of workers in 

an orgenization two things appear to be basic. One is the . 
ability or technical competence end the other is the 

motivation of those involved in the task. Earlier a mention 

was made concerning the qualification, experience and 

professional preparations. To obtain information on the 

motivation of the work group - the principal and his staff -

a few question items were presented. Table 10 provides the 

data. 
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TABLE 10 

Some Indicator8_' in the Motivation of Teachers 

- Responses 
Items Very Average Very 

much little 
Career S.atiafaction 
- How much are ,you 

89 1.22 satisfied with your Ko ' 62: 
job ? 'fo 24 32' 44 

Professional pres:tige 

- How much respect do 
you ear~- from your No 30 59 188 
community as . <{. 11 2:1 68 
teachel.' ? 

S_chool incentives 

- How fairly are 
teachel.'s assigned 

18 for evening classes No 122 45 
(if any) .? <{. 66 24 10 

-figure excludes those schoola that have no evening 
classes. 

Total 

277 
100 

-

217 
100 

185-
100 

Item one and two l.'elate to satisfaction derived from 

I 
I 

the teaching professione Three-fourth (76<{.) of the staff have 

expressed that they are not satisfied with their job. This 

finding confil.'ms the conclusions of several teacher 

motivation studies.9 

One source of satisfaction not intrinsic to the job 

itself ma7 be income obtained from extra assignment in 

evening classes. To be fairly assigned when they apply for 

it may minimize the diss~tisfaction with the administration. 
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Ninety percent of the staff here indicated that ther e is 

fairness in remuneration from such extra work. If it was 

otherwise teachers would feel dissatisfied and thereby 

withdraw. voluntary support to their principal. 

Again, conditions that encourage or satisfy teachers 

~ary from school to school. The staff indicated the degree 

of their satisfaction with some of the physical and 

psychological supports they expect from their schools. 

TABLE 11 

Some Pactors in Teachers Motivation 

I Res~onses 

I Items Much t Average Little • Total ' 
4 3 . 2 1 

School Support in Pacili-
ties and motivators . 

- How much are you 
satisfied with these 
aspects of your school 
(if any) ? 

a) adminia:trative No 137 78 40 255 
backing 

I" 54 30: 16 100 
· 

b) recognition by No 165 52 51 268 
leaders % 62 19 19 I 100 

· 
c) Cl.ass room No 57 92 126 275 

fa ci1i ties % 21 33., 46 100 
I · 

d) Department faculty No 40 74 144 258 
room " 16 29 55 100 

· 
e) Staff lo~e No 99 61. 107 267 

(furnished f. ' 37 2.3 40 100 

~ercent computed out of the indicated total (N ~ 277) . 

, 
i 
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Whereas, adlni.Jlistrative recognition and support are 

satisfYin8 to most staff over 80 % (colwnn 3 and 4 i.Jl table 

11) the physical facilities are rather below their 

expllctations. Perhaps they consider school rooms as 

inadequate or below standard. Fortunately for the pri.Jlcipals 

the feel1n8 of staff that the adlninistration stands by their 

side may lay the ground to enhance effective leadership. 

This may imply that staff are positively influenced or are 

motivated to cooperate with all their colleagues. It could 

also be an i.Jldication of the attitude they form toward the 

s -chool. 

TABLE 12 

Outcomes i.Jl Teachers Job Motivation 

ReSllonses 
Itel!lS, Much AVerage Little Total 

4 3 - 2- 1 

1 • How much concern do you No 191 59 27 277 
have for your staff ? fo 69 22. 9 100 . 

2-. How much confidence do 
you have in discussing 
school matters with your No 163 97 17 2.77 
staff? fo 59 35 6 100 

It is generally assumed that a dissatiBtied worker may 

seek emotional support from his fellow staff. Teachers have 

on the whole expressed their lack of motivation from the 

profession. Perhaps to c~teract such a low morale they 

would l1Jce to discuss ma tters as a means of relieving their 
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concerns. The data in Table 12 clearly reveals this fact. 

In as· much as possible they would like to create a warm achool 

climate stressing mutual confidence and concern. The 

implication for the prinoipal is that 'consideration' more 

than 'initiating structure' as lea4ership style is important 

where low. morale of staff prevails. The aspiration of staff: 

for achievement motivation also indirectly indicates their 

dissatisfaction (attitude) with the profession. Two questions 

were posed to the staff to find out what plans they envisage 

toward improving their work conditions. 

TABLE 13 

Teachers Aspirations for Achievement Motivation 

Bes1>onses 
Items No • ~ . . 

1. What plans do you have to improve 
your education ? 

a) toward higher qualification 
studies 206 74 

b~ any course work jJ 15 
c have no plans 11 

Total 2:.77 100 
a. What plans for job improvement do 

you have at present ? 

a) to teach in some college 23 8 

il to become a school adminis;trator 32. 12 
want to transfer from here 81 29 
want to sta1 here 41 15 
leave (quit the profession 100 36 

Total 277 100 

In the data (Table 13) 74 percent of the teachers would 

like to continue their studies at a higher level mainly for 8 
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better income and if possible to leave the MOE. Perhaps with 

similar intentions 36 percent of th.e staff desire to leave. 

the teaching job and 29 percent said they would like to 

transfe~' to the cities which. may open up chances for further 

education or some other self employment. 

What would the picture look like as regards the 

principala ? As much as the motivation of staf~ indicates 

the extent to which they are ready to accept guidance and 

influence from the principal, the degree of motivation of 

the principal show~how much he is stimulated to strive 

towards school success. To oarry out the various tasks of 

administration and staff mobilization the principal must 

attend to his duties not in fear of accountability but as a 

result of internal motivation. 

TABLE 14 

Pactors in Principal Motivation 

Items HeS.llO%l8'ea 
High Aver~e Low Total 

1 • Career S.a tisfaction 

How much are you 
satisfied with being No. 6 3 J 12 
a principal ? % 50 25 2.'5 100 

z. Community Respect 
How much res.pect 
does the community No. 5 3 4 12 
accord you? % 42 25 33 100 

. 
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Data gathered regarding principels motivetion (Table 14) 

shows that 75 percent of them were satisfied' with holding the 

position from average to high. They also perceived that the 

society accorded higher respect to principals. One can 

conclude that that their status provide them a higher 

motivation to expend &ore energy on school functions • 

. To assess the level of motivations as principal a question 

was posed. Table 15 contains four items that require 

principals to state their realistic plans as an expression of 

job improvement aspirations. From. the samples 50 percent would 

like to reach for higher posts and a considerable proportion 

(34 percent) would want to leave the profession. At this point 

safe generalizations are difficult because of the very few 

samples taken. 

TABLE 15 

Outcomes of Principals Job Motivation 

[ Item lIes.ponse 
No. " Aspirations for job improvement 

What are your plans with in the next 
five years? "j moye to • hi.h," position , 50 
b teach in a college 1 8 
c a poat in the head office 1 3~ d leave (quit) the ~inistry 4 

TotaL 12: 100 



( 

= 99 = 

But in compariaon to the staff (refer Table 13) principals 

seek status improvement that actually requires increased 

performance as preconditions for competition in promotions. 

In general, from the data, the motivation of principals seems 

to be higher. 

Job Demands - However motivated the principal may be 

in order to provide effective leadership the systematio and 

proper allocation of his time to various tasks is of primary 

importance. It is obvious that the various school activities 

must be accomplished in cooperation with the appropriate 

persons on the role. The required assis.tance and sharing of 

responsibility is obtained from the assistant principals. 

department heads, and others that are delegated with certain 

tasKS. 

Principals in the bigger schools reported that they hsve 

two assistants except Menel1Jt II that has three. S.uch an 

assignment, as stip~lated in School Administration Handbook10 

is entirely dependent upon both the size of student population 

and school plant. If the assistant principals are cooperative 

they can relieve the principal from several of the daily 

routine tasks. This has: it~ own practical significance. But 

above all, the effectiveness of the leader lies in his own 

genuine oonoerns, and time utilization on the basis of priority 

orders to the categorically differentiated tasks. 

The data in Table 16 indicates that 76% of the principals 



= 100 -= 

devote only one-fifth or less time on class-room 'lLisi ts .• 

It may be because they delegate the task to department heads. 

Whereas principals express their desire to work more on 

professional tasks 11 a great deal of their time is rather 

spent on. administrative duties. Under these circumstances 

it is difficult to think of principals in the ideal sense a 

professional leader. 

TABLE 16 

Time Estimate on the Different Job Demands 

(Aotivities) by Principal 

Response . ' 
High Avera.g.e Low Total 

Item 

1. What percentage of your 
duty time is devoted to 
class~room visitations ~ 

No. 

" 

~~r I a1-4~ 1-2~ 4V7". . 
j . ~ 1 

2 
16 i 

1 
8 

9 
76 

12 
100 

II 
'. 

2. What proportion of your 
time is spent on the 
different activities in 
your responsibility ? 

~~r 
2\170 

AveraRe LOW ~O'T;8.1 ! 

a) Clerical and 
administration 

b) Supervision 

c) Instructional. 
leadership 

No. 

" 

, 
6 I 

50 

4 
33 

3 
25 

10-2~ 

a 
16 

5 
42: 

3 
25 

4 
33 

3 
25 

6 
50 

d) Community 
participation and No. - 1 4 ~ 
miscellaneous ,.% - 8 33 41 L ___________________ ~r ~ __ ~ ____ ~ _____ ~--~ 

-nesponee is incomplete 
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Depending on those activities the principal is engaged 

in and emphasi zes, both his subordinates and his superiors 

form certain perceptions on principalship. Their attitude 

in a way reflects how much they would like to be influenced. 

On some of the items certain agreements were observed. 

TABLE 17 

Teachers and Regional Education Officers 

Perceptual Agreements on Principalship 

-
Item Staff N = 277 REOs N = 12' 

I , 
Perceptions on The Extent of Mean , Rank Mean Rank , 
Principals POVler and Authority - , , 

X-x: I r 1 , 

He is mainly viewed as one I 
I 

who (rarely (1~, Seldom (2), ! 

! Frequently (3) . . . 
I I ! 

a) has public recognition as , 
school head 2.76 I 1 2.92 

b) has considerable authority 
as leader 2.69 3 2.92' 

c) is merely policy implementor 2.71 2 2.66 
d) is accountable to student 

achievements 2.36 
! 

5 1.92 
e) has en authority confined 

to his school 2.14 I 7 2.92 I 

f) has the public seek his. I 
! 

advice 2.32 I 6 1.66 L::ilS himself for , 
community development 2.65 I 4 20.50 

-
The main scores of the responses of teachers, end REOs 

when rank ordered shows a very low degree of positive 

correlation. Using theJS~~arman rank order correlation 

r 2 

1 

1 
4 

6 

1 

7 

5 
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formula I the compl! ted value is. 0.1·6. 

It is positive however, it · is a very low) correlation which 

indicates a wiQer divergence in the opinions or perceptions 

of the two groups as regards the extent of principals power 

and authority on those aspects specified above. 

While the two groups have the s8ll1e consensus on public 

face of the principal (item tat in Table 17) they differ 

greatly on the authority he should have within his school. 

The REOs presUllle that given the legal authority the principal 

as a leader must have his activities confined to his school. 

It means theT do not encourage his participation in mass 

organizations (eg. the Kebele) for fear of the fact that his 

time may unduely be appDrtioned to tasks that have little or 

no contribution to the school. contrary to this notion the 

staff feel he should rather go out and discusamatters with 

hieher officials or with the cOllllllunity in. an attempt to seek 

the much needed support in the development of the school. 

In another instance, the staff consider him as mere policy 

implementor (item to' in the table) while the BEOs believe he 

can also initiate new plans ('initiate structure') within the 

limits of his authoritT end the availability of school 

resources. Again, staff indicated that there should be 

accountability on student achievement on the part of 

prinoipals, rather the staff should be more answerable to it. 
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staff performance evaluation is conducted regularly by.every 

, school ;for the bendi t of the individual as well as the 
I . 

organization. Responses from both staff and BEOs fully 

identified that the function of evaluation is carried out 

by the principal in. col1aboration with the assistant 

principals, unit leaders and department heads. No outside 

supervisor is involved in this, part:i,cular task. 

The task of evaluation or sometimes called super.ision 

is an important means by which the principal interacts with 

his subordinates. As such. it should not just be done a8 

routine duty but be used as a pOYlerful tool of influsnce. 

Through the evaluation function not only the principal can 

make cont a .ctS . but elso lIIay in. a way assess the personal 

worth of the staff. Evaluation is assumed to yield an inder: 

of comparis;on: for illegibility in competitions for promotions, 

opportunities for further education, organizational benefits 

like s.alary increases, etc. 

A question was posed to staff and BEOs to express their 

opinion on the extent to which the principals make use of the 

staff performance evaluation scores for some identified 

purposes. Differences. of opinion. exist as to the practice 

of evaluation. res.uJ.ts put into use by the principal. The 

obtained mean scores for the two groups were ranked and 

statistically described to see if there is some oorrelation 

in their perceptions. AccordinglY, the computed Spearman 
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r8llk: order correlation index is found to be 0.45. This 

magnitude although positively related is not sufficient 

enough to lead to a kind of conclusion that the two groups 

are in greater agreement. 

TABLE 18 

Perceptual Agx:eements by Teachers "and !legional 

Education Officers on Principals' Practices 

af Teachers Performance Evaluations. 

Item Staff N = 2.77 BEOs N = 12 -Perceptions on the use of Mean Bank: Mean Bank 
Evaluations by principals - -x. 1'1 x : 

The principal mainly utilizes 
Evaluations (r8rely (1), 
seldom (2), often "(3» 

a) for conference in 
professional guidance 2.02 2. 1.66 

b) simply to let know their 
rat1.ng scores 2.20 1 2.66 

c) for warning the poor performer 1.98 3 1.75 
d) to help teachers develop 

their potential 1.93 4 1.75 
e) to recommend for pay raise 

\ 

1.65 5 2.16 
-

f) to remove/expel the poor 
performer from the school 1.36 6 1.00 

From the data it can be observed that the groups agree: 

on three items . The BEOs assume that the principals follow 

the procedure of evaluation to let every teacher know hi. 

1'2 

5 

1 
3 

3 
2 

6 

01Ul ratin& score, to send the report to the next higher office 
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for reference in pay raise, to warn the poor performer or 

to write recommendation on the basis of the score earned 

for any competitions the teacher may apply. This is a formal, 

and presumably a routine .task. 

On the other hand, teachers feel that it is used as a 

way of providing feed- back by letting them know their .rating 

soores and also as a bssis for conference in professional 

guidanoe. The staff do not attach weight to evaluation which 

woUld not affect their pay raise or trensfer and removal 

from the job. Perhaps there is a common practice 0~- as6igning 

rating scores of little varience, almost above average to 

everyone. The question femains ~f evaluations ' were seriously 

done why not remove the under-echievers or poor-performers 

from school? Pifty percent of the principals indicated they 

would like to have the right to remove the poor-performer from 

their school. But the policy does not grant this right to 

the principal. Merit pay is not persued at all. Although 

merit~~lans presuppose several arrangements: evaluation Without 

this scheme cannot become the basis for demanding increased 

performance toward school achievement. ' 

Principa!!s Effectiveness: 50me Correlates 

On the basis of data generated. from the forms of 

questionnaires~ the magnitude of leadership effectiveness 

an~ the major variables that bear some determining effect 

have been shown. Por --the twelve senior secondar,y school 

/ 
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principals 'L B D Q, Real, StaU' provides the principals' 

actual behaviour pattern elicited on both initiating 

structure and consideration dimensions. Mean value as 

effectiveness index has been calculated from the pooled 

staff scores for each principal (see Appendix B:-1;). 

Again data. from 'L B D Q, . Ideal, Self' provides. the 

principal's own belief on leadership of schools. In the 

seme way the REO's expressed the ideal behavior patterns on 

the 'L B D Q, Ideal, Boss' questionnaire forms. The behavior 

indices from the two groups are shown -in Appendices B~2 and B-3 

respectively. 

Based on those data a set of .b.ypothes.es ha'l'e been 

derived and statistically tested to arrive at some conclusions. 

Accordingly, the following hypothesee, as conceived early in 

the formulation of this research, have been stated thus: 

The hypotheses 

School size (by enroll:ment) has no effect on 
principal's behavior orientation; or there is 
no significant difference in the role behavior 
pattern between small size and large size 
senior secondary school principals. 

Formal education (qualification) level doe~ not 
result in the variance on staff attitude toward 
their principal leader behavior. 

Job motivation (morale) hae no effect on their 
attitude toward their principal's leader beha"ior. 

Principal's professional preparation (training) 
makes no difference in leadership effectiveness. 
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There is no significant difference in ths 
perception (rating) reports of school leadership 
within and ~etween different sample groups. 

In the section that follows a brief analysis of all the 

hypotheses on the basis of the appropriate statistical test 

will be attempted. 

The Anatlsis and Discussion 

Size of School - The variable size as measured -
by student enrol1ement is an indicator of organizational 

complexity. A large school requires a correspondingly 1a2ge
O 

teaching staff and increased auxi1ar~ services and facilities 

and viceversa. ~o distinct sizes have been delineated for 

the purpose of this research - small (below 2,000 students) 

and large (2,000 and above). 

This research has set out to investigate the impact of 

school size on leadership effectiveness. The assumption is 

that the smaller the size of the school the greater is the 

principal's effectiveness and viceversa. To verify this 

assumption a statistical test has been applied. 

The data for the sub-groups of small and large school 

principals is given in Table 19 below. Here i~ is important 

to note that all observed values are not statistically 

significant. Since the computed t- ratio (T) as compared 
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TABIE 19 

t - Batios of Mean Differences for Small and 
-

Large S:chool Principals on Both Dimensions 

r Behavior 
- -

Sub- groups by School Size 

Dimensions Small School Large S.chool t-ratio 
n Mean SD n Mean SD 

-
1. Initiating 

structure 6 2.84 0.49 6 2.37 0.38 1.86 

2. Considera tion 6 2.81 0.56 6 2'.36 0.41 1.59 
1-- - - -

t( ) = 2.228 .05, 10 

to the critical value (T~) fo~_ initiating structure 1s smaller 

the null-hypothea:is' (Ho) is accepted. Thus, it can be stated 

that there is no empirical evidence to believe that school 

size plays a significant role in leadership effectiveness of 

principals as regards initiating struct~e behavior. For the 

consideration behavior, as well, we fail to reject the null­

hypothesis or the motivated assumption ~s not confirmed. It 

can thus, be stated that no significant difference is observed 

in consideration behavior between the two groups of principals. 

From the data it can be argued that school size does not seem 

to be a significant factor in leadership effectiveness unless 

other critical factors (staff motivation, the need for ade~uate 

supplies, for instance) remain . ' xesolved.Only then would 

school size become deterministic in principal effectiveness. 
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Style Analysis - Effectiveness index from staff ratings 

of their principal allows the mapping of leadership 

a quadrant scheJDa. 

Figure 4 

Number and Percent of Principals' Scores 

Above and Below the Mean on Both Di.8lenslons; 

lIP. Above 
~ ~Jlean 
mol> 

..-i () Belo" 
oI>~ .... ~mean 
~~ 

Consi- d e r a t ion 

Below mean Above mean 

1 (~, 7 (58~) --
4 (34%) 0 

. -
mean = 2.59 

styles on 

Mean 
=2.61 

.. 

Leadership style identification from the scores reveals 

that including school 07 and 11 all the small size school 

principals achieved above mean on both diJlensions. The other 

four principals were found to be ineffective that is, 10" on 

both dimensions. The findinB suggests that school size must 

be reasonably low to allow the principal for more interaction 

and support "ith his staf~. 

H2: Educational qualification of staff - Another 

important variable that affects leadership is the qualification 

of teachers. The research assumption states that the more 

forJlal education (Certification) teachers havs the more 
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demanding their expectations for the beha~ior of their 

principal, and therefore, the more critical their reports on 

him. In other words the higher the teachers qualification 

the lower will be their rating of the principal's behavior. 

TABLE 20 

A Test of Independence (~2) of Qualification and the 

Staff llatin8s of Principal's on Both 

Behavior Dimensions 
-

(N = 277) 

-
Behavior Qualifi ca tion 

Dimensions. Masters &: Below 
Bachelor Bachelor 

Initiating Abo'Ye 85 61 
Structure me en 

Below. 73 56 
AIleen -
Above 87 64 

Consideration _~ean 
Below 70 56 
AIlean -

~ ~ 0.05, and with 1 degree of freedoAll it 
requires 3.84. 

"t~ 

0.38 

0.32 

A ~2 (Chi-square) test of the data for the subgroups 

of higher qualification versus below a Bachelor'S degre~ 

level teachers fails to reject the null-hypothesis. 

Therefore, there is no sufficient evidence to show that staff 

rating is related or biased due to qualification. 
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This fact seems to imply that the principal is not sufficiently 

engaged in the instructional leadership role which may re~uire 

a style differentiated in- accordance to the maturity level of 

his staff (cf. situational leadership theory on page i.9 ). 

H3: ~taff Motivation - Earlier it was stated that the 

motivation of teachers is a significant factor in school 

leadership. The assumption is that the satisfaction the 

·teachers derive from their careers, that is, the higher the 

sa tisfaction with their career the more favourable the reports 

of the teachers. 

Data extracted from Appendix ~~ was sub~ected to a 

statistical test to verify if there is variability of 

principals s~ores due to teacher motivation. Three sub­

group's (high, average, and low morale) scores were tested 

using an analysis of variance (ANOVA). 

TABLE 2.1 

Summary of Analysis of Variance with respect to 

Staff motivation level on principals' 

Initiating structure Dimension 

r----
Source of Variance S.um of df Mean 1 Squares Square 

Among group S' 5.77 2 2.89 
11.56ii 

Within groups 68.5~ 2.74 0.25 
Total 74.29 276 

~ 
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TABLE 22. 

Summary ot Analysis of Variance, with respect 

to Staff motivation level on principals' 
Cnnsideration Dimens.ion 

Source of Variance Swn of dt Mean F SQ.uares Square 

Among groups 5.56 2. 2.78 
8. 45i1: 

Wi thin groups, 89.77 274 0.33 -
Total 95.33_ 276 

." 05 2 274) = 3.03 . , , 

. 
I 

Note that a large value ot F-ratio would indicate greater 

variability ot attitude among groups toward their principal. 

From the tables it is shown that the null-hypothesis is: 

r&~ected for both cases - Initiating structure and consideration 

dimensions of the principal. Henoe, empirical evidence 

provides support that the morale level ot staff contributes 

greatly toward the effectiveness of their principal. 

H4: ~rofessional Training of Principals - The basie 

assumption here is that the specific training in educational 

administration can be a causal factor for more effective 

school leadership by principals. If they satisfy the 

professional leadership needs of teachers in their school the 

rating scores will be higher than for those with general tield 

ot tr aining • 
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To test this assumption the educational administration 

(EdAd.) group was compared separately with the other groups 

applying the T-test method. Accordingly, the following 

derived hypotheses were tested.< refer Taple 23). · 

that there is no difference between mean scores of 

• EdAd. and pedagogics major principals, 

• EdAd. and subject major principals, 

• EdAd, and the others put together, 

I 

On the basis of the data (Appendix 6·s) t-test results 

indicate that only one from the derived hypotheses is rejected 

and this confirms the research assumption that the former 

group in the table is as effective as the latter group exoept 

for the EdAd graduates on consideration behavior over others. 

The conclusion is therefore, that the educational administration 

graduate principals are more: effective in school leadership on 

human relations than either the pedagogics or subject majors , 

or both these groups put together, other things held constant. 

Principals role behavior orientation to either initiating 

structure or consideration functions are perceived differently 

by different groups of obseryers. Actually, independent 

evaluations of the principals leadership effectiveness partly 

depends on. the relations he forms with the reference groups -

that is, his own staff and immediate superiors. 



Graduate 

.. 115 .. 

TABLE 23 

t-ratioa of mean Differences for Principal Subgroups of Graduates 

in Educational Administration, Pedagogical Science and 

Subject Major on Both Dimensions 

Behavior Dimension Groups ;!iii t-ratio 

Major In! tiati.ll8_ St. Consideration Compared Ini. St. 
Mean SD Mean SD 

a) Ed.Ad. (n = 3) 2.96 .19 2.82 .15 'a' versus 'b' 1.00 
b) Pedagogics (n. 3) 2.36 .57 2.36 .71 'c' versus 'b' 1.63 
c) Subject (n _ 6) 2.57 .48 2.58 .58 'a' versus 'c' 1.56 
d) Not Ed.Ad. (n .. 9) 2.50 .48 2.50 .59 'a' versus 'd' 1.56 

~ '" 0.05 

Cons. 

1.10 
0.50 
1.95 
2.51i( 

iiHTable value for 'a' versus 'b', t(.05,4) = 2.776; 'e' versus 'b', 
2.228; 'a' versus 'e', t(.05,7) 

t (.05,7) - 2.365; 
'a' versus 'd' ~ t( . ) .. • 05,10 .. 2.365 • 

.. 

',-" v 
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If we accept these evaluations as measures of effectiveness 

a statistical test of the data has been conducted to verify 

the assumption that there is some degree of correlation or 

variations of perception in evaluations of principals role 

behavior among the three groups - the staff, principals and 

REO groups. 

Given staff evaluation scores of effectivenss for all 

the principals (Appendix 6-1) the within group correlation 

coefficient on the two dimensions yields r = 0.75. It shows 

a pos i t i ve but not ver y strong correlation on estimating the 

variables. in question. As such it can be concluded that 

fewer principals are on the 'transactional' style - a balance 

on both dimensions. What about the variance between staff 

and pr incipals ? 

The correlation ratio for initiating structure and 

consideration dimensions is computed to be r = -0.29 and r = 
0.18 respectively (see Appendix ~~1). It shows. that what 

'. 

principals thinf as appropriate and how they actually behave 

is not in agreement; they are not close to the standards of 

behavior they set for themselves. For initiating structure 

behavior it is even a negative correlation. This implies 

that they act below the expected role behavior. Why they 

do not act as effectively as they perceive to be is an 

empirical question that invites further inves tigation. 

Again, the variance of the perceptions of principals and 

REOs on ideal leaders behaviors was statistically tested .• 
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TABLE 24 

Summary of Analysis of Variance with respect to 

Principals and REO's Perceptions on 

Initiating Structure Dimension 

Source of SUIl of -" df Mean P Variation Squares Squares 

Between groups. 0.4374 1 0.1374 
3.27 

Within groups: 2.9447 22: 0.13385 
--

Total 3.3821 23 ---
P ( 2 ) = 4.30 0.05, 1, 2 

TABLE 25 

Summary of Analysis of Variance with respect 
to Principals end REO's ~erceptionB on Consideration 

Behavior 

Source of Sum of Mean F Variation Squares df Squares 

Between groups:· 0.4056 1 0.4056 
2.15 

Wi thin groups 4.147 22 0.1885 --
Total 4.5526 23 

-

The results show that the P-ratio is not significant 

and hence there is no variation in the attitude of the two 

groups. Both tend to have similar leadership ideologies. 

validating the normative expectations. 
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Finally, the perceptions of staff (LBDQ, Real) and REOs 
-

(LBDQ, Ideal) Were compared for variations in a similar manner. 

TABLE 26 

AHOYA table for Staff and REO's perception on 

'Principal's' Initiating Structure Behavior 

Source of Sum of Mean ., 
Variation SQuares df Squares - -
Between groups 0.7776 1 0.7776 
Wi thin aoune 4.103 22 0.18865 4.17 

Totlil 4.8806 23 --- -

TABLE 27 

ANOVA table for staff and REO's perception on 

Principal's Consideration Behavior 

Source of Sum of df Mean F Variation Squares Squares --
Between groups 0.375 1. 0.375 
Wi thin groups 5.6155 22' 0.2552 1.47 

- 1---
Total 5.9905 23 

F-ratio of the data indicates that the variation is not 

statistically significant for both behavior dimensions. This 

implies that principals do behave much in the same way as 

expected by their superiors. Yet, when closely examined, the 

computed value in Table 26 approaches very close to the 

rejection curve. This is an indication that opinions differ 
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between the staff and BEO's. Hence, it can be deduced that 

on the whole, the BEO's expect more initiating structure 

(directiveness) than consideration by principels in their 

role assumption. 
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FOOTONOTE -
1Ministry of Education, ;Basic Educatio~Statistic!!i 

Addis Ababa, 1988, p. 8. 

2The idea is related to P. Hersey and K. Blanchard'a 
"Si tuatiow/Leadership Theory" as explained by F .E. Gate: , 
et ale in F. Griffith, A~inistrative Theori in Education: 
.!~t and Readings, Pendell Publislil.ng CO.: l.Chfgan, 1919'. 

3A detai led information may be had from Ministry of 
Education, Management Training Service records as compiled by 
~~gus~ie Habteyes and reported to a workshop, Addis Ababa 
University, Faculty of Education, 1990. 

4Teshome Bishaw, The seconda~ Scilool prinCiralsht~ 
Ethiopia, Doctor,l Dissertation, Iomble univers ty, 75, 
p. 101. 

5S•W• Williams, Educational Administration in Secondarl 
Schools: Task and-2halle~eS;-BOlt and Wrnston:~ew York, 
T97)4, p. -

6Teshome, The Seconda!l-2~ool Princi£alshiE in Eth!2pia, 
p. 42. 

7The issue had invited a heated debate particularly 
from the principals at the Seminar called by the Ministry, 
July 1985 at Addis Ababa. The outcome was simply the making 
of the "Handbook of Schools Administration" 1989 that is not 
conditional to school Size, adequacy of staff, external 
pressure, and other constraints. 

8Ministry of Education, A Handbook of School . 
Administration, Vol.I (MUleograpliea.7"liJiharic)7'7i1rO.ia . Ababe, p.2 ,. -

9See , for example, Teshome Bishaw (1975); Teshome Wagaw 
(1979) and Tekeste Negash (1990) in their individual woLks. 
Full documentation is listed under the 'Bibliography" se~tion. 

10Ministryof Education, A Handbook of School 
Administration, Vol. II (Mimeograpned, lhlharrcJ,Addis. Ababa, p. -- ---

11Teshome, !he Second~School PflncipalshiE in Ethiopia , 
p. 52:. 
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CHAPTER V 

5. SUMMARY OP FINDINGS" CONCLUSION AND 

RECOMMENDATIONS 

5.1. Summary of Findi~ 

Effective school leadership is a function of several 

factors that are generally class.Hied in to a) organizational 

Variables, b) conditione in the followers (staff), and 

(c) conditions in the l~ader hiMself. Accordingly, the 

principal es a formal leader of senior secondary -school can 

exercise effective leadership in which the ultimate outcome 

would be improved workers- satisfaction as well, as task 

performance (that is, improved learni.o,g conditione in students), 

depending on those factors which this study considered more 

prominent. Among the independent variables that lIere assll.Sled 

to dictate effective principal leader role behavior in some 

distinct styles the following were subjected to empirical 

tests. 

i) school enrol1011lent size and the corres.ponding 

educational facilities; 

ii) the technical ability (qualification) and job 

mo~ivation of the teaching staff; 

iii) the principal-s own job motivation and the 

capability and specificity with which he carries 

out the manageriel and professional roles; and 
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iv) the perception of the two sample groups - his 

subordinates and superiors - about the extent of 

principal's authority as reflected in task (role) 

expectations. 

After a thorough analysis was made on the data gathered 

for the study, the significant findings have therefore, been 

brought to the fore. As such the dominant facts are summarized 

as in the foregoing. For preciaion and clarity the variables 

so selected as independent or control factors and treated 

with descriptive statistics have been presented first. Then 

appears the results of the hypotheses, the main theme of the 

study, after being tested with advanced statistical methods. 

General findipes: the background factors 

That within the twelve senior secondary schoolS in 

six administrative regions the sample principals were all 

males; and even among the teaching staff the proportion of 

female subjects was still insignificant, only 7 percent. 

- Nearly all the senior secondary schools are over­

burdened with large student population size and consequently 

a large staff exists with diverse motivational approaches 

(attitudes) towards the principal. To thiS, an evening school 

program when present poses an additional challenge. Sheno, 

Haik and Didea senior secondary schools alone have no evening 

programes in this respect. 
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- As r egards the qualification of principals and their 

superiors (REOS) no individual with Master's degree or beyond 

has been found unlike in the staff group which has but five 

out of 277. Moreover, only 25 percent (3) of the principals 

were educational administration (EdAd.) graduates. The 

remaining were either pedagogical science or subject majors 

by field of training (specialization). 

- Principals overall academic achievement as measured ~ 

~G.P.A. and which may indicate professional competence, 

was found to be between 2.2> to 3.0 for 67 percent (8) of them. 

Again, the chances. in workshop participation, which is believed 

to contribute toward increased leadership competenc.e, were 

quite insufficient as the frequency of such occasions has 

been negligible (only once since 1981) at national level. 

- Seventy five percent of the principals have had 

prior experience as teachera for four years or less. The 

length of service as principal in present school has however, 

been as short as two years for 42 percent of them. In other 

Words, frequent transfer to other schools is commonplace, 

whereby 58 percent of them reported to have served in three 

to five different senior secondary schools. 

As regards the appointment of principals for the 

post the REOs favour the promotion criteria to emphas.ize 

more on prior teaching experience than on formal training 

(certification) with adequate and related professional 

courses work. 
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- While prior teaching experience of a given subject 

for the principals being 50 percent in languages and 16 

percent in social sciences the present teaching duty is 

taken up by about 67 percent of them. Interestingly, this 

task assignment is met with resistance or principals would 

like to avoid it when possible. 

Formal staff meetings at three levels (that is, a 

general staff meeting, departmental or individually with the 

principal) is common practice in all the schools as a means 

of interaction for mutual assistance, guidance and direction. 

Staff responses indicate that they are undertaken as often as 

desired for 'free' participation as 'profeSSional' work-group. 

The indicators of 'warm school climate' especially 

for informal interaction shows a common practice in the 

formation of 'welfare association' end 'fare-wel party' in 92 

percent of the schools. While staff 'lounges' exist in all 

schools, theif adequacy of services varies. Invariably, 

school 'magazines' end departmental 'news-letter' · are unknown 

or almost non-existent. 

Staff job motivation response indicates that 76 

percent of them perceive low career satisfaction end 89 

percent of them still consider low professional prestige 

accorded from the community. Despite thiS, task aSSignment 

by the school administration is, in general, satisfying. 

As an instance of thiS, ~egarding contractual agreement on 
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evening class teach~ in the school the administration is 

considered fair enough in its assignment to those who qualify 

for the task. 

That physical and psychological supports bein8 

essential in the motivation of workers the data provided that 

administrative recognition and supports seem to be satisfying 

for over 80 percent of the staff. However, the physical 

facilities such as class rooms , faculty rooms, and staff 

lounges were found to be below their expecta tiona; or were 

not very conducive for work. 

In an attempt to overcome the low morale and thereby 

creat. a 'warm school climate' staff responses indicate that 

about 90 percent of them show keen interest on discussing 

matters with mutual confidence and concern among each other 

rather than with the administration. 

- Another alternative staff consider for improved 

motivation is the desire for further education, seek work 

place transfers or leave the profession. Accordingly, in 

each case, 7« percent of the staff opt for opportunities in 

further education, 29 percent expressed to have plans to 

move to another town for the same work and 36 percent would 

like to leave the profession. 

- In contrast to staff motiVation, 75 percent of the 

principals said they are satisfied with holding the position 
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from average to high. They also perceived that the society 

accorded them higher respect than for teachers. The 

finding thus, indicates that their job status provided them 

a more positive motivation that energizes them for more 

devotion and tact on accomplishing school functions. When 

actually their future plans (in the next five years) was 

explored the response indicated that 50 percent of them 

would like promotions within the profession but 34 percent 

would rather quit the profession if given the chance. 

In budgeting their official time among the various 

task demands 76 percent of the principals devote only one­

fifth of it in class room visits and for providing 

professional guidance to staff. More time is rather spent 

on routine clerical and adJninistration duties than on problema 

of actual instruction. 

Group - wise perceptions on the scope of principals' 

power and authority as evaluated by staff and BEOs indicates 

a low, positive correlation (r = 0.16). Specifically, REOs 

prefer that principals activities be strictly confined to 

the school while staff- rather consider their interaction 

\'I i th the community as more impor tant and the basiS for 

seeking the much needed support in school development 

endeavours. 

Again, differences of opinion seems to exist regarding 

accountability on students academic achievement. While the 

\ 
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staff think it should be due largely to the principal than 

on themselves, the REOs feel otherwise. 

The way staff performance evaluation result be used 

by principals is judged differently by staff and REOs. The 

correlation ratio was found to bs r = 0.45. On the 

assumption that supervisory power is merely formal with weak 

effecte< on motivation the different groups beli ttle its 

value. Despite the absence of policy provisions in 'merit 

pay plans' 50 percent of the principals expressed their 

desire to have the right to remove the poor performer. 

5.1.2. !indi~on the basis of criterion variable~ 

Essentially leadership study is centered around the main 

variables henceforth etated under 'findings' section. More 

important still on the basis of the five criterion variables 

that include school size, staff qualification, staff 

motivation, principals' training major and the role l!erceptioJa 

of the three respondent groupa. toward the principal the 

research hypotheses were rigorously tested to provide the 

following results:. 

1/ The s.ize of school (by enrollement) may indicate 

the level of organizational complexity and hence more stress 

and job demands on the part of the principal as the size 

increases considerably. 
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T-test of the data shows that school size is not 

statistically significant at P<0.05 confidence level as 

regards both behaviors of principals. This implies. that 

initiating structure behavior can not be emphasised or 

exercised adequately any better in small size (below 2,000 

students) schools. than in large schools. With consideration 

behavior too, there seems a similar emphasis adopted by 

principals of any school size. 

In attempting to classify principals' leadership styles 

the data yields that seven (58%) of the principals wel'e 

oriented toward 'transactional style' that balances or 

maximizes both dimensions of behavior. Most of the p~incipals; 

in this category have been found to be small-size school 

principals in which the style identification suggests the 

need for keeping school size reasonably small. Those 

principals found in the 'low~low' quadrant position (see 

f igl1l'e 3) and described as 'ineffective' are still considerable 

2/ A Chi-square (~2) test of independence ont~e 
qualification of staff and their ratings. of principals' 

effectiveness. shows a ratio of 0.38 and 0.32 at P-<' 0.05 

level of confidence and 1 degree of freedom on initiating 

structl1l'e: and consideration behaviors respectively. TAus, 

we say there is: no sufficient evidence to show that staff 

rating is related or biased due to their qualification. 
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In other words, the rating scores of effectiveness can be 

reliable and hence the style analysis lIol1ld be realistic. 

3/ Among others, the motivation of staff can be a 

significant factor in school leadership. On the basis of 

the assumption that teachers lIith high career satisfaction . . 

favourably rate their principal, an analysis of variance 

(ANOVA) for three-level motivational groups was conducted. 

The F-test resl1lt at P(0.05 level of confidence shows 

that it ' is significant statistically fo; both behavior 

dimensions. Hence, empirical evidence provides that there 

is considerable variability in rating their principal due 

to their morale levels. The conclusion to be dralln could 

be that the school administration deals effectively lIith 

those lIho are motivated and thus cooperate highly to perform 

better toward school success. Whereas, those lIith low morale 

do counteract or become ambivalent with respect to principal's 

efforts in school improvement and thua JIIay rate him unfav.t>urably. 

This argument leads us to believe that motivation is. a 

significant factor in principal's effectiveness variability. 

4/ To test the assumption that the specific tra~ing 

of principals in educational adainistration can be a causal 

factor for more effective school leadership (that is, 

satisfying the professional leadership needs of teachers.) 

a T-test among the various principal groups lias applied. 

The results show: that all but one is significant below, 95% 
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confidence interval. The conclusion is that any principal 

is as effective as any other except on consideretion behavior 

for educational administration graduates. Therefore, we may 

tentatively say that this group is more effective in school 

leadership as regards the human relations aspect of the job 

than either the pedagogical science or subject majors of 

both these groups lumped together, other things remaining 

constant. In this regard the effect of training in 

principalship tends to create a mors considerate leader among 

his staff. 

5/ Principals' role behavior orientation to either 

initiating structure or consideration function is perceived 

differently by different groups of observers. 

Given staff evaluation scores of effectiveness (LBDQ, 

Real, Staff) for all the pricnipals the within-group 

correlation coefficient on the two dimensions yields r = 0.75 

a positive but not a vef7 strong correlation. Perhaps the 

principals are not percieved along the transactional style. 

When the principal!' own leadership 'ideology' (LBDQ, 

Ideel, Self) was correlated with hon they actually behave 

(LBDQ, Real, Staff) we find the coefficients r = -0.29 and 

r = 0.18 for initiating structure and consideration behavior 

respectively. This shows that what they think as appropriate 

and how they actually behave is not in agreement; they do 
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not seem to act as effectively as expected by the staff, 

nor do they behave up to the standards they set for themselves. 

To consider the variance of perceptions of principals 

and REOs on ideal leader behaviors it waS statistically 

tested. The results show; that the F-ratio is not significant 

at P <_0.05 confidence level which implies that there is; no 

Variation in the attitude of the two groups. Both tend to 

have similar leadership ideologies that closely stick to the 

normative role expectations. 

Finally, an F-ratio of perceptions of the staff and REO 

groups on the two dimensions shows that the assumption is 

accepted. Actually the results suggest for agreement of 

perceptions on how principals emphasize their role expectations. 

But, generally the REO's prefer more 'initiating structure' 

behavior emphasis while the staff favour to the contrary. 

This thesis set- out- to make an earnest search for 

effective secondary school leadere. In due course, it 

attempted to relate the impact of a given pattern of 

principal leadership behaviof with the overall school 

performance, that is, increased student learning outcomes­

coupled with high staff morale. Precisely, the effective 

principal is, according to the theories, characterized as 

one who tries to influence his staff to show extra effort 
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arising from their own motivation to work. As such the 

immediate concern of the principal would be to try to adopt 

the appropriate behagior pattern (style) a particular school 

situation demands. 

Obviously school systems do exist in varying environments 

(of facilities and work climate) depending on the socio­

political mi]ieu prevailing at a certain time and, there~ore, 

each one requires a distinctive leadership style most suited 

to itself. Despite the notion that there is no 'one best' 

style of leadership universally applicable to every school 

system, there is still an identifiable behavior style 

associated with effective principals. Thus, a given principal 

would be· considered most effective when he exhibits a certain 

degree of emphasis to the two fundamental dimensions of 

behavior delineated as 'initiating structure' and 

'consideration'. From a set of e matrix of behavior styles 

available the one appropriate to a given school depends on a 

combination of several school factors or variables. 

In this research a statistical test was conducted on 

the selected criterion variables assumed to influence the 

principal leadership effectiveness. It was by no means 

exhaustive nor was it possible to control all the background 

and intervening variables. Among the factors that cause 

variations. in principal role behavior school size by 

enrollement, staff motivation vis-a-vis their work environment, 
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principal's own professional training, and the authority 

and power of influence with respect to the basic school 

. functions stand out to be most significant. 

The findings clearly indicate that although small-size 

schools are assumed to be less complex and therefore more 

manageable, perhaps owing to the deteriorati~g school 

facilities or unfavourable work climate observed in the 

Ethiopian educational system at present, no statistically 
• significant difference in the effectiveness of principals· 

was found between the small-size, rural and large-size, urban 

senior secondary schools. 

What is more, the professionally trained principals 

in educational administration were shown to be more effective 

only in terms of 'consideration' behavior than the other 

position incumbents who came up through promotions. This 

suggests that specific training in school administration 

helps principals to become more sympathetic towards staff 

development and morale and thereby become more supportive 

and understanding particularly in time of stress and work 

constraints which militate against high performance and 

school improvement attempts. 

While both teachers and principals expressed their 

desire for further education which they percieve as a means 

of upward social mobility, their lack of job motivation is 

rather alarming. Such an attitude bears a negative impact 
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on productivity and would also urge them to consider leaving 

the profession. As some Ethiopian wri ters argue (Aklilu; 1967; ' 

Fasil: 1990; Tekeste: 1990) this is a warning sign 

against the decline in the quality of the educational system 

at large. And for the Ministry of Education to find itself 

unable to retain its staff would greatly undermine its 

capacity to maintain the quali]y of work in the school Bvstems 

in general and inhibit principals leadership effectiveness 

in particular. 

Recommenda tiona; ------

In light of the findings of this study, the following 

recommendations are suggested. 

1 . Professional training in the specialized field (that ia, 
y 

educational administration) must be compuls~ry for 

principals in as much as possible. With the assumption 

that it provides knowledge and skill in school management 

practices, pre-entry as well as subsequent in-service 

training be considered seriously. Whereas undergraduate 

degree and diploma in principalship is much desired high 

level, Master's degree, must also be expanded to reach 

all school leaders in the long-run. 

2. Too frequent transfer to other schools by principals 

must not be allowed as long as it does not hamper their 

personal progress or promotion. Whereas they should be 

I 
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required to show some concrete achievements in the growth 

of the school they work in, an objective evaluation of 

their performance must entail some substantive incentive 

or rewards for the achieving principals. This calls 

for attaching weighta: to leadership performance against 

accountability. 

3. Reduced class size must be maintained for the proper 

functioning of schools. This must also be accompanied 

by adequate educational facilities to make work conditions 

more conducive. Such measurea would certainly enable 

principals to become good managers by minimizing stress 

on demands of school materials as well as their time. 

Until overcrowding is resolved they cannot become 

professional leaders in the real sense. Hence, the 

Ministry of Education must enact a policy of school-size 

limit or standard so as to match enrollement with 

facilities and man-power. This would ultimately contribute 

toward improving education quality and also reconcile 

the number of secondary school leavers with the available 

job market. 

4. Efforts should be made to boost staff morale. Some of 

the conditions necessary would be to create a professionally 

stimulating environment which infact includes factors 

such as the opportunity for professional growth or 

training, participation in j.eoisionmaking in matters 

affecting them, provide rewards for qualitative work done , 
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create some fringt benefits and awards of merit in 

concrete terms. When feasible it is advisable to allow 

for freedom of discretion over matters of instructional 

innovation that promotes the learning potential of 

students. The combined effect of all the above conditions 

may help the steff: to !Seek influence from their principal. 

5. Indeed the education system in Ethiopia has been diagnosed 

to be in a crisas as many authors today argue. Part of 

the solution may perhaps be to ensure the effective 

performance of the teaching corps and school leaders 

upon retaining the competent ones only. In effect, the 

Ministry of Education must devise a strategy such as 

'meri t pay' plans which could help in retaining only 

those who are good achievers and expel those who have 

lost all their interest on the job. 

6. Attempts must be made to ,grant and 1!eins.tate the 1eader- . 

ship power of principals in practical terms such as 
. 

participation in the formulation of educational policy 

affecting school growth, educational innovations, and 

his supervisory power over staff at least in a regional 

and local level. Particularly, through the evaluation 

process principals must have access to select and then 

retain the 'competent' teachers but to remove the poor 

performers from the school. 
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The Styles: 

1. Leader makes decisions and announces it. 

2. Leader appeals to followers to 'buy' his dicision. 

3. Leader presents ideas and invites questions. 

4. Leader presents tentatiTe decisions subject to change 

5. Leader presents problems1gets suggestions .and makes the 

decision. 

6. Leader defines limit., asks the group to make decisions. 

7. Leader permits the members to function and decide within 

some limits. 

Source: Nwankwo, J.I. Educational Administration: Theory and 
Practice, Vikas Pub. House, New Delhi; 1982, p. 75. 
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A - 2 
The Managerial. Grid 

9,1 

5,5 

1,1 . 

1 2 3 4 5 6 7 8 

Concern for People 

Team Management, the Ideal style. 

Eutirel.y devoted to getting things done. 

Bal.ancing Positionl maximizing productivity 

and moral.e of workers. 

1,9: Minimum effort on getting things done; 

devoted to peopl.e. 

1,1: Little concern for both. 

9,9 

1 ~ .9 

9 

Source: Adopted from R.R. Blake and S.S Moyton "The Managerial 

Grid" in Vecchil1 , H.P. Organizational. BehaVior, 

The dryden press, Chicago: 1988 p. 

, 
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The Hersey Blanchard Situational Model 

A ~ 3 

Style of Leader 
High 

l' 
Il. .... 

,.:: J4 
IQ 0 
<l .... 
0> 
.... 01 
... ,.:: 
01 ., 
rliXI ., 
p:; 

I 
Low 

Low --------~) Task Behavior -----,;> High 

High Moderate Low 
Mature 

M4 M3 H2 H1 

Maturity of Follower(s) 

Source: P. Hersey and K. Blanchard, 'Management of 
Organizational Behavior' in Vecchio, R.P., 
Organizational Behavior, The Dryden Press. 
Chicago: 1988, p. 302. 

The Styles 

S1~Telling' 
• • S ~Selling 

2 

s3~ParticiPating' 
, , 

S47Delegating 

Immature 
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Appendix ••• Data Table 

LBDS, Real, Staff: Principal Leader Behavior 

Effectiveness Index on both Dimensions 

(N. 277) 

Mean and Standard Deviation 

Teachers Sample Values on each dimensions 

Code by Schools Size Initiating St. Consideration 

Mean SD Mean . SI 
- -

01 Awasa 20 1.72 .63 1.79 .67 
02 Aleta Wondo 23 2.99 .56 2.92 .59 
03 Menelik 28 2.32 .67 2.16 .81 
04 Sebeta 24 2.80 .59 3.16 . 77 
05 Hotie 21 2.58 .52 2.14 . 73 
06 Haik 25 2.01 .72 1.72 1.03 

07 Hai lemariam Mamo 25 2.69 .51 2.93 .38 
08 She no 23 3.14 .50 2.84 .82 
09 Nazareth 21 2.21 .58 2.48 .82 
10 Debrezeit 18 2.94 .87 2.72 .90 
11 Chelalo 24 2.75 .49 2.66 .~3 

12 Didea 25 3.28 .31 2.42 .27 

BomEuted Values 

1. Total staff ra ting (poeled) In/s Mean = 2.61 SD = .47 
Score on each dimension Cons. Mean = 2.59 SD = .52 

2. Small size school sub- group In/ s. Mean = 2.84 SD = .49 
Cons. Mean = 2.81 SD = .56 

3. Large size school sub-group In/s. Mean = 2.37 SD = .38 
Cons. Mean = 2.36 SD = .41 
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B -2 Appendix '" Data Tables 

School 
Code 

01 
02 

03 
04 

05 
()6 

07 
08 

09 
10 
11 
12 

LBDQ Ideal self = Ideal Principal 

Behavior Effectiveness Index on Both Dimensions 

( N • 12) 

Mean and Standard Deviation 
Principals Sample values on each dimensions 
by School Size Initiating St. Consideration 

; 

Mean SD Mean SD 

Awasa 1 3.73 0.59 3.46 0.83 
Aleta Wondo 1 3.00 1. 25 2.93 0. 88 
Menelik 1 2.86 0.91 3 ~33 0.89 
Sebeta 1 2.53 1.06 3.73 0.70 
Holi e 1 3.06 1.38 . 2 ~46 1.06 
Haik 1 3.26 1.38 3.26 1.16 
Hailemariam Mamo 1 3.33 1.39 3~73 0.79 
Sheno 1 3. 00 1.00 3.00 0. 65 
Nazareth 1 3.46 1.12 3.66 0.89 
Debrezeit 1 3.20 0.77 3.26 1.03 
Chilalo 1 3.14 0.94 3.20 1.14 
Didea 1 3.46 11.40 3.73 1~03 

ComEuted values 

1. Total pxincipalratilgpooled) In/s Mean = 3.24 ,SD = .34 
Score on each dimension Con. Mean = 3.26 SD = .37 

2. Small size school subgroup In/s Mean = 3.09 SD = .26 
Cons. Mean = 3.34 SD = .34 

3· Large size school subsroup In/s Mean = 3.19 SD = .39 
Con. Mean = 3.26 SD = ·46 



Appendix ••• Data Table 

B-3 

LBD~, Ideal, Boss, Ideal PrinCipal 

Behavior Effectiveness Index on Both Dimensions 

(N = 12) 

Mean and Std. Deviation 
Regional Education values each dimension on 

c Officers (REOs) -
Initiating St. Consideration 

Mean SD Mean SD 

1 • Sidamo (01 ) 2.26 1.27 2.00 1.19 

(02~ 3.46 1.06 3.00 1.30 
0 

2. Addis Ababa (01) 2.20 1.22 1.86 .99 

(02 ) 3.14 1.16 2.86 1.47 

3 . S. 10'0110 (01) 3.20 1.37 3.20 1.47 

(02 3.14 1.16 2.86 1.24 

4. N. Shoa (01 ) 3.00 1 . 13 2 . 86 1 . 35 

(02) 3.20 1.20 3.20 1.35 

5. E. Shoa (01) 2.73 .79 2.07 .86 

(02) 2.93 1.09 3.26 : . • 91 

c 6. Arsi (01) 3.06 1.22 2.86 1.12. 

(02) 3.06 .79 2.60 .98 

ComEuted values mean SB 

1. Total REOs rating In/s 2.97 .39 

pooted scores by dimension eons 2.74 .49 

2. Academic deputy manager's In/s 2.74 .42 

rating (01) Cons 2.47 .56 

3 . Chi ef Inspectors (02) In/s 3.20 . 20 

Cons 3.00 .24 
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Appendix ••• Data Table 
B - 4 

School 

Code 

01 

02 

03 
04 

05 
06 

07 
08 

09 
10 

11 

12 

-
Total 

Frequ-

ency 

Above and below mean scores frequency distribution 

by Staff ~ualification on both dimensions. 

(N = 277) 

Bachelor and MA Bel ow Bachelor 

Initiating St. Consider. Initiating St. Consider. 

Above Below Above Below Above Below Above Below 
mean mean mean mean mean mean mean mean 

4 5 5 'I 4 !i - 7 6 
8 8 • 8 8 5 5 2 2 

10 11 10 9 5 4 3 4 

10 8 6 7 4 6 4 3 
9 10 8 7 1 1 3 3 
6 6 7 7, 7 7 5 5 
6 6 6 6 7 6 6 7 
6 7 It 3 6 7 7 6 
4 4 6 6 5 6 6 5 
6 8 4 2 5 5 3 3 
6 4 3 5 7 10 8 5 

10 10 6 6 5 2 4 7 

85 73 87 70 6~ 58 64 56 
======_==:o:====a ===::= =======~======c_=======~=======:====== 
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(3) 

B - 5 Appendix ••• Data Table 

Effectiveness Index on both dimensions for Principals 

of Different Professional Tr~ining from 

LBD~. Real, Staff Scores 

Field of School 
Behavior Dimensions 

training Code Initiating Stra. Consideration 

Mean SD Mean SD 

Educational 02 2.99 .56 2.97 .59 
Administratio 08 3.14 ,50 2.84 .82 

(Ed.Ad) 11 2.75 .49 2.66 .63 
Pooled =~~2g=== ==~~l2==,,= 2.82 =~~l~==: ===:::==== - . 

Pedagogical 01 1.72 .63 1.79 .67 
Sciences 04 2.80 . 59 3.16 . 77 

(Peda) 05 2.58 .57 2.14 .73 
Pooled =~~~g=== ==~~~f=== ====~~~g= =~~fl=== 

03 2.32 .67 2.16 .81 
Subject 06 2.01 .72 1.77 1.03 
Majors 07 2.69 .51 2.93 .38 

09 2.21 .58 2.48 .66 
10 2.94 .87 2.72 .90 
12 3.28 .31 3.42 .27 

Pooled =~~~f== 0.48 . ====~~~~== =~~~~=== ========== 
(4) Pedagogics 

and Subject Pooled 2.50 0.48 2.50 0.59 
=============================,=======-===========================-
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School 

Code 

c 
01 

02 

03 
04 

05 
06 

07 
08 

09 
10 

11 

C
" . , 

12 

Aggregate 
Mean 

SD 

Appendix ••• Data Summary 

LBD~, Real, staff mean scores derived from three 

sub-group motivation (morale levels) , 

Effectiveness index for their 

principals on both Dimension 

Staff rating by three morale levels 

High Average Low 
n=66 n=89 'n=122 

In.St Cons. In.St Cons. - In.St 
, 

Mean SD Mean SD Mean SD Mean SD Mean SD Mean 

1.89 .79 1.63 .70 1~69 .19 2.01 .86 1.71 .47 1.69 

3.17 ~44 3.32 --.57 2.32 .61 2.58 .62 2.99 .54 2.90 

3 .32 .23 3.28 .33 1.96 .62 1.83 .83 2.36 .56 2.16 

3.06 .47 3.73 .20 2~69 .48 3.11 .74 2.17 .75 2.89 

2.65 .39 2.13 .59 2.63 .60 2.28 .64 2.51 .68 2.18 

2.00 .76 1.86 1.00 2.35 .51 2.19 .74 1.58 .77 1.28 

3.26 .00 2.96 .04 2.55 .51 2.90 .41 2.17 .50 2.80 

3.08 .52 2.86 .66 3.17 .36 3.12 .62 3.18 .57 2.92 

2.22 .72 2.29 .82 2.52 .46 2.83 .51 1.99 .61 2.18 

3.40 .46 3.16 .45 2.86 .91 2.65 1.02 2.44 .13, 2.18 

3.02 .32 2.19 .26 2.66 .36 2.41 .61 2.69 .61 2.73 

3.30 .32 3.48 .26 3.17 .21 3.07 .20 3.28 .38 3.45 

2.86 2.80 2.54 2.58 2.51 2.44 
.53 .67 .43 .44 .53 .60 

Cons. 

SD 

.55 

.52 

.69 

.90 

.90 

.58 

.40 

.70 

.63 

.00 

.73 

.24 
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Appendix , ••• Questionnaires 

C - 1 Letter and Quest!£nnaire to P~inciEals 

DEAR PllINCIPAL: 

This study is being conducted as part of a master 's 
thesis; by a graduate student in the department of 
Educational Administration, Faculty of Education,Addis 
Ababa University. 

Its purpose is to investigate the actual role behavior 
of principals in the management of their schoolS. By the 
term "leader behavior" we mean the specif ic or observable 
activities among his qwn work group whi~ encompases both 
academic and administrative direction and support in the 
school. 

This is not a study of individual persons or individual 
schools, but of school pr~ncipals as a profeSSional group. 

Your school has been ,selected as a study sample ' and 
hence your opinion on how principals behave in their role 
position is pertinent to the research. Please try to 

, 
answer as honestly and frankly as possible. Under no 
circumstances will your individual response be made 
available _ to anyone in your organization. 

In advsnce , I wish to thank you for your ' participation 
in this study. It is through your cooperation in studies 
such as this that Vie all advance our understanding of the 
process of school management. 

Sincerely Yours, 

Zenebe Baraki 
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Most of the question items can be answered by checking 
the one choice that most nearly represents your view. 
Other items require s.upplying additional informs tion. 
Please mark a~")(" sign against the response that best 
reflects ~ur own feeling on each question. Please answer 
all questl.ons. -
Name of your School: 
Location:-

a. Administrative Region: ----
b. Town: -- -----

, 
1 • Student enrollment (grades 9-12) 

a. below 1000 

I I 
f. 2000 - 2249 

I I b. 1000 - 1249 g. 2250 - 2499 
c. 1250 - 1499 h. 2500 - 3000 
d. 1500 - 1749 i. 3001 4000 
e. 1750 - 1999 j. over 4000 

2. Total teaching staff (grades 9-12) 
a. below 30 ( ) e. 90 to 119 ( ) 

. b. 30 to 49 ~ ~ f. 120 to 149 ~ ~ c. 50 to 69 g. 150 & over 
d • . 70 to 89 

3. Does your school function in the shift system ? 

a. Yes ( ) b. No ( ) 

-" & Does your school condlict an evening program ? 

a. Yes ( ) b. No ( ) 

/{ If Yes, indicate the total student enr 0 llmen t • 

a. below 101 ~ } 
e. 501 to 700 

~ } b. 101 to 200 f. 701 to 900 
c. 201 to 300 ( g. 900 & over 
d. 301 to soo ( )' 

5. Your sex 

a. Male ( ) b. Female ( ) 
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6. Your age (in years). 

a. 20 & below 

1 1 
e. 36 to 40 

1 1 
b. 21 to 25 f. 41 to 45 
c. 26 to 30 g. 46 to 50 
d. 31 to 35 h. 51 & above 

/1 

C:-' Marital Status 

a. single ~ ~ c. widowed ~ ~ b. married d. divorced 

8. What is your total number of years or service as a 
principal ? 

a. one year ~ 

~ 
d. 5 to 7 years 

~ b. two years e. 8 to 10 years 
c. 3 to 4 years f. over to years 

9. How long have you been a principal in this school 

s. one year ~ ~ 
d. 5 to 7 years ( 

b~ two years e. 8 to 10 years ~ c. 3 to 4 years ( f. over 10 years 

10. Your highest educational attainment level 

a. Diploma ( ~ c. M.A!MSc degree ( 
h. BA,lBSc degree( d. other (specify): 

11. What is your undergraduate major? 

b. Pedagogical Science 
a. Educational Administration 11 
c. Subject major (specify) -
d. Other (specify): 

12. If you have a Master's gegree, what was your area 
of study? 

a. Educational Administration 
b. Curriculum 
c. Psychology 
d. Subject Area (specify): 11 
e. Other (specify): ( ) 

~ 
? 

~ 
) 

) 
- - -

13. In general, what was your over all academic achievement 
when you were in College or University? 

a. CUIllIllulative G.P.! of 2.00 - 2.50 () 
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c. " »11 3.01 - 3.50 ( 
b. Cummulative G.P.A of 2.51 - 3.00 ( ~ 

d. » "" 3.51 - 4.00 ( 

14. How many semester hours or credits of professional 
course work in educational administration did you 
take as a student? 

a. None at all 
b. 1 to 10 hrs. 
c. 11 to 20 hrs 

d. 
e. 

21-30 hours ( ) 
over 30 hours ( ) 

15. How many years did you teach 'before taking your first 
administrative posi Hon ? 

a. None at all d. 
e. 
f. 

4 to 6 years «( ~ 
7 to 10 years b. one year 

c. 2 to 3 years over 10 years 

16. What school position did you 'hold i.Jnmediately before 
becoming a senior high school principal? 

a. 
b. 
c. 
d. 

High school teacher ( ) 
High school assistant director (» 
Elementary school director ( 
Other (specify) _______________ _ 

17. Before going into administration, what subject did you 
teach most often? 

a. Amharic ~ 1 b. English 
c. Maths 
d. History ( 
e. Geography ( 

f. 
g. 
h. 
i. 

Biology ~ 1 Chemistry 
Physics 
Other (specify : 

~ Do you teach regularly scheduled elasses, now? 

a. Yes ( ) b. No ( ) 

If yes, how many periods per week do you teach? 
________ periods. 

r--" 
\, 19/. Including your present position, how many different 
J seco'ndary school principalship have Y0t+ held ? 

a. 1 ~ ~ d. 6 to 8 ( ~ b. 2 e. 9 & above ) 
c. 3 to 5 ( ) 

20. How many assistant principals do you have currently 

a . None ( ) o. 
!ore than 2 ~ ~ b. 1 ( ) d. 

? 



21. How many times during the year do you hold regular 
academic staff meetings ? . 

a. Once 
b. twice 

c. 
d. 

3 to 4 times 
over 4 times 

22. What percentage of your time is spent in making class­
room visits ~semester ? (Please estimate) 

a. 
b. 
c. 

1 to 10% None ~ ~ 
11 to 20% 

d. 
e. 
f. 

21 to 30% 
31 to 40% 
over 40% · 

During a school year, on the average, how many hours 
a Vleek do you work at your jobas a principal? 

a. 
b. 
c. 

below 40 hrs. « 
40-49 hrs. ( 
50- 59 hrs. 

d. 
e. 

60-69 hours ( ) 
70 hours -;'r moret ) 

(~ Indicate the a~imate percent of time each activity 
_/ takes in your-=rypICil lnormal/ work week. 

24.1/ 
24.2/ 
24.3/ 
24.4/ 
24.5/ 
24.6/ 
24.7/ 
24.8/ 

clerical duties · % 
class room duties --- % 
pupil personnel - % 
administration --- % 
supervision --- % 
community relationS-- . ~ 
instructional leadersnr~ 
miscellaneous __ % 

25. How much are you held responsible (accountable) for 
the achievement of your students (eg. in the ESLOE) 
by the Ministry of Education? 

a. very high accountability ~ 
1 

b. high accountability 
c. average accountability ( 
d. low accountability ( 
e. very low accountability ( 

26. Are you satisified with your job as a principal ? 

a. Yes ( ) b. No ( ) 

If tty es", how much satisfaction does it give you ? 

a. Very much 8e1isfaction 

! 1 
b. Much satisfaction 
c. Average satisfaction 
d. Little satisfaction 
e. Very little satisfaction ( 
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27. How much respect do you earn from the community where 
your school is located? 

a. Very ll\uch respect ~ I 
,b. Much respect ' ~ , ' 
' c. Average respect 
d. Little respect 
e. Very little respect 

28. Do you as~ire to move to a position other than the 
secondary school principalship within the ' ne~t five 
years '1 

a. Yes ( ) b~ No ' ( ) 

If "Yes", what position do you intend to occupy? 

a. 
, b. 
c. 

, d., 
e. 
f. 

A regional education office position ( I 
A junior 60llege teaching ( , 
A 4-year College teaching , ' ~ .. 
Leave the field of education 
A central office (A.Ababa) iiosition 
SOllie other education Rusttion (givenaqe) 

Z9. Ha~e you attended meetings mainly dealing with problems 
of, School Leadership on a regional or national level 
in, the past ,two years ? 

a. 
'b. 
c. 

'd. 
f. 

Yes, 5 times and above (I 
Yes, 3 to 4 times ! 
Yes, in two occasions ' , 
Yes, in only one oC,casion 
None 

30. Are teachers evaluated regularll in your school? ' 

/ 

a. Yes , () b. No () 

If "Yes" who evaluates them? 

'a. 
b. 
c. 
d. 

,e. 
f. 

The Director ( 
The Assistant director ( 
Inspectors/Supervisors ( 
The Respective Evaluation 
Commi ttee ' () 
The Unit Leader ( ,' ) 
Other (specify) __________________________ _ 

/ 31 1. If the results of the evaluation on teachers indicate 
C j (reveal) poor teaching performance, should the director 

have the authority to discharge (remove) the individual 
trom the schooll.? 

'd. Dis agree ( ) 
e. Stroll€l y disagree ( ) 

a . Strongly agree 
b. Agree 
c . Agree somewhat 



32. Check those available in your school from the following. 

31. 

Yes No 

a. School Staff We lfare Association 
b. Annual School Magazine 
c. Departmental news letters 
d. Staff Farewell Party 
e. Sports Festival DaY 
f. Staff Lounge (Furnished) 
g. Other (specify) 

Please indicate the extent .to which a high school 
princ{pa1 should be engaged in the following kinds 
of ~havior;, 

Answer !!1 listed items. 

(Responses 5 = always, 4 = of tent 
2 = se1dom~ 1 = never) 

3 = sometimes; 

a. 

b. 

c. 

d. 

e. 

f. 
g. 

h. 
i. 

j. 

k. 
1. 

m. 
n. 

o. 

CHOICES 

Making one's attitude clear to 
staff' 

the 5 4 3 2 1 

Trying out one's new idea with 
the staff 
Doing personal favours to the 
staff 

()()()()() 

( ) ( ) ()()() 

( ) ( ) ( ) ( ) ( ) 
Doing li~tle things to make it 
pleasant to be a member of the 
staff ( ) () () ( ) ( ) 
Ruling with an iron hand /authori-

~:~;I~i~ing poor work ~ ~ ~ ~ ~ ~ f ~ ~ ~ 
Being easily understood by the 

~!~f!s time to listen to the staff~ ~ ~ ~ ~ ~ ~ ~ ( ) 
( ) 

Speaking in a manner not to be 
questioned 
ASSigning staff to a particular 
tllsk 
Keeping 
ShoWing 
welfare 
members 

to oneself (become aloof) 
concern for the personal 
of individual staff 

Working without a plan 
Maintaining definite standards 
of performance 
Refusing to explain one's 
actions 

( ) ( ) ()()() 

~ 

~ 
( ) ( ) ( ) ( ) ( ) 

( ) ( ) ( ) ( ) ( ) 
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34. In your op1n1on, how frequently should a high school 
principal be engaged in the following kinds of behavior ? 
Give your answer for all items listed and make a;-----­
"_"''' mark for your choice. 

35. 

~pon~: 

5 = always, 4 = often, 3 = sometimes, 2 = seldom, 
~ = never 

5 

CHOICES 
432 1 

a. Ac;,t without consulting the staff ( ) ( ) ( ) ( ) ( ) 
b. Emphasize the meeting of dead lines () ( ) ( ) ( ) ( ) 
c. Encourage the use of unifo~m procedure( ) ( ) ( ) ( ) ( ) 
d. Become slow to accept new 1deas ( ) ( ) ( ) ( ) ( ) 
e. Treat all staff members as one's 

e<tual 
f. .Make s ur-e tha tone's par t in the 

organization is understood by all 
meabers 

g. Let staff know what is expected of 
them 

h. Be willing to make· the necessary 
changes · 

i. Be friendly and approachable 
j. See to it that staff members are 

working upto capacity 
k. See to it that the work of staff 

members is coordinated 
1. Make staff members feel at ease when 

talking with them. 
m. Put suggestions made by the staff 

into operation 
n. Get staff approvel on important 

metters before going ahead. 
o. Ask that staff members follow 

standard rules and regulations 

()()()()() 

( ) ( ) ( ) ( ) ( ) 

()()()()(~ 

~ ~ 
( 
( 

()()()()() 

()()()(O() 

()()()()() 

( ) ( ) ( ) ( ) ( ) 

( ) ( ) ( ) ( ~ ( ) 

()()()()() 

Please give your additional comment on any basic factors 
that you think influence high school princiapl's behavior 
in the predisposition of his role. 

----.-----------.---------------------------
----------------------------------------------
-----------_.----..... ----.--------------. 

-----------..... --------------- -------------..... 
---..... -------------------------- ---------
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Appendix ••• Questionnaires 

c - 2 Letter and Q~!.£~ire to Region~Education 

Officers 

DEAR Regional Education Officer 

This study is being made by a graduate student at 
Faculty of Education, Department of Educational 
Administration, Addis Ababa University. As part of a 
lI!aster's 'thesis, the researcher intends to investigate 
on a principal role behavior as perceied by different 

- work groups in the Senior Secondary Schools of Ethiopia. 

Because you are one of these persons who is working 
closely with the director, 
collecting data from you. 
this questionnaire will be 
you will not be identified 

this study necessitates 
As the information gathered by 
treated as a group opinion, 
individually. Hence, please 

provide the information required by the questionnaire 
honestly. The result of the study might benefit all of 
us eventually. 

Thank you for your genuine cooperation. 

Sincerely YoursJ 

Zenebe Baraki 
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DIRECTION 

Most of the ~uestion items can be answered by selecting 
your o;,n choice from the provided alternatives. Other 
items re~uire supplying additional information. Please make 
a check "v" mark against the response which most nearly 
reflects .your view on each ~uestion. Please answer all 
~uestions. ---

Location of your office. 

Administrative Region _____________________ __ 

1 • Your sex a) 

2. Your age ~~ 
~~ 
e} 

!~ 
3. Marital Status 

Ma le ( ) b) 

20 years and below 
21 to 25 years 
26: to 30 years 
31 to 35 years 
36 to 40 years 
41 to 45 years 
46 years and above 

Single 
married 
widowed 
divorced 

Female ( ) 

! 
~ 

! l 
4 •. Your highest educa tional attainment level 

a. c) MA!MS:degree ( ) 
b. 

Diploma ~ 
BA/B.Sc degree ~ d) Other (Specify) 

5. Wha t office position do you hold at present in this 
region ? 

a) Deputy Regional Education Head for Academic 
Affairs ( ) 

b) Regional Education Chief Inspector ( ) 

6. How long have you been serving in this position ? 

~~ 
one year 

~ ~ d~ 6 to 8 years 

~ ~ two years e 9 to 12 years 
3 to 5 years f more than 12 years 
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7. Are the Secondary School , teachers in your region 
evaluated how effectively they teach their lessons ? 

a) Yes ( ) b) No ( ) 

If Yes, who evalua tes them ? 

a The directior/principal ~ 
1 

b The Assistant Director 
c The Supervisor I Inspector ~ d The Evaluation Committee 
e The Concerned Department Head ( 
f Other (Specify) -----

8. Indicate the extent to which High School Principals; 
make use of the evaluation result referred to in question 
'l"aoove~r yo ur answer is "Yes" • 

(In rating each item given below choose one of the numbers 
5, 4, 3, 2, or 1 meaning: always, often, sometimes, 
seldom, or never respectively and then show your 
response by a check" V" ' mark on the space given below 
the number for each item. 

8.1. Arrange conferences with 
teachers that need help 

8.2. Let know the teacher of his 
performance score 

8.4. 

8.5 

8.6. 

8.7. 

8.8. 

Discipline (penalize) teachers' 
of lowest performance 
Develop teachers' potential 

Promote teachers 

Recommend for salary increase 

Discharge or remove teachers 
for poor performance 

Other (specify) ____ _ 

CHOICES 

5 4 3 2 1 

( ) ( ' ) ( ) ( ) ( ) 

( ) ( ) ( ) ( ) ( ) 

()()()()() 

( ) ( ) ( ) ( ) ( ) 

( ) ( ) ( ) ( ) ( ) 

( ) ( ) ( ) ( ) ( ) 

( ) ( ) ( ) ( ) ( ) 

()()()()() 



" 9. 

C 

11 • 

C 
11 .1 

11.2 

11.3. 

11 .4 

11.5 

What is your o~inion on previous teaching service 
requirements governing secondary school directors 
appointment by the ministry ? 

More teaching experience should be required 
Less teaching experience should be required 
Present requirement of a minimum of 2 yrs is 
enough 

What is: your opLn~on of the professional training 
requirement of secondary school principals as 
regards course work (i.e. curriculum, psychology, 
and adininistration ) , " , 

a) more professional course work should be 
required 

b) less professional course work should be 
required 

c) Present optional requirement is simply 
satisfactory 

Indica te the answer which mos t nearly represents 
your feelings about the following statements and 
make a check II v It . mark below your choice. 

( ) 

( ) 

( ) 

( ) 

Chpices (strongly ag:t'ee = 5, agree = 4, uncertain = 3 
disagree: = 2, or strongly disagree = 1). 

CHOICES 
5 .. J 2. 1 

, The director is publicly recognized 
as- the head of his school ( ) ( ) ( ) ( ) ( ) 
The director has considerable 
authority to plan, organize, and 
adininister the educational program 
of the school ( ) ( ) ( ) ( ) ( ) 

The director is the appointed 
administrative head mainly assigned 
to carry out the policy of the 

) ) ministry of education. ( ) ( ) ( ) ( ( 

The director is accountable on 
students academic achievement 

' (eg. ESLCE) ( ) ( ) ( ) ( ) ( ) 

The director is a person to whom 
the community could go for advice 
concerning school matters. ( ) ( ) ( ) ( ) ( ) 
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CHOICES 

5 4 3 2 1 

11 .6. The director is a person whose 
responsibility is limited to his 
s'Chool ( ) ( ) ( ) ( ) ( ) 

11.7. The director is a person who 
should participate in community 
development when called for ( ) ( ) ( ) ( ) ( ) 

12. Please indicate the extent to which a high school 
principal should be engaged in the following kinds of 
behavior. - --

In rating each item, please choose from the scale 
provided at the top of the column of boxes numbered 
1 to 5 meaning; 5 = always, 4 = often, 3 = sometimes, 
2 = seldom, or 1 = never. -

". Please answer all listed items and maKe a ]I V" 
mark in the box of your choicel 

CHOICES 
5 4 3 2 1 

a. To make one's attitude clear to the 
staff ( ) ( ) ( ) ( ) ( ) 

b. To tryout one's new ideas with the 
staff ( ) ( ) ( ) ( ) ( ) 

c. To do personal favours to the staff ( .) ( ) ( .) ( .) ( ) 

d. To do little things to make it 
pleasant to be a member of the staff () ( ) ( ) ( ) ( ) 

e. To rule with an iron hand 
(authori ta tive) ( ) ( ) ( ) ( ) ( ) 

f. To criticize poor work ( ) ( ) ( ) ( ) ( ) 

g. Happen to be easily understood by 
staff ( ) ( ) ( ) ( ) ( ) 

h. To find time to listen to the staff ( ) ( ) ( ) ( ) ( ) 

i. To speak in a manner not to be 
questioned ( ) ( ) ( ) ( ) ( ) 

j. To aSSign the staff to a particular 
task ( ) ( ) ( ) ( ) ( ) 



k. 

1. 

m. 

n. 

o. 

( 1.-- 13. 

a. 

b. 

c. 

d. 

C e. 

f. 

g. 

h. 

i. 

ij. 

k. 

1 . 

m. 

_ •• _.>u.. ....................... ___ ..... _.~ • ______ . _____ ~ .~_ 

CHOICES 

5 4 3 2 1 

To keep to oneself ( socially distant) () ( ) ( ) ( ) ( ) 

To show concern for personal welfare of 
individual staff members ( ) ( ) ( ) ( ) ( ) 

To work without s plan ( ) ( ) ( ) ( ) ( ) 

To maintain definite standards of 
performance ( ) ( ) ( ) ( ) ( ) 

To refuse to explain one's actions ( ) ( . ) ( ) ( ) ( ) 

In your opinion how frequently should a high school 
priilcipal be engaged in the fol1owing kinds of behavior. 
Answer JIll. listed items and maKe ",1" mark f or your 
choices in the box. The alternative responses are: . 
5 = always, 4 = often, 3 =-"sometimes, 2 '"' seldom, or 
1 = never. 

CHOICES 
5 4 ·32 1 

Act without consulting the staff ()()()()() 

emphasize on finishing time or dead~inea{ ) ( ) ( ) ( ) ( ) 

Encourage the use of uniform procedures ( ) ( ) ( ) ( ) ( ) 

Become slow; to a ccept new ideas ( ) ( ) ( ) ( ) ( ) 

Treat all staff members as one's equal () ( ) ( ) ( ) ( ) 

Make sure that one's part in the 
organization is understood by all member.( ) ( ) ( ) ( ) ( ) 

Let staff members know what is expected 
of them ( ) ( ) ( ) ( ) ( ) 

The willingness to make changes ( ) ( ) ( ) ( ) ( ) 

Be friendly and approachable ( ) ( ) ( ) ( ) ( ) 

See to it (ensure) that the work of 
staff members is coordinated ( ) ( ) ( ) ( ) ( ) 

See to it that staff members are 
working up to capacity ( ) ( ) ( ) ( ) ( ) 

Make staff members feel at ease 
(relaxed) when talking to them ( ) ( ) ( ) ( ) ( ) 

Put the "suggestions made by the staff 
into operation (action) ( ) ( ) ( ) ( ) ( ) 
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CHOICES 

5 4 3 

n. Get staff approval on important 
matters before going ahead. ( ) ( ) ( ) ( ) ( ) 

o. Ask that staff members follow s.tandard 
rules .and regulations. ( ) ( ) ( ) ( ) ( ) 

14. Please give your additional comments on any basic 
factors that you think influence High School Prinoipal's 
behavior in the predisposition of his role. 

--_._------------------
._------------------

. ---------------------------

---------------------
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Appendix ••• Questionnaire 

c - 3 Letter and Quest~~re To ~achers 

Dear teacher: 

This study is being conducted as part of a Master's 
thesis by a graduate student in the department of Educational 
Administration, Faculty of Education, Addis Ababa University. 

Its purpose is to examine the actual role behavior 
of principals in the management of their schools. By the 
term "leader behavior" we mean the specific, perceptable 
or ~bservable activities among his own work group which 
encompasses both academic and administrative direction and 
support in the school. It i6 hoped to study how these 
practices and opinions vary from school to school. 

You have been selected randomly from a list of all 
the teachers . in your department and· are being asked to 
fill out this questionnaire. If the data are to be accurate 
it is essential that you answer all of the questions as 
accurately as l!~ossible. Feel assured your responses Vlill 
be 90nfidential. 

In advance, I Vli6h to thank you for your participation 
in this study. 

Sincerely yours, 

Zenebe Baraki 



( 
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DIRECTION -
Questions are to be answered by checking with a f,' X' 

mark against the response that is most applicable in lOur 
case. If one of the answers, provided is appropriate, 
limse write in your own answer.. And if you feel any 
question or answer needs clarification you may comment in 
the margin. Please answer ~!1 questions. 

Name of your School ____ _ 
Your department ______________ _ 
Subject taught __________________ __ 

Average class size in your assignment 

1 • Your age: 

a~~ 20 years 
21 to 25 
26 to 30 

2'. Your sex: 

a) Male 

and below, 
ye{!r s:: 
years 

( ) 

il 31 to 35 
36 to 40 
41 to 45 
46 years 

b) female () 

years 1 1 years 
years, 
9r over 

How many years have you been teaching in this school 
including this year. 

bac~ 1 to 2. years () 
3 to 4 years «) 
5 to 7 years: ) 

d) 8 to 11 years 
e) 12 years and above 

4. What is the highest qualification which you have attained 7 

T.T.I. certific.~e 
College diploma 
BA/BSc. degree 

Master's degree ( 
Other I Specify) 

5. What is your total service as a teacher ? 

6. 

o to 2 years, 
3 to 4 years 
5 to 7 years 

d) 8 to 11 years 
e) 12 years or over 

What plans do 
I have no 
I plan to 
towards a 
I pl an to 
I plan to 

you have for future formal education 7' 
plans 
take courses, but not 
specific degree' 
study for a diploma 
study for a degree 

( ) 

( ) 

~ ~ 

) 
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e) I plan to study, for a master's 
f) Other (specify) 

( ) 

7. Indicate your plans for the next five years. 

8. 

d) 

do not plan to continue teaching 
plan to teach at the college level 
plan to go into highschool administrative 
job ( ) , 
plan to continue teaching but would 

, prefer another school ( ) 
e) plan to continue teaching in the 

present highs.chool ( ) 
f) Other (specify) _______ , __ , __ , __ _ 

What administrative role are you aSSigned currently 
(if any ) ? 

a~ home room teacher ~} 
b department head 
c shift/unit leader 

d;~ assistant principal () 
adm. committee member ( ) 
other (specify) __ _ 

9. What is the frequency of formal faculty m'eetings with 
your department in a lear ? 

once 
twice 
3 times. 

4 times 
every month 
many times in a year ( ) 

10. On the average, how many times do you see/meet in a 
month to-dIscuss. s.chool matters with your principal? 

none ~ ~ d) 5 to 6 
1 to a e) 6 times and above 
3 to 4 

11. On the average how many official meetings does your 
principal call i~ a semester ? ----

none 
one , 

two () 
tm- ee ( ) 

four ( ) 
five or more () 

12. Does your school operate in a shift system? 

a) Yes ( ) b) No i) 
If yes, are you assigned to teach in 
a) one of the shifts () b) both shifts ( ,0. 

@ Is 
a) 

there ~n evening program in your school ? 
Yes ( ) b) No ( ) 

If yes, are teachers aSSigned fairly in the teaching 
assignment when they apply for it ? 

bac} always (~ d) seldom «) 
often ( e) never ) 
sometimes: ( 
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14. To what extent are you satisfied with the following 
aspects of your school? Make an")C It mark in the space 
given below each item. 

(Choace: 5 = always, 4 = 
3 = sometimes.~ 
or 1 = never) 

often 
2 = seldom, 5 

Choices. 
432 1 

14.1 administrative backing to 
teachers 

14.2 administrative recognition 
14.3 .• class room facilities: 
14.4. faculty room provision 
14.5. staff lounge 
14.6. other (specify) 

( ) ( ) ( ~ ( ) ( ) 

( ) ( ) ( ) ( ) ( ) 
( ) ( ) ( ) .( ) ( ) 
( ) ( ) ( ) ( ) (. ) 

( ) ( ) ( ) ( ) ( ) 
( ) ( ) ( ) ( ) ( ) 

15. How much prestige does. your b~ing a >'teacher provide for 
you particularly in your community? 

very much prestige 
much prestige 
an average amount 

d) little prestige 
e) very little ~ 

16. Is there regular evaluation system in your school? 
a) Yes ( ) b) No ( ) 

If yes who evaluates t4achers ? 

a 
b 
c 
d 
e 
f 

the principal I director ! ! 
the assistant;rincipal 
a supervisor inspector 
an evaluation committee 
the concerned department head () 
other (specify) _________ , 

17. Indicate the extent to which the principal of your school 
makes use of the evaluation result. 
(For each item choose one of the numbers 5, 4, 3, 2 ' or 1 
meaning a1wals, often, sometimes, seldom or never 
respectively) 

make a~" 'j- " mark under your choice 
for each item in the space given 
below the numbers. 
17.1. to arrange conferencea with 

teachers that need help 
17.2 to remind the teacher of his 

relative performance level 
17.3. to discipline teachers of 

lowest performance 

Choices 

5 4 3 2 1 

( ) ( ) ( ) ( ) ( ) 

( ) ( ) ( ) ( ) ( ) 

( ) ( ) ( ) ( ) ( ) 



Choices 

5 4 3 2 1 

17.4. to develop teachers' 
potential (eg., in workshop) ( ) ( ) ( ) ( ) ( ) 

18. 

17.5. to recommend for salary 
increases ( ) ( ) ( ) ( ) ( ) 

17.6. to discharge teachers of poor 
performance from the school () ( ) ( ) ( ) ( ) 

. . . 

17.7. other (specify) ()()()()() 

Indicate the degree of satisfaction with your teachUg 

career. 

very much satisfaction 
much satis~action 
an average amount 
little satisfaction 
very little satisfaction I I 

19. How much concern do you have for the welfare of your 
school staff ? 

very high concern 
considerable concern 
moderate concern 
low concern 
very 10'11 concern ! ! 

20. To what extent do you discusses school matters with a 
staff member ? 

II 
always 
often . 
sometimes 
seldom 
never ! I 

21. Indicate the answer which most nearly represents your 
feeling about the following statements. 

(responses: 5 = strongly agree, 4 = agree, 
3 = partially agree, 2. = disagree, 
1 = strongly disagrea) 

(make an " x " mark to indicate your choice for each 
item. ) 



Choices 

5 432 1 

21.1. the director is publicly 
recognized as the head of his 
school. ( ) ( ) ( ) ( ) ( ) 

21.2. the director has considerable 
authority to plan, organize, 
and administer the educational 
program of his school. ( ) ( ) ( ) ( ) ( ) 

( 
21.4, the director is the appointed 

administrative head mainly 
aSSigned to carry out the 
policies of the ministry of 

( ) ( ) ( ) ( ) ( ) educ:.ation. 

21.4. the director is accountable 
(held responsible) for students 
academic achievement (eg. ESLCE) ( ) ( ) ( ) ( ) ( ) 

21.5. the director is a person whose 
responsibility is limited to 
his school. ( ) ( ) ( ) ( ) ( ) 

21.6. the director is a person to whom 
the community could go for 
advice concerning school matters.( ) ( ) ( ) ( ) ( ) 

( 
21.7. the director is a person who 

should participate in community 
( ) ( ) ( ) ( ) ( ) development when called for. 



INSTRUCTION ---
Please answer questions 22 and 23 for each statement 

list.d below as it applies to the principal of l£~ school. 
Check the number that best describes the behavior 01 your­
principal against each item list. 

22. To what extent does your principal ~age_himself in the 
following kinds of behavior ? 

(Choices: 5 = a:lw~, 4 = often, 3= sometimea, 
2: = seldom, 1 = never 

For all i tams listed below, make a,," X " 
mark for your choice in the space 
provided. 

--

Choices 
4 3 2: 1 0 

A. He makes his attitudes clear to the staff( ) ( ) ( ) ( ) ( ) 

B. He tries out his new ideas with the staff ( ) ( ) ( ) ( ) ( ) 

C. He does personal favours to staff 
melllbers, 

D. He does 11 ttle things to make it 
pleasant to be a member of the staff 

E. He rules with an "iron haad" 
(authoritative) 

F. He criticizes poor work 

G. He is easy to understand 

H. He finds time to listen to the staff 

I. He speaks in a manner not to be 
Q.uestioned 

J. He assigns staff members to 
particular tasks 

K. He keeps to himself (socially distant) 

L. He shows concern for the personal 
welfare of individual staff members; 

M. He works without a plan 
N. He maintains def in! te s tandards.- of 

performance 
o. He refuses to explain his actions 

( ) ( ) ( ) ( ) ( ) 

()()()()() 

()()()()() 

( ) ( ) ( ) ( ) ( ) 

( ) ( ) ( ) ( ) ( ) 

( ) ( ) ( ) ( ) ( ) 

()()()()() 

( ) ( ) ( ) ( ) ( ) 

( ) ( ) ( ) ( ) ( ) 

( ) ( ) ( ) ( ) ( ) 

( ) ( ) ( ) ( ) ( ) 

( ) ( ) ( ) ( ) ( ) 
( ) ( ) ( ) ( ) ( ) 
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23 . Indic a te how f reQuently your principa l is engaged in 
the following behavi£!.~~~. 

A. 
B. 
C. 

D. 
E. 
F. 

G. 

H. 
I. 
J. 

K. 

L. 

M. 

N. 

o. 

5 = always, 
2 = seldom, 

4 = often 
1 = never) 

3 = some times, 

For all items listed below, make an n»,­
mark for your choice in the provided 
space. 

Choices 

3 

()()()()() 

()()()()() 

5 4 1 

He acts without consulting the staff 
He emphasizes the meeting of deadlines 
He encourages the use of uniform 
procedures ( ) ( ) ( ) ( ) ( ) 

()()()()() 

eQuals ( ) ( ) ( ) ( ) ( ) 
He is slow to accept new ideas . 
He trea1s all staff members as his 
He makes sure tha t his part in the 
organization is understood by all members( )(y()()() 

He lets staff members know what is 
expected of them . 
He is willing to make changes . 
He is friendly and approachable 
He sees to it (makes sure) that staff 
members are working upto capacity. 
He sees:' to it that the work of staff 
members is coordinated. 
He makes staff members. feel 
(relaxed) when talking with 
He puts suggestions made bl 
into operation (implements ) 

at ease 
them. 
the staff 

He gets staff approval on important 
matters before going ahead. 
He asks that staff mebers follow 
standard rules and regulations. 

( ) ( ) ( ) ( ) ( ) 
( ) ( ) ( ) ( ) ( ) 
()()()()(O 

()()()()() 

()()()()() 

()()()()() 

()()()()() 

()()()()() 

( ) -( ) ( ) ( ) ( ) 

24. Please indicate your additional comment on any basic 
factors that you think influence high school principal's 
behavior in the predisposition of his role. 

-_ .. ---------
----------- ---------_. 
-------------------- -_.-

-------------,---
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