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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) activitiea, The analysis was
based on the application of Halpln' '*Behavioral!

model.

A rigorous statistical procedure was employed
on the data derived basically from the perceptual
ratings of the three independent groups that bear s
direct impact on the principals leadership role.
The outcome of the data analysis revealed that, fewer
principals were on the *transactional style! with the
largest proportion emphasizing a consideration behavior-
perhaps affecting school effectiveness,

On the whole, the findings showed that factors
significant im school leadership are centred around
student enrollement size, staff motivation, principals®
management training, and the ettitudes of the work
groups towards the power of the principal,

It was thus suggested thet to improve the leadership
capacity of principals the present status of schools
with respect to ever increassing enrollement, lower
staff morale, and bottlenecks in finance and facilities
nust be tackled adequately before individual principal's
excellence and effectiveness can be realized.
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CHAPTER 1

1. THE RESEARCH BACKGROUND

1.1, Background to the Problem

A social organization is established with definite
goals and objectives. Any organization ultimately produces
a certain out-put in the form of a commodity or public
gservice 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'' could
sufvive and develop when it is dynamic, flexiblé, adaptive

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

Once an organization is made to exist there is the need
for competent 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 instence, forms

a basic unit and a syétem 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 e pivotal role. This does not preclude
the other components like the quality and commitment of
teachers, the relevance of the curriculum, and the adequecy
of educational facilities, Rather, it is to emphasize that
appvopriate organization (i.e., task or role assignment),
coordination (through departmentation) and control (or

evaluation) by the priecnipal 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 havihg the
greatest impact on teacher performance and student learning
and, as a result, is being held more accountable for
educational outeomns.“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 principelship is, in general, a function of
adopting the appropriate leader behavior contingent on the
school condition. Failure to engage in appropriate leadership
behavior would lead to subordinate action to be dysfunctional
rather than become productive end satisfied, Thus, the mamim
'as the pricnipal goes so goes the Behool'.3

It is evident today there exists problems in the achievements



4 Part of the problem may be

of school systems in Ethiopia.
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 end expectations principals always feel highly
concerned and would be faced to ect one way or another. But,
do they behave or act appropriately ? This is the basic
question that initiated this study end 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 anﬁ two other referent groups in
Ethiopia, that is, the teaching staff and the immediate

superiors in the Regional 0Office.

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,



1¢3. Importance of the Study

Aﬁong other things, a school principal has the primary
respﬁﬁaib;lity of maximiiing the.performance of teachers who
are central in the teaching-laarping prdcesa._-In order to
ensure higher performance of the work group end induce extra
effort among the teachers, the principel must influence
favourablf all his subordinates beyond his position iower.

The degree of his influence is related to a given behavior
pattein when he attempts to lead his group. .

The generﬁl purpose of this study was to analyzé and
understénd the phenoména of leadership in senior secondary
schools and thus éontribﬁte to theory and policy formulatibn
regarding it. Specifically, the study addresses itself to

the ratioﬁale stated hereunder:

a) The compllation of information on prevailing patterns
of principél role behavior is important for practioners in
the field of educational administration to learn the reality
and sirive for adoPting-the appropriate leadership behavior
in a given school setting.

b) It will elso reveal to those aspiring for the post
the social and environmental pressures they will be coh:ronting
and thus vary their style according to the situation. .mhe
study will, in general, increase the awareness of principals
as. to how they would be people-sriented in reconcilation with

task structure.



¢) 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 claim to be-rigorous or
exténsive the researcher believes that it would contribute
to the literature on Ethiopian educational leadership and
initiate some insight for further study.

1e4 Scope of the Study

This research has attempted to investigate the leadership
role behavior of principals as perceived and evaluated by
themselves, the school staff and their superiors specifically
the Regional Deputy Maneger for Academic Affairs and the
Chief Inspector. It also examines the main functions that

make the principal an effective leader of his school.

The study has been delimited to government senior secdndary
schools, The other non-government secondary schools (that is,
public, private or mission) are excluded from sampling mainly
due to variations observed in employment, supervision and
resource capebilities., Accordingly, on the basis of the
sampling procedure followed in Chapter III the twelve senior

secondary schools teken as study Bample'units veres

Menelik II and Sebeta “Senior Secondary Schodls in Addis Ababa
Administrative Region,

Heile-Mariem Mamo and Sheno Senior Secondary Schools in
North Shoa Administrative Region,



Hotie and Haik Senior Secondary Schools in South Wollo
Administrative Region; : 7
Nazreth and Debrezeit Senior Secondary Schools in East Shoa .

Administrative Region,

Awasa and Aleta~Wondo Sanior‘Secondary Schbbls:in‘Sidamé

Administrative Region, and

, Asela and Didea Senior SecondgryVSchools in Arsi Administrative

Region.

The sample regions are confined to areas within the
vicinity of Addis Ababa due to manegeability of data gathering,
Primary-data is obtained from questiennsires distributed to
the principais, the;r academic staff and their_superior?4in

the respective regions.

1.5 Limitation of the Study

The researcher had intended to meke the survey from a
wider school distribution throughout the country. However,
due to problem of accessibility and cost constraints on the
one hand end a tense political milieu on the other fewer -

semples have been taken.

Available literature on the status of principalship in
Ethiopia has been very scanty to provide the ground for
ty;ough research.5 Neve:theless, a modest aﬁtempt hag 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 along this line should focus on this

limitation,

1.6 Definition of Terms Used

The following terms are used throughout this study as
operationally defined hereunder.

Behavior - 1In psychology it refers to “anything a ‘person
or animal does that can be observed in soame %ay"é while in:

management a role behavior is defined as "an actual performance

of an incumbent of a position...“7 To bempreeise, "leader
behavior refers to specific actsiwhich a leader eng;ges in
while directing or coordinating the iork of his g:'om.p."-8 Thus,
operationelly defiﬁed, a principal's behavior is what he does

(act or say) with reference to hia—role as leader of the
school end that can be observed by his staff in the course of

their interaction towards goal achievement.

Leadership - It meansr"é‘process 61 encouraging aﬂd
helpiﬁg others to work enthuéiatically toward objectivesﬁ?
In the context of this study it refers to the behavior ofﬂ
the principal by which his steff is iﬁfluenced to achieve

school goals in-a-SPecific s;tuation.

'Ekyle'-and reffectivencss' are the terms often used as

qualifiéra of leadership. YA Jeadarship étx;Q is the Sehavior




a leader exhibits while guiding organization members in
appropriate directions."1o 'Stylet is an identifiable
behavior pattern in relétion'to thé principal's prefered way

of acting within his group while the term "Effective leadex—

ship is marked by followers being motivated to do what the
leader'indicatés;“11 Thus, *effective leadership style' can
be used a8 a concéptuai term’to describe a distinct styie

whose outcome in group performance is desirable or productive.

Perception -~ It generally "refers to a person's immediate
12
"

experience (aw;reneSs) of the world. Here, it e%andarfoi
opinions'(attitudaa)_fo:med and é#pzéssed by someone aboutt
the behavior or actibhs'ofrthe pfinéipal. What can be |
observed about a principé13s Qéie-behavior can be interpreted
differently by e certain group in an organization. Thus, we
say staff berceptioﬁ, REO percep#ion or éelf-percep%ion of

the principal leader role behavior or his leadership style.

Principal ~ "The administrative head and professional -
leader of a school division or unit, such as a high school ...
usually carrying a teaching loed in small ones.“13 The term
designates to the formally appointed, executive head of &
senior secondary school. The principal as "school head is
formally charged with control ofv'fhe interﬁal organiéation,
mansgement and discipline of the échool'."14 In verious other

15

literatures'’ we may encounter theseisyﬁoﬁymous terms like

school 'director', school 'administrator®, 'school hesd',

or 'head;teacher;.
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Role - It is an organization term that refers to
"the set of expected behaviors associated with an individusl's

w16 In this research, it means a pattern

position in a group.
of actions related to the various tasks of the principal in
dealing with his staff or other relevant groups. A principal'ﬁ
role therefore, corresponds to his executive powers as leader

in a senior secondary school.

Senior Secondary School = A school system féllowing the

elementary school solely established to offer general (not
technical) education courses to students from grade nine to
twelve.17 An alternative term used by others may be ‘senior

high school'.

e P Organization of the Study

This thesis contains five 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 principslship. Then, the third chapter reports
the procedures pursued during the empirical survey as dictated
by the research design. MNoreover, it specifies the conceptual
models adopted and the main variables considered. In chapter
four the data gathered is statistically mainpulated so as to
make it palatable for objective judgement. Finally, chepter
five summarizes the investigation upon bringing forth the
findings obtained, the conclusion drawn and then the

recommendations made.
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CHAPTER 1II1I
2 REVIEW OF RELATED LITERATURE

This study is concerned with aspects of leadership styles
as it épplies to0 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 importent is it to an
organization ? What are the factors that contribute to the
variations in leader behaviors 7 How do we relate organizational
effectiveﬁéss to specific leadership styles ? What is the
state of principalship in Ethiopia ? A critical review of
the literature, thus, may ﬁrovide 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 goala. It can be considered
as the heart of organizationel nachinery without which task
accomplishment is difficult, if not, impossible.

As an organ of primery responsibility the leader must
influence others to carry out the various tesks of the
organization es intended. Without the active guidance and
direction of the leader goal achievement L&j§;; not be
optimized 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
leadership as a function vary among organizations depending
on the unique demands of the socio-political and economic
set-up of the particular institution. Moreover, the act of
leading is typified with thé personal preferences (4dio-
syngracies) of the role incumbent for which leadership styleé
vary among different people even under similar organ;zational
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 résPect to school leadership the variations or
consistencies in the work behavior of principals can be
explained upon reviewing the rglevant theories alongside
conducting empiricel research pertipent to education. The
emphasis in this study would, therefore, be to examine actual
leadership practices and thereby determine the appropriate
behaviorel orientation (style) most effective for e given

senior secondary school system in this country.

To elaborate the fundamental issues it is the purpose
of this section of the thesis to present the discussion on

leader role behavior under four major topics with their

underlying subdivisions. Thus, the main issues relate to

general conceptions of leadership, the major leadership
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theories, the nature of principal role behevior, and some
aspects of principalship in Ethiopia. Some highlights on
all of these idees are presented below with particulaer

reference to administrative practices in education,

2.1 An Overview of the Conceptions of Leadership

26141 Basic Conceptions in Administration

Leadership cennotrbe conceived apart from masnsgement

or adminiatrgtion; they are "closely related concépt@ally and
practically eee each having an influence on the effectiveness
of the other.®' Within the context of a formal leader in an
organizationai hierarchy the concépt of leadership refers to
his attributes and actions. A holistic pefsPective of
leadership can actually be viewed in terms of the following
four elements: as a status position, as a focal person, as a

£ 0f these, special emphasis is

function, and as a process,
to be laid on the process of the interpersonal relations and
actions of the leader among hia work group (i.e., his
subordinates) rather than on the deteils of his managerial

or administrative functions,

Needless to sa#, leadership occurs in a social
organization such as a public school, a hospital, a business
enterprise, a military institution, etc., each of which is a
definable unit on its own. Owens3 identifies the major
components of any socisl aystemrto comprise siructure, taské,

people and techniques each of which is a subsystem by itself.



These components (refer to Figure 1) are then, linked
together and utilized in the interactive process to produce

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

Figure 1

Interactive Sub-systems in Complex Organization

_A Social-
Technology S Structure
-l - /'zr ‘
Task L& —5 & People
Organization

§ource=

Adapted from H.J. Leavitt, "Applied Organizational
Change in Industry: Structure, Technological and -
Humanistic Approach,® in R.G. Owens, (1987), Organizational
Behavior in Educetion, Prentice-Hall, Inc., Englewood
CIifTs, New Jersey, pe T17.

Constituting part bf the people (work gioﬁp) subsysten,
a leader in a formal organization occupies the pivotal or
central position in a hierérchical structure, He/she is
then granted with the formal authority to exercise power
over others in that organization. Obviously, in most cases
an organizational strﬁctuze shows the manager or the

administrator at the top to occupy the leadership position.

In an attempt to lead the group, with varying ffequency,
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the leader must actually carry out the managerisl functions

of planning, organizing, co-ordinating, communicating,
deciding, and controlling., 1In Gregg's terms these functions
constitute the basiccomponents in thé *administrative process'.4
But not all managers and administratofs are leaders in their-
own right, A leader role goes beyond the task of performing

the administrative duties. Influencing others for better
results rather than merely attending to the daily activities

underlies the difference in the 1eader's‘role.

If one would like to clerify the ambiguity in the mesning
of these three terms it can be put as follows: ‘'Administration’
has the connotation of governmental or other non;profit
organizations whereas 'manegement® has been mainly attached
to businessventerpriseé.s In confraet fo a managerial or
administrative role, 'leadgfship' focuses much less on routine
duties to which his assistants would attend to. But the
leader persists on atiempting to influence the employees to

strive to achieve better performance and higher morale,

Ofcourse, '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, leaders. are not strictly administrators or
managers. Good lesders 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 2all the available resources and power
is exﬁected,to help his group carry out its activities, The
real power of a leader as Owema'7 etates, is that which is
voluntarily granted by the group in the first place 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 sirict organizational rules.
It is expeeted that the leader tries to change or improve
methods and procedures in some significant way to result in
better performance and improved morale. What is important
in leadership conceptualization is that thegdesignated leader
has the most influence, devotes more time, and is the most
responsible person to his ewn group or his organization at

large.

On the basis of the foregoing premises it is generally
argued that leaders have substantial impact on group performance.
Better group performance may 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 et a specific time remains the central issue in

leadership theeries and research,

2412 Reflections of Effectiveness

To say that organizationel success depénds parily on its
leadership is not to over-emphasize the matter. More often

than not, the achievement of an orgenization is attributed
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to the effectiveness of the leader. Leaders are, thus,
answerable to the end results of groub performance., Witchell

illustrates this idea as follows:

When a business venture, 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 individual in the top that is
replaced.

Nﬁankwog, likewise, asserts that an organization or the
group reflects the image of its leader. Hence, the maxim,

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

Leader influence is not the sole determinant of
organizational outcomes.1o Infact, there are other situational
variables that have an impact on group performance and mowrale.
These variables may categorically be included under intra-
organizational and external factors that together constitute
the nature of the task, technology, workers ability and
motivation, interest of pressuﬁe gfoups and other conétraints.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 of the leader.
If he/she is well equipped with the required leadership |
skills (i.e., human, technical and conceptual) and elicits
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 quality 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
authorities in education do somehow identify "the quality

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

Effectiveness is an expression of a given quality of
performance., It is the concept that refers to a complex set
of success records or improved performance outcomes. The
effective leader is characterized as one who is capable of

contributing to higher worker morale and productivity.

How much of the planned targets and programmes are met
may indicate the degree of effectiveness the leader and his
group have attained under given conditione. Weasures of

effectiveness usually contain three criteria:

1. group satisfaction - i.e., the employees®
attitudes toward their organization and
their work mostly expressed as morale;

2. group production - i.e., out-puts or
outcomes 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 issue remains to be the core 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 reasonablé accuracy ,
the analysis of 'best styles' are only tentative. Infact,
the assgertion is that that thére is "no one best way' of

leading. 4

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
ot@prs can be made to contribute to group productivity and

morale,

Consistent with generel human behavior studies leaders
can be categorized somewhere between a range of effective-
ineffective styles continuum., According to Dowling and
Saylesf!5 the effective leader is characterized as one who can
motivete his subordinates by influence and example but not
by *fiat'; and whose presence maekes & positive difference on
productivity and worker morale. At this point, Sweany's
characterization of an effective principal may be rele#ant.

For him, such principals:

1. emphasize achievement in classroom work,

2. set instructional strategies through
decision-making and problem solving,

3. provide an orderly stmosphere or ensure
that school's climate is conducive to
learning,

4. frequently evaluste student progress,
5. coordinate instructional programs, and
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6. support teachers, communicate with
them about goals and procedures and
help in staff development.16

By contrast, the ineffective principal is described as
"peing reactive than proactive, activity-oriented than goal-
6riented, and unprofessional or unskilled"17 In sum, the
effective legder 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 steff into

a difficult and tense climate.18

2.2. Leadership Theories in Perspective

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 scholers 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 ﬁheories that help us explain
some aspect of leadership each of which may not be adequate
enough to provide & complete view, Nevertheless, all theories
in combination do contribute to our understanding 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 known as *Trait Theory', *Behavioral
Theory' and 'Contingenéy' or 'Situatiohal Théor&'. The
core tenets and the applications of these theories are high-

lighted hereunder.

el Trait Theory: A Classical Approach

As a classical theory it emphasizes leadership as an
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 organizations the main thrust was to
discover traits possessed by leaders and for use as exemplars.ao

It was, however, proved to be inconsistent by Stogdil
as early as 1948 after a survey of the available literature
on personality traits. The main limitation is that no
individuel could possess all the traits that can be listed.
Actually successful leaders are those individuals who can
adopt their behavior to meet the demands of their own unique
environmenta.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 genersal
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consensus among students of management is that "itraits as
predictors of effectiveness is not at all defem;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 leéder's actions rather than on
his personal attributes, In the‘behavibral theory a
conceptual definition of the term *leadership® has been
sPecified23,to refer to the exercise of 1eade£ behavior or
his actions: in the group rather than the incumbents® personality
traits. This way researchers set out %o relate whaf a leader
does to leader effectiveness. One major criticism with this
approach is that it makés no éttempt to discover behavioral
determinants.- It just focuses on observed behavior and does
not look for causes or influencing factors.24 What is more,
the theory assumes 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 Behevior - Essentially behavioral

studies stressed the two dimensional approach in describing

and analysing leaders in relstion to two basic organizational
outcomess a) group productivity and b) group satisfaction

(morale).
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Vecchio argues, "... studies on leader behavior tried
to identify specific étyles of leader conduct and also attempted
to discover whether it was associated with employee attitudes
and performance."25 Review of the literature generelly
indicates that several researchers have examined leader
behaviors in terms of two basic dimensions: *task-orientation®
versus 'employee-orientation', -Differént schblaré, ofcourse, ‘

26 For

use other synonymous termé for these two dimensions,
the purpose of this research the adopted terms are ‘initiating

structure' and '"consideration'.

Notable in the research efforts on behaviorel 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 ieader behavior and
was used in numerous typeé of groups such as aiq@orce and
navy commanders, college deans and school superintendenta.27
Andrew Halpin, a significant contributor in leadership
research, has formulated a paradigm (mode1)28 that describes

the method of measuring attitudes of work groups on how their

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.2? The two
basic dimensions were described as 'production-centered! and
'employee-centered'. Unlike the foimer group of resdarchers

that characterize fhe effective leader to dwell on both
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dimensions the Michigan research team favoured the ‘employee-
centered' to be most effective. Recently, Reddin (i970),
Hersey and Blanchard (1977) and others have challenged the
view that leadership measuring high on both dimensions to be
most effective in all situations; rather different combinations

are preferred for different situations.3o

Styles of Leadership -~ Leadership as an influence

process is concerned with the making of qualitative decisions
with the groupe. 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.

Nwankwo31 restates these styles as revealing distinct
leader characteristics. The 'autacratic' leader is one with
little or no human consideration and makés all the decisions
himself while the 'demorratic' leader is participative,
allowing open commﬁnication fér shared decision making and
team-work. The 'laissez-faire' leadership takes a passive
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 dictatorisl or lfissez-faire
style to dominate. If this line of reasoning is to be
followed effective 1eédership must hinge on participative

or democratic style.

There is tha notion that leaderéhip styles exist in a
continuum ranging between no—participafion and full-participation
with the group. On the basis of the behavior continuum model
a study entitled, "How to Choose A Leadership Pattern,"33
attempted to show ;‘range of behavior available to a ménager.
The poler position of the manager with respect to decision-
making are described as 'boss—centered' and 'sub’ordinate -
centered'., TFor Nwankwo educational administrators who exhibit
- the two behavior dimensions: = 'initiating structure' and
*consideration' - can be paralieled as taking a position along
£he decision méking continuum., The leader in a *transactional
style' for instance, often presents issues with %entative
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
decision within the defined limits. (See Appendix A).'

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

@ concern for people and for production define five major
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styles in the 9 x 9 grid (see Appendix;\ﬂ)in which *'Team-

Management' is characterized as the best style.

The other style identification research and on w@ich
this thesis is based has been Halpin's four-quadrant style
analysis, To him the best style lieé at the intersection of
the two basic dimensions at the upper-right quadrant - anmi
designates high on both dimensions., The term commonly used
as "transactional? style -~ the slope glong the middle
position of the tﬁo dimensions: 'initiating structure' and

'consideration' (refer to Figure 3).

2.2.3 Contingency Theories

Those who studied leadérship from both the *Trait' and
the '"Behavioral' approaches recognized that situétionai factors
affeét 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 - relationé' style depénds
on e combination of these and other Variableé. The very

essence of the contingency approach is to treat leader
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flexibility (my emphesis) 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, the three empirically derdived
dimensions in the situation that explain leadership style in

r

a descending order of importance were.

1. leader-member relations,

2. degree of task structure, and

3« leader's position power.37 These factors were then
analyzed intermé of favourable = unfavourable group situations
against the two dimensions of behavior: 'task oriented' or

*relationship-oriented® styles.

The findings were that,

1e 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 on%y
moderate influence over the group.3

In Fiedler®s model among the situational factors, tleader-
member relation® emerged as the most important. This is
explained by the fact that the leader with a personelity to
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be loved, admired and trusted can influence the group
regardless of the position power. However,a leader who is
not liked or trusted can not influence the group except

through vested authoritye.

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

formuletion that describes and analyzes four basie styles.
As Luthans> has pointed out these include directive,

supportive, participetive and achievemeni-oriented styles.

The 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, frustreting, or
dissatisfying tasks.

- For non-repetitive or iess structured tasks
(eg. teaching) participative leaders sappear
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 pay off in effective
performance.40

Stated another way, Path- Geal Theory suggests leader
flexibility contingent on the nature of the task.

Situational Leadership Theory - 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’. Vecchio41

maintains that the theory shows how 1eadefs should behave in
their interaction and inflluence with their subordinates so

as to help them determine when it is appropriate to behave

in what way. As depicted in ppendix:A.,3 good leaders must
vary their style of leadership accor&ing to "maturity' level
of their followers., This calls for a close 6r generai
supervision and directiveness to followers on individual
basis rather than just engage in the same siyle for the entire

group at a given time.

Having reviewed the salient features of the msjor 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 following section will-
focus on those factors that maey largely determine a principal‘'s

leadership effectiveness.,

2.3 Role Behavior of a Secondary School Principal

of
A principal is the designsted formal 1eader“a 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 amendment by the
school administration *lay® committee. Hierarchically, the

prineipal is also subordinéte to his immediate superiors in

the R E 0 and thus accountable with respect to educational
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policy implementation commensurate with his 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 1eadérship as form ?f
influence its magnitude is higher toward his subordinates
than toward his suﬁeriors or other referent groups. However,
his influence power is moderated and tends to be weak due to
the unique nature of schools being 'loesely-coupled! systemé.42
This implies that teaéhers do have éonsiderable autbnomy and
lattitude in their class~rooms and hence can only be under
general control and direction of the principal. Most of the

teaching work is left to the discretion of the individual
teacher,

The principsl 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 that he could drop
in any deﬁartmént, 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 aceountability by consent and trust in their
interaction toward goal achievement., This is because the

principal is generally considered as a professional colleague
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rather than an administretive 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,

2e¢3e1 ‘ Role Behavior Determinants

The aect of influence encompesses a wide spectrum of
pertinent leader roles. A role is generally defined as
"an organized set of behavior belonging to an identifiable
office or poaition.“44 A role actor in any organization will
be engsged in a social behavior that is derived from two
independent dimensions or sources. The key purpose of the
leader must be to effect harmoniously an interaction betﬁéen

individual needs and organizational goals,

Likewise, for the principael 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). For fhe institutional or normative role expéctations
the job descriptions and prescriptions are stipulated in the
M O E school Administration Handbook45 specifying how the
job occupant must behave, It pin-pdints the duties and
rights of the principal &s head of a school., In a way it
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reflects the 'ideology' or norms of the organization. However,
everyday intefpersonalAinteractions (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 required to
perform his tasks which can be spelled out as categories of

46 the ma jor

managerial activities. According to Mintzberg
roles are classified into 1) interpersonal, 2) informetional,
and 3) decisiohal folés. To this Martin and willower?7 addea
a fourth role which is labelled as instructional leadership

roles The main activities or behaviors pertinent to principal

48 The question

have been analyzed by some earlier writers.
remains, what makes an effective school leader ? What
behavioral determinants (variables) can one isolate in the
principal's role ? Some of these involve personal competencies,
skills, forms of power, efforts in motivations and change
initiating (structuring) behaviors., Each of these are

described below with few actusl details,

Personality factor - Apart from the favourableness of

the group and the situation in the organization, the leader's
personal factors (variables) such as age, sex, job experienée,
verbkal capacity, sociability, etc. alone cannot be the sole
determinants of success. Yet, to ensure good interpersonal
relations and high positige influence it is essential that
some of the personality characteristics 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 1eadersﬁip (EPL)49. Note that such
characterization could be specific to the United States. ‘

Nevertheless, the desirable qualities khat make sense
to principals must be identified and sought for. 1In view of
developing the desired personalities as well as edministrative
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 treining to an organization can be generally a
means of promoting improved educational leadership in the

20 For

fields of instruction, guidance, and related areas.
the development of the skills sdequate 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 technicel, human, and
conceptual skills that are require§ in different proportion
at various role positions (levels) in an organization.51

Sergiovanni and ‘Carver52 for instance, discussed and interpretd
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these skills interms of the school executive's role. 1In
their view, technical skill assumes an underétanding of :
and proficiency in the methods, processes, and procedures

and techniques of education,

Whereas in human skillé the principal requires
considerable self-understanding and consiﬁeration for others,
conceptual skill includes the school executive's ability to
see the school, the district (awraja) and the fotal 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 for school effectiveness,

Forms of Power = The source of power for any leader

that are actually in use can be a combinetion of:

1 organizational resource that provides reward and

punishment power,

2. the incumbent's position consisting of legal
llegitimate) éuthority and information power, and

3. personal characteristics which refers to referent

or expert power.53

7 For the school principal all these power bases may be
availéble. 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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evaluetion as a basis for action and the lack of adequate
material resources at his disposal, the principal is highly
constrained to use his reward and punishment power. By
contrast, in a business enterprise economic incentives often
follow directly employees effective performance thgt yield
visible output increases. The business manager, as he
initiates new plans for increased productivify,andhmthmxes-ﬂm
workers he rewards them on the basis of their merit; this

in turn strengthens his influence power. Further still, the
principal's leadership power also markedly differs from a '

military leader. Witchell clarifies this points

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

Hence, the kind of influence power to be utilized must
be based more on collegial authority as well as expert power,
The staff would rather be willing to accept his influence
when they believe that he has been chosen largely because
of his educational ability, experience snd training.55
Relying heavily on legal authority pays very little in this

regard.,

2¢3.2 Primary Duties of the Principal

Ae Staff Motivator - Motivation can be understood as

the stimulation by the individusl to put extra effort toward
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need-satisfaction. In organizational context the motivation
to work helps in the maintenence 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 associeted with their motivation,
morale or job satisfaction in general.

Sergiovanni'556 analysis of the Herzberg theory as it
applies to teachers' job satisfaction indicates that
unfevourable school—administration orjleadership 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 mey enhance job satisfaction
in teachers. Dennison and Shenton57 also attempted to show
the relationship between leadership styles and job satisfaction
in elementary schools. The writers confirm that school
leader's should strive to exercise distributed leadership
or delégation of duties to staff and alsco support their
need for recognition and self-actualization. The outcome

will be increased motivation of the entire staff.

0wen&58

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 everything

possible to improve their morsle.



- 38~

As $Superviser - Supervisory behavior of the principal

is identified as the context to the job of teachers.’’
Evealuation or work supervision to a reasonable frequency and
closeness is necessary in school leadership role. Basically
teachers' evaluation, whatever method is appraised, as a
practicerof supervision, is used to measure the effectiveness
of teaching performance. It helps the principal pursue the
efforts, motivation, and the productivity of teachers to whom

he must provide the rewards they deserve.

For the evaluation tc 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 éontribute
to increased performance. This will be an outcome of a

disairable leader siyle - a serious supervisory behavior.

As Change Agent - TInnovations 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 @ result of a certain new practice.61
Among the various factors for resistance to change,lack of

62

incentive system is notable., Hanson < argues that teachers

seem to be not interested in supporting change initiatives



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

63 also contends that promotions are

anticipation. Huberman
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 adopting 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

64, includes participation in the planning of the

Valliamy
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 The Secondary School Principal in Ethiopia

2.4.,1 Modern Education on the Stage

Foundations - In Ethiopia, modern education has been
featured strictly is a phenomenon of the 20th century.
Until 1908, when Wenelik II school was opened, the Ethiopian

Orthodox Church had a virtual monopoly of *wisdom' and
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literary culture; albeit too conservative and resistant to
change. The missionaries, so eager to spread their own
‘civilization', were relatively free to operate their schools
outside the domains of the Church - 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 urben seat of
power, the development of modern sector economy, and the
arrival of foreign embassies because of the recognition after
the Battle of Adwa“ss. Above all the national leaders were
firmly convinced that on the one hand, European influence weas
inevitable, and on the other modern education held the

66

'mysterious key!' for rapid socio-economic progress. 3So,

from the outset educetion 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
Abaeba, Dessie, Ankober, Yirgalem, Gore and Harrar, Haile-
Sdlassie, 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 dismsy of the country however,

most of them were massacred during the Itelien invesion.



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
vere only 21 government schools of which 9 (42.9%) were found
in Addis Ababa alone.68 Including those in the ﬁission
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 subﬂsaharan African

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

status has; not changed much.

Reconstmction - The education 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.7o 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
manpower needs of the country secondary schools, teachers
training, an& specialized schools such as commercial, technical
and egricultural schools were eventually opened. The first
government and boarding secondary school was opened in 1943
in Addis Ababa. The Wingate Secondary School, which was
established and pfivately financed by the British embassy
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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 teache:s and administrators, to standardize
the curriculum, and centrelize the planning, administration,

and control of school systems at all levels.

Emergent problems - 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, treined local teachers and educational planners.

To implement the policy of ‘'mass education at all costs'73
sufficient budget was urgenﬁly 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 19‘72.74 In recent years however, the
budget has declined: in 1989 total annual education budget
was 11 % of which 84 % was spent on salaries. The fact
remains though, the sector has expanded not in proportion
to the financial capabilities to run it., According to
Tekeste 2 "the 1968 budget of 350 million for 3,726,000

i
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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 (19?4/75~1983/84)

in Fasil G/Kiros, Implementing Educational Policies in

Ethiopia, World Bank, No. 84, 1991, pp. 68 and 106,

Education Enrollement
1 1 1974/75 1983/84 , Participation rate
€VeL I'No. of | Stud | Teac |No. of [Stud |Teac fpPlanned | Actual
Schools | ents | hers |Schoolslents |hers (1961) (1984)
('000) {('000) '000) ['000) ;
Primary 3,166 P59.0 | 21.0 79125 2795.0 | 48.0 100% L2,2%
Junior 507 p2k.0 3.8 829 L295.0 6.0 23% 16 4%
Secondary
Senior 125 | 650 245 201 [286.0 | 7.3 23% 11.0%
-Becondary |
Source: Ministry of Education, "Education in Socialist Ethiopia',

As indicated in the UNESCO conference of 1961 held in

Addis Ababa the @ctual status of 'Universal primery' end

'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 elmost 4.5 times greater in 1984 then 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 Ethiopia, too, the major
problems in education seem to be highly tied up to the undue
expansion of schools, the influx of educated unemployment
;nd the deecline 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 educafionﬂ7 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 from time to time although they were
not méterialized.78 Other writers have also been sble to
explore into similar proflems of the educational system.79

What problems are particularly relevant to a secondary school

management 7

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
specialized 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 materisls,
80

5 Poor management.
In brief, the overcrowding of classes, lack of adequate
budget and educational materisls, inadequate training of
teachers, and poor mensgement are criticel. 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.a1

2.4.2 Centralization and the Principal's Powers

The structure and organization of the Ethiopian education
has indeed undergone several changes. At the beginning the
organization and administration of school systems was solely
sponsored and controlled by the royality who had considerable
influence over school policy. The Emperor, for instance,
held the port-folio of Minieter of Education and Fine Arts

£rom 1947 to 1966.02
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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.

Eversince the executive power was rightly instituted to
the Winistry 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 inwestigations.into the future goals, and the quality
of education. Yet, the desired changes or improvements have
not been materialized substantially. This may be due to the
fact that almost nothing happens in a centralized 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 administrgtion. This being
so0 the power of the principal to improve the present conditidns

in the school is limited.

The specific powers and rigzhts defined for the secondary
school principal in Ethiopia can be stated here for purposes
of understanding his role. Briefly, his major duties: include
the followingz

1« responsible for the administration of the
school; '

2. responsible for the teachers and staff in
such matters as giving reports on them for
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their promotion or salary increment;
3. expected to teach;.

4. cannot appoint, transfer or dismiss any 83
teacher appointed by Winistry of Education.

One can‘sée that his influence power over school policy
and over his staff seems very limited. As can be inferred
from the previous discussion 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"schpol administration
committee to work for the development.of %he school. He is
expected 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, purchese 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 seems to fall
short of an effective leader. To this we can also EOnsider

some other job strewses and the inadequacies with feference

to professional training.

2¢.4.3 Challenges to the Principal

The causes for school success may broadly fall in to two
categories, The first is the ability as well as the motivation
of workers. The second is the sdequate supply of materials

and finance required in the input process. In light of these



o

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 significant factor that hampers school
achievement. Coupled with this accommodating students beyond
the school's capacity and consequently a very crowded class
size is g éerioaa problem thet complicates the management of
schools. With regard to logistic (class-room) problems it
has been partly tackled. As partial solution, to alleviate
the shortage of space at the secondary school level, a double-
shift system has long been introduced.85 Despite this the
size of students in a given class in most schools is still
reapidly increasing. A class of over 70 students in the urban
secondary schools is not uncommon. TUnquestionably, this
situation poses a heavy stress on the efficiency and motivation
of teachers in particuler 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 affaiﬁs leads to
frustration and uncooperative attitude on the part of studenta.87
In the face of these problems the principal must essentially
be eguipped with the desired skills and understanding when
providing the necessary 1eadership. Obviously, to become

more competént, systematic, and helpful school leader adequate
professional training for the principal is imperative. What

is the status of training for secondary school principals in

Ethiopia ?

2.4.4 DPrincipals Appointment snd Training

The search for good leaders in secondary schools has

always been realized by two methods:

1« employing more qualified =snd appropriate personnely

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

Earlier concern of the M OE was to replace all the
expatriate school directors by nationals. Through several
self-reliance moves such a goal was achieved shortly.
Accordingly, by 1966 there were only three foreigners in
88

government senior secondary schools. ‘The incumbents were
said to have been young,'inexperienced and professionally

untrained, though.

The appointment of brincipala must have evolved some
changes depending on the availability of trained men—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 WOE's policy for the appointment of principals

requires that one:

1, must have @ minimum of itwo 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 gdministration
courses at university level, 9

Whenever possible MOE opted for posting asdequately
qualified, Master's degree holder as principals, According'to
Teshome, in the 1970's the government menaged to employ more
such principals, In his study, 13 out of the 27 sampled

0 Jater on there was more

principels hed this qualification.
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 lasting 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 principals was envisaged the MOE and the University
(Faculty of Education) jointly decided in 1963 to start
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a program on the treining of 'professionals' as junior
secondery principels and 1n5péctors. After 1970'?1 it was
incorporated as in-service courses of the 'kremt' program.
At a later date other arrangements ware made with the Addis
Abeba University for & more advanced training of educational
leaders. Since 1962 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
degree__graduates.g2
A further step in the training endeavours was to upgrade
the stendafds of leadership in secondary school. Accordingly,
a professional training at a Master's level has recently been
underway by the University. The program vies 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 prinecipel, that is,
the Regional Education managers and iInspectors, the MOE has
set up Manegement Training Service. To date most of the
incumbent principals lack the specislization in the profession
of school leadership ahd the Ministry having realized this
problem conducts inservice training occasionally. Table 2
shows the training efforts with respect to the two groups

mentioned earlier.
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Table 2

s —

MOE-Based Inservice Training for Principals and Regional
| Education Officers 1981 —- 1990

Year Types of Courses Duration Parti- Source of
cipants Fund
1981 Educational Administration 15 days 200 UNICEF
1982/83 Inspection 12 weeks. 120 IDA
1982/83 Secondary School WManagement 6 ™ 280 1IDA
1985/86 Inspection 12 113 IDA/UNICEF
1987 Educational Management and .
Administration 2 w 54 UNfSCO/SID$
1989 School Administration 1 w: 185 EEC
1989 .  Educational Msnegement 1 " 54 IDA/UNESCO
1990 Administration™ in a ) : _ '
Secondary School 1% " 231 EEC

*ata released from MOE, Manegement Training Office,
1991,

Source: Negussie Habteyes, "Assessment of In-service Training
provision for Education Managers by the Management
and Training Service of the MOE". A Seminer Paper,
Faculty of Edqucation, Addis Ababa University, 1990,
Pe 25.

Despite the need for more training opportunities be
pro¥ided, due to the acute shortage of fund for the program,
only at one instance (in 1990) have 231 of the 282 principals
been able to participate. Besides, the duration and intensity
of the course seems far from sufficient. So, a more regular,
institutionalized in-service training and workshops must be

sought for (arranged) to improve the quality of school leadership.
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CHAPTER III

3. PLAN OF THE STUDY: PROCEDURES AND
METHODOLOGY

The approsch to this study is a descriptiive survey type
of research whose theme, in the main, revolves around principal
leadership behavior dimensions and the determination of

effectiveness,

The study is pertinent largely because the principel
bears a considerable impact on the over-all 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 goesls, that is,
increased productivity and high morale of teachers, the
principal plays a central and leading role. WMore often than
not, the success of a given school is attributed to the
leadership quality or effectiveness of the principsl in whose
insight and diligence the staff is mobilized with enthusiasm
toward goal attainment.

However, this crucial leadership role will, in effect,
be desirsble only when the principal consistently elicits or
reveals the appropriaste pattern of leader behavior or style
favoureble 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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With this underlying essumption in view the research
has as its objective to analyze the current behavior
orientations of Ethiopien senior secondary school principals,
the factors that explein 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. @ close reference to the theoretical frame-work

appraised, and

2. a field work for securing primary data subject to

statistical anelysis,

Before certain results were obtained as findings some
descriptions and analysis viére in order. In the section that
follows the highlights of the conceptual model and the empirical
approach with its analytic procedures is presented. .

31 A Conceptual Frame-Work

Role Conceptualization A secondary school is conceptualized

a8 a system by itself. As a social orgenization it is goal

oriented, structured, and staffed with various differentiated
but interactive roles to be performed by individual position
holders., The kind of performance a worker as role encumbent
will play is determined by several interactive factora§iga¥/j)

personal, organizational, end environmental.

=Y
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The individusl as an indispensable unit of_the
organization has specific roles assigned him - as teacher,
unit leader, department head, or principal. When performirg
a given role the worker always manifests certein consistent
behaviors that are the resulis of two independent dimensions
in interaction. Getzels and Guba (1957) in their model vividly

map out this conceptualization as a core idea,

Figure 2
A Social Behavior Wodel

Organization (Nomothetic) Dimension

Institution —> Role —> Eipectati_.on

“Social =" | ) Goal
System Behavior

Individusl —> Personality —-3 Need /
Disposition

Personal (Jdiographic..) Dimension

Source: The 'Getzels = Guba Model' as adapted by R.G.Owens,
Organizetionsl Behavior in Education, 370 ed.,

Prentice-Hall Inc., Englewood Cliffs: New Jersey,
1987’ p. 690

The model in Figure 2 clearly exhibits the two dimensions

as constituting:
1« the organizational dimension with certain roles
(job positions) and task expectations, and

2, the personelity dimension with the individuel's

preference for some degree of task accomplishﬁent orF
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need dispositions.

In explicit terms, formal roles are perceived and played
differentlyland yet are similar across positions, A school
principal may behave in a unique manner but not too divergent
from the norm or expectations. 1In all cases, his performance

cutcome is moderated by these two basic dimensions,

The institutional role seems deterministic toward a
conforming view of behavior as defined by the xole
expectation, almost a_common freme for =all similer position
holders. However, a certain principal as school leader
retains su%stantial opportunity for choice in his role
performance depending on his own personality and léadership
*ideology'. In brief, his work behavior is partly dictated
ﬁy the nofms of the organization and partly by his own
idiosyncarcies, that is, his personal background and ettitudes,

Basic Dimensions of Behavior - The preceeding explanation

ﬁis concerned with the main determinants of behavior outcomes
in an organization in generzl., But what are-the major
behavior out-comes for any leader ? How does the effective
leader behave (act) after all ? Any ro}e predisposition is
directed with varying emphasis at either goal achievement
(productivity) or group maintenance (satisfaction) and, at
best, on both,

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 emphasis,
either toward productivity or worker satisfaction. The
operational terms for the two independent dimensions have been

delineated as "initiating structure' and "consideration®. !

In Halpin's research the two independent dimensions
yielded four diétinct styles ranging from ineffective to

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

Figure 3

The Basic Leadership Styles

Mean

— — — —
Higf!\l 11 I I direction of
..l . ) 'Transactional’
High C - style :
Lowm I i .
L~ High I
3 | Bigh O Meen
-43 e W W e wew v e wew v ] s e e e e pw wm e e e W -
s v | III
o
2 Low C | High I
3 Low I l Low C
|
Lo Initiating Structure High

Source: Adapted from A.W. Halpin, Theory and Research in
,\éﬂm%gig&zg&ign. The Macmillan Eo: New York, 1966,
pP. 99 .



The above quadrant scheme analysis shows a matrix of
four basic styles characterizing different leaders. They
are designated by Roman numersls from I to IV. Quedrant I
depicts the most effective style in which the leader '
emphasizes on both dimensions, Style II and III are
characterized by those leaders who of ten emphééize one aspect,
goal atteinment or worker satisfaction, at the expense of the
other, and hence they tend to be less effective. In an
extreme position, the leader im quadrant IV is described as
a2 person who is poor on both behaviors, the most ineffective
leader that frustrates the group and drags the organizetion

behind.

Other researcherez also showed a similar result that
teffective' leaders are those who emphasize on both dimension.
Sueh leaders are often described as *transactional', 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 feasible and can be understood as Halpin3 has set out

to describe. They are:

fe 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,
staff morale, etc. If this method is adopted owing to the
intrinsic nature of education itself, quantification becomes
very hard and complex. The contribution (effect) of a
single factor on any one achievement is difficult to determine
mainly for two ressons, First of all, an accurate feed-back
cannot be secured from scﬁool "products® or students
achievements, Secondly, any béhavioralJchange effected on a
student can not be proportionately distributed to all
involved, i.e., teachers, the principel, peer groups, pareants,
etce Thus, the attempt to use the 'ultimate criteria’ seess

rather untenable here.

The 'intermediate criteria', which is a proxy measure of
effectivehessb involves the judément or rating of leaders by
their work groups. It is largely baesed on their perceptions
towerds the observable role behaviors of thd leaders in

question.

Thus, social researchers use psychological tests,
Questionnaires, and measurements on an attitude scale for
similar purposes. The same instrument that waes designed and
used by Helpin and others commonly known as LBDQ (Leader
Behavior Description Questionnaire ) has been éd0p¥ed in this
research,'too. Here is a brief explanation of the research

-

to0l used.
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3.2 The Instrument

The ILBDQ - is a perception (ettitude) measuring
instrument that constitutes a series of qﬁestion items and
is assumed to yield some index of the key leadership
behaviors, These behavior comstructs have been operationally

defined as 'initiating structure ' and''consideration®.

To illustrate, a few statements are listed hereunder.

Initiating Structure:

1« He tries out his new idea with the staff,
2. He rules with an iron hand.®

3. He‘criticizes poor work.
Consideration:

1« He is easy to understand.
2, He acts without consulting the staff.®
3. He is willing to mske changes.

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

On each dimension there sre fifteen shoxrt, descriptive
statements, Only with slight chenges in wording (so as to
state the actual or the ideal behaviors) basically the same

items are provided for the three different groups.

Commonly the three forms of questionnaires are known ass

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, Ideel, Boss-destined to the superior (the higher

officials) and measures leadership 'ideology', too.

Since the instrument has proven reliability and validity4

all the thirty items were retained although restatement was
required after consulting with the experts and pretesting of
the draft questionnaires. The revision helped to adopt
(suit) to our setting and elso ensure consistency, concept

clarity and good formate.

Collection of Data — Each of the three sampling groups:

were supplied with étructured, closed-end, questionnaires
(see Appendix ¢ for contents end formet). The questionnsires
viere prepared in English and distributed so as to be self-
administered. Out of the terget population 92 percent of the
staff and all of the other two groups cooperated in returning
the questionnaires. Respondents were required to provide
their views (perceptions) on all the question items honestly
and accurately. To ensure maximum reliability of the data

the anonymyty of the respondent was guaranteed.

Each respondent was then instructed to think of how
frequently (never, seldom, sometimes, often or slways) a given
principael was engaged in some role specific act. On the
questionnaire the respondent would rate all the thirty items
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along the five-point Lickert Scale of which the numerical
values corresponding to the five adverbs from never to

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

In LBDQ items scoring only those statements with a
negative sense (eg. He rules with an iron-hand) will have
their numerical values reversed. Anyway, for each respondent
the aggregate scbre will theoretically range from O to 60
(viz, 4 x 15) on each dimension. The mean value pooled from
the group woﬁld, therefore, yield an index of effectiveness
for a given prinecipal. -

3.3 The Research Design

3e3.1 The Sempling Procedure

To secure the relevant data the sample population subject
to the investigation must be appropriately selected from the
outset, The sampling groups considered in the study are
essentially the principels themselves, their respective
teaching staff as subordinates, and their respective regional
education officers (REO) as higher officiels,

For a research analysis to be valid and accurate an
appropriate sampling design is very crucial. The kind of
sampling to be used depends on three factors: the nafure of
the population, the type of investigation, and the degree of
precision desired at minimum cost.5 In view of this
consideration and taking-in to accounf the objective of this:
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research the sampling technique found eppropriate is stratified
random sampling. The study population is divided into

strata on the basis of role differentiation - i.e., a leader,
his subordinates, end his superiors., This approech 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. @ cluster-random selection of the required number of
respondents from each of the three sampling groups for
all the administrative regions.

Oﬁviously, there is always 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 small proportion but highly

representetive a sample can also be acceptable,

As noted at the beginning the study srea is restricted
to areas within the proximity end vicinity of Addis Ababa
mainly due to problem of data accessibility. Most of the
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country was politicelly unstable which meent that schools
vwere either closed or not in normel operation or else one
can not reach them due to problem of transporation. Despite
this, the sample regions already selected seem to repfesent
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 Centrsl Ethiopia! %o constitute
about one-third of the country's 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 lesdership
practices. It is on the basis of this retionale such s

sample size was deemed sufficient,

Moreover, the stages in selecting the sampling groups

was based on some criteria:

a) that between the principal end his staff formal
interaction, communication and accountability
exists during school year in which his behavior

would normally be observed;

b) that the leader groups posess some knowledge on

leadership and administrative principles from the
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normative 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. 1In some way, they would be expected to
dictate certain leadership ideé@ogy pertinent to

educational institutions in their respective region.

As explained earlier the whole sampling procedure being
purposive, the principals and the two higher officials were
picked up by defacto, on their role positions., However, the
third group, the academic staff wes 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.
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The number of teachers selected constituted the
department head and four other teachers from a department
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 sdministrative regions - that is, Addis Ababa,
North Shoa, East Shoa, South Wollo, Arsi, and Sidamo.

3e3.2 Survey of the Variables in the Data

The data from the questionnaires wvere obviousiy, subjective
evaluations of principals behavior - otherwise called an
'intermediate criteria®. Yet, evaluation rating obtained from
feleVant groups can Btill fairly indicate the degree of
leadership effectiveness or some kind of behavior style

(pattern).

Apart from the thirty IBDQ items the questionnaires
also constitute items on beékground information and gattitude
variables that could account for the variance in exhibited
leader behavior as well as respondents perceptions. Actually

behavior determinanﬁg are innumersble and the researcher has
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only been very selective.

Accordingly, there have been three classified data
secured from the questionnairea provided to the three groups
of respondents. The first deals with personal background of
respondents, the independent variables, The second is sbout
organizational variables or job characteristics, also the
independent variables. The third refers to the dependent
variable ~ the attitude scores specifically sbout 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,
marital status, work experience, academic and professional
training and the particular role they are currently engaged

in,.

Then, organizational influences on the conpetencyland
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
as their perceptions on supervision and its results. MNoreover,
their aspirations in status improvement either through further

education or job promotion have elso been recorded.
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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 principai

some behaviorrpattern. Besides, the skill competence the

principal has acquired, his work experience, and the eamphasis
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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CHAPTER IV

4. THE RESULTS: ANALYSIS AND DISCUSSION

4.1 Description of the Samples

The Sample Schools « This study considered the selection

of twelve senior secondary échools that are widely distributed
and slso 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 distinction of
complexity due to the large student population sédrved. All
the schools accommodate a student pOpulation very much above
whet is considered normesl. The high population pressure
observed as in Menelik II Senior Secondary School (over 9,000

regular students) for instince, appears to be a real challenge.

To relieve the clsss-~room shorteges all but Sheno Senior
Secondary School conduct classes on a shift basis. There is
also another challenging task encountered by the school
administration and this is the provision of evening cless
progrem, The small town schools of Haik, Sheno, and Didea
heve indiceted to be free of this additionel tesk. Although
it provides a financial incentive (income) to teachers and
other staff, with limited school facilities a different, and
presumably lower standard in the instructional practice, it
poses its own prdblemhto both the concerned staff and the
principal. Whether schoel complexity due to size affects
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TABLE 3

A Distribution of the Sample Schools by Location, Size,
i and Work Patterns ;

The Sample Areas Sehoel Size Operation
Administrative ‘Senier Secondary Student Teachers Shift Evening
Region School Enrellment Total number system program |
Code Name 1 2 3 4 5 6 not not
1. Sidamo 01 Awasa x x
02 Aleta Wendo x x
2, Addis Ababa 03 Menelik II x x
04 Sebeta . x =
3. South Welle 05 Hotie x x
06 Hail x x x
4, Nerth Shoa o7 Haile
Mariam Meamo X x
08 Sheno R x x x
5« East Shoa 09 Nazreth x. x
) .10 Debrezeit p 3 x
6. Arsi _ 11 Chilelo x x
12 Didea x x x
Eey: Column 1 - large, over 4,000 students
: 2 = medium, 2,000-4,000 ™
3 - small, below 2,000 ™
4 - large, over 90 teachers
5 = medium, 50 = 90 "
6 = small, below 50 ik
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the behavioral orientation of principals will be deelt with

later (see section 4.2.3 below).

The Sample Respondents — As stated in Chapter III
therevhave been three main groups of respondents, The
principals end R E 0s were all included once the _
administrative regions and then the schogls vere taken as
samples, But with the school staff to o‘btaiﬁ a fixed number
of teacher respondents a cluster sampling teéhnique was
used., Except for Menelik II Senior Secondary School which
~ had 30 sample units the rest were alloted with an equal size
of 25, Thus, the t{eaching staff respondents who fully
cooperated were 277 in all. The size of respondenis in the
three groups is indicated in Teble 4.

TABI:E 4

Personal Attributes of Respondents

e vample Grou
Variables Teaﬁrs_@ﬁ EEO's |
No. % 0o 0. %
Male 257 93 12 100 12 100
Sex Female 20 7 - - - -
Total 277 100 12 100 12 100
20-30 years 127 46 - - 1 8
Age 31-40 ™ 108 39 » 42 7 58
41-55 W 42 15 ¥ 58 4 34
Total - 277 100 12 100 12 100
Master's degree 5 2 e - - -
Qualific- Bachelor's " 154 55| 12 100 | 12 100
ation Diploma - % * 105 38 . - - -
- Lower than Diplona 17 6 - s - -
Total 277 100|112 100 12 100




4+2 . Analysis of the Variables

From the data collected and summarized the following
sign;;icant qharacteristiqs-have been ebtained,

4.2.1 Background Data

ég;:- Among the staff sample only'seven percent were
'females; but none among the principals and the REOs., ASnah
low sex participation in the rank of the gaiﬁtuily employed
pepwlation is indeed a common charaeteiistie of all

developing soeieties, The MOE official statistics’ for
instance, indicates that fhere were only 14 percent female
teachers in the entiie government senior secondary schoola
in'1989-in Ethiopia, Most likely there were none in the
other two groups. So, if there were differences in
perception about leadership of prineipals no test has been

attempted by the study.

Age - As shown in table 4 nearly half the staff
respondents were between 20 to 30 years and 39 percent were
in the 31 to 40 years of age. Whereas, for the prineipals.
and REO's practically all are over 30 years of ege. Indeed,
pronotiéns to a 1eadership position primarily requireé
longer service. The assumption is that it helps one to
acquire (gain) wider practical knowledge abo@t the entire
organization énd also in the specific érofessional skills
essential in dealing with emergent educational problems and



role demands, In some way it is an indication of job

maturity.

Training Aspects - Data about qualificaetion reveals

that there is a negligible number {only five or 2%)
Master's and 55% Bachelor degree holdefs among the staff,
The leader gtoubs, on the other hand, are entirely of

Bachelor's level.

For the principal to provide professional guidance
particularly in the face of rapid scientifid, technological
and cultural changes higher qualification than his
subordinates is very essential. Whether teachers of higher
qualification tend to be more critical toward (the evaluation
of) their principal leader behavior has been statistically
tested in this section (refer page 111 for sesults). It is
advisable that he must be selective and careful when dealing
with his staff, Teachers claim and also treat themselves
a8 'professionals' and 'matured' on account of their
qualifications and subjéct specialization. Under these
circumstances therefore, he must vary his leadersh;pAstyle
according to maturity level of his staffz. This also applies
to his superiors - the REO's. The respect accorded to a
leader and the confidence ﬁlaced on him is, 1o some extent;

e function of the dualification and the relevance of the

area of training.
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TABLE 5

Principals Field of Training

Field of Study Responses

: No. %

Educational Administration 3 25

Pedagogical Science . 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 subjeet
area majors, 25 percent peéagogical science majors and the
remaiping 25 percent are graduates in educational adminisration.
From.field observations, the few qualified educational
administrators are currently appointed as assistant prineipals
in the larger senior secondary schools in the country. As a
practice school leadership posts have commonly been f£illed
with persons from among teachers through competitive
examinations who may subsequently go into in-service training
on edministrative and related eourseé3.

For the organizetion the placement of a professional
administrator must be an area of concern and hence it can
not be the least neglected. Actually, whether the variation
in professional training makes a difference in leasdership
effectiveness is an empirical question that needs careful

consideration., In this research attempts have been made to

compare the traihed and untreined principals effectiveness
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index. It is treated in section 4.2.3.

If professional course offerings (i.e. in eurriculum,
psychology and administration) can tell anything about the
skill mestery or competency of the principals the data
indicated that 58 percent (7) have takén 21 or more eredit-
hours, 25 percenf (3) between 11 to 20 credits and the
remaining 16 peréehtd(z) below 11 credits in the course of

their training in the university.

The overall scademic achievement (cumulative 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 preparationg¢ and also
to avoid obsolence and thereby update their knowledge the
MOE offers seminars at regional and national levels on various

occassions.

Accordingly the principels included in the study
indicated that two-thirds (8) of them have péﬁtieipateé for
three to five times while the rest had such opportunities
only once or twices Aetually such short-term training have
been rare as discussed earlier, If the Kinistry i= not
short of finance, to plan, orgenize and conduct worksheps
would be to its benefit. Henceit

A
such chances would yield better results along principal

]
cgmmendable that inereasing

leadership effectiveness,
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4.,2.,2 Job Characteristics

Job experience - Apart from professional preparation

another aspect that may improve the competencj and leédershﬁp
effectiveness of prineipals ¢ould be the experience gained
on the job as well as on related tasks such as tesching.

TABLE 6
| Responses of Teachers and Principals

on their Work Experience

Responses
Ttons Teachers Pril_:lcipals
: No. % No. %
1. What is your total service h
as a teacher ? (in years)
a over 11 T 26 - -
b) 5 =11 145 52 3 25
c) 0=-4 51 22 9 19
Total 277 100 12 100
2. How 1ohg have you served
in the present school ?
(in years)
a) over 8 66 24 1 8
b) 3-7 119 43 6 50
c) 1=2 . 92 33 9 42
Total 277 100 12 100

The two items in ¥a2ble 6 are related to length of
teaching experience and familiarity to their work .. -

environment. Seventy five percent of the principals reported
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to have served between one to four years. Actually, this
is the minimum service requirement in addition to serving
in some administrative roles on subordinate positions

(eg. as department heesd). Such a short period of service
indicates the achievement motivation of those who have
succeeded for the job. Perhaps they were keenly interested
to devote more time to learn the administrative concerns

while they were teachers,

With regard to familiarity in the present school 76
percent of the staff and 92 percent of the principals have
responded as having stayed below seven years. A closer -
observation of the data indicates that e shorter period of
stay in the school is considerable. Although transfer t6 -
other areas is one factor of motivation. frequent mobility
is a disadvantage 1o school improvement projects initiated
by the principals.

So long a8 it is natural for leaders to behave idio-
syncratically teachers might be in a difficult pesition to
adjust every time to the changing school heads' needs. 1In
effect, interpersonsl interaotions are bound to chenge and
so also their attitude toward the leader and the entire
school programe. Teahams'sﬁ study alsc raised this problem
and recommended that sucﬁ trends need to be changed.
Particularly for principasls, there must be an agreement to
work in a given scheol for sufficiently longer period se as
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to plan and implement programs based on the unique demands
and resource capabilities of the school. Othermise schools
will remein as: jumping ground with no effective leaders
in view, |

From another perspective school principals need to be
exposéd to different school envirenments ss long as they
hang on the post for extended time. Although organizational
structure, curriculum and work procedures are similar for
all groups there are problems in achievements specific to

every sch&ol system.
TABLE 7

Work Experience as a Principal

Response
Items No. of | Longer | Average Low[ro¥al
A RALW over 8| 3 -7 11
1. Stated total serviee No. 5 7 - 12
years as a principal % 42 58 - | 100
2¢ The number of No. of : .
different secondary schools | (3-5) |(two) |(one) Total
schools worked in as No. T 1 | 4} 12
a principal. % 58 8 34 {100

From the data shown in Table 7 it can be concluded that
all ths:respondents seem to have gained a good deal of work
experience as principals, This, as indiceted in the table
is witneséed by the length of work experience attained by
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principals. With 42% of longer service (over 8 years) and
584 of average experience (3 to 7 years)'it can be assumed
thét the principals have wider practicel knowledge in school

leadership.

It can also be assumed that in addition to the overall
service the chance-to work in different school systems would
enable one to become a person of wider concepiual skill.

In the data 58 percent of the principals have reported to
have served ih three to five different schools. This idea
should overlap uith_but not contradict the researcher's earlier
contention of discouraging fast mobility or transfer from

schools .,

With a view to gather data a question was posed to the
REOs to state to what extent professional training and/or
prior teaching experience must be sought in the appoinfment
of principals, According to their responses 67 percent were
infavour of more proiesaionéliqualification. For yet anofhér
question 84 percent emphasized that more than two years of
prior teaching service muét be required. One can concludé.
that the higher officigls tend te fevour more experience than
'Proressionalisg'. Such a view might have emanated from the
fact that to—daté no locally treined high level professionals
existed. In ordér to £ill this gap the University has started
sach g proéram - in post - greduate studies since 1989,

It is obvious that'overall'serviee helps to gain edequate
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knowledge in school practices. However, whether prior teaching
experience actually contributes éignificantly toward leadership
proficiency is debatable.5 Nevertheless, in the scareity of
the professional it is still one of the established criteria

of promotions for principelship. The MOE pursues it as

policy alternetive in the appeinthent of prinoipéls-

To £ind out their previous experience as teacher, a
question was posed to the principals se that they would
indicate the subject they often taught, To this effect it
was shown that 50% were involved in teaching languages while
only 16% in the social sciences. This finding seems to be in
conformity with previous study on Ethiopian principals6 which
revealed 65% and 14% as languages and geography teachers

respectively.

Another point worth discussing is the requirements for
principals: to take teaching assignments and their attitude
towards it. Two~thirds (67%) of the principals have reported
that they are not engéged iﬁ'eonducting any class, Those who
do, (four) teach from six to ten periods a week. This
practice is a recently introduced regulation7 that appears to
be a point of dispute both emong the principals and the
officials of MOE.

To the present knowledge of the writer, this decisian
was brought into effect without conducting any survey whether
or not principals should take classes in their respective
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subject areas, Some principals question the benefit of this
specific role. They think that while the job of the principal
is complex and demanding where office time programs are |
hectic with new problems appearing evéry time, ohe can not

be an active, well prepared, and exemplar instruotér 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 1:=:az-ning,'r
presumably both roles could be entertained adequately for
reasons that there is sufficient time (fgr instruotieh, . 9
research or administrative duty) and there is also the o
Question of autonomy in ones pwﬁ 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 éarry out their duty o
effectively. Among the various mechanisms by which staff can
be motivated to wiork proper guidance; communication and
evaluation of their performance is essential. To carry out
those tasks the use of formal end informal meetings are

fundamental.

For a secondary school principal meetings held with the
staff‘serve a8 8 means for mutual understanding and cooperation.

Date gathered with respect to thie issue revesle that meetinge
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held at three levels — ‘that is, general staff meetings,
departmental meetings, end with the principal in privete -
are particularly important.

Table 8 shows that departmental meetings are held as

often as genéral staff meetings. The principal addresses

meetings at least twice in a aemeeteﬁ or more than four times
in a year a&:p;escribed in the sdministrative handbooke.
Besides, staff reported that they can get the chance to see
their principal whom they consider as: professional colleague

to seek guidance, or consultation once or twice in a mon%h.

TABLE 8

Responses of Teachers on the Frequency

of Meetings Held

Responses -
. More Average| Less |None |N / B®Total
Items (over 4)| (3-4) (1 =2)/(0) | =

Noe % |Noe % [No. % [Noo%| No. % No. %

- - _,

How frequently do you
meet ? - -

a) With your department
- group (in a year) | 147 53| 72 26 i 16| - =1{14 5|277 100

b) When principal
calls staff meeting
(in = gemester) 33 12[105 38 (122 44| 6 2|11 4277 ©O

¢) With principal in
private (in a
month) 22 8| 47 17139 50/ 58 21|11 4|277 09

*N/R = no response.
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What matters to teachers is their actual desire to
express their views freely as they attend those meetings.,
Obviously, the intentions and plans of the principal could
be articulated in the staff meetings apart from the written
communication medias like formél notices, memos, letters, etc.,;:
he often times utilizes. To influence his staff toward H
achieving school goals he must be treated es their colleague
and leeder. 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
climete, Indicetors of warm school climate may be the
availability of conditions that involve all staff on voluntary
basis, Table 9 lists items that serve the e;onomic, social
and culturel interests of the staff, These activities provide
the ground for mutual assistance, understanding or even

entertainment.

Principals indicated that welfare associgtion and fare-
wel party are established in all but one school., Note that
school magazine and 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 knowledge and expréss opiniens econcerning sehool
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problems or the profession at large. The presence of all
the items in the data would become a8 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

Response
Item No. %
Which of these conditiens: exist in
your school ?
a). Welfare association ' 1 92
b) School magazine 2 16
¢) Department news-letter 1 8
d) Farewel party 11 92
e) Sports day \ 8 67
£f) PFurnished staff lounge 6 50 ;h

Motivation — For effective performance of workers in

an organization two.things appear to be basic. One is the
ability or technicel competence and the other is the
motivation of those inroived in the task, Earlieiwa mention
was made concerning the qualification, experience and
professional preparations. To obtain information on ﬁhe
motivation of the woxrk group'— the prineipal and his steff -
a few question items wefé presented., Table 10 provides the

dats.
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TABLE 10

Some Indicators: in the Motivation of Teachers

Responses i

Items . | Very Very
nnoh Average 1ittle Total

1. Career Satisfaction

- How much are. you
satisfied with your No 62 89 122 277
job ? % 24 32 44 100

' 2. Professional prestige

|

- How much respect do

i you earn from your No 30 59 188 277
E community as % 11 21 68 100
| teacher % .

;3- School incentives

- How fairly are
teachers assigned -
for evening classes No |122 | 45 18 185
(if eny) ¢ % 66 | 24 10 100

®pigure excludes those schools that have no evening
classes,

Item one and two relate to satisfaction derived from
the teaching professiong Three~fourth (76%) of the staff have
expressed that they are not satisfied with‘their job. This
finding confirms the conclusions of several teacher
motivation studies.”

One source of satisfaction not intrinsic to the job
itself may be income obtained from extra assignment in
evening classes. To be fairly assigned when they apply for
it may minimize the dissatisfaction with the administration.
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Ninety percent of the staff here indicated that there 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

vary 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 Factors in Teachers Motivation

E Responses
. Items \ Much fAvexggg Little Total"
4 3 2 1
School Support in Facili-
ties and motivators.
- How much are you
satisfied with these
aspects of your school
(if eny) ?
a) edministrative No 137 78 40 | 255
backing % 54 30 16 | 100
b) recognition by No 165 52 51 | 268
leaders % 62 19 19 | 100
¢) Class room No 5T 92 126 | 275
facilities % 21 33 46 | 100
d) Department faculty No 40 74 144 @ 258
room % 16 29 55 | 100
e) Staff 1oun§e No 99 61 107 | 267
(furnished % - 3T 23 40 | 100 |

Fpercent computed out of the indicated total (N < 277).



Whereas, administrative recognition and support are

satisfying to most staff over 80% (column 3 and 4 in table

11) +the physical facilities are rather below their

expectations,

inadequate or below standard.

Perhaps they consider school rooms as

Fortunately fox the principals

the feeling of staff that the administration stands by their

side may lay the ground to enhance effective leadership.

This may imply that staff are positively influenced or are
It could

motivated to cooperate with 21l their colleagues,

also be an indication of the attitude they form toward the

school.
TABLE 12
Outcomes in Teachers Job Motivation
Responses
Items Much | Average! Little |Total
7 4 3 2 1
1. How much concern do you No 191 59 27 2717
have for your staff ? % 69 22 9 100
2., Howm much confidence do
you have in discussing
school matters with your | No | 163 a7 17 277
staff 7 % 59 35 6 100

It is generelly assumed that a dissatisfied worker may

seek emotional support from his fellow staff,

on the whole expressed their lack of motivation from the

profession, Perhaps tocuﬁnteract such a low morale they

Teachers have

would like to discuss matters as a means of relieving their
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concerns. The data in Table 12 clearly reveels this fact,
In as much as possible they would like to create a warm school
climate stressing mutual confidence and concern. The
implication for the principal is that 'consideration' more
than 'initiating structure' as leadership style is important
wheré low morale of staff'prevails. The espiration of staff
for achievement motivation alse indireétly indicates their
dissatisfaction (attitude) with the profession. Two questions
vere posed to the staff to find out what plans they envisage
toward improving their work conditions,

TABLE 13

Teachers Aspirationa for Achievement NMotivation

: Responees
Items No. ’
1.| What plans do you have to improve
your education ¥
a) toward higher qualification
studies 206 T4
b; any course work 41 15
c) have no plans 30 11
Total 277 100
2.| What plans for job improvement do
you have at present 7
a) to teach in some college 23 8
b) to become a school administrator 32 12
c) want to transfer from here 81 29
d) want to stay here 41 15
e) leave (quit) the profession 100 36
Total 271 100

In the date (Table 13) 74 percent of the teachers would
like to continue their studies at a higher level mainly for a

\



.—..9?::

better income and if possible to leave the MOE. Perhaps with
similar intentions 36 percent of the staff desire to leave
the teaching job and 29 percent said they would like to
transfer 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
prineipals ? As much as the motivation of staff indicates
the extent to which they are ready to accept guidance and
influence from the principal, the degree of motivetion of
the principal shows how much he is stimulated to sirive
towards school success., To carry out the various tasks of
edministration and staff mobilization the principal must
attend to his duties not in fear of accountability but as a
result of internal motivation. o

TABLE 14

Factors in Principal Motivetion

Responses
High Avergger Low | Total

Items

1.| Careexr Satisfaction

How much are you
satisfied with being | No. 6 3 3 12
a principal ? % 50 25 25 100

2. | Comnunity Respect

How much respect
does the community No. 5 3 4 12
accord you ? % 42
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Data gathered regarding principals motivation (Table 14)
shows that 75 percent of them were satisfied with hoiding the
position from average to high., They alse perceived that the
society accorded higher respect to principals. One can
conelude that that their stetus provide them a higher

motivation to expend more energy on school functions,.

To essess the level of motivations as principel a question
was posed. Table 15 contains four items +thet require
principals to state their realistic plans es an expression of
job improvement espirations. 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 generelizations are difficult because of the very few

samples taken.

TABLE 15

Outcomes of Principals Job Motivation

Item Response
No. %

Aspirations for job improvement

What are your plans with in the next
five years ?

a) move to a higher position
b) teach in a college

c) a poat in the head office
d) leave (quit) the Ministry

n o =t =2 @

Total 12




But in comparison to the staff (refer Table 13) principals
seek status improvement that actually requires increased
performance &8s 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 systematic 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 assistance 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 have
two aessistants except Menelik II that has three. Such an
assignment, as stipulated in School Administration Handbook1o
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 its own practicel significance. But
above all, the effectiveness of the leader lies in his own
genuine concerns, 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
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devote only one-~fifth or less time on cless-room visits.
It may be because they delegate the task to department heeds,
Whereas principals express their desire to work more on

1 a great deal of their time is rather

ﬁrofessional tasks
spent on administrative duties, Under these circumstances
it is diffieult to think of principals in the ideal sense a

professional leader.

TABLE 16

Time Estimate on the Different Job Demands
(Aetivities) by Principal

Response

High | Average Low | Total

Item
2" T | 21-40% | 1-20%
g . 1‘ 24 1 1
1. What percentege of your ! i
duty time is devoted to | Noe. 2 |  ; 9 12 ?
class-room visitations 7 % 16 8 76 100 |
2, What proportion of your Hi Average | Low ota
time is spent on the "5?%% 10_20: Below |
different activities in 20% 10% i
your responsibility ? 3 2 1 :
a) Clerical and No. 6 2 4 12 g
administration % 50 16 33 100 |
| ) Supervision No. 4 5 3 12 |
| Tﬂ 33 | 42 25 | 100
¢) Instructional No. 3 3 6 12
| leadership % 25 25 50 100
d) Community
participation and No. - 1 4 5
miscellaneous % - 8 33 41

i‘Bespmee is incomplete
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Depending on those activities the principal is engaged
in and emphasizes, 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
Perceptions on The Extent of Mean & Rank | Mean | Rank
Principals Power and Authority = | & s a

- By | 2
He is mainly viewed as one f
who (rarely (1;, Seldom (2), ;
Frequently (3) _ :
a) has public recognition as : '
school head 2.76 | 1 2.92 1
b) has considerable autherity i
as leader 2.69 | 3 2.92 1
{

¢) 4is merely policy implementor | 2,71 e 2,66 4

d) 4is accounteble to student :
1.92 6

achievements 2.36 § 5
e) has an authority confined E

to his school 2,14 © T 2.92 1
f) has the public seek his |

advice 2.32 | 6 1.66 T
g) avails himself for i

community development 2.65 i 4 2.50 5

The main scores of the responses of teachers. and REOs
when rank ordered shows a very low degree of positive

correlation., Using the Spearman rank order correlation



2
formula / r= 1 - -QEEE-- / the cemputed value is 0.16.

It is positive however, it is a very low correlation which
indicates a wider divergence in the opinions or perceptions
of the two groups as regards the extent of principals power

and suthority on those aspects specified above,

While the two groups have the same consensus on publie
face of the principal (item *a® in Table 17) they differl
greatly on the authority he sﬁoﬁld have within his school.
The REOs presume that given the legal sutherity the principal

as a_ieader must heave his activities confined to his school.

It means they do not encourage his participation in mass
orgenizations (eg. the Kebele) for fear of the fact that his
time may unduely be appbrtioned to tasks that have little or
no contribution to the school. Contrary te thie notion the
staff feel he should rather go out and discuss matters with
higher officiels or with the community in an attempt to seek
the much needed support in the development of the séhool.

In another instance, the staff consider him as mere policy
implementor (item *C' in the table) while the REOs believe he
can also initiate new plans ('initiate structure') within the
limits of his authority and tﬁe eavailebility of échool
resources., Again, steff indicated that there should be
accountability on student schievement on the part of

principals, rather the staff should be more answerable to it.
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staff performance evaluation is conducted regularly by every
school :for the benefit of the individual as well as the
organization. Responses from both staff and REOs fully
identified that the function of evaluation is carried out
by the principal in collaboration with the assistant
principals, unit leaders and department heads. No outside

- supervisor is involved in this particular task.

The task of evaluation or sometimes cslled supervision
is an important means by which the principal interacts with
his subordinateaa. As suech it should not just be done as
routine duty but be used as a powerful tool of influence,
Through the evaluation function not only the principal can
make contactS but also may in a way assess the personal
worth of the staff. Evaluation is assumed to yield an index:
of comparison for illegibiliity in competitions for promotions,
opportunities for further education, organizational benefits

like salary increases, eilc.

A question was posed to staff and REOs 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 results 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 correlation
in their perceptions. Accordingly, the computed Spearman
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rank order correlation index is found te 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 Agreements by Teachers and Regional
Education 0fficers on Principsls® Practices

of Teachers Performance Evalu;tiona

Item ‘ Staff N = 277| REOs N = 12
Perceptions on the use of Mean Rank | Mean] Rank
Evaluations by principals x Ty b3 r,

The principal meinly utiligee
Evaluations (rarely (1),
seldom (2), often (3))

a) for conference in

professional guidance 2,02 2 1.66 5
b) simply to let know their

rating scores 2.20 1 2.66 1
c¢) for warning the poor performer | 1,98 3 1.75 3
d) to help teachers develop

their potential 1.93 4 1.75 3
e) to recommend for pay raise 1.65 5 2,16 2
f) to remove/expel the poox

performer from the school 136 6 100 6

From the data it can be observed that the grou§3 agree
on three items, The REOs assume that the principsls follow
the procedure of evaluation to let every teacher know his

own rating score, to send the report to the next higher office
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for reference in pay reise, 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
scores and also as a basis for conference in professiénal
guidance. The étaff do not attach weight to evaluation which
woﬁld not affect their pay raise or transfer and removal
from the job. Perhaps there is a common practice of assigning
rating scores of little variance, almost above average to-
everyone, The question femains if evaluations were s;riously_
done why not remove the under-achievers or poor-performere
from school ? Fifty 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
meri@:;ians presuppose sevefal arrangements evaluation without
this scheme cannot bec&he the basis for demanding increased

performance toward school achievement,

4.2.3 Principal's Effectiveness: Some Correlates

On the basis of data generated from the forms of
questionnaires, the magnitude of leadership effectiveness

and the mejor variables that bear some determining effect

have been shown. For the twelve senior secondary school
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principals 'L B D Q, Real, Staff' provides the principals?

actual behafiour.pattern elieite& on both initiating

structure and consideration dimensiens, Mean value as

effectiveness index has been calculated from the pooled

staff scores for each principel (see Appendix B-1).

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

principalts own belieé-on ieadeiship of scﬁools. In the

same way %he REQ's expressed the ideal behavior pafterns on

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

indiées from the itwo groups are shown in Appendices B~2 and B-3

respectively.

Based on those data a set of hypotheses have been

derived and statistically tested to arrive at some conclusions.

Accordingly, the following hypotheses, as conceived early in

the formulation of this research, have been stated thuss

The hypotheses

H13

Com
W

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

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

Job motivation (morale) has no effect on their
attitude toward their prineipal®s leader behavior.

Principal's professional preparétion (training)
makes no difference in leadership effectiveness.
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HS: There is no significant difference in the
perception (rating) reports of school leadership
within and between 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 Anﬂlxgis and Discussion

H1: Size of School - The variable size as measured

by student enrollement is an indicator of organizational

complexity. A large school requires a correspondingly laege
teaching staff and increased auxilary services and facilities
and viceversa, iﬂo distinct sizes have been delineated for
the purpose of this research — small (below 2,000 students).
and large (2,000 and above).

This research hes set out to investigate the impact of
school size on leadership effectiveness, The assumption is
that the smeller the size of the school the greater is the
principal's effectiveness and viceversa., To verify this

assumptioh a statistical test has been applied.

The deta for the sub-groups of small and large school
principels is given in Table 19 below. Here it 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 - Ratios of Meen Differences for Small and

Large School Principals on Both Dimensions

Sub-groups by School Size

Behavior
Binsnaions Small School Large School | t-ratio
n Mean SD n Mean SD
1. Initiating
Structure 6 2.84 0.49 6 2,37 0.38] 1.86
2. Consideration | 6 2.81 0.56 6 2.36 0.41 1.59

t(.OS, 10) = 2.228

to the criticél value (TG) for initieting structure is smaller
the null-hypothesis (H,) 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 structure behaﬁior. For the
consideration behavior, as ﬁell, we fail to reject the null-
hypothesis or the motivated essumption is 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 adequate
supplies, for instance) remain .}resolved.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 styles on

a quadrant schema.

Figure 4

Number and Percent of Principals' Scores

Above and Below the Mean on Both Dimensions

Consideration

Below mean Above mean
.H & Above —
2 gﬂe“ 1 (8%) 7 (58%)
o §Below Mean
'+ i mean 4 (34%) 0 ~2.61
- s :

mean = 2,59

Leadership style identificetion from the scores reveals
that including school 07 and 11 2ll the small size school
principals achieved above mean on both dimensions. The other
four principals were found to be ineffective that is, low on
both dimensions, The finding suggests that school size must
be reasonably low to allow the principal for more interaction

and support with his staff,

H2= Educational qualification of staff - Another

important variable that affects leadership is the qualification
of teachers. The research assumption states that the more

formal education (Certification) teachers have the more
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demanding their expectations for the behavior of their
principal, and therefore, the more criticel 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 q;?) of Qualification and the
Staff Reatings of Principsl's on Both

Behavior Dimeneionsi

(N = 277)
Behavion - Qualification 1!?;
. Masters & Below

Dimensions. Bachelor Bachelor
Initiating Above 85 61
Structure mean 0.38

Below 13 58

mean |

Above 87 64
Consideraetion mean 0.32

Below T0 56

mean

*p 2 0.05, and with 1 degree of freedom it
requires 3.84.

A‘&Z (Chi-square) test of the data for the subgroups
of higher quslification versus below a Bachelor's degree
level teachers fails to reject the null-hypotheéie.
Therefore, there is no sufficient evidence to show that staff

rating is related or biased due to qualification.




This fact seems to imply that the principal is not sufficiently
engaged in the instructional leadership role which may require
a style differentiated in accordance to the maturity level of
his staff (cf. situational leadership theory on page 29 I

Hy: Staf? Motivation - Earlier it was stated that the

motivation of teachers is a significant factor in school

leadership. The @ssumption is that the satisfaction the
teachers derive from their careers, that is, the higher the
satisfaction with their career the more favourable the reports

of the teachers.

Data extracted from Appendix E:é was subjected to a
statistical test to verify if there is variability of
principals scores due to teacher motivation. Three sub-
group's (high, average, and low morale) scores were tested

using_an analysis of variance (ANOVA).
TABLE 21
Summary of Analysis of Variance with respect to

Staff motivation level on principals?
Initiating Structure Dimension

Source  of Variance | Sum of ap | Mean F
Squares Square
Among groups 577 2 2.89 -
Within groups 68,52 |274 | 0,25 | 196
Total T4.29 276

"F(.05, 2, 274) = 303



TABLE 22
Summary of Analysis of Variance, with respect

to Staff motivation level on principals®
Consideration Dimension ’

Source of Variance Sum of as Mean F
Squares Square
Among groups 5.56 2 2.78 8 as%
+45
Within groups: 89.77 274 0.33
Total 95.33 276 i

iiF(.05, 2, 274) = 303

Note that a large value of F-ratio would indicate greater
variability of attitude among gréups toward their principal.
From the tables it is shown thét the null-hypothesis is
rejected for both cases - Initiating structure and consideration
dimensions of the principal. Hence, empiriﬁal evidence
provides support that the morale level of staff contributes
greatly toward the effectiveness of their principal.

H4= Professional Training of Principals - The basie

assumption here is that the specific treining 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 field
of treining.
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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 Table 23)..

- that there is no difference between mean scores of

« EdAd. and pedagogics major principals,
« EdAd. and subject major principels,
o« EdAd, and the others put together,

On the basis of the aata (Appendix b-S) t-test results
indicate that only one from the derived hypbtheses is rejected
and this confirms the research assumption that the former
group in'the table is as effective as the latter group except
for the EdAd graduates on considerstion behavior over others.
The conclusion is therefore, that the educational administration
graduate principals are more: effective in school leadership on
human relaEions than either the pedagogics or subject majors

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

Hss Leadership perceptions by sample groups

Principals role behasvior orientation td ei ther initiating
8 tructure or consideration functions are perceived differently
by different groups of observers, Actually, independent
evaluations of the principals leadership effectiveness partly
depends on the relations he forms with the reference groups =

that is, his own steff and immediate superiors,
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TABLE 23

t-ratios of mean Differences for Principal Subgroups of Graduates
in Educetional Administration, Pedagogical Science and

Subject Major on Both Dimensions

Greduate Behavior Dimension Groups FE t-ratio
e jor Initiating St. Consideration Compared Ini. St. Cons.
: Mean SD Mean SD -

a) Ed.Ad. (n = 3) 2.96 «19 2.82 .15 | 'a' versus 'b* 1.00 1410
b) Pedagogics (n'= 3) | 2.36 57 2,36 «T1 fc! versus 'Db’ 1.63 0.50
¢) Subject (n = 6) 2.57 48 2,58 .58 | 'a' versus ‘c' 1.56 1.95
d) Not Ed.Ad. (n = 9) | 2.50 .48 2,50 .59 |'a' versus 'a‘ 1.56 2.51"

®p £ 0.05

*Dable value for 'a' versus *he, t( 05,4) = 2.776; ‘e' versus 'b', t( 05,7) = 2.365;
- * L 9
fau versus df, t(.°5;10) = 2,228; 'a?! versus fcf, t(.05'7) = 2.365.
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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 foﬁ all
the principals (Appendix 3-!) the within group correlstion
coefficient on the two dimensions yields r = 0.75. It shows
a positive but nbt very strong correlation on estimating the
variables in question. As such it can be concluded that
fewer principals are on the 'trensactional' style - a balance

on both dimensions, What about the varianée between staff

and principals ?

The correlation ratio for initiating structure and
consideration dimensions is computed to be r = =0.,29 and r =
0.18 respectively (see Appendix 5—31). It shows that what
principals think as appropriate and how they actually behave
is not in agreement; they are not close to the standards of
behavior they set for themselves. TFor 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 investigation.

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 Sum of 1 ar Mean 7
Variation Squares Squares
Between groups 0.4374 1 0.1374

3.27
Within groups 2.9447 22 0.13385
Total 3.3821 23

T (0085, 1y €2 = 4.30

TABLE 25
Summary of Anelysis of Variasnce with respect
to Principals asnd REO's Perceptions on Gongideration

Behavior
Source of Sum of Mean ¥
Variation Squares af Squares
Between groups: 0.4056 1 0.4056 .
21
Within groups 4.147 22 0.1885
Total 4.5526 23

¥0.05, 1, 22) = 430

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 (LEDQ, Real) and REOs

(LBDQ; Ideal) were compared for variatibﬁé"in a similar manner,

TABLE 26
ANOVA table for Staff and REO's perception on
"Principal's' Initiating Structure Behavior

Source of Sum of Mean 7
Variation Squares af Squares

Between groups 0.7776 1 0.7776

Within groups 4.103 | 22 0.18865 417
Total 4.8806 23

F0.05,1,22) = 430

TABLE 27
ANOVA table for steff and REO's perception on
Principal®s Consideration ﬁehavior

Source of Sum of af Mean F
Varietion Squares Squares
Between groups 0.375 1 0.375

Within groups 5.6155 22 0.2552 147
Total 5 02905 2;

F0.,05, 1,22) = 430

F-ratio of the data indicates that the variation is not
statiétically 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 en indication that opinions differ



between the staff and REO's., Hence, it cen be deduced that

on the whole, the REO's eipect.more initiating structure

(directiveness) than consideration by principals in their

role assumption,
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TWinistry of Education, Basic Education Statistics,
Addis Ababa, 1988, p. 8.

2phe idea is related to P. Hersey and K. Blanchard's
"Situationdleadership Theory" as explained by F.E. Gate ,

et al. in F., Griffith, A@ministrative Theory in Education:
Text and Readings, Pendell Publishing Go.: ElEEIgan, 1979,

34 detailed information may be had from Ministry of
Education, Management Training Service records as compiled by
Negussie Habteyes and reported to a workshop, Addis Ababa
University, Faculty of Educetion, 1990.

41eghome Bishaw, The Secondary School Principalshi
gfhiogfa, Doctorgl Dissertation, lombis University, 1975, -

’S.W. Williams, Educational Administration in Secondary
Schools: Task and Challenges, Holt end Winston: New YOTK,
TO84, D.

6Teshome, The Secondary School Principalship in Ethiopia,
Pe 424

Tohe issue hed invited s 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,

BMinistry of Education, A Handbook of School
Administration,Vol.I (Mimeogréphed, Amharic), Addis Ababa, p.2

9See, for example, Teshome Bishaw (1975); Teshome Wagaw
(1979) end Tekeste Negash (1990) in their individual works,
Full documentation is listed under the *'Bibliography' section.

"Opinistry of Education, A Hendbook of School
Administration, Vol. II (Mimeographed, Amharic), Addis Ababa, p.

11Teshome, The Secondary School Pfincigalship in Ethiopia,
Pe 52.




CHAPTER V
5. SUMMARY OF FINDINGS, CONCLUSION AND
RECOMMENDATIONS |

5¢1. Summary of Findings

Effective school leadership is a function of several
factors that are generally classified in to a) organizational
variables, b) conditions in the followers (staff), and
(¢) conditions in the leader himself. Accordingly, the
principal as 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, impfoved learning conditions in students),
depending on those factors which this study considered more
prominent. Among the independent variables that were assumed
to dictate effective principal leader role behavior in some
distinet styles the following were subjected to empirical

tests,

i) school enrollcment size and the corresponding

educational facilities;

ii) the technicel ability (qualification) and jod
motivation of the teaching staff;

iii) the principal's own job motivation and the
' capability and specificity with which he carries

out the managerial and professional roles; and



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 precision and clarity the variables
so selected as 1ndependent 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,

5¢1.1 General findings: the background factors

-~ That within the twelve senior secondary schools in
gix 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
ﬁrogram 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 regards 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.) greduates. The
remaining were either pedagogical science or subject majors

by field of training (specialization).

-~ Principals overall academic achievement as measured by
Cum,G.P.A. and which may indicate professional competence,
was found to be between 2.5 to 3.0 for 67 percent (8) of them.
Again, the chances in workshop participation, which is believed
to contribute toward increased leadership competence, were
quite insufficient as the frequency of such occaesions has

been negligible (only once since 1981) at national level,

- Seventy five percent of the principals have had
prior experience as teachers 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 emphasize
more oh 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 ﬁrincipals-being 50 percent in languages and 16
percent in social sciences the present teaching duty is
taken up by about 67 percent of theam. Interestingly, this
task assignment is met with resistance or principsls would

like to avoid it when possible.

- TFormal steff 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 indiceators of 'warm school climate' especially
for informal interaction shows a common practiée in the
formation of 'welfare association' and 'fare-wel party' in 92
percent of the schools. While st;ff 'lbunges' exist in all
schools, theif adequacy of services véries. invariably,
school *magazines' and departmentai ‘hews-letter®' are unknown

or almost non-exiétant.

~ Staff job motivation response indicates that 76
percent of them perceive low career satisfaction and 89
percent of them still consider low professional prestige
accorded from the community. Despite this, task assignment
by the school administration ié, in general, satisfying,

As an instance of this, fegarding contractual agreement on



evening class teaching in the school the administration is
considered fair enough in its assignment to those who qualify

for the task,.

-~ That physicel and psychological supports being
essential in the motivation of workers the data provided that
administrative recognition end supports seem to be satisfying
for over 80 percent of the staff. However, the physicel
facilities such as class rooms, faculty rooms, and staff
lounges were found to be below their expectations: or were

not very conducive for work.

- In an attempt to overcome the low morale and thereby
create a "warm school climate'! staff responses indicate that
about 90 ﬁercent of them show‘keen interest on discussing
matters with mutual confidence and concern among each other

rather than with the administration.

~ Another slternative staff consider for improved
motivation is the desire for further education, seek work
place transfers or leave the profession. Accordingly, in
each case, T4 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 snd 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 reépect 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 @unctions. 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 %isits and for providing
professional guidance to staff. More time is rather épent
on routine clerical and administrétion duties then on problems

of sctusl instruction.

- Group - wise perceptions on the scope of principals®
pover and authority as evaluated by staff and REOs indicateé
a low, positive correlation (r = 0.16). Specifically, REOs
prefeﬁ that principals activities be strictly confined to
the school while staff rather consider their interaction
with the community as more important and the basis for
seeking the much needed support in school development

endeavours,

Again, differences of opinion séems 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 be r = 0.45. On the
assumption that supervisory power is merely :ormal with weak
effects: on motivation the different groups felittle its
value, Despite the absence of policy provisions in 'merit
pay plané' 50 percent of the principalé expressed théir

desire to—have the right to remove the poor performer,

5¢1¢2. Findingson the basis of criterion variables

Essentially leadership study is centered around the main
variaebles henceforth stated under *findings®' section. More
important still on the basis of the five criterion variables
that include school size, staff qualificetion, staff
motivation, principals' training major end the role perception
of the three respondenf groups toward the principal the
research hypotheses were rigorously tested to provide the
following results.

1/ The size 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
statiétically 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 emphesis adopted by

principals of any school size,.

In attempting to classify principals'! leadership styles
the data yields that seven (58%) of the pfincipals were
oriented toward 'transactional’style' that balances or
maximizes both dimensions of behaviof. Most of the principals;
in this category have been found to be small-size school
principals in which the style identificstion suggests the
need for keeping school size reasonably small., Those
principals found in the ‘low~low® quadrant position (see

figure 3) and described as 'ineffective® are still considerable

(34%) .

2/ A Chi-square (1[‘) test of independence on. the
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
structure and consideration behaviors respéctively. Thus,
we say there is no sufficient evidence to show that steff

reting 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 would 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 with high career satisfaction
favourably rate their principal, an analysis of variance

(ANOVA) for three-level motivational groups was conducted.

The F-test result at P(0.05 level of confidence shows
that it is significant statistically for 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 drawn could
be that the school administration deals effectively with
those who are motivated and thus cooperate highly to perform
better toward school success. Whereas, those with low morale
do counteract or become ambivalent with respect to principal's
efforts in school improvement and thus may rate him unfavourébly.
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 training
of principals in educational administration 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 was applied.
The results show: that all but one is significant below 95%



confidence interval., The conclusion is that any principal

is as effective as any other except on consideration behavior
for educational edministration 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
constent. In this regard the effect of training in
principalship tends to create & more considerate leader among

his staff.

5/ Principals' role behevior orientation to either
initiating structure or consideration function ie perceived

differently by different groups of observers.

Given staff evaluation scores of effectiveness (LEDQ,
Real, Staff) for ell the pricnipels the within-group A
correlation coefficient on the two dimensions ykelds r = 0.75
a positive but not a véfy strong correlation. Perhaps the

principals are not percieved along the transectional style,

When the principals®' own leadership 'ideology® (IEDQ,
Idesl, Self) was correléfed with how they actually behave
(LBDQ, Real, Staff) we find the codfficients r = -0.29 and
r = 0.18 for initiaeting structure snd consideration behavior
respectively. This shows that what they think as eppropriate
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. Actuslly the results suggest for agreement of
perceptions on how principals emphesize their role expectations,
But, generally the REO's prefer more 'initiating structure?

behavior emphasis while the staff favour to the contrary,

5.2 _Conclusion

This thesis set out {0 make an earnest search for
effective secondary school leaders. 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 leerning 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.

Obxiously school systems do exist in varying environments
(of facilities and work climate) depending on the socio-
political mijiéu prevailing at a certain time and, therefore,
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-styie
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 a matrix of behavior siyles
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 csuse
varietions 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 authdrity
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 deteriorating school
facilities or unfavourable work climate observéd in the
Ethiopian educational system at present, no statistically
significant difference in the effectiveness of principaIS‘
was found between the small-size, rural and large-size, urban

senior secondary schools.

What is more, the professionally trainéd principals
in educational administration were shown to be more effective
only in terms of ‘'considerstion' behavior then 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 particulerly in time of stress and work
constraints which militate against high performance and

school improvement ettempts.

While both teachers and principsals 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 sn attitude bears a negative impact
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on productivity and would slso urge them to consider leaving
the profession. As some Ethiopian writers argue (Aklilu:196?;
Fasil: 1990; Tekeste: 1990) this is a warning sign
against the decline in the quality of the educational system
at large. And for the Winistry of Education to find itself
unable to retain its staff would greatly undermine its
capacity to maintain the quality of work in the school systems
in general and inhibit principals leadership effectiveness

in particuler,

5.3. Recommendations:

In light of the findings of this study, the following

recommendations sre suggested.

1. Professional training in the specialized field (that is,
educational administration) must be compulsory fo;
principals in aes 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
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required to show some concrete achievements in the growth
of the school they work in, an objective evealustion of
their performance must entail some substantive incentive
or rewards for the schieving principals. This calls

for attaching weights to leadership performance against

accountability.

Reduced class size must be maintained for the proper
functioning of schools. This must also be accompasnied

by adequate educational facilities to make work conditions
more conducive. Such measures 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 educetion quality end also reconcile

the number of secondary school leavers with the available

job market.

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 decisionmaking in matters

affecting them, provide rewsrds for qualitative work done,
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create some fringe benefits and gwards 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 staff to seek influence from their principal.

Indeed the education system in Ethiopia has been disgnosed
to be in a crisis 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. 1In effect, the
Ministry of Education must devise a strategy such as
"merit pay' plans which could help in retaining only
those who are good achievers and expel those who have

lost 2ll their interest on the job.

At‘bemﬁts must be made to &rant and yeinstate the leader-
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., Particulerly, through the evaluation
process principals must have access to select and then
retain the 'competent' teachers but to remove the poor

performers from the séhool.
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A- 1 Continuum in Leadership Behavior

lahﬁhﬁﬁhﬁﬁ System Person ”#_,,f{

Oriented Oriented

e \/ peader

Initiating=Structure
(effective
leader) d
g Consideration
H
& (Efficient
= leader)
3
£
]
Leader Styles
1 2 3 & 5 7

The Styles:

1 Leader makes decisions and announces it.

2. Leader appeals to followers to 'buy' his dicision.

3e Leader presents ideas and invites questionse

4k, Leader presents tentative decisions subject to change -

5. Leader presents problems;gets suggestions and makes the
decision. .

6. Leader defines limit® 4 asks the group to make decisions.

7. Leader permits the members to function and decide withinm

some limitse.

Source: Nwankwo, J.I. Educational Administration: Theory and
Practice, Vikas Pub. House, New Delhi; 19824 ps 75.
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A ~2
The Managerial Grid
9
9,1 9,9
8
7
6
2
L 595
3
2 _
1
1,1 ) | R
1 2 . 3 L 5 6 7 8
Concern for People
Styles
9+9: Team Management, the Ideal style.
9,1: Eutirely devoted to getting things done.
5,5¢ ﬁalancing Position} maximizing productivity
and morale of workerse.
149 Minimum effort on getting things done;
devoted to ﬁeople.
1,18 Little concern for bothe.
Source: Adopted from R.R. Blake and S.S Mouton ''The Managerial

Grid" in Vecchio , R.P. Organizational Behavior,

The dryden press, Chicago: 1988 p.
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The Hersey Blanchard Situational Model

Style of Leader

High

The Styles

s1;Te111ng’

€ »
S =Sellin
> g

Behavior

51

1

4
8, Participating’

L
4
Shgpelegating)

\
Ll . :
o0 —— Relationship —>

£

Immature

Low =—————> Task Behavior = High
High Moderate Low
Mature
M‘+ ME M2
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, pe. 302.



Appendix ... Data Table

LBDQ, Real, Staff: Principal Leader Behavior

Effectiveness Index on both Dimensions
B -1 (N = 277)

Mean and Standard Deviation
- sl o Values on each dimensions
Code by Schools 8ize Initiating St. Consideration
| _Mean | 8D | Mean | sp
01 Awasa - 20 172 «63 179 67
02 Aleta Wondo 23 2499 «56 2092 «59
03 Menelik 28 2.32 .67 2.16 .81
oL Sebeta 24 2.80 «59 3.16 «77
05 Hotie 21 2.58 «52 214 73
06 Haik 25 201 72 Y72 1.03
o7 Hailemariam Mamo 25 2.69 +51 293 «38
08 | Sheno 23 3.14 | .50 2.84 | .82
09 Nazareth 21 22N «58 2.48 82
10 Debrezeit 18 2¢94 «87 2472 «90
1 Chelalo 2k 2.75 49 2466 .63
12 Didea 25 328 31 2.42 27

Bomﬁuted Values

1. Total staff rating (poeled) 1In/s Mean = 2,61 8D = 47

Score on each dimension Conse Mean = 2.59 8D = .52

2« Small size school sub=group In/s. Mean = 2,84 8D = 49

Conse Mean = 2.81 8D = .56
3« Large size school sub-groﬁp In/s. Mean = 2,37 8D = .38
Conss Mean = 2,36 8D = .41



Appendix .,. Data Tables

LBDQ Ideal self =

Ideal Principal

Behavior Effectiveness Index on Both Dimensions

(N = 12)
Mean and Standard Deviatien
School| Principals Sample values on each dimensions
Gode | by Setwol Si2¢ | Initiating St. | Consideration
Mean - SD | Mean SD
01 | Awasa 1 3473 | 0.59 | 3.46 | 0.83
02 Aleta Wondo 1 3,00 1.25 293 0.88
03 Menelik 1 2.86 0691 3;33 0,89
ol Sebeta 1 2453 1.06 373 0.70
05 Hotie 1 3.06 1.38 2.46 1.06
06 Haik 1 3.26 1.38 3.26 116
07 Hailemariam Mamo 1 3433 1.39 373 0.79
08 Sheno 1 3.00 1.00 3400 0.65
09 Nazareth 1 3,46 1.12 3.66 0.89
10 Debrezeit 1 3.20 0.77 3.26 1.03
11 Chilalo 1 31k 0.94 320 114
12 Didea 1 3.6 8,40 373 1.03

Computed values

1. Total principal ratingpooled)

Score on each dimension

2. ©Small size school subgroup

3. Large size school subRroup

In/s Mean = 3.2k SD =
Mean = 3.26 8D =

Cone

In/s

Cons. Mean = 3,34

In/s

Cone.

Mean = 3,09 SD =

Mean = 3.19 8D =
Mean = 3,26 8D =

o3l
37

«26

SD = .34

«39
46




Appendix ... Data Table

B w3
LBDQ, Ideal, Boss, Ideal Principal

Behavior Effectiveness Index on Both Dimensions

(N = 12)
Mean and Std. Deviation
Regional Education values on each dimension
Officers (REOs) Initiating St. Consideration
Mean SD Mean SD
1. Sidamo (01) 2.26 1.27 2.00 1.19
(022 3,46 1.06 3,00 1.30
2. Addis Ababa(01) 2.20 122 1.8§ .99
(02) 3.4 1.16 2.86 1.47
3. S. Wollo (01) 3.20 1.37 3.20 1.47
(o2 3.1k 1.16 2.86 1.24
k, N. Shoa (01) 3,00 113 2.86 135
(02) 3420 1.20 34,20 135
S5 E. Shoa (01) 273 <79 2.07 86
(02) 2.93 1.09 3,26 z +91
6. Arsi (01) 3,06 1.22 2.86 1012
(02) 3,06 79 2.60 .98
Computed values mean SB
1« Total REOs rating In/8 2.97 39
poofed scores by dimension Gons 2.74 149
2. Academic deputy manager's In/s 2.74 o2
rating (01) Cons  2.47 «56
3, Chief Inspectors (02) In/se 3.20 «20

Cons 3.00 o2k
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Appendix ... Data Table

Above and below mean scores frequency distribution

by Staff Qualification on both dimensions.

(N = 277)

Bachelor and MA

Below Bacﬁelpr

Setasl Initiating St. Consider. Initiating St. Considere.
Code Above Below |Above| Below | Above Below | Above |Below
mean mean [mean | mean mean mean mean |mean
01 4 s | s | 4 s 17 |6
02 8 8" 8 8 5 5 2 2
03 10 11 10 9 5 b 3 4
ok 10 8 6 7 b 6 b 3
05 9 10 8 7 1 1 3 3
06 6 6 7 ?: 7 7 5 5
07 6 6 6 6 4 6 6 7
08 6 7 b 3 6 7 7 6
09 L L 6 6 5 6 6 5
10 6 8 L 2 5 5 3 3
11 6 I 3 5 7 10 8 5
12 10 10 6 6 5 2 b 7
Total
Eragws 85 73 87 70 61 58 64 56

ency




B~5 Appendix ... Data Table

Effectiveness Index on both dimensions for Principals
of Different Professional Training from
LBDQ, keal, Staff Scores

Behavior Dimensions

Field of School

teatning Gade Initiating Strae Consideration

Mean SD Mean SD

(1) Educational 02 2.99 «56 2-97 «39
Administration 08 301k «50 2.84 .82
(Ed.Ad) 11 2.75 o149 2.66 063

Pooled | 2.96 0019___ 2.82_ | 0415

(2) Pedagogical 01 1.?2 «63 179 «67
Sciences - Ok 2.80 «59 3.16 77
(Peda) 05 2.58 57 2.4 «73

Pooled | 2436 __| 0s57___|_ 2326 0.71

03 2432 «67 2.16 <81

(3) 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 «28 «31 342 027

Pooled | 257 _| 0,48 _2.58 | 0.58

(4) Pedagogios Pooled | 2.50 | 0,48 2.50 | 0.59

and Subject




B =6 Appendix ... Data Summary

LBDQ, Real, staff mean scores derived from three
sub~group motivation (morale levels)_.
Effectiveness index for their

principals on both Dimension

P

Staff rating by three morale levels
Sohool nt6 ey s
Code In.St Conse In.St Conse In.Si\,u Cons.
Mean| SD|Mean| SD | Mean| SD|Mean 8D | Mean | SD |Mean |SD
01 1¢89] «79] 1663] «70 | 169 19| 2.01] «86 [ 171 | o47[ 169 | «55
02 3e17| oitH| 3e32{ «57 | 2e32] «61] 2658] 62 | 2099 | o5l 2490 | o52
03 3032] 023|3028| 033 | 1.96] 062] 1.83| <83 | 236 | «56| 216 | 469
ok 3606 o447 3073|020 | 2e69| o148 311 o7l | 2617 | 475/ 2489 | «90
05 2065 .39]2.13] 59 [ 2.63| «60]2.28] 64 |2.51 | 468|2:18 | .90
06 = |2.00]|e76|1e86[1.00]2.35| 51| 2.19] «74# [ 158 | o77{ 128 | +58
07 3026]e00[ 2096 eOlt | 2655] «51|2.90| o441 | 217 | 250|280 | .40
08 3.08| 0652|2486 a66 [3617|e36|3612| 662 |3.18 | o57|2.92 |70
09 2622 072]2e29] 82 [2.52] «46[ 283|051 1699 | 661|218 | .63
10 3.40| o146 316|445 | 2486|091 2;65 1.02| 2,44 1.13| 2418 1.00
11 3602|032 2619| 26 |2e66]|e36[2:41] 61 | 2669 | 61273 |73
12 3e30| 032|348 026 |3017|021|3:07]| 20 [328 | <38|345 |24
Aggregate
Mean 2.86 2.80 2,54 2.58 2451 2.k
SD 053 .67 43 oLk 53 .60




Appendix ... Questionnaires

c -1 Letter and Questionnaire to Principals

DEAR PRINCIPAL:

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 specific or observable
activities among his own work group whivh encompases both
academic and administfative direction and support in the
school.

This is not a study of individual persons or individual
schools, but of school principals as a professional group.

Your school has been selected as a study sample'and
hence your opinioh 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
availeble to any one in your organization,

In advence , I wish to thank you for your participation
in this study. It is through your cooperation in studies
such as this that we all advance our understanding of the
process of school management.

Sincerely Yours,

Zenebe Baraki



A RESEARCH QUESTIONNAIRE

DIRECTION

Most of the question items can be answered by checking
the one choice that most nearly represents your view,
Other items require supplying additional information.
Please mark aan" X" sign against the response that best
reflects your own feeling on each question. Please answer
all questions.

Name of your Schools
Location:—

a., Administrative Region:
b. Towns

1. Student enrollment (grades 9-12)

a, below 1000 f. 2000 - 2249

be 1000 = 1249 g« 2250 - 2499

c. 1250 - 1499 h, 2500 = 3000

de 1500 = 1749 i. 3001 — 4000

e 1750 - 1999 je oOver 4000

2, Total teaching staff (grades 9=12)

a. below 30 ( ) e. 90 to 119 ( )
"be 30 to 49 i g f. 120 to 149 E ;
c. 50 to 69 g« 150 & over

d. 70 to 89
3+ Does your school function in the shift system ?

a. Yes ( ) b. No ()
égﬁ/?Does your school condgct an evening program ?

a. Yes ( ) b. No ()

= If Yes, indicate the total student enrollment.

a., below 101 5 e. 501 to 700
b. 101 to 200 fo« T01 to 900
c. 201 to 300 ( g« 900 & over

de 301 to 500 «( )
5. Your sex '

a. WNale { ) b. Female ( )



6. Your age (in years).

a. 20 & below e. 36 to 40
b. 21 to 25 foe 41 to 45
c. 26 to 30 gs 46 to 50
d. 31 to 35 h. 51 & above

(7.) Weritsl Status

a, single ce widowed s g
b. married d., divorced

8. What is your total number of years or service as a
principal %

a, one year i i de 5 to 7 years g }

b. two years e. 8 to 10 years
cse 3 to 4 years f. over 10 years

9. How long have you been a principal in this school %

a, one year E de 5 to 7 years ( ;
b. two years es 8 to 10 years i
c. 3 to 4 years ( f. over 10 years )
10. Your highest educational attainment level
a. Diploma ( ; ce M.A/MSc degree ( )
d. other (specify): - -~ -

b. BA/BSc degree(

11, What is your undergraduate major ?

a, Educational Administration
b. Pedagogical Science

c. Subject major (specify)

d. Other (specify):

12 If you have a Master's gegree, what was your area
of study %

2. Educational Administration
be Curriculum

¢, Psychology

d. Subject Area (specify): (

e. Other (specify): ()

13. In general, what was your over all academic achievement
when you were in College or University ?

a, Cummulative G.P.A of 2,00 - 2.50 ()



14.

19

16.

175

19,

20,

be Cummulatlve GePesA of 2,51 = 3,00
Ce "o " 3,01 - 3,50

d. n l'l "351_400

How many semester hours or credits of professional
course work in educational administration did you
take as a student %

a, None at all de 21-30 hours § g
b. 1 to 10 hrs, e. over 30 hours
c. 11 to 20 hrs

How many years did you teach before taking your first
administrative position ?

a. None at all ; d. 4 to 6 years (
b. one year e. T to 10 years
ce 2 to 3 years f. over 10 years (

What school position did you hold immediately before
becoming a senior high school principal ?

a, High school teacher ( )
b. High school assistant director ( )
¢. Elementary school director ( )

d. Other (specify) _

Before going into edministraetion, what subaect did you
teach most often ?

Amharic f. Biblogy

.,

b. English g« Chemistry

ce Maths h. Physics

d. History i. Other (specify):

e. Geography

Do ybu teach regularly scheduled elaesses, now ? .
a., Yes ( ) b. No ( )

If yes, how many periods per week do you teach ?
periods, '

Including your present position, how many different
secondary school principalship have you held ?

s 1 s ; d. 6 to8 ( )
Be 2 e. S & above ( )
ce 3to5 ( )

How many assistant principals do you have currently ?

8. None ( ) 8. 2
b, 1 ( ) d. more then 2_2 }




21.

22,

25.

26,

How many times during the year do you hold regular
academic staff meetings %

as Once { ; c. 3 to 4 times s g
b. twice d. over 4 times

What percentage of your time is spent in maklng class-
room visits per semester ? (Please estimate)

a. None i d. 21 to 30% }

b. 1 to 10% e. 31 to
ce 11 to 20% f. over 4

During a school year, on the average, how many hours
a week do you work at your Job as a principal ?

a. below 40 hrs. ; § d, 60-69 hours % )

b. 40-49 hrs, e. 70 hours or more( )
Ce 50"‘59 h:.“s.

Indicate the approximate percent of time each activity
takes in your ¥ ypical /normal/ work week.

24,1/ clerical duties
24.2/ class room duties
24,3/ pupil personnel
24,4/ administration
24,5/ supervision
24.6/ community relations
24.7/ instructional leadershi
24 8/ miscellaneous

I!i.
TR S GRURLATY

o
N

How much are you held responsible (accountable) for
the achievement of your students (eg. in the ESICE)
by the Ministry of Education %

a. very high accountability E
b. high accountability

ce. average accountability

d. low accountability

es Very low accountability

Are you satisified with your job as a principal ?
a, Yes ( ) b. No ( )
If "Yes"™, how much satisfaction does it give you ?

a. Very much setisfaction

b. Much satisfaction

c. Average satisfaction

d. Little satisfaction

e. Very little satisfaction (



T

28.

30.

31.

How much respect do you earn from the communlty where
your school is located ?
2. Veri much respect |
‘b Much respect . i
Average respect

Coe
d. ILittle respect s
e. Very little respect

Do you asplre to move to a p081tlon other than the
secondary school prlncipalshlp within the next five
years ¢

a, Yes . b No ( )
If "Yes"™, what position do you intend  to occupy ?

a. A regional education office position ﬁ
"be A junior gollege teaching

ce A 4-year College teaching % g
‘de+ Leave the field of education

e, A central office (A.Abeba) position

f. Some other education ppsition (give name)

Have you attended meetings mainly dealing with problems
of School Lesdership on a regional or national level
in the past two years ?

a. Yes, 5 times and above (
b. Yes, 3 to 4 times

. Cs Yes, in two occasions -
d. Yes, in only one occasion
f. DNone -

Are teachers evaluated regularly in’your‘school g
a, Yes ) b. No ( )

If "™"Wes"™ who evaluates them 9

a. The Director (

b. The Assistent director E

¢. Inspectors/Supervisors

d. The Respective Evaluation -
Commi ttee

€. The Unit Leader 2 g

f. Other (specify)

If the results of the evaluation on teachers indicate
(reveal) poor teaching performance, should the director
have the authority to discharge (remove) the 1ndividual
grom the school ?

b. Agree €. Strongly disagree (

a. Strongly agree g 'i ‘d. Disagree ( )
c. Agree somewhat

)



32,

33.

Check those available in your school from the following.

Yes No

School 8taff Welfare Association E
Annual School Magazine

Departmental news letters - (
Staff Farewell Party E
Sports Festival Day

Staff Lounge (Furnished) (
Other (specify)

Please indicate the extent to which a high school
principal should be engaged in the following kinds
of behavior.

Answer all listed items,

(Responses 5 = always, 4
2 =

be.
Cse

d.

€e

f.
B

h.
i.
Je

1,

me
e

= often 3 = sometimes
seldom, 1 = nevers

CHOICES
Making one's attitude clear to the > 4 3 2
staff ()Y ) €)Y ()«
Trying out one's new idea with
the staff ()Y ) ) ()«
Doing personal favours to the
staff ()Y C) €)Y O)(
Doing 1little things to make it
pleasant to be a member of the :
staff ‘ () ()
Ruling with an iron hand /authori-
tatively ; é ;
Criticizing poor work

Being easily understood by the

staff , ( g ( g
Having time to listen to the staff( (
Speaking in a manner not to be
questioned () ()
Assigning staff to a particular

oo SRR
Keeping to oneself (become aleof)

Showing concern for the personal

welfare of individual staff

members é ; E } ( ; E ; (
Working without a plan ( (
Maintaining definite standards

of performance ()Y )y ) ()«
Refusing to explain one's

actions - ' (I4) €3 ¢3¢

1

L e

L N L Y L W N

f N

T



34.

Qe
b.

d.
€.

f.

Ee
h.

i.
Je
ke
1.
m.

Ne

0.

In your opinion, how frequently should a high school
principal be engaged in the following kinds of behavior %
Give your answer for all items listed and make an
"¥" mark for your choice.

Responses:
5 = always, 4 = often, 3 = sometimes, 2 = seldon,
1 = never
CHOICES
5 4 3 2 1
Act without consulting the staff } { i s g
Emphasize the meeting of dead lines

Encourage the use of uniform procedur g ; é s é g
Become slow to accept new ideas (

Treat all staff members as one's

equal = () C)C)O) ()
Make sure that one's part in the

organization is understood by all

members ()Y ) ) ) ()
Let staff know what is expected of ;

them () )Y C) ) )
Be willing to make the necessary

changes ( 3 ( ; 2 ) f ) 3
Be friendly and approachable ( ( ) ) (
See to it that staff members are

working upto capacity ()Y () () €)Y ()
See to it that the work of steff

members is coordinated ()Y )Y ) () ()
Make staff members feel at ease when

talking with them. ()Y ()Y ) ) ()
Put suggestions mede by the staff

into operation (Y Y ()Y ) ()
Get staff approval on important

matters before going ahead. ()Y )Y () ) ()
Ask that staff members follow

standard rules and regulations ()Y ()Y ()Y () ()

35. 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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C -~ 2 Letter and Questionnaire to Regional 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
Master'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; this study necessitates
collecting data from you. As the information gathered by
this questionnaire will be treated as a group opinion,
you will not be identified 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 cooperatioh.
Sincerely Yours,

Zenebe Baraki



DIRECTION

Most of the question items can be answered by selecting
your own choice from the provided alternatives. Other
items require supplying additional informetion. Please make
a check "™y " mark against the response which most nearly
reflects your view on each question. Please answer all
Questions., .

Location of your office.

Administrative Region

1. Your sex a) Nale ( ) b) Female ( )

2. Your age a; 20 years and below
b) 21 to 25 years
¢y 26 to 30 years
dg 31 to 35 years

e} 36 to 40 years

f) 41 to 45 years

g) 46 years and above

3. MWarital Status

a single

b married

c widowed

d) divorced )

4. Your highest educational attainment level

a. Diploma 2 ; c) MA/Mgdegree ( )
b. BA/B.Sc degree d) Other (Specify)

5« What 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 ?
a) one year ( d) 6 to 8 years
b) two years { e) 9 to 12 years
c 3 to 5 years f) more than 12 years



7. Are the Secondary School teachers in your region
evaluated how effectively they teach their lessons ¢

a) Yes () b) No ( )
If Yes, who evaluates them ?

The directior/Principal

The Agsistant Director

The Supervisor / Inspector
The Evaluation Committee

The Concerned Department Head
Other (Specify)

PN N

HO 0 o'

8. Indicate the extent to which High School Principals:
make use of the evaluation result referred to in question
7 above if your answer is '"Yes",

(In ratlng each item given below choose one of the numbers
5, 4, 3, 2, or 1 meaning: always, of‘ten, sometimes,
seldom, or never respectively and then show your

response by a check """ mark on the space given below
the number for each item.

CﬁOICES
5 4 3 2 1

8.1, Arrange conferences with

teachers that need help (Y)Y )Y C) ()
8.2. Let know the teacher of his
performance score (Y)Y ) ) ()

8.3. Discipline (penalize) teachers

of lowest performance () )Y ) ) ()
8.4. Develop teachers' potential ()Y )Y ) () ()
8.5 Promote teachers ()Y C)Y ) ) ()
8.6. Recommend for salary increase ( ) () () () ()
8.7. Discharge or remove teachers

for poor performance (Y€ YL ) Cy«€)

8.8, Other (specify) £ 2K 348 3L)KK 3




.9, What is your opinion on previous teaching service
requirements governing secondary school directors
appoiniment by the ministry ?

a) More teaching experience should be required s ;

b Less teaching experience should be required

¢) Present requirement of a minimum of 2 yrs is
enough '

"162 What is: your opinion of the professional training
requirement of secondsry school principals as
regards course work (i.e. curriculum, psychology,
and administration ) :

a) more professional course work should be

required ()
b) less professional course work should be .

required _ ()
¢) Present optional requirement is simply

satisfactory R

11. Indicate the answer which most nearly represents
your feelings about the following statements and
make a check "™ mark below your choice.

Choices (strohgl& agfee = 5, agree = 4, uncertain = 3
disagree = 2, or strongly disagree = 1).

CHOICES
5 4 3 2 1

111 The director is publicly recognized
as the head of his school SETEBRESEE.

1142 The director has considerable
authority to plan, organize, and
administer the educational program
of the school : SEEERER RS

11.3. The director is the appointed
administrative head mainly assigned
-to carry out the policy of the
ministry of education., ()Y C) C) () ()

11.4 The director is accountable on
students academic achievement

(eg. ESLCE) SESEEERES

11,5 The director is a person to whom
the community could go for advice
concerning school matters, { 3 CYEJLYCE)



CHOICES
5 4 3 2 1

11.6. The director is a person whose

responsibility is limited to his

school . { JEXE)%34L)

11.7. The director is a person who

12.

1=

f.

e

h.
i.

should participate in community
development when called for { L3 )0 XL )

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.

Pléase answer 81l listed items and make a Mv'"
mark in the box of your choicel % s

CHOICES

To make one's attitude clear to the
staff .

To try out one's new ideas with the

s tafs () ()Y
To do personal favours to the staff (.) () (.) (‘)

To do little things to make it
pleasant to be a member of the staff () () () ()

To rule with an iron hand
(authoritative) () ) QO) ()

To criticize poor work < () () () ()

Happen to be easily understood by
staff ()Y C) ) ()

To find time to listen to the staff () () () ()

To speak in a manner not to be
aquestioned () ) C) )

To assign the staff to a particular

task () ) C)Q)
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b.
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f.

Ee

h.
i.

B.
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1.

e

CHOICES
5 4 3 2

To keep to oneself (socially distant) ()Y )Y ) ) ()

To show concern for personal welfare of

individual staff members | ()Y () ) C) ()
To work without s plan ()Y )Y )Y o) ()
To meintain definite standards of

performence AR IR E
To refuse to explain one's actions SEBESERE S

In your opinion how frequently should a high school
principal be engaged in the following kinds of behavior,
Answer gll listed items and make "¢ mark for your
choices in the box, The alternative responses are:

5 = always, 4 = often, 3 = sometimes, 2 = seldom, or

1 = never,

CHOICES

5 4 3 2
Act without consulting the staff BEEESESE
emphasize on finishing time or deadlinesf{ ) ( ) () () (
Encourage the use of uniform procedures ( ) ( ) () () (
Become glow to accept new ideas LY X8 )%
Treat all staff members as one's equal ( ) () () ( ) (

Make sure that one's part in the
organization is understood by all memberd ) ( ) ( ) () (

Let staff members know what is expected

of them £ YCYE 36 ) K
The willingness to make changes (YL XYY )&
Be friendly and approachable ()Y ()Y QO) )«

See to it (ensure) that the work of
staff members is coordinated ()Y C) C) () (

See to it that staff members are
working up to capacity EXEIK)E DS

Make staff members feel at ease
(relaxed) when talking to them () C)Y ) ()«

Put the suggestions made by the staff
into operation (action) (Y)Y oy oyt

1

e S



n, Get staff approval on important
matters before going ahead. (YT 3L XL C )

0, Ask thet staff members follow standard
rules and regulations., ()Y o)y o)y o) )

14, Please give your additional comments on any basic
factors that you think influence High School Prinecipal's
behavior in the predisposition of his role.
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Appendix ... Questionnaire

C -3 Letter and Questionnaire To Teachers

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 observable activities among his own work group which
encompasses both academic and administrative direction and
support in the school. It is hoped to study how these
practices and opinions very from school to school.

You have been selected randomly from s list of all
the teachers in your department and are being asked to
£i11 out this questionnaire, If the data are to be accurate
it is essential that you answer all of the questions as
accurately as possible. Feel assured your responses will
be confidential.

In advance, I wish to thank you for your participation
in this study.

Sincerely yours,

Zenebe Baraki



DIRECTION

Questions are to be answered by checking with an' X1
mark against the response that is most applicable in your
case., If one of the answers provided is appropriate,
please write in your own answer, And if you feel any
question or answer needs clarification you may comment in
the margin., Please ansver all questions.

Name of your School
Your department
Subject taught

Average class size in your assignment

1. Your age:

a 20 years and below. d) 31 to 35 years
b) 21 to 25 years: e 36 to 40 years
¢) 26 to 30 years £) 41 to 45 years
i g 46 years or over
2. Your sex:
a) MWele () b) Female ( )

3. How many years have you been teéching in this school
including this year.

a) 1 to 2 years () d; 8 to 11 years
b) 3 to 4 years ( e) 12 years and above
c 5 to 7 years (

4, What is the highest qualification which you have attained %

a) T.Tel. certificute ( d; Master's degree ( )
bg College diploma ( e) Other / Specify)
¢) BA/BSc. degree ( ]

5 What is your total service as a teacher 7

a) 0 to 2 years E dg 8 to 11 years ( g
b) 3 to 4 years e) 12 years or over (
c) 5 to 7 years (

6. What plans do you have for future formal education 9-

ag I have no plans ()
B) I plan to take courses, but not
towards a specific degree )
cg I plan to study for a diploma
d) T plan to study for a degree ;

FTNITNETN
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12.
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e) I plan to study, for a master's ()
£f) Other (specify) ;

Indicate your plans for the next five years.,

a) do not plan to continue teaching é
b) plan to teach at the college level
¢) plan to go into highschool administrative

job ()
d) plan to continue teaching but would

prefer another school ()
e) plen to continue teaching in the

present highschool ()

) COther (specify)

What administrative role are you a391gned currently
(if any) 7
i home room teacher § } di assistant principal g }

b
c

department head e) adm. committee member
shift/unit leader other (specify)

What is the frequency of formal faculty meetings with
your department in a year ?

a) once ) d) 4 times ' i ;
b) twice g e) every month
c) 3 times f£) many times in a year ( )

On the average, how many times do you see/meet in a
month to discuss school matters with your principal %

a) none d) 5 to 6 E ;
b) 1 to 2 - e) 6 times and above
c 3 to 4

On the average how many official meetings does your
principal call in a semester ?

%3 ggg? S 3 gg zzgee(()) ;g £23§ or moge) ()

Does your school operate in a shift system ?

a) Yes () b) No ()
If yes, are you assigned to teach in
a) one of the shifts ( ) b) both shifts ( )

Is there an evening program in your school %

a) Yes () b) No ()

If yes, are teachers assigned falrly in the teaching
assignment when they apply for it 2

a) always E a) seldom ( g
b) often e) never (
c) sometimes: ( -

=ty
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15,

16,

17

To what extent are you satisfied with the following
aspects of your school ? Wake an" X" mark in the space

given b

(Chodce

elow each item,

: 5= always, 4 = often

3

or 1 = never

14,1 administrative backing to

t

eachers

14.2 administrative recognition
14.3. class room facilities:
14.4. faculty room provision
14.5. staff lounge

14.6., other (specify)

How much prestige does your being a teachexr

somet:’unes-s 2 = seldon,

you particularly in your community 7%

a) very much prestige
bg much prestige

c an

e
average amount

Choices
5 4 3 2

—h

ekl
R N . L W
Lo} PN N N N S
N N N N
PN SN PN S e~
e i S S
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L N A N Y

rovide for

a; little prestige { ;
very little ™

Is there regular evaluation sys;em in your school ?
b) No

a) Yes

If yes who evaluates téachers %2

the
a s
an
the
oth

o Ao o

the principal / director

assistant principal
upervisor inspector
evaluation committee

concerned department head
er (specify) ;

()

Indicate the extent to which the principal of your school
makes use of the evaluation result.

ch item choose one of the numbers 5, 4, 3, 2 or 1
meaning always, often, sometimes, seldom or never

(For ea

respec

tively

make ap "X " mark under your choice

for ea
below
171
172

17+ 3.

ch item in the space given
the numbers,

to arrange conferences with
teachers that need help

to remind the teacher of his
relative performance level

to discipline teachers of
lowest performance

Choices
5 4 3 2 1

(Y)Y o) o))
SESERENEE
(X£2C)2C) ()

L N . " I W I



Choices
5 4 3 2 1

17.4. to develop teachers'
potential (eg., in workshop) () () () () ()

17.5. 1o recommend for salary

increases (Y)Y ) o) ()

17.6. 1o discharge teachers of poor |
performance from the school () () () () ()

17.7. other (specify) __ () () () () ( )

18. 1Indicate the degree of satisfaction with your teachirg

career.

a) very much satisfaction
b) much satisfiaction

c an average amount

a little satisfaction

e) very little satisfaction

19, How much concern do you have for the welfare of your
school staff ?

very high concern (
considerable concern
moderate concern

low concern

very low concern

o0 o0

20, To what extent do you discusses school matters with a
staff member ?

always
often
sometimes
seldom
never

© Qoo

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 disagree)

(meke an " x " mark to indicate your choice for each
.‘I.'bem.) -
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21.4,

21.4.

2145,

21.6.

217

the director is publicly
recognized as the head of his
school.

the director has considerable
authority to plan, organize,
and administer the educational
program of his school.

the director is the appointed
administrative head mainly
assigned to carry out the
policies of the ministry of
education. ,

the director is accountable

(held responsible) for students

Choices

BERSEREE

£rL3C)8)

() ) ) ()

academic achievement (eg. ESLCE) ( ) ( ) () ()

the director is a person whose
responsibility is limited to
his school.

the director is a person to whom

the community could go for

() () C) Q)

advice concerning school matters.( ) ( ) () ()

the director is a person who

should participate in community

development when called for.

(3C3C)L)

1
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INSTRUCTION

Please answer questions 22 and 23 for each statement
listéd below as it applies to the principal of your school.
Check the number that best describes the behavior of your
principal against each item list.

To what extent does your principal engage himself in the
following kinds of behavior ?

(Choices: 5 = always, 4 = often, 3= sometimes,
2 = seldom, 1 = never

For all items listed below, make an" X "
mark for your choice in the space . :

provided. Choices
4 3 2 1 0

He makes his attitudes clear to the staff( ) ( ) ( ) ( ) (
He tries out his new ideas with thestaff ( ) ( ) () () (

He does personal favours to staff

members ()Y €)Y ) ¢)(
He does little things to make it

pleasant to be a member of the staff () ) () ()«
He rules with an "iron hamd"®

(euthoritative) t )L 20) ()¢
He criticizes poor work ()Y () () ()«
He is easy to understand SEEREREEE!
He finds time to listen to the staff EEEEBEEBE
He speaks in a manner not to be

questioned {JL)YTC YL (
He @ssigns staff members to

particular tasks SERERERE
He keeps to himself (socially distant) () () () () (
He shows concern for the personal

welfare of individual staff members SEBEREREE
He works without a plan E3EX00¢3¢
He maintains definite stendards of

performance (3C3IEYC A

He refuses to explain his actions E YL XL )L ) (C



g,

23.

A,
B,
Ce

D.
E.
F.

Ge

24.

Indicate how frequently your principal is engaged in
the following behavior patterns.

(responses: 5 = always, 4 = often 3 = sometinmes, -

2 = seldom, 1 = never)
For all items listed below, make an''X"
mark for your choice in the provided Choices

~~
~
~
E
~

He acts without consulting the staff ()
He emphasizes the meeting of deadlines AN EEE

He encourages the use of uniform
procedures () )Y ) ()

He is slow to accept new ideas, 3 C L)
He treats all staff members as his equals( ) () () ()

He makes sure that his part in the
organization is understood by all members( ) ( ) ( ) ( )

He lets staff members know what is

expected of them. () ) () ()
He is willing to make changes. ()Y )Y () ()
He is friendly and approachable Y L) CXd4 )
He sees to it (mekes sure) that staff

members are working upto capacity. EYL (L) ()
He sees to it that the work of staff

members is coordinated. {(X€C2€) L)
He makes staff members feel at ease

(relaxed) when telking with then. () )y o) )
He puts suggestions made by the staff

into operation (implements{ EYEXE YL G
He gets staff approvel on important

matters before going shezad. L) E3E)K )
He asks that steff mebers follow )

standard rules and regulations. () ) ) ()

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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