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Abstract 

The purpose of this study was to examine the leadership capacity of principals in 
secondOlY schools in North Shoa Zone of Oromia Regional state. In the study, mixed 
research approach and descriptive survey research design was employed. Accordingly, 
three "Woredas", namely: Jida, Wachale and Fiche administration town were addressed 
by this study. Therefore, 30 school leaders (main and vice principals and department 
heads) and 78 teachers selected by Simple random sampling technique, 3 Woreda 
Education Office Heads and 3 woreda supervisors selected by purposive sampling 
technique as key respondents. Questionnaires, interviews and document analyses were 
used for the purpose of collecting relevant data and data obtained through 
questionnaires were analyzed using statistical tools like percentage, mean, weight mean 
and average mean. Moreover, data gathered through interview were also analyzed in 
narrative form. The finding of the study revealed that almost all (96.7%) school leaders 
were subject area graduate, and all 30(100%) school leaders were bellow the standard 
set by MoE. Consequently, they lack skill, knowledge, training, and lack commitment and 
moral of leadership to accomplish their tasks. Based on the findings, it was concluded 
that: Schools leaders were incapable of enhancing teachers' professional skill 
development and improving the quality of education. Due to this, the stated vision and 
defined mission in the school was not compatible with the national goal and it was not 
supported by its all potential stakeholders. In line with the above findings and 
conclusions it was recommended that: If) equip school leadership with necessary 
knowledge, attitude and skills; the Region, Zone and Woreda Education Officials may 
arrange workshops, seminars, short and long term training in collaboration with 
different universities, colleges and NGO 's to enhance leadership capacity of secondary 
schools principals. 
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CHAPTER ONE 

1. INTRODUCTION 

This chapter deals with background of the study, statement of the problem, objectives of 

the study, Significance of the study, delimitation of the study, definition of key terms and 

organization of the study. 

1.1. Background of the Study 

Leadership capacity widely used in reference to the abilities, skills, and expertise of 

school leaders, teachers and staffs most commonly when describing the capacity of an 

individual or school to execute or accomplish something specific, such as leading a 

school-improvement effort or teaching more effectively. It also encompassed the quality 

of adaptation, the ability of a school or educator to grow, progress, or improve. 

School principals are key actors in education playing crucial roles to implement 

educational sector development. Therefore, the way principals respond to education 

reforms becomes a basic concern in policy formulation, public debate and research in 

both local and global communities (Cheng, 2003). The author further elaborates that the 

practices of principals need changes in order to meet the challenges of globalization, 

localization and individualization. This may help to analyze the paradigm shift in 

principalship and draw implications for educational leadership development. Cheng 

(Ibid) also identifies those three waves of principal leadership roles in managing changes 

in education as internal leadership, interface leadership and future leadership. 

The internal leadership wave is deeply rooted in the assumption that policy-makers 

should have clear education aims that could enable to find the best practices to enhance 

effectiveness for all schools at the grassroots level. The improvement of teacher and 

student performance is an important target for the educational reform. The way principals 

attempt to ensure the performance of teachers and students is a key concern in their roles 

(Brundrett, Burton, and Smith, 2003). The school principals put their major effort for 

improving the internal environment and processes to achieve the planned objectives. 

Internal leadership has been considered as a basis for community of practice because it 

enables leaders to pay attention to help the community develop. Similarly, the 'Blue 
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Print' for School Improvement Program (MoE, 1999: 25-26) and the directive for School 

Management, Community Participation and Finance-Amharic version (MoE, 1994:30-

34) suggest that educational managers should play the significant leadership and 

supervisory roles in order to ensure schools have the necessary input and are engaged in 

goal oriented and processes focused on positive outcomes. 

The second wave of principalship-the 'interface principalship' is completely different 

from the traditional internal leadership in such way that it focuses on taking the initiatives 

to meet the diverse needs and expectations of parents, students, employers, policy­

makers, and those concemed in the . community. The author also believes that the 

interface between schools and the community helps to meet the stakeholders' satisfaction 

and implement education reforms. In this way, the role of the school principal needs 

adaptation to the new conception of school effectiveness. 

The practice of this approach seems to have been introduced to the Ethiopian education 

system since the inception of the current education and training policy which says "due 

attention will be given to popular participation in the production, distribution, utilization, 

upkeep, care and safety of educational materials, educational technology and facilities" 

(TOE, 1994:28) which in turn requires for qualified school principals. The blue print 

organized by the Ministry of Education has also underlined that the school leadership 

should create safe and healthy environment for students learning and coordinate the work 

of teachers, insist that students solve their own problems and fulfill the necessary 

facilities (MoE, 1999). 

The third wave of principalship as suggested by Cheng (2002a) is the future leadership 

which aspires for issues ofleadership in the 21st century. It is associated with the new era 

of globalization, information technology and new economic system. The future 

leadership also assumes that educational outcomes in the 21st century should fit to 

rapidly changing environment. Accordingly, the development of knowledge-driven 

economy and information teclmology strongly emphasize the paradigm shift in learning 

and teaching from mere transformation of past experience and culture to demand-driven 

reforming management of education at different levels in order to ensure their relevance 

to the future (Cheng, 2000a; Daun, 2001; Burbules & Torres, 2000;). Therefore, the 
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future-oriented emergmg education reforms need VIsIOnary school principals who 

emphasize strongly future effectiveness in terms of relevance to the new education 

functions. It is also concerned with contextualized multiple intelligences, globalization, 

localization and individualization of education. 

The focus on future leadership has implication for principalship in that leading and 

directing school should aim at ensuring school effectiveness and relevance to an era of 

globalization. The Blue print by MoE (1999) also suggests that principals should be 

visionary and play major roles in ensuring sustainable education sector development. 

The current education and training policy (ETP) has adopted different implementation 

strategies. The policy document greatly stresses the integration of education and 

development to ensure problem solving capacity of the society in general and that of the 

individual in particular (TGE, 1994). It emphasizes the identification of the accessibility, 

relevance, quality, and equity of education provision as the major issue of the country's 

education system. In order to achieve the strategic goals set in the policy document, the 

country has adapted the concept of five-year Education Sector Development Program 

(ESDP). The implementation of ESDP requires designing different strategies such as 

working with stakeholders and the community at large. For instance the ESDP IV (MoE, 

2010) suggests that a special leadership and management program has been initiated to 

build the capacity of school principals and supervisors towards planning and managing 

school activities. With the introduction of ESDPs, programs like leadership and 

administration (LAM) has been introduced with due attention to general education 

quality improvement programs GEQIP (MoE, 2009). 

However, currently the practice of school principal assignment still more confined to 

nomination from among teachers at woreda, Administrative town and sub-city levels. 

Due to this, the majority of school principals do not meet the standard set in the blue print 

by Ministry of Education which suggests graduates of the first degree for primary schools 

and master's degree holders for secondary school (MoE, 1999). 

Geographically the study emphasis in North Shoa of Oromia Regional state. Oromia is 

one of the nine ethnically based regional states of Ethiopia, covering 284,538 square 
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kilometres. It is bordered by the Somali Region to the east; the Arnhara Region, the Afar 

Region and the Benishangul-Gwnuz Region to the north; South Sudan, Gambela Region, 

and Southern Nations- Nationalities, and ppoples' Region to the west; and Kenya to the 

south. The 2007 census reported Oromia's population at over 37 million, making it the 

largest state in population and area, Oromo (Oromiffa), which is the most commonly 

spoken language, spoken by 83.5% of the population. 

Administratively, Oromia is divided into 18 zones, 245 Woredas, and 36 town 

administrations with 6500 kebele subdivisions. The educational system of Oromia 

normally consists of formal and non-formal education: formal education comprises of 

primary and secondary education, technical and vocational education and tertiary level 

education. As per the recently available data there are ten (l0) teachers training colleges 

(TTC) , 38 technical vocational education training (TVET) of which 36 and 2 are 

government and non-government centers respectively. Moreover, there are 164 secondary 

schools and 4893 primary schools found in the Region. 

North Shoa zone is located 112 kilometers away from tlle capital Addis Ababa to 

Northern of Ethiopia. It is one of the 18 Zones of Oromia Regional State. The zone has 

13 woredas and one administrative town (Fitche).It also has 702 primary schools, 43 

secondary schools with the total number of 317,198 students and 6,510 teachers 

respectively according to North Shoa Zone education office academic year report of 

2015116. 

1.2. Statement of the Problem 

The government of Ethiopia has introduced different policies in education. One of the 

landmarks to this effect is developing and practicing the 1994 Education and Training 

Policy. Moreover, the policy has changed the task and role of the principal as an 

educational leader and gave the task of a principal in a school a central position in the 

process of evolving effective school leaders (MoE, 2008). 

Additionally, (MoE, 2002) the Education and Training Policy and its Implementation 

supports and enforces a more decentralized educational planning and leadership where by 

different stakeholders, including parents and local community, forms unity in leading the 
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schools. This in turn made the role and work of school principals not only wider but also 

deeper. They are expected to initiate and mobilize the concerned bodies both within the 

school and around the school. 

Therefore, monitoring cooperative and collaborative leadership in the school improves 

the leadership qualities and performance of teaching learning in the school. This means 

that principals are expected to play dual roles. Primarily, they need to act as managers in 

maintaining the implementation of the existing govermnent policies, strategies, rules and 

regulations. Secondly, they are required to develop the vision and change the existing 

statns quo of the school. They are expected to lead both the administrative staff and 

academic staff in their schools. This is because; quality education is a product of capable 

school management and leadership practices. Here, capacity of school leadership has 

direct cOlU1ection with increased learners' perfonnance, improved quality of teaching 

learning processes and sustained healthy school environment (MoE, 2012). 

In line with the above, Hallinger and Heck (1998) suggest that school principals are the 

pillars of the development of educational system especially at the second stage of 

educational pyramid. Today, as indicated above, the duty of the school principal is 

becoming more sophisticated and complex for transforming schools than in previous 

decades. This complexity has been generated by the ever increasing number of students, 

teachers, and related resources as well as due to ever changing and increasing cost of 

education resulting from changing external enviromnental demands including socio 

economic, political and technological factors. This is also requiring capable and visionary 

leadership of the school principals. This again relies on the ability of the school principals 

in planning, organizing, coordinating, directing and controlling the activities of the school 

system and achieving the goals and objectives of the organization. 

Additionally, principals are expected to create successful, confident, creative and active 

teachers and students in their school (MoE, 2012). These all require capable leadership 

that is supported by networks and collaborations made with a wide range of people 

towards best possible learning outcomes and wellbeing of all students. 
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Besides, school principals are also required to inspire students, internal staff and 

members of the community to continuously enhance the learning processes in their 

school (MoE, 2012). It is believed that the principals' leadership role affects the teaching 

learning process, responsibility and accountability for student development, undertaking 

professional development, and managing change, 

Regardless of the leadership capacity of principals discussed above, many parents, 

teachers, students and the personal experiences of the student researcher shows that 

leadership capacity of principals was not executed effectively in the secondary schools of 

North Shoa zone. Even if different studies have been conducted on some of the related 

topics such as Alemu (2011) conducted a study on leadership effectiveness of high 

schools in IIIuababora Administration zone and his focus on instructional leadership part 

of the principals. Yenenew (2012) has done his research on the title "Effectiveness of 

Principals in Instruction leadership in preparatory schools of South Wollo zone". Still 

like Alemu this researcher focused on instructional leadership. Additionally, Abraham 

(2011) stressed his study on leaders' style of principals in Secondary schools of Wolega 

Zone. Tolla (2011) conducted study on leadership practices of his secondary school 

principals in Oromia Special Zone was found to be very low. The attention of these 

researchers was on the type of leadership styles exercised by the principals. But, to the 

best of the researcher knowledge, there are no studies of this kind done in the North shoa 

zone and the reality on the ground has ~howed that school leadership has different 

problems particularly at secondary school. Therefore, it appears to be timely and 

worthwhile to assess the leadership capacity of principals in secondary schools of North 

ShoaZone. 

Accordingly, the mall1 purpose of this study is to investigate the manner in which 

principals of secondary school in North Shoa of Oromia Regional state are shouldering 

their leadership responsibilities in a participatory manner starting from vision setting up 

to the realization of the vision and achieving of the goals. 

In view of the fact stated above, the present study therefore, attempted to assess and 

investigate the extent to which principals are capable in their leadership in selected 

secondary schools in North Shoa Zone. 
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This study attempted to answer the following basic research questions; 

1. Are secondary schools principals qualified, trained, and experienced enough? 

2. What are the school principal standards of secondary schools in Ethiopian 

context? 

3. To what extent the capacity of school principals implemented m forming 

relationship among the internal staff and the school community? 

4. What are the practices used so far by school principals in decision- making 

pertaining issues? 

5. What are the most challenging factors that encounter secondary school principals 

in leadership capacity? 

1.3 Objectives of the Study 

1.3.1. General Objective 

The main objective of the study was to examine the leading capacity of school principals 

and to forward possible and reasonable recommendations how to enhance their leadership 

capacity as stipulated in the Education and Training Policy. 

1.3.2. Specific Objectives 

a) To examine the extent to which secondary school principals cope up with the 

necessary standards and professional training before and after they become 

incumbent; 

b) To assess the roles and practices used so far to enhance school principals capacity in 

decision- making pertaining issues related to school leadership; and 

c) To identify the most challenging factors that secondary school principals face while 

leading schools. 

d) Suggest feasible and realistic ways of solving the existing challenges in the capacity of 

school leaders. 
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1.4. Significance of the Study 

The study concerned with the leadership capacity of principals in secondary schools of 

North Shoa Zone of Oromia Regional state. It was assumed that this research would be 

significant to wide range of organizations. The result of the study may help the following 

stake holders in the educational system of the country. 

1. Leaders of schools may get some ideas on how to become capable in their 

leadership practices. Moreover, they could realize the events which influence their 

leadership capacity strength and weakness; and develop their own leadership 

capacity to meet the recurrent and the change with the school needs. 

2. Non - government agencies working on education sector and policy makers might 

have clear insight into the existing practices in educational leadership capacity 

and influencing factors and may take appropriate measures that boost their 

leadership skill based on the finding~ and recommendations of the study. 

3. The reactions to identify the gaps may press Zone Education Office in general and 

the Woreda's Education Offices in particular to pay due attention to design 

capacity building training programs that are relevant to transform the necessary 

knowledge and skills of school principals. 

4. It also expected that researchers and students of educational leadership may 

acquire a necessary knowledge and skills out of it. 

1.5. Delimitations of the Study 

In order to make the study more manageable, the study was delimited in concepts or 

issues, geography and time. Issac and Michael (2005 :38) defined delimitation as 

arbitrarily narrowing the scope of the study and focusing only on selected aspects of the 

problem, certain areas of interest, a limited range of subjects and level of sophistication 

involved. Regarding the concepts, it is delimited to leadership capacity of school 

principals. Geographically the scope of this study was also delimited to Oromia Region, 

North Shoa Zone, According to the annual statistical report prepared by North Shoa 

Education Office of2015/16, there are 13 Woredas and 254 Woreda Education Officers; 
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36 secondary and preparatory government Schools; 1,075 teachers were under the Zone 

Education Office. 

1.6. Limitation of the Study 

This study has a number of limitations. The first limitation was lack of relevant local 

literature on the capacity of school leaders. The researcher feels that, had it been possible 

to access these literatures. It would have been possible to substantiate the capacity of 

school leaders and challenges more, and come up with better work. The second limitation 

was failure to incorporate school unit leaders, Parent Teacher Association and Kebele 

Education and Training Board members as data sources who are important stakeholders 

of education system and who are believed to have some information regarding overall 

process of schools leadership. This exclusion was due to shortage of time to collect data 

from these sources. To alleviate these limitations the researcher included only key 

informants and came up with completed study as it was initially anticipated. 

1.7. Definitions of Key Terms 

School: is the most important part of education system, it is the point at which schooling 

is delivered and where the quality of service is best-judged (Dimmock, 2000). 

Leadership: is formal and informal net influence in desired by the person holding offices 

(Cohen et ai, 1983:148). 

School Leadership: refers to the leaders' influences on school community to setting and 

accomplishing educational objectives focusing on curriculum, teaching and 

learning and students' assessment. I.e. in diagnosing and solving problems in 

the teaching learning process (Dimmock, 2000). 

School leaders: are personnel (principals) who take the ultimate responsibility of running 

the day-to-day activities that would lead to improvement of the schools 

(Harries et at, 2005:231). 

Capacity: Educators typically use the term capacity in reference to the abilities, skills, 

and expertise of school leaders, teachers, and staffs. (Cohen, 1993, p.2) 
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Leadership style: is leader's typically way of behaving towards group members or 

subordinates (Heck, & Hallinger, 1999). 

Secondary school: It includes grade 9-1 O(MoE 1994). 

1.8. Organization of the Study 

This study was organized into five chapters. The first chapter deals with background of 

the study, statement of the problem, objectives of the study, significance of the study, the 

delimitations, and Definition of key term~. The second chapter presents a review of 

related literatures. Chapter three presents research design and methodology including the 

sources of data, the study population, sample size and sampling teclmique, procedures of 

data collection, data gathering tools, methodology of data analysis and ethical 

consideration. The fourth chapter deals with data presentation, analysis and 

interpretation. The final chapter relates to the summary, conclusions and 

recommendations of the study. 
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CHAPTER TWO 

2. REVIEW OF RELATED LITERATURE 

2.1 The Concept of Leadership 

Leadership has been a topic of interest to historians and philosophers since ancient times 

but scientific studies began only in the twentieth century. Scholars and other writers have 

often more than 350 definition of the term leadership. According to Yuki (2010, p.3), 

leadership has been defined in terms of traits, behaviors, influence, interaction patterns, 

role relationships, and occupation of an administrative position. Some representative 

definitions of leadership presented over the past 50 years, which are stated by different 

scholars. Rauch & Behling (as cited in Yuki, 1999:20) states that "leadership is the 

process of influencing the activities of an organized group toward goal achievement". 

And also Richards & Engle (in Yuki, 2010) says "leadership is about articulating visions, 

embodying values, and creating the environment within which things can be 

accomplished". Similarly, Wossenu (as cited in Tigistu, 2012) on his part stated that 

leaders mobilize and work with others in order to achieve the common goals. To this end, 

leadership is an influential process in supporting others to work willingly at the aim of 

shared goals or objectives. 

In the study of leadership, it is important to have a concern on similarities and differences 

between leadership and manflgement. Kotter (1990) proposed that managing seeks to 

produce predictability and order, whereas leading seeks to produce organizational 

change. Both roles are necessary, but problems can occur if an appropriate balance is not 

maintained. Too much emphasis on the managing role can discourage risk taking and 

create a bureaucracy without a clear purpose, and that of leadership role can disrupt order 

and create change that is impractical. According to Kotter, the importance of leading and 

managing depends in part on the situation. As he said, "As all organization becomes 

larger and more complex, the importance of managing increases; and as the external 

environment becomes more dynamic and uncertain, the importance of leadership 

increases". When Kotter surveyed major large companies in a dynamic environment, he 

found very few had executives who were able to carry out both roles effectively. Rost 
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(1993) defined management as "an authority relationship that exists between a manager 

and subordinates to produce and sell goods and services". And he defined leadership as 'a 

multidirectional influence relationship between a leader and followers with the mutual 

purpose of accomplishing real change'. Rost also said that "leaders and followers 

influence each other as they interact in non-coercive ways to decide what changes they 

want to make. Managers may be leaders, but only if they have this type of influence 

relation-ship". Rost proposed and stated in Yuki (2010), that "leading was not necessary 

for a manager to be effective in producing and selling goods and services. However, 

when major changes must be implemented in an organization, authority is seldom a 

sufficient basis for gaining commitment from subordinates or for influencing other 

people whose cooperation is necessary, such as peers and outsiders". Leadership is 

believed that where you need to go with a clear vision and sharing that vision to create a 

common purpose with staff and stakeholders. And it is also the ability to entrust the 

followers towards a definite goal. Management is a complex task that involves the 

process of planning, organizing, staffing, directing and controlling the organizational 

operation to realize certain goals. Organizational performances depend to a large extent, 

on how resources are allocated and management's ability to adapt changing conditions. 

Leadership, as Robert et aI., (2005) concludes, has long been perceived to be important to 

the effective functioning of organizations in general and, more recently, of schools in 

particular. However, some researchers and theorists assert that at best the research on 

school leadership is equivocal and at worst demonstrates that leadership has no effect on 

student achievement. In c()I1trast, their meta-analysis of 35 years of research indicates that 

school leadership has a substantial effect on student achievement and provides guidance 

for experienced and aspiring administrators alike. 

Although different stakeholders who are existing 111 a school; a school leader is a 

prominent figure who has the power to influence others. School leaders are supposed to 

have the capacity and skills of managing the staff members and available resources to 

academic achievements. And they should also use interchangeably their leadership power 

and managerial skill to cover their irreplaceable roles and importance in educational 

leadership. In addition, school leaders should be familiar with their functions to perform 
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for school improvement and they are also expected to follow different leadership styles 

for their effectiveness. Then depending on the above concepts of leadership, as a school 

leader principals can influence students' achievement in a number of ways: lead and 

manage the teaching learning process; developing self and others; leading improvement, 

imlOvation and change; leading the management of the school; and engaging and working 

with the school community. While principals' skills in these areas are certainly important, 

skills alone are not enough to ensure that they will be effective school leaders. This is 

because school contexts; which include school characteristics, practices, and policies set 

the stage for principals' performance and strongly influence their effectiveness. Then 

because of that they must have the knowledge and understanding of different leadership 

theories. 

2.2 Leadership Capacity 

Educators typically use the term capacity in reference to the abilities, skills, and expertise 

of school leaders, teachers and staffs most commonly when describing the capacity of an 

individual or school to execute or accomplish something specific, such as leading a 

school-improvement effort or teaching more effectively. It also encompassed the quality 

of adaptation, the ability of a school or educator to grow, progress, or improve. Common 

variations include educator capacity, leadership capacity, school capacity, and teacher 

capacity, among others. 

Leadership capacity a widely used bit of education terminology refers to any effort being 

made to improve the abilities, skills, and expertise of educators. If the purpose is to 

reduce a school's reliance on outside contractors or services, for example, educators may 

say they want to "build internal capacity." When this term is used in education contexts 

without qualification, specific examples, or additional explanation, it may be difficult to 

determine precisely what the term is referring to. In fact, some educational professionals, 

literature, and resources will call on school leaders to "Leadership capacity" in a 

specified area without ever describing precisely what capacities should be improved or 

exactly how they might be improved. 
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Leadership capacity means broad-based, skillful involvement in the work of leadership. 

At least two critical conditions would have been necessary in order to establish enduring 

leadership capacity. 

First there would need to be a significant number of skillful teacher leaders who 

understood the shared vision in the school, the full scope of the work underway, and are 

able to carry it out. These teachers ideally would be involved with the selection and 

induction of the new head 

Secondly there would need to be commitment to the central work of self-renewing 

schools. This work involves reflection, inquiry, conversations and focused action -

professional behaviours that are an integral part of daily work. These conditions speak to 

two critical dimensions. Understandings and skillfulness involve more than the 

knowledge of an innovation (new teaching approaches, material, or arrangements). The 

skillfulness addressed here are those skills of leadership that allow other teachers to 

capture the imagination of their colleagues, enable them to negotiate real changes in their 

own schools and to tackle the inevitable conflicts that arise from such courageous 

undertakings. 

2.3 Leadership in Education 

A school system is one of the public institutions having its own specific goals and 

objectives to be achieved. Such tasks are given to school leaders. Nowadays, the success 

of a school to accomplish its goals depends largely on the ability of the leaders. Here, 

principals are prominent figures to lead the school community for improvement. 

Educational researches on school effectiveness have recently been dominated by the 

concept of principals as leaders. As to Sergiovanni (1995) principals' key functions in 

effective schools were establishing goal consensus among staff and developing an 

institutional identity. Therefore, it is a fact that a school principals' leadership behaviour 

has a subtle influence on the progress of the school. Leadership capacity is at the core of 

every successful organization. It is relatively recognized by: 
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Creating a vision: 

A vision refers to the shared values and aspiration agreed by the members of the 

organization, which guides the present action and decision to create a desirable future. 

Chance (1991) describes vision as being the force of the dream towards which effective 

administrators strive in the development and shaping of their schools in understanding 

how its action relates to its organizational goals. 

A vision has been described as a statement which captures an ideal state of affairs (Smith 

and Stolp, 1995). More reGentiy as a lealistic, credible, attractive future for the 

organization that is so compelling that people would be motivated to work towards the 

better future. 

Effective leaders communicate the vision and direct all actions towards achieving the 

vision. They cultivate and focus the strengths of colleagues to achieve the shared vision. 

And such leaders seek counseling and advice to learn from the knowledge and experience 

of others, while they freely offer their expertise to those who seek it. 

Setting High Expectations . 

Effective school leaders use analysis of best practice in education that to be responsive 

and proactive in changing schools to prepare students for the future in which they live. 

They focus on students' achievement data and measure success in terms of positive 

student outcomes. They provide the motivation and encouragement that lead to success 

and they manage effectively in a changing educational environment. 

Building the capacity of leadership 

School leaders develop the skill and talents of those around them. They are also capable 

of leading change and helping others through the change process. Effective school 

leaders encourage shared decision - making with the school community including staff, 

students and parents. They are both the guardian and reformer of the educational system, 

and they ensure that all groups are engaged in a common goal and moving in the same 

direction. Wossenu (2006) has asserted that as the evidence supplies quality school 

leaders understand teaching and are respected by their staff; and these persons are willing 
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to hold themselves and others responsible for student learning and enhancing the capacity 

of teachers to meet this goal. Effective school leaders work to share leadership 

responsibilities throughout all levels of the educational organization. 

Demonstrating Ethical and Moral leadership 

Effective educational leaders are role models of ethical and moral leadership. Such 

school leaders demonstrate courage in difficult situations, and provide a model of moral 

leadership for others to emulate. They also tend to make difference in the lives of 

students, and impart a philosophy their positive relationship built on trust improves the 

quality of life for all individuals. Leaders with integrity are focused and purposeful, and 

are always attentive to being consistent with what they pay and what they do. 

2.4 School Leadership 

A school system is one of the public institutions having its own specific goals and 

objectives to be achieved. Such tasks are given to school leaders. Nowadays, the success 

of a school to accomplish its goals depends largely on the capacity of the leaders. Here, 

principals are prominent figures to lead the school community for improvement and 

students achievement. 

According to George (2004) educational leaders are those people who guide, manage, 

and, when need be, transform schools. Sometimes educational leaders have been chosen 

and given power and sometimes they are people within the school community who gain 

power or influence through their personalities and actions. In some few cases, people 

outside the school system or community lead through their ideas. Schools present unique 

challenges to their leaders, and understanding educational leadership requires a deep and 

detailed understanding of how schools work. lngunn (2011), while theories on 

transformational leadership strongly emphasize the cultural and symbolic dimensions in 

terms of the interaction between leadership and employees, the theories of pedagogic 

(instructional) leadership are strongly tied to that leadership must be based on knowledge 

and have specialized expertise in the area where it will be used. It is not enough just to be 

a leader with cultural capital - you must be academically qualified so as to be able to have 
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discussions on an equal footing, and understand the challenges that teachers face in their 

everyday lives (Robinson et al. 2009, p.206). In this theory, the social relationships 

between leaders and employees are primarily knowledge based and are thus strongly 

related to positivist theories on leadership. 

It is therefore not particularly surprising that the core theories on educational leadership 

are related to the ability that a leader has in establishing academic goals for the school, to 

monitor and actively participate in learning activities at the classroom level, and to 

provide academic feedback to teachers about their teaching and conduct systematic 

competence development of teachers (Robinson et al. 2009, p.88). 

According to Holmes, (1993) school leadership is not something new or intrusive 

concern. It is what it always has been; the application of reason, logic, and values to the 

achievement of educational objectives via the development of available resources. Thus, 

school leaders are those persons, occupying various roles in the schools goals. So, school 

leaders are viewed as holding the key to resolve a numbers of problems currently facing 

schools. 

As Robert et al. (2003), says in many ways the school principal is the most important and 

influential individual in any school. He or she is the person responsible for all activities 

that occur in and around the school building. It is the principal ' s leadership that sets the 

tone of the school, the climate for teaching, the level of professionalism and morale of 

teachers, and the degree of concern for what students mayor may not become. The 

principal is the main link between the community and the school, and the way he or she 

per-forms in this capacity largely determines the attitudes of parents and students about 

the school. If a school is a vibrant, innovative, child-centered place, if it has a reputation 

for excellence in teaching, if students are performing to the best of their ability, one can 

almost always point to the principal's leadership as the key to success. Successful 

educational leaders develop their schools as effective organizations that support and 

sustain the performance of administrators and teachers, as well as students. 

Specific practices typically associated with this set of basics include strengthening school 

cultures, modifying school structures and building for collaborative processes. Such 
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practices assume that the purpose behind the redesign of school cultures and structures is 

to facilitate the work of the school members and that the malleability of structures should 

match the changing nature of the school's improvement agenda (Kenneth et a1. 2004). 

2.5 School Leadership and Change 

The Technology revolution has changed organizational life. It has changed the way 

information and knowledge are accessed and disseminated, and the ways in which people 

can communicate and share with one another. This has profound implications for what 

effective leadership will look like as well as how to use technology most effectively in 

leadership development. 

While technology is useful for some aspects of leadership development, it crumot replace 

the importance of bringing leaders together to deepen the relationship and their learning 

experience. Maximizing the effectiveness of leadership development offers the best of 

both worlds: integrating face-to-face classrooms and coaching experience with 

teclmology - based tools and processes; that is, blended learning solutions (Alexander & 

Ciashi, 2002). The future trends noted reflect in part of a response to the changing 

context of leadership. Perhaps the strongest pressure facing leadership practitioners in the 

future including existing potential advances in the globalization, technology, return 

investment, and new ways of thinking about the nature of leadership and leadership 

development (Kincaid & Gordick, 2003). While leadership development is strategically 

important, it is usually expensive. 

2.6 Capacity of School Principals 

Among many duties and responsibilities, the main capacities of principals' are planning, 

,setting the school vision, curriculum development; staff development, goal clarification, 

supervision and evaluation and utilization of resources which are discussed as follows: 

2.6.1 Planning 

Schools as any institutions require an organizational plan to realize effectiveness in these 

organizations. Educators in the field have given a number of definitions for planning in 

schools. Such as Ubben and Huges (1997) explain that planning in the schools as a 
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process that involves the translation of concepts, ideas, and beliefs into operational 

process and measure out comes. Success of institutional planning depends on the 

dynamism and interest of the head. Effective school leaders should look at the system as 

a whole, assess the strengths and weakness and carefully create a feeling of readiness for 

change. 

2.6.2 Setting School Vision and Defining the School Mission 

A core function of school leadership is to create a common vision for improving students 

learning. Creating a learning organization requires a deep rethinking of the leader's role. 

School leaders must see themselves as 'learning leaders' responsible for helping schools 

develop the capacity to carry out their mission. A crucial part of this role is cultivating 

and maintaining a shared vision which provides focus, generating questions that apply to 

everyone in the organization. Learning becomes a collaborative, goal-oriented task rather 

than a generalized desire to 'stay current'(peter, 1990). Peter (1990) also notes that 

coherent vision specifies the particular values and beliefs that will guide policy and 

practice within the school. Ideally, the school board and superintendent set a broad vision 

for all schools in the district, and, within that context, the principal coordinates the 

process of arriving at a particular vision for each school. The creation of a vision is not a 

static event, because the vision must change as culture changes. Vision is increasingly 

regarded as an important component of leadership. Organizing (Leith wood, et aI., 2006). 

Hatcher and Hyle (1996) investigated instructional leadership strategies and their 

relationship with achieving higher standard by students. They have concluded that 

excellent instructional leaders are very important and they are a vital part of effective's 

schools in bringing schools up to high standards of students' achievement as expected 

and demand by most educators and communities. Accordingly, instructional leaders need 

to lead the teachers, students and community for creating excellent schools by 

collaborative establishing vision, developing trust, earning respect for school 

communities. According to Day, et ai. (2010) successful instructional leaders have very 

strong and clear vision and set of values for their school, which heavily influenced their 

actions and the actions of others and established a clear sense of direction and purpose for 
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the school. These were shared widely, clearly understood and supported by all staff. They 

were a touchstone against which all new developments, policies or initiatives were tested. 

2.6.3. Curriculum Development 

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

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

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

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

curriculum and pedagogic power to subordinate, a principal is unable to perform hislher 

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

over - administered and under - led (Sharma, 1992). Greater attention should be given to 

training future principals in the area of curriculum development. Principals see 

themselves in role - conflict situations; they wish to act as instructional leaders, but they 

are evaluated by superiors who appear to set priorities on non - instructional tasks (Yann, 

1979). 

According to Sharpes (1988) curriculum development involves clear division of labor 

between the designers and the implementers, who are defined as receivers. Another way 

is to think of curriculum as an activity. Through regular staff development programmes, 

principals can prepare teachers for active participation in curriculum implementation at 

school level. Furthermore, a healthy school climate can be created where teachers have 

opportunities to release their potential, interact with collogues, make better use of 

resources, appreciate individual differences and learn from one another. Besides, 

curriculum development is the base for education on which the teaching learning process 

is planned and implemented (Adesina, 1990). Curriculum development is the reviewing 

of educational curriculum at regular time intervals to improve and develop it. It is related 

to teaching and learning process which involve look back to what teachers have been 

taught teaching, what students are learning, how it is organized and with what success. 

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

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

relevant role expectation in determining objectives of instruction. Principals must also 
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lead the way in developing in students a positive attitude about learning since the quality 

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

ends (Maslow, 1999). Therefore, it is the responsibility of the principal to provide the 

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

learning process. 

2.6.4. Staff Development 

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

profession expertise through involving in problem solving activities (Dimmock, 1993). 

Promoting teachers professional development, according to Sheppard (1996) is the most 

influential school leadership behavior at both the elementary and high school levels. 

Among the role of an instructional leader is promoting school wide professional 

development. School leaders can playa key role in providing and promoting in-service 

professional development programs for teachers. It is essential that leaders understand 

this aspect of leadership as one of their key responsibilities. They can ensure that teacher 

professional development is relevant to the local school context and aligned with overall 

school improvement goals and with teachers ' needs. To enhance school leaders' capacity 

to promote staff development, policy makers should emphasize the core responsibility of 

teacher professional development and consider devolving discretion over training and 

development budgets to the school level so that school leaders can offer and coordinate 

meaningful professional learning opportunities for all their teachers (Leithwood et aI., 

2006). 

In-service training at school level is one of the means to achieve professional 

development of teachers. The school leaders and supervision committee can deliver the 

training to all teachers of the school. Through the training, teachers could share useful 

ideas and experiences, acquaint with new teaching methodologies and curriculum 

innovations, develop mutual support and stand for common goals. To attain those 

activities, training programs have to be participatory. In addition, programs have to be 

supported by variety of teaching materials. Moreover, sharing experiences and communal 

problem solving activities should be central to the training program. If the use of new 

practices is to be sustained and changes are :0 endure in schools, then teachers need to be 
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able to engage in professional development that is collaborative and meaningful. 

Working collaboratively not only reduces the sense of isolation many teachers feel, but 

also enhances the quality of the work produced. Working as part of a professional 

development community helps focus attention on shared purpose and the goals that lead 

to school improvement and dynamic change,(Harris & Muijs, 2005). 

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

improve teachers performance in the classroom in order to raise student achievement and 

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

teachers performance. CPD is a career long process of improving knowledge, skills, and 

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

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

become policy priorities in many countries. 

2.6.5. Goal Clarification 

According to (Ubben and Huges, 1997) well-advertised goals for schools and classrooms 

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

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

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

and Departmental chair meetings. They communicate them through individual meetings 

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

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

ownership and instructional improvements. Skillful leaders address different learning 

needs of students. 

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

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

communication of school visions and goals, Hoy and Hoy (2003) explain that principals 

have to communicate clear vision on instructional excellence and continuous professional 

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

As Sheppard (1996) made it clear in his study that communication of school goals by the 

principal has a significant positive relationship with teacher classroom innovativeness, 
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which in turn can contribute to school improvement. He found out that, at the high school 

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

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

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

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

and importance. 

Hence, principals are expected to make clear general and specific objectives of 

instructional process in order to have appropriate expectation for achieving and meeting 

the set goals because teachers and students accept and follow focus attention on key 

aspects of the schools vision and cornnlll11icate the vision clearly and convincingly. 

2.6.6. Supervising and Evaluating Instruction 

Various writers' defined supervision in different ways. Typically supervIsIOn is the 

activity carried out by instructional leaders that oversee the improvement of instructional 

process progress of learners, and professional development of teachers and school 

development in general. Haughty and McEwen (1992) defined supervision as general 

leadership function that coordinates and manages those school activities concerned with 

learning. They emphasize instructional supervision as fundamental component of 

instructional leadership, viewing this role as imperative to improve instruction and 

students achievements. They are also pointed out that there is general agreement among 

writers that, the focus of instructional supervision is the enhancement of students learning 

but it is in the practice that they differ. Eye and Netzer (1985:23) further states that 

supervision as a phase in school administration that mainly focuses on the provision of 

instruction in the classroom to achieve educational standards formally set. 

Weber (1996) also proposed that observations are opportunities for professional 

interaction. These interactions provide professional development opportunity for both the 

observer and the one being observed. Generally, the task and functions of instructional 

leadership are used at the school level to improve the quality of education, teachers and 

instruction and create well educated citizens at all levels. 
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2.6.7. Creating Conducive and Healthy School Environment 

According to Weber (1996), healthy school environment for teaching and learning reflect 

confidence, trust and mutual respect for cooperation between staff, students, 

govenUl1ents, parents and wider conununity is essential for purposeful effort and 

achievement. Best school leaders encourage good working relationship and overcome the 

worst effects by contrasting on developing positive environment, high achievement and 

progress. 

Murphy, (1990) also indicated that good school leadership advocate, nurture and sustain 

school environment and instructional program conducive to students' learning and 

professional growth. In schools with such atmosphere principals treat all individuals with 

dignity and respect; make decisions based on data from stockholders, skilled on problem 

solving and conflict resolution, finally flexible in dealing with students learning needs. 

According to MOE (2006) parents can play an important role in improving and 

maintaining the school, including the classrooms, the sports field, the tree plantations, the 

vegetable gardens, the nursery, etc. this can be particularly important if parents feel that 

their contributions of knowledge, contribute to a building fund, to enable schools to 

increase their classrooms. This is usually done through a monetary contribution. 

2.6.8 Utilization of Resources 

Ubben and Hughes (1997:304) stated clearly that, Resource is the means of the end. They 

matter in terms of the schools improvement and long term effectiveness. In most research 

findings the role resources is evidence for providing quality education. In other words 

improperly utilization of resources (Financial, physical or human) can be a serious 

obstacle to principals' capacity. 

2.6.9 Decision Making 

Decision making is process of choosing a course of action from two or more alternative 

(Robins 1989:62, Nwankwo, 1982:80). For this matter individuals or organization make 

decision in their everyday life to achieve intended goals. The process of decision making 

in school principals is a strong factor in detennining the nature of leadership the level of 
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authority, the span of control, the degree of participation and cooperation, and the level of 

supportiveness the possibility that decisions will be. To make effective decisions several 

steps should be involved that are necessary to come up with rational decision (Guthrie, 

J amees W. 1991 :241). Perfect infonnation, rationality of decision maker, multiple goals 

communication and common sense performance and evaluated to arrive at correct 

decisions. 

As (MoE 2002) stated in the concept paper of principals the first and for most for the 

personal who is working in administrative line is making effective decision. As Gorton 

(1987: 1 02) explained "To make effective decision one should collaborative with 

necessary bodies from the upper echelons and on the other hand with subordinates 

sometimes with students. Some principal's familiar with directive decision making 

approach by which principals more collecting information. Others exercise consultative 

decision making to get the idea of their subordinates even other encourages participative 

decision making. In this practice the principals share the problem to subordinate and both 

of them discuss and analyze the issue jointly. This attitude develops mutual trust and 

generates strong feeling and job satisfaction. To make effective decision, the principals 

should know not only the alternative but also the type and effective of the decision to be 

made. 

2.7 School Principal Standards and Their Domain 

Principals are the leading educational professionals in the school. They inspire students, 

staff and members of the community to continuously enhance the learning of all. 

Principals network and collaborate with a wide range of people to secure the best possible 

learning outcomes and wellbeing of all students. They are skilled at establishing and 

maintaining professional relationships and structures. Principais are able to embrace 

uncertain, complex and challenging contexts and work with others to seek creative and 

ilillovative solutions that support quality outcomes for all. 

The term standard has been used with different meanings 111 different contexts and 

countries, generating some confusion. Sometimes it is used as synonym of goal, while on 

other occasions it is used as the criteria to judge whether a particular performance can be 
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considered appropriate or even to denote the descriptors of levels of progress in a 

particular domain. In the United States the expression standards has been used to define 

syllabus or curriculum. It is also commonplace to hear claims about the need to raise 

standards (meaning that learning outcomes should be improved). In the professional 

domain (standards for teachers and school leaders) and in some European or French 

speaking countries, the term competence is used more frequently instead of standards, but 

both terms imply very similar meanings (Avalos, 2005). Given these mUltiple meanings 

and usages of the word, it is helpful to consider the definition of terms such as content 

standards or performance standards. 

Standards can be understood as definitions of what someone should know and be able to 

do to be considered competent in a particular (professional or educational) domain. 

Standards can be used to describe and communicate what is most worthy or desirable to 

achieve, what counts as quality learning or as good practice. Standards can also be used 

as measures or benchmarks, and, thus, as a tool for decision-making, indicating the 

distance between actual performance and the minimum level of performance required to 

be considered competent. In other words, standards can be understood as defining the 

dimensions of performance or the domains of learning that are valued and that are worthy 

of being promoted, but they can also be used to assess if what is valued is actually being 

achieved or not. Thus, standards can be used in the sense of a banner or flag and also as a 

yardstick or as a measuring tool. 

According to Kleinhenz et al. (2007, p.46), a full definition of standards requires three 

components if they are to be used as measures: First, content standards, which define 

what is valued (in learning, teaching or school leaders' performance). Second, the 

definition about how to assess the achievement of content standards, in other words, the 

rules under which evidence is to be gathered in order to assess teaching or learning. And 

lastly, performance standards, which indicate how well someone has to perform to be 

considered competent in the domain defined by the content standard. The definition of 

SPS is based on the vast existing research on the effect of leadership in the quality of the 

school process and outcomes (Waters et aI., 2005; Louis et ai., 2010). Principals' 

leadership is the second most relevant intra-school factor for the quality of an educational 
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institution, and that its influence is larger where it is most needed: in disadvantaged social 

contexts. The inclusion of this dimension also reflects an economic element in 

educational policy; namely, affecting a small group of people (school principals) would 

subsequently impact a greater number (teachers) who, in turn, Vo'Quld directly affect the 

final beneficiaries of the system (the pupils). 

2.7.1. The Purpose of Standards for Principals' Capacity 

The function of standards for principals is conceptually not very different from that of 

teaching standards or learning standards. In a broad sense, standards for principals define 

what they must know and be able to do in the realms of their competence, hence guiding 

their work and outlining the goals that principals are expected to reach. Most countries 

perceive capacity standards for school principals as a strategic tool for the improvement 

of quality of education. Once this general purpose has been outlined, there is some 

variability regarding the specific objectives each standards-based policy defines (Centre 

of Study for Policies and Practices in Education, 2013, p.S6). The most frequently 

mentioned are: Specifying the functions of school principals: these allows to clarify and 

to align expectations around the principal's role, to organize the array of policies that 

address the principal ' s function as well as to progress towards the professionalization of 

principals by defining common codes. This clarification also defines what the principal's 

function does not involve, to make it clear more fully to its limits. 

Guiding professional development: standards can be a useful frame of reference in the 

formulation of professional development strategies for principals. There are basically two 

ways this is done. The first, adopted in education systems in giving guidelines for 

professional development, which can be assumed by principals at an individual level, by 

educational administrators through the definition of professional development plans as 

well as by training centers, which design their programs considering the standards. The 

second, more prescriptive way is structured training for principals, which defines 

compulsory curricular contents and minimal teaching methodologies. Defining criteria 

for assessment: standards are a parameter against which principal performance can be 

assessed. There are two possible approaches to evaluation. On the one hand, evaluations 

can serve to certify principals. Such an approach is often linked to compulsory 
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participation in highly structured training programs. On the other hand, evaluations 

designed at the local level can serve the narrower aim of enabling school administrators 

to manage performance and professional development of principals. Guiding the 

selection of principals: though specialized literature highlights, there were no policies 

defining the direct use of standard in the selection of principals. Rather, school principals 

are selected by local administrators (districts or school councils) in accordance with their 

own recruitment criteria. This can be through a voluntary nomination process. In some 

cases, the fulfillment of the standards may be a pre-requisite for the qualification of the 

principal; that is, a previous step to participating in selection processes. 

2.7.2. Domains in the Standards for School Principals 

Regarding the contents of the standards proposed by the different educational systems in 

different countries, it is possible to identify several conmlOn elements, which in turn, are 

usually consistent with what is proposed in the literature. Though the list of standards 

associated to the carrying out of professional tasks is long, all of them can be found in 

several of the education systems that have been analyzed. The standards, categorized in 

five competencies, correspond to what the literature has frequently identified as effective 

leadership practices (Centre of Study for Policies and Practices in Education, 2013, p.66). 

The first elements of standard can be identified, here grouped as to establish a guiding 

mission, which refers to the need for a common aim oriented to improvement and 

aligning interests and expectations towards this goal. 

The second important elements of standard refer to the organizational conditions required 

in order to carry out the mission successfully and the role of the principal in this regard. 

These elements address issues like resource allocation, time management, structuring of 

the organization according to the mission, among others. The promotion of an 

organizational culture that is oriented to improvement and favors collaborative work are 

other elements. Within this same competency, there is also a set of elements that refer to 

the role played by the principal in the linking of the school with opportunities and 

resources found in the surrounding environment, including family, community 

organizations, public assistance institutions, other similar schools, governmental 

institutions and other key stakeholders. 
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The third elements of standard are related to issues of school-based harmony. They aim 

mainly to ensure an environment of security and well-being, which underpins good 

organizational performance to secure student learning. In this regard, the ability to 

resolve internal conflicts that arise within the school and ensure the fulfillment of the 

special individual needs of pupils and community members are relevant skills. 

Fourth, the capacity of the principal to promote and guide professional development and 

leadership within the school is also highly relevant. In this sense, it is part of his or her 

function to intellectually motivate teachers and the community and promote a human 

resources system that is based on defined systems of control and promotion. 

Lastly, within this type of standards, the pedagogical role of the principal is important. In 

this competency, follow-up of school processes associated with learning, which, in turn, 

implies continuous monitoring of the students ' and teachers' performance and analysis of 

available information and evidence are particularly relevant. It is also part of the 

principal's role to promote the use of pedagogical strategies to improve learning and 

technologies that improve teaching. And also according to CSPPE, (2013, p.69) there are 

four behavioral competencies. These correspond to the overarching qualities school 

leaders must possess in order to effectively fulfill their work. 

The first behavioral competency refers to the capacity of principals to manage change. 

Principals are expected to be highly adaptable to respond to changes in context or policy 

environment. The second competency refers to the principal's capacity to communicate 

clearly and be open to listen to others to benefit from their feedback. The third 

competency refers to the values the principal needs to possess and the way they must be 

applied within the school. Additionally, it is expected that the principal to model school 

values, becoming an example of moral and professional performance. Lastly, the 

principal must be up to date on the research on effective teaching and learning practices 

and able to incorporate them in the decision-making processes within the school and as a 

guide for his or her daily work. Then generally most countries' SPS like Colorado, 

Australian, British, Ohio, Illinois, and Emirate; integrate their SPS in to five general key 

professional practices. These five key professional practices are considered as the 

competencies of their SPS. They are; leading teaching and learning, developing self and 
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others, leading improvement, innovation and change, leading the management of the 

school and engaging and working with the community. 

2.8 School Principal Standards in Ethiopia 

The Government of Ethiopia has given a high priority to quality improvement of 

education at all levels. The ETP (1994) put special place, among other components, for 

the quality of education. The policy stipulates clearly that educational management will 

be decentralized to create the necessary condition to expand, enrich and improve the 

relevance, quality, accessibility and equity of education and training. To address this 

issue, MoE has developed a GEQIP that comprises six programs. The growth and 

Transformation Plan of Ethiopian has also forwarded that improving and ensuring the 

quality and efficiency of education at all levels will be an important priority. An 

increasing body of research suggests that the quality of the principal's leadership is a 

significant factor in student achievement in quality education. The quality of education 

depends on, among others, the presence of competent and committed school principals. 

This can be ensured by developing appropriate and relevant standard for the principals 

and letting them pass through the assessment processes to meet the set standard. Aware 

of these facts, the Ministry of Education prepares standard for school principals that 

ensure their continuous endeavors to meet the set standard. 

2.8.1. Rationale for the School Principal Standards of Ethiopia 

The set off professional standards for teachers and educational leaders is part of the 

government' s plan for developing and maintaining the quality of teaching and leadership, 

and improving learning outcomes for students. The implementation of teachers and 

education leaders licensing and re-licensing system on the basis of meeting appropriate 

professional standard is a policy matter described in the MoE's policy documents. For 

instance, The Ethiopian Teachers' Development Guide line !Blue Print! addresses 

licensing and re-licensing of teachers and educational leaders will be introduced in the 

system and implemented by ensuring that the professionals meet the set standard that will 

serve as a guarantee for them to continue in the profession (SPS, MoE, 2013, p.I). 
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The set off standard is closely tied with maintaining the quality of education. It is very 

difficult, if not impossible, to try improving and maintaining the quality of education 

without having the set of clear standard and continuous assessment undertakings. The 

professional standard reflect Government's interest in ensuring that students have 

opportunities to learn from high quality professional teachers and schools are lead and 

managed by high quality professional principals. So, the development of this standard 

and subsequent assessment of school principals is believed to have strong effect in 

improving the quality of education at different levels (SPS, MoE, 2013, p.l). 

2.8.2. Purpose of the School Principal Standards of Ethiopia 

The SPS of Ethiopia has been developed to define the role of the principal and unify the 

profession in the country, to describe the professional practice of principals in a common 

language and to make explicit the role of quality school leadership in improving learning 

outcomes. SPS describe the important knowledge, skills and attitudes that all principals, 

are expected to demonstrate (MoE, 2013, p.2). 

The Professional Standard for school principals is designed to include Preprimary, 

Primary and Secondary School Principals. It is intended to help schools understand the 

requirements for integrating the SPS into their existing performance management 

systems. 

According to MoE, (2013) this standard will mainly serve the following purposes: serves 

as a guide for school principals as they are continually reflect upon and improve their 

effectiveness as leaders throughout all of the stages of their careers; assists in attracting, 

developing and supporting aspiring and practicing principals; leads learning by providing 

a framework for professional learning, guiding self-reflection, self-improvement and 

development, guiding the management of self and others; assists higher education 

programs in developing the content and requirements of leadership training programs; 

focuses the goals and objectives of the Woreda as they support their schools educational 

leaders; serves as a tool in developing coaching and mentoring programs for principals; 

and serves for certification and approval of professional development. 
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2.8.3. Levels of Principals in School Principal Standards of Ethiopia 

The SPS of Ethiopia comprises of three levels namely; Beginner Principal, Proficient 

Principal and Lead Principal. The indictors for these levels are developed to show the 

performance at three levels. The levels are assumed to be based on the growth and 

advancement of their responsibilities throughout their span of careers. The levels are 

described as follows (SPS, MoE, 2013, p.4). 

Beginner Principal: at this level, principals demonstrate knowledge of the skills and 

abilities needed for minimally effective leadership. They are in the process of refining 

their skills and understandings to fully integrate their knowledge and skills. They monitor 

the sihlations in their schools and respond appropriately. 

Proficient Principal: at this level, principals effectively integrate the knowledge, skills 

and abilities needed for effective leadership. They are fully skilled professionals who 

demonstrate purposefulness, flexibility anJ consistency. They anticipate and monitor 

situations in their classrooms and schools, and make appropriate plans and responses. 

Lead Principal: at this level, principals use their strong foundation of knowledge, skills 

and abilities to innovate and enhance their schools, and Woreda. They are leaders who 

empower and influence others. They anticipate and monitor situations in their schools 

and effectively reshape their environments accordingly. They respond to the needs of 

their colleagues and students immediately and effectively. 

2.8.4. Organization and Structure of the School Principal Standards of Ethiopia 

This standard format is adapted from the Federal TVET Agency occupational standard 

document and has a unit of competence which comprises units of elements and 

performance criteria. Each standard encompasses elements that describe what principals 

should lmow, think and do. The performance criteria (indicator) place an emphasis on 

how each element is observed and measured. Beside this it shows the knowledge and 

skills to be practiced. The standard also incorporates evidence guides that provide 

information to the assessors how each uni~ of competence may be demonstrated. SPS 

framework contains unit of competency, elements, performance criteria, evidence guide 

and at the last the three levels of the standards (SPS, MoE, 2013, p.7). 
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2.8.5. The Domains of School Principal Standards of Ethiopia 

The SPS of Ethiopia contain three domains and five competences. The domains are 

school vision and community leadership, instructional leadership, and administrative 

leadership. And the competences are lead and facilitate vision of learning, develop and 

manage school-community relations, lead and manage learning and teachings, lead and 

develop individuals and team, and lead and manage school operations and resources 

(SPS, MoE, 2013, p.l1). 

2.9. Factors Encounter School Principals Capacity 

The leadership responsibilities principals play an important role for the achievement of 

educational objectives. But in carrying out the task of leadership principals, usually face a 

lot of challenges or there are factor that affect their leadership effectiveness. Stressing the 

point different scholars listed different factors that impeded leadership responsibility of 

principals. 

2.9.1 Lack of Training and Skills 

To be influential in discharging their educational leadership responsibilities principals 

need to have skills and training that make them effective and efficient leader. In line with 

this Glatter (1988: 15) state that professional knowledge, skills and attitude have great 

important on the achievement of organizational goals and objectives and lack of skills 

will create an impediment to principals. According to Bennars (1994:258), principals are 

selected from teachers. All of them have barely any leadership experience or prior 

training in school administration and management. Confirming the idea, McEwan, 

(2003: 12) state that while many institutions are restructuring their administration program 

to provide more opportunities to develop leadership skills. In addition to academic 

knowledge, a gap remains between the acade,mic and real world. 

2.9.2 Lack of Resources 

Resource is the means of the end. They matter in terms of the schools improvement and 

long term effectiveness. In research synthesis about practices in high performance 

schools, the finding that ::ole to resources is evidence Ubben and Hughes (1997:304), in 
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other worlds a lack of resourc.e (Financial, physical or human) can be a serious obstacle 

to principal. A principal may want to lead and the situation and expectations of others 

may call for his leadership. But if the resources necessary to implement hislher leadership 

are inadequate, the principals will face a significant impede (Gorton, 1983 :264) 

2.9.3 Impact and Constraining Factors on Duty 

The principal is the one in a school who see the entire program and holds great 

responsibility of hislher school. Confirming the above ideas, Bartch, (in Segiovanni, 

2001 : 13) state that the principals is ultimately responsible for almost everything happens 

in the school and out. Responsibility other than instructional leadership will frequently 

press for principals time and drain his/her energy, leaving himlher with the feeling that 

he/she is spread for thin and even through the principals would like to be an instructional 

leader he/she really does not have the time to function as one. Explaining the above idea, 

sheldes (2004: 111) states that, principals are expected to develop learning communities, 

build the professional capacity of teachers, take advise from parents engage in 

collaborative and consultative decision making, resolve conflict, engage in effective 

instructional leadership, and attained respectively, immediately and appropriately to the 

needs and request of families with diverse cultural, ethical and socio-economic 

background. 

2.9.4 The Personal Quality of the Principals 

The principals own personalities, vision, extent of commitment, human relation skills etc. 

can several to constrain /hamper the exercise of leadership (Ubben and Hughes, 

1997: 1 04). Strengthening this ideas, Gorton (1983 :264) state that if the principal does not 

possess the appropriate personal quality in carrying out leadership responsibilities 

properly. 

2.9.5 Shortage of Time 

Principals are schools representative. They have responsibility over many areas of their 

respective school. Hence they become busy in dealing with these responsibilities the 

whole work days. According to the Ubben and Hughes (1997: 327) a school executive 
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day is characterized by one encounter after another with staff member, students, parents, 

community member, politicians, and others the kind of individuals or sub-groups are 

myriad and diverse, all of whom have questions and requires and problems demanding 

principals time. Thus lack of time, due to variety of task that principals deal with is 

another biggest problem in principal work (McEwan, 2003: 13). 

2.9.6 Teacher- Principals Interaction 

The growth of modern school system in a size and complexity and diversity of operation 

has made the task of human interaction exceedingly difficult but more essential, for the 

enhancement of teaching learning process unless teachers and principals Okumebe 

(1998 :87) have healthy interaction. Permits flexibility and responsiveness to change and 

help to coordinate diverse group efforts towards common organizational goaI.It is 

thinkable to cope up with complex instructional operation. To run this activity the 

principals should be equipped with the necessary technical, human and conceptual skills 

of management as Stoner and Gibbeli (2001:14) stated. The principal's large time should 

be allocated to mutual relationship with teacher, students' parents and superiors. Without 

effective and continues communication it is therefore, very difficult for school Principals 

to secure the purpose ofthe school program (Davis, 1981 :399). 

2.9.7 Motivational Factors 

Motivation is a drive that moves or activities and individual. Dejnozka, Edward 

(1983: 1 05) it is stated earlier specific task area of leadership would vary from one 

situation to another as Adesina (1990: 151 ).The major task area of teaching how to the 

influence the behavior of subordinate to obtain maximum performance from the member 

of the group within the standard condition set forth in the system procedures. In this 

view, in school, realizing workers satisfied is the fundamental task of the school 

principals. Needs and roles in a school have more to do with motivation. 

35 



2.10 Educational Leadership in the Context of Ethiopia 

One of the influential administrative positions in the success of school plans is school 

principal ship. Authors give their own argument with respect to the historical back 

ground of principal ship. Knezevich (cited in Ahmed, 2006), the origin of principal ship 

can be traced back to 1515 in the time ofJohann Strum of USA. The position developed 

from classroom teachers with few administrative duties to principal teacher and then to 

supervising principal. 

Throughout Africa, there is no formal requirement for principals to be trained managers. 

They are often appointed on the basis of a successful record as teachers with an implicit 

assumption that this provides a sufficient starting point for school leadership. In Kenya, 

for example, "deputy principals as well as good assistant teachers are appointed to the 

leadership without any leadership training. But good teaching abilities are not necessarily 

an indication that the person appointed will be a capable educational leader" (Kitavi & 

Vander Westhuizen, 1997). 

In the history of Ethiopian education system, principalship traces its ongm to the 

introduction of Christianity in the ruling era of king Ezana of Aksumite kingdom; around 

the fourth cenhlry A.D. Teshome (cited in Ahmed, 2006) stated that Ethiopia for a long 

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

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

Menelik II School. According to Ahmed (2006) the history of principalship in Ethiopia 

was at its early age was dominated by foreign principals. In all government schools 

which were opened before and after Italian occupation, expatriates from France, Britain, 

Sweden, Canada, Egypt and India were assigned as school principals. 

Soon after the restoration of independence, late 1941, education was given high priority 

which resulted in opening of schools in difterent parts of the country. At a time, most of 

the teachers and principals were from foreign countries such as the UK, USA, Canada, 

Egypt, and India (I CDR, 1999). 

According to MoE (2002), prior to 1962, expatriate principals were assigned in the 

elementary and secondary schools of different provinces of Ethiopia during the 1930's 
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and 1940's. During this time, the principal~hip positions were given to Indians, because 

of their experience in principalship. 

In 1964, it was a turning point that Ethiopians started to replace expatriates. According to 

Teshome (cited in Ahmed, 2006) this new chapter of principalship began with a 

supervising principal. Such a person was in charged not only for a single school but also 

for the educational system of the community where the school was located. 

The Ethiopian school heads were directly assigned in elementary schools without 

competition among candidates. After 1960 it was a time that Ethiopians who were 

graduated with BAfBSc degree in any field were assigned as principals by senior officials 

of the MoE. The major criteria to select them were educational level and work experience 

(MoE, 2002). However, in the first, few decades of 1960's graduates of B.A degrees in 

pedagogy were directly assigned in secondary schools. On the other hand, career 

structure promotion advertisements which were issued from 1973 - 1976 showed that 

secondary school principals were those who held first degree, preferably in educational 

administration ( EdAD) field. In addition to these teachers who had experiences as a unit 

leader or department head were candidates for principalship. 

But in Ethiopia most principals were appointed by the government without enough 

training, experience and development in leadership. School principals had been political 

appointed by major problems of schools in instructional leadership are: lack of 

professional training for principal ship, lack of required qualification and commitment in 

making maximum use of environment resources and negative attitude toward leadership. 

This shows that instructional leadership as professions has been given little attention. 

To sum up, considering education as key elements for economic, social and technological 

development, many countries invest substantial amount of their national resources for the 

improvement of their education. Similarly the government of Ethiopia recognizing the 

role of education in developing the country economy, the ministry of education has 

placed great emphasis on professional development for school principals, vice principals, 

department heads, teachers as well as officers in charge of education at different levels. It 

was thus being fully aware of the importance of school in its blue print (MoE,2007) 
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acknowledged that educational leadership are professional by their own with established 

theories and practices and indicated that those who assumed these roles should be 

equipped with the necessary knowledge and skills to exhibit proper professional ethics 

that are necessitated at school levels. 

Currently, the ministry of education also evidently stated in education sector development 

four (ESDP IV) that although the decentralization reforms have been implemented and 

important responsibilities have been transferred to the woreda offices and school 

functioning also needs further improvement in particular concerning school leadership 

(MoE,2012:10) 
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CHAPTER THREE 

3. THE RESEARCH DESIGN AND METHODOLOGY 

This chapter deals with the research approaches of the study; research design of the 

shldy; sources of data; population, sample and sampling teclmiques; instruments of data 

collection; procedures of data collection; pilot test and method of data analysis. 

3.1 Approaches of the Study 

The researcher was preferred to employ qualitative and quantitative dimension over other 

methods as it enables to make investigations with predictions, narrations of events, 

comparisons, and drawing of conclusions based on the information obtained from 

relatively large and representative samples of the target population. A survey research 

was important to collect detailed descriptions of existing phenomenon with the intent of 

employing the data to justify current conditions and practice. 

Descriptive survey method was used. This design was selected on the assumption that it 

helps to gather enough information on the issue under study. The descriptive survey 

research design was seen to be the most desirable because the study sought to describe 

the current leadership capacity of principals of secondary schools. In addition to this, 

survey is well-known design that can be used to gather a lot of information from large 

respondents in a short period of time. Because of the given time constraints and the 

financial resources available, the researcher decided to use the survey research design. 

3.2 Sources of Data 

Data were collected using two sources: primary and secondary. The primary sources of 

the study were key informants from the zone including Woreda educational office heads, 

supervisors, principals, vice principals, department heads and teachers of the secondary 

schools. Those in the managerial position were contacted for information sources for the 

reason that they are directly involved in the practices of schools leadership. Teachers 

were taken as source of information for the reason that they were direct beneficiaries of 

the service delivered. In addition, information was collected from Secondary which 

includes documents mainly focused on records and minutes concerning the school 

leadership support in the secondary schools. In addition to this, other relevant documents 
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of the schools such as brochures that state the VISIOn, miSSIOn, goals, and manuals 

prepared for training purposes. 

3.3 Population, Sample and Sampling Techniques 

The determination of the population and sample of schools was based on the annual 

statistical report prepared by North Shoa Education Office in 2015116 unpublished. 

According to this report there were 13 Woredas and 254 Woreda Education Officers· 36 , 
secondary government Schools; 1,075 secondary schools' teachers were under the Zone 

Education Office. Since the number of schools is very large, among the thirteen Woredas 

for the target populations three woredas were selected by simple random sampling by 

writing their names on piece of paper as Lottery method which was 30% of the total 

Woreda in order to give equal chance in the study. 

The randomly selected Woredas were Jida, Wachale and Girar-Jarso Woredas. Under 

these Woredas there were 7 Secondary Schools: And again from each Woreda two 

secondary schools, a total of six (85.7%) schools were selected by using simple random 

and purposive sampling techniques. The schools included in the study were: Shanbal 

Abebe Bikila and Ayida Secondary schools (from Jida Woreda), Muke Turi and Wabar 

school (from Wachale woreda) , Abdisa Aga and Fitche Secondary Schools (from Girar 

Jarso Woreda). 

Regarding respondents, among the six schools, 78 (52%) out of 150 teachers were 

selected using random sampling technique. And 18 (60%) out of 30 department heads 

were chosen using simple random sampling technique, specifically lottery method. 

Lottery method was used simply by writing the name of department heads in piece of 

paper and drawing 3 from each school to get the required sample. All 6 vice principals 

and all 6 principals were selected based on purposive sampling technique. This is because 

it gave the researcher a chance to get more relevant and resourceful individuals (Bogden 

and Biklen, 2007). On top of this, three Woreda's education office heads and three 

Woreda's supervisors were also purposefully selected and interviewed in this study. 

Therefore, the subjects of the study include 78 teachers, 12 principals, 18 department 
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heads 3 Education Office h d d 3 W . , ea s an oredas supervisors and a total of 114 sample 

respondents were selected. 

Table 1: Target Population and Sample Size 

Types of Target Samples Samples Sampling Data gathering 
respondents population taken in techniques instruments 

percent 

Teachers 150 78 
(%) 
52% Random Questionnaires 

sampling 

Principals 6 6 100% Purposive Questionnaires 
sampling 

Vice-principals 6 6 100% Purposive Questionnaires 
sampling 

Department 30 18 60% Random Questionnaires 
heads sampling 

Woredas ' 3 3 100% Purposive Interview 
Supervisors sampling 

Woredas ' 3 3 100% Purposive Interview 
Education sampling 
office heads 

Total 198 114 57.6% 

3.4 Data Gathering Instruments 

Three instruments were used in the process of gathering the necessary data for the study. 

These are questionnaire, semi-structured interview and document analysis. 

3.4.1 Questionnaire 

The first data collecting instrument used in the study was the questionnaire. Self­

developed questionnaires were prepared based on review literatur<! with English language 

and distributed for 78 sample teachers and 30 leaders (principals, vice principals and 

department heads) who have been purposefully selected as information sources at a 
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glance. Questionnaire was decided to be used in collecting the data because the numbers 

of respondents in these four groups were large. Open ended questions were included 

because it gave respondents a freedom to give their extended views on the issue. Close 

ended questions were used for their easiness in tabulation, objectivity and suitability to 

keep respondents on the subjects of discussion. Responses from participants were taken 

using Likert Scale method of rating and the respondents were expected to express their 

degree of agreement on five point scale that was relevant to the issues. Thus, 

questiOimaire containing both open and close ended questions were carefully selected and 

presented to respondents under four subsequent sections: background information, school 

principal standards, roles of leadership, practices and challenges on capacity of secondary 

school leadership. 

3.4.2 Interview 

Interview was the second important data gathering instrument in this study. This data 

gathering instrument was selected with the belief that deeper information was obtained on 

issues critical to the study underway. It was also used to cross-check the responses 

obtained through questionnaire and it let the interviewee to express herlhis feeling freely 

and knowledge of people in a program in depth (Best and Kahn, 2003). In order to obtain 

deeper information related to the practices of leadership capacity in the study area, a semi 

structure interview was held with two groups of respondents: three woreda supervisors 

and three Woreda Education Office Heads were interviewed to reflect on some guiding 

questions related with the standards, practices and challenges of school leadership 

capacity in the study area through recording independently. These two groups of 

respondents were selected for interview in the ground that more information can possibly 

obtained from them due to their position in the leadership and daily engagements in the 

core activities of leadership. In addition it was believed that they were very close to the 

day to day practices and challenges exist in the schools. 
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3.4.3 Document Analysis 

Document analysis was the other essential data collecting tool. Various documents 

including school performance reports, guidelines of the MoE, minutes that show what 

leadership decisions made and discussed, and records were explored in the process of the 

study. It was believed that the data obtained in this method was used to validate and 

substantiate the information gathered by the questionnaire and semi-structured interview. 

3.5 Procedures of Data Collection 

First, the researcher visited the Woreda edu.:ation office and discussed the purpose of the 

research showing the letter of cooperation from Addis Ababa University and asked the 

Woreda education office to write a letter to Secondary school in their Woreda. Then the 

researcher visited the school director and vice-director and discussed the purpose of the 

research with principals and vice-principals showing the letters from the University and 

the Woreda education Office which later their copies distributed to each department 

heads. Then the researcher clarified the objective of the research, and asked whether the 

respondents are willing to the interview or not. After that the researcher was used semi 

structured interview so as to let the interviewee to express herlhis feeling freely, let the 

researcher use the ideas from other source (in contrast to the well-structured one)and at 

the same time more convenient for analysis purpose than unstructured 

interview(Wragg,2002). The researcher also distributed the questionnaires to the 

respondent teachers and School leaders after he selected them and give enough time to 

fill out the questionnaires. 

3.5.1 Pilot Test 

Validity is based on the view that it was essentially a demonstration that a particular 

instrument in fact measures what it suppose to measure (Louis et al. 2007). In order to 

ascertain the validity of instruments in this study, expert opinion was sought from the 

principals, supervisor and teachers features on, content, format of the questionnaires and 

helped to identify errors and offer the opportunity to modify and improve the instruments. 

Then, appropriate corrections were made on some terminological words and sequences of 

the instruments. 
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And also reliability accord' t L . . . , mg 0 OUlS et al. (2007), IS a measure of consIstency over 

time and over similar samples A I' bl . . . . re la e lllstrument for a pIece of research would YIeld 

similar data from similar respondents over time. Fraenken and WaJlen (2003), reported 

that reliability refers to the consistency of the scores obtained how consistent they are for 

each individual from one administration of an instrument to another and from set of item 

to another. Relatively speaking the more reliable a test is the more valid the data. To 

measure the consistency of the results from the research, a pilot study was carried out in 

secondary schools of "Fitche Kutir 2" that did not participate in the actual study. The 

participants in the pilot test were 2 principals, 10 teachers and 3 department heads. Then 

after, all instruments of the main study were administered by the researcher and collected 

immediately. 

3.6 Method of Data Analysis 

After the collection (gathering) of data fron: the respondents, the next step was analyzing 

of the given data by using tables, according to similarities of issues raised in the 

questionnaires. Depending on the nature of the variables quantitative as well as 

qualitative data analysis method was used. To begin the analysis, first respondents were 

categorized under different groups in terms of the practices that they have in leadership 

activity. Then, different characteristics of respondents were analyzed by using frequency 

and percentage. Secondly, the quantitative data obtained through Likert Scale in 

questionnaires were organized and tabulated around the sub-topics related to the research 

questions. Descriptive statistics like arithmetic mean, weighed mean and average mean 

were calculated for those items prepared in Likert type of scale and analysis were done. A 

five point Likert Scale ranging from extremely high to extremely low were used for the 

sake of data gathering on the questionnaires. That was: 5= extremely high, 4=high, 

3=medium, 2=low and 1 = extremely low. But for the case of suitable for analysis, the 

researcher categorized the five Likert scale under three sections; extremely high and high 

as high to indicate effective implementation of each item in the school and medium 

presents an average implementation. Similarly extremely low and low as low to indicate 

ineffective implementation of the items in the task. Depending on the above statistical 

teclmiques an average point of decision was set under three categories as highly 
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performed, moderately performed and poorly performed. Accordingly, Mean value/ 

Weight meant average mean point ~4= highly performed, 3.00 - 3.99=moderately 

performed, and<3.00= poorly performed. F;nally the qualitative data that were collected 

through interviews and document analysis were analyzed through narrations of events. 

3.7. Ethical Considerations 

Efforts were made to make the research process professional and ethical. To this end, the 

researcher was try to clearly inform to the respondents about the purpose of the study i.e., 

with the sole purpose for academic. As he introduced its purpose in the introduction part 

of the questiormaire and interview guide to the respondents, he confirmed to subjects, 

confidentiality was protected. The participants made to tmderstand what were explained 

and given the opportunity to ask questions and have them answered by the researcher. 

The informed consent document was written in clear language, avoiding any technical 

terminology. The participant's consent to participate in the research made voluntary, free 

of any coercion or promises of benefits unlikely to result from participation and no group 

disadvantaged by being excluded from consideration. In doing so, first the researcher set 

out with official letter that had written from Addis Ababa University Educational 

Planning and Management Department to the Zone education office, Woreda Education 

Office and to sample secondary schools. Thr.:n the researcher explained the purpose of the 

study to the school principals to get permission to accomplish the work and finally to 

start the study the researcher was introduced the objective and advantage of the study to 

the respondents to obtain their voluntarily participation; and also informed the 

information gained from the respondent, data obtained from the document and others has 

been kept confidential. 
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CHAPTER FOUR 

4. PRESENTATION, ANALYSIS AND INTERPRETATION OF DATA 

This chapter deals with presentation, analysis and interpretation of data obtained from 

teachers, department heads, principals, vice principals, and beads of WEOs. The study 

employed questionnaires for teachers, department beads, vice-principals and principals, 

and interviews with heads of WEOs and Supervisors. Besides, additional information was 

gathered through document analysis. Thus, (he quantitative as well as qualitative analysis 

of data was incorporated in to this chapter. The qualitative part was supposed to be 

complementary to the quantitative analysis. The study covered six Secondary schools of 

North Shoa Zone namely; Shambal Abebe Bikila, Ayida, Muke Turi, Wabari ,Abdisa 

Aga and Fiche Kutirl Secondary schools. A total of 108 questionnaires were prepared 

and distributed for 78 sample teachers and 30 instructional leaders (principals, vice 

principals and department heads,) who have been purposefully selected as information 

sources. 

All the questionnaires (100%) that were distributed to the teachers and instructional 

leaders were filled out and returned to the researcher. In addition, to supplement the 

information gathered through questionnaire, interviews were held with three WEO heads 

and supervisors, and also information from document analysis was used to triangulate the 

data obtained. In analyzing the data of the study, different statistical techniques and 

procedures were used. Initially, the data collected through questionnaire were coded and 

inserted in to Microsoft Office Excel for analysis. Then the means for the two groups of 

respondents (leaders and teachers) were identified and analysis was done using 

frequency, percentage, mean value, weight- mean and the average means of the two 

groups' respondents. 

Hence, mean value was used to analysis the average value of a single group of 

respondents (teachers or leaders) response on a single item under a given dimension; 

weight-mean was used to analysis the average value of a two group of respondents 

(teachers and leaders) response on a single item under a given dimension and the average 

mean was used to analysis the aggregate va:ue of each group of respondents (teachers or 
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leaders) response on the whole items under a given dimension to determine the 

existence/implementation of the different instructional leadership capacity in 

transforming the Secondary schools of the Zone. A five point Likert Scale ranging from 

extremely high to extremely low be used for the sake of data gathering on the 

questionnaires. That is: 5= extremely high, 4=high, 3=medium, 2=low and 1= extremely 

low. But for the case of suitable for analysis, the researcher categorized the five Likert 

scale under three sections; extremely high and high as high to indicate effective 

implementation of each item in the school and medium presents an average 

implementation. Similarly extremely low and low as low to indicate ineffective 

implementation of the items in the tasks. Depending on the above statistical techniques an 

average point of decision was set under three categories as highly performed, moderately 

performed and poorly performed. Accordingly, Mean value/ Weight mean! average mean point 

2:4= highly performed, 3.00 - 3.99=moderately performed, and<3.00= poorly perfonned. 

To examine the difference of the views of the two groups of respondents (teachers and 

instructional leaders) up on the questionnaires mean difference were calculated. 

Items involved in the questiOlmaires were classified in to two major categories. The first 

category dealt with general background information of the respondents, while the second 

part has treated specific issues of the study. Hence, this leads to l!Se different approaches 

in treating or analyzing the data from the two categories questions. Therefore, frequency 

and percentages were used for the analysis of characteristics of respondents. On the other 

hand, mean, weight- mean and the average means and mean difference were used for the 

analysis of specific items. Therefore, in the first part of the analysis, the characteristics of 

the respondents in relation to their age, sex, education level, qualification, work 

experience and the position they hold currently were tabulated and analyzed as indicated 

under table 2 below. 
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4.1 Demographic Characteristics of Respondents 

Table2: Demographic Characteristics of Respondents 

Items Category Teachers No - 78 Leaders-30 Offic Total 
No 

heads&superviso 
rs=6 

I No % No % No % IN % 
Sex a. Male 56 71.8 23 76.7 6 100 85 74.6 

b. Female - - 29 ~5.4 22 28.2 7 23.3 
Total 78 100% 30 100% 6 100% 114 100% 

2 a. 18-20 years 2 2.6 - - - - 2 1.8 
Age b. 21-30 years 36 46.7 6 20 - - 42 36.7 

c. 3 1-40 years 31 39.7 15 50 - - 46 40.3 
d. 41-50 years 8 10.2 7 23.3 6 100% 21 18.4 
e. 51-60 years I 1.3 2 6.7 - - 3 2.6 
f. 61 years & above - - - - - - - -

Total 78 100% 78 100% 6 100% 114 100% 
3 Academic a.12+2 diploma I 1.3 - - I 16.7 2 1.8 

Qualify. b. SA/SED/SSC 77 98.7 30 100 5 83.3 112 98.2 
c. MA/MSC - - - - - - - -

Total 78 100% 30 100% 6 100% 114 100% 

~ Subject a.Edu. Llship 3 3.8 I 3.3 - - 14 3.6 
b. Natural science 36 46.2 13 43 .3 2 33.3 51 44.7 
c. Social science 25 32.1 12 40 3 50 40 35 
d. Language 14 17.9 4 13.4 1 16.7 19 16.7 

Total 78 100% 30 100% 6 100% 114 100% 
5 a. 1-5 years 23 29.5 5 16.7 - - 28 24.6 

Service b. 6-10 years 33 42.3 9 30 2 33 .3 44 38.6 

c. II-IS years 14 17.9 10 33.3 3 50 27 23 .7 

Year d. 16-20 years 4 5.1 I 3.3 I 16.7 6 5.3 

e. 21-25 years 2 2.6 I 3.3 - - 3 2.5 

f. 26-30 years 2 2.6 4 13.3 - - 6 5.3 

g. 3 I and above yrs - - - - - - - -

Total 78 100% 30 100% 6 100% 114 100% 
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As shown in table-2 item 1, 56 (71.8%) of the teacher respondents, 23(76%) of 

instructional leaders (main principals, vice principals and department heads) and all the 

heads of the WEOs and supervisors were males, while the remaining 22(28.2%) of the 

teachers and 7 (23 .3 %) of the instructional leaders were female respondents. According 

to this data, almost 85(74.6%) of the respondents were males and only 29(25.4 %) were 

females in all positions. This show that the females' participation, as compared to their 

male counter parts, hence, very low botl; in the teaching and leadership position at 

secondary schools level. This is not a new finding; rather it has been reported by various 

researchers and organizations who have involved in educational affairs in the country. 

For instance, MoE (2005) witnessed that participation of females in education had been 

low and tills has resulted in lower rate of employment. This could be due to serious work 

load, unreasonable house load, school distance and pregnancy. 

With regard to the age distribution of the respondents as indicated under item 2 of the 

same table, 36 (46.2%) and 31(39.7%) 0fthe teacher respondents, fall into the age ranges 

of 2lt030 and 31 to 40 years old respectively. The remaining 9 (11.5%) of the teacher 

respondents were 41 and above years old . Regarding the instructional leader (main 

principals, vice principals and department heads) respondents, 6 (20%) of them lie in the 

age ranges of 21 t030 years old. On the other hand, the majority15 (50 %) and 9(30%) of 

the instructional leaders respondents age were ranges of 31 to 40 and 41 and above 

respectively and all 6(100%) WEOs heads were between the age ranges 41-50 years old. 

In sum, out of the total respondents (114), the majority (112 / 98.2 %) were 21-30 years 

old and above, whereas the remaining only 4 (3.5%) were under the age ranges of 20 and 

below years old. Therefore, this figure indicates that the majority of the respondents are 

matured enough to provide reliable information with regard to the issue under study. 

Regarding level of education, as shown in item 3 of the above table, the majority of 

teachers and instructionalleaders(main principals, vice principals and department heads), 

77( 98.7%) and 30 (100%) were BAIBSCIBED degree holders respectively; while the 

remaining 1(1.3 %) teacher respondent and1(16.7 %) of the WEO heads were Diploma 

holders. These data imply that a significant number of under qualified teachers, 

instructional leaders and WEO heads are teaching and leading in Secondary school of the 
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zone respectively. In addition, the data shows that the level of education of the majority 

(98.7%) of the teacher respondents was equal to or better than that of school leaders. 

Such a similarity in level of education might be one of the challenges for instructional 

leaders in carrying out their school leadership activities successfully. On the parts of 

heads of WEos, 5(83.3%) of them were BAiBSCIBED Degree holders and the small 

numbers of them (16.7%) were Diploma holders. It may, therefore, be inferred that a 

considerable number of teachers and instructional leaders do not satisfy the standard set 

by the MOE (1996:8) first cycle vice principals and teachers are required to have fist 

degree and requires at least MAiMSCIMED degree for principals, supervisor and 

teachers of Secondary schools. Thus, the placement of individuals in a leadership position 

was on appointment basis rather than on proper educational background or standards. 

Similarly, the interview was also conducted with Woerda Education Office heads and 

supervisors that; what are the criteria you implement for the school principal ship 

position in your woreda? Jida Woerda Education Office supervisor Ato Temesgen replied 

as: 

' .. a minimum requirement for principal position at least r l degree 

for primary schools and 2nd Degree for secondary schools with 

educational Leadership with three years and above service can be 

proposed for a school leadership position among teachers. In 

addition to this it is inevitable that a person for school principal 

position should worth good conceptual and interpersonal skills with 

school community and working staffs. To determine this there is a 

selection assessment depending on the following criteria. Such as: 

1. Aptitude /written/ exam aut of25% 

2. An oral interview exam out of 10% 

3. Service years/Experience/ aut af 10% 

4. Performance appraisal out af 50% 

5. Neatness af document aut af 5% '. 

The above analysis showed that secondary school principal were teachers with 

first Degree in any subject which is below the criteria in level of education and 

in-difference subject. 

50 



, 

Under item 4 of the above table, the teachers, the school leaders (main principals, vice 

principals and department heads), and Heads of WEos were asked to indicate their areas 

of specialization. Accordingly, almost all of the teachers were academic subject area 

graduates and the majority of the school leaders and all Heads of WEos 75(96.2%), 

teachers and 29(96.6%) of school leaders were academic subject area graduates 

respectively; while the remaining 3(3 .8 %) and 1(33%) of them were a graduate of 

EdPM/pedagogical science respectively. As these data show, almost all of the school 

leaders and heads of WEos in the Sec~:mdary schools of North Shoa zone were subject 

area graduates, even though a blue print of Teacher Development Program (MoE, 

2007:30-31) the Secondary school principals are Master of Art degree in Educational 

plmming and Management. This might have its own negative implication on the overall 

success of leaders in the implementation of their respected roles. Similarly, the interview 

was also conducted with Woerda Education Office heads and supervisors that, In your 

opinion, do you think that school administers (principals) who is not qualified in 

educational administration can help teache.rs in teaching - learning process effectively? 

Fiche Administrative town Education Office supervisor Ato Deme replied as: 

' ..... principals qual!fied in educational leadership and other subject 

had signiftcant difference on how to manage the overall school 

stakeholders. Especially those who qualifted in educational leadership 

were better than other in capacity of leading schools. Because by any 

case they deeply know the science of school management, each and 

evelY functions and roles of school managers in better way than 

principals who qualifted in other subject. ' 

Finally, as it can be seen from item 5, of table 2, 5 (16.7%) of the instructional leaders 

(main principals, vice principals and department heads) under 5 years service in their 

current position; while the remaining 25(83.3%) and 6(100%) of the WEO respondents 

have served 6 to 10 years in their current position. This also implies that the principals 

had very limited exposure to school leadership position which could have its own 

negative impacts on their role performances. 
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4.2 Application of school Principal Standards 

Standards can be understood as definitions of what someone should know and be able to 

do to be considered competent in a particular (professional or educational) domain. 

Standards can be used to describe and communicate what is most worthy or desirable to 

achieve, what counts as quality learning or' ~s good practice. Standards can also be used 

as measures or benchmarks, and, thus, as a tool for decision-making, indicating the 

distance between actual performance and the minimum level of performance required to 

be considered competent. Therefore, the most important standards and their 

implementation in the study area such as Lead and Facilitate Vision of Learning, Manage 

Learning and Teaching, Develop Individuals and Teams, Manage School Operations and 

Resources and Develop and Manage School-Community Relations were analyzed as 

follows. 

4.2.1 Lead and Facilitate Vision of Learning 

A vision refers to the shared values and aspiration agreed by the members of the 

organization, which guides the present action and decision to create a desirable future. 

Chance (1991) describes vision as being the force of the dream towards which effective 

administrators strive in the development and shaping of their schools in understanding 

how its action relates to its organizational goals. Despite the existence of many more 

goals that pursue school resources, instru~tionally effective schools generally have a 

clearly defined vision or sets of goals which focus on student learning and achievement. 

Therefore, a core function of school leadership is to create a common vision for 

improving students learning. 
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Table 3: Lead and Facilitate Visl'on fL' o carmng 

No 

2.1.1 

2.1.2 

2.1.3 

2.1.4 

2.1.5 

.'. 

Item Description Respondents Response 
Mean values Weig MD 
Teache Leade ht 
rs 78 rs 30 mean 

Identify.and include stakeholders in the process of 
developll1g a shared vision 3.23 3.53 3.38 OJ 
Articulate a vision focused on high levels of 
learning for all students 3.28 3.57 3.42 0.29 
Implement a process for the development ofa 
shared vision 3.11 3.57 3J4 0.46 
Identify goal areas that promote high levels of 
achievement for all students and staff 3.08 3.47 3.28 OJ9 
Articulate well-defined beliefs about teaching and 
learning in response to the environment and levels 
of student achievement 3.15 3.33 3.24 0.18 
Average mean value 3.17 3.49 

Key. If Mean value/ WeIght mean/average mean 2:4= hIghly performed, 3.00 -

3.99=Medium performed, and<3 .00= poorly performed . 

• :. Leaders refer to principals /vice principals &department heads. 

Regarding table 3; the weighted mean of all items were between 3.00 and 3.99. Then the 

school principals were sometimes applied the elements of the school principal standards 

by identifying and including stakeholders in the process of developing a shared vision; 

Articulate a vision focused on high levels of learning for all students and Implement a 

process for the development of a shared vision and monitoring the day to day activities in 

the school that can affect the school environment. But, relatively the school principals 

were rarely applied the items on number 4 and 5 which have weighted mean of 3.28 and 

3.24 respectively. To test differences between responses, further statistical analysis was 

employed. Accordingly, the mean difference shows that, there is no statistically 

significant difference in opinions of the two categories of respondents except in item 3 

and 4. 

Similarly, the data obtained from the open ended questionnaires showed that the 

application of the elements of leading and facilitating vision of learning was not fully 

implemented. For example, as some of the respondents were said Participation of the 

school community in the process of teaching and learning to achieve the designed goal is 
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almost not as expected hence, the school vision of learning was not stated in participating 

the school community and because of that when you ask anybody about the school vision 

S/he did not tell you anything. This is while; the school principals do not focus on the 

school vision of learning to achieve students result in the school. They engaged in other 

routine activities of the school rather than facilitating the teaching learning process. 

4.2.2 Manage Learning and Teaching 

The competency of, follow-up of school processes associated with learning, which, in 

turn, implies continuous monitoring of the students' and teachers' performance and 

analysis of available information and evidence are particularly relevant. It is also part of 

the principal's role to promote the use of pedagogical strategies to improve learning and 

technologies that improve teaching. 

Table 4: Manage Learning and Teaching 
: 

No Item Descri ption Respondents Response 
Mean values Weigh MD 

Teacher Leade t mean 
s=78 rs=30 

2.2.1 Ensure that curriculum, instruction and 
assessments are aligned with academic 3.31 3.5 3.41 0.19 

2.2.2 Monitor the use of varied instructional methods 
and formats to make learning experiences 
relevant and responsive to the needs of students 
with different abilities and from diverse 
backgrounds 3.24 3.27 3.25 0.03 

2.2.3 Mentor and coach peers to design, implement 
and model high quality learning experiences for 
individuals and groups of students 3.09 3.4 3.24 0.31 

2.2.4 Keep informed about current research and theory 

on effective schooling 2.95 3.17 3.06 0.22 

2.2.5 Communicate data about student progress to the 
school community 3.08 3.27 3.17 0.19 

A verage mean value 3.13 3.3 

. d' t the data collected the weighted mean of all the items Regardmg table 4; accor mg 0 

. b 3 00 d 3 99 Then the school principals were moderately except Items 4, were etween. an . . 
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applied the elements of the school principal standards of these items by ensuring that 

curriculum, instruction and assessments are aligned with academic standards; monitoring 

the use of varied instructional methods and formats to make learning experiences relevant 

and responsive to the needs of students with different abilities and from diverse 

backgrounds; mentoring and coach peers to design, implement and model high quality 

learning experiences for individuals and groups of students and Communicate data about 

student progress to the school community. But teachers' respondents revealed that the 

school principals were poorly applied keep informed about current research and theory on 

effective schooling with mean value of2.95. 

Similarly, the data obtained from open ended items showed that the application of high­

quality standards based instruction was not fully implemented. For example, the 

instructional process and the assessment methods used were not supervised and improved 

with the recent academic standards. This implies that using current research and theories 

on effective schooling and sharing current research fmdings and theories on effective 

curriculum design and iflstructional strategies are not implemented. Because we think 

there is a knowledge gap of school principals' capacity to use the technologies available 

to update their knowledge and skills. 

4.2.3 Develop Individuals and Teams 

Marx, (2006: 135) stated as, In institutional setting like schools everything starts with 

relationships, whether those relationship are among ideas; Teachers, administrators, 

supervisors, students and parents need to come together to define their aspiration, design 

procedures for decision · making, the mobilization of resources and the evaluation of 

learning outcomes. The role of instructional leader in team building and developing team 

cohesion is aimed at defining common goals. 
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Table 5: Lead, Develop Individuals and Teams 

No Item Description Respondents Response 
Mean values Weigh MD 

Teache Leader t mean 

2.3 .1 Systematically identify and implement learning 
rs 78 s 30 

and development needs in line with 
organizational requirements 3.18 3.37 3.27 0.19 

2.3.2 Encourage individuals to self-evaluate 
performance and identify areas for improvement 3.21 3.33 3.27 0.12 

2.3.3 Identify learning and development pr00ram 
goals and objectives, ensuring a match~o the 
specific knowledge and skill requirements of 
competency standards relevant to the school 3.27 3.45 3.36 0.18 

2.3.4 Facilitate school learning opportunities, and 
~oa~l~ing and mentoring assistance to promote 
lI1dlvldual and team achievement of 
competencies 3.14 3.5 3.32 0.36 

2.3.5 Use feedback from individuals or teams to 
identify and implement 
improvements in future learning arrangements 3.27 3.57 3.42 0.3 
Average mean value 3.2 3.4 

According to the data in table 5; the weighted means of all the items were between 3.00 

and 3.99. Then the school principals were sometimes applied the elements of the school 

principal standards by Identify learning and development program goals and objectives, 

ensuring a match to the specific knowledge and skill requirements of competency 

standards relevant to the school, Facilitate school learning opportunities, and coaching 

and mentoring assistance to promote individual and team achievement of competencies, 

Use feedback from individuals or teams to identify and implement improvements in 

future learning arrangements. But items 1 and 2 relatively were poorly applied by the 

school principals by systematically identifying and implementing learning and 

development needs in line with organizational requirements and Encourage individuals to 

self-evaluate performance and identify areas for improvement. And accordingly, the 

mean difference shows that, there is no statistically significant difference in opinions of 

the two categories of respondents. 

Similarly, the data obtained from open ended items were also showed that the application 

of professional development ?ctivities were organized and conducted in the schools was 
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medium. But, there is no continu't h 
I Y on t e staff development process. For example, as 

some of the respondents were said: "The CPD programs of teachers and school leaders 

were started before few years b t '11 . u stI now there IS no any motivation was given on 
programs to have consistence p . d . rogress In or er to bnng a desired change". 

4.2.4 Manage School Operations and Resources 

These elements address issues l"k II" 1 e resource a ocatlOn, time management, structuring of 

the organization according to the missio th Th . f n among 0 ers. e promotIOn 0 an 

organizational culture that is oriented to improvement and favors collaborative work and 

other elements. 

Table 6 Manage School Operations and Resources 

No Item Description Respondents Response 

Mean values Weig MD 
Teach Leade ht 
ers=7 rs=30 mean 
8 

2.4.1 Build conciseness and acceptance on established 
rules and regulations 3.24 3.33 3.28 0.09 

2.4.2 Identify available resources to address the physical 
and mental health needs of the students and staff 3.17 3.33 3.25 0.1 6 

2.4.3 Mobilize required resources to run school activities 
to enhance student learning 3.23 3.03 3.13 0.2 

2.4.4 Establish and reinforce rules, guidelines and 
operational procedures that enable staff focus on 
teaching learning 3.15 3.17 3.16 0.02 

2.4.5 Provide reports and documentation to the school 
community, customers and stakeholders as 

required 3.14 3.17 3.15 0.03 

A verage mean va~ue 3.18 3.2 

Regarding table 6; the weighted means of all the items were between 3.00 and 3.99. Then 

the school principals were moderately applied the elements of the school principal 

standards by building conciseness and acceptance on established rules and regulations; 

mobilizing required resources to run school activities to enhance student learning; 

Identify available resources to address the physical and mental health needs of the 

57 



students and staff· Establish and·nfi I .. . 
' rei orce ru es, gl.lldelmes and operational procedures 

that enable staff focus on teaching learning ; Provide reports and documentation to the 

school community, customers and stakeholders as required. Accordingly, the mean 

difference shows that, there is no statistically significant difference in opinions of the two 

categories of respondents. 

Similarly, the data obtain-:d from the open ended items showed that the application of the 

allocation of resource and manage school operation in order to ensure a safe and 

productive learning envirorunent was not fully done. Especially financial resource needed 

to perform the day to day activities of school and proper function of co-curricular 

programs. Therefore schools shOUld own additional financial resources to support to align 

student and staff needs with the school vision and value. 

4.2.5 Develop and Manage School-Community Relations 

According to Weber (1995), healthy school environment for teaching and learning reflect 

confidence, trust and mutual respect for cooperation between staff, students, 

goverrunents, parents and wider community is essential for purposeful effort and 

achievement. Best school leaders encourage good working relationship and overcome the 

worst effects by contrasting on developing positive envirorunent, high achievement and 

progress. 
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Table 7: Develop and Manage S h I 
c 00 -Community Relations 

No Item Description 
Respondents Response 

Mean values Wei MD 
Teach Leade ght 
ers=78 rs=30 mea 

2.5.1 Repr~sent the school at community n 

functlOns and public gatherings 
3.12 3.27 2.5.2 Regularly practice two-way commu' t' 3.19 0.15 

. h mca IOn 

2.5 .3 
Wit .. parents about students' progress 

2.99 3.03 3.01 0.04 ~rovlde ~arents and students with relevant 
mformatlOn about available school s . C . ervlces 
mstructlOnal, behavioral and 

psychological) to address student learning 
needs 

3.06 
2.5.4 Identify and use community-based 

3.23 3.14 0.17 

resources to increase achievement among 
all students 2.99 3 2.99 0.01 

2.5.5 Model appreciation and respect for the 
cultures of the school and comnll;aity to 
create an enviromnent that supports high 
achievement levels for all students 2.92 3.2 3.06 0.28 
Average mean value 3.01 3.14 

Regarding table 7; according to teachers respondents the mean value of all the items 

except item 1 and 3 were between 2.00 and 2.99.This shows that the school principals 

were poorly or never applied the elements of the school principal standards by Regularly 

practice two-way communication with parents about students' progress; Identify and use 

community-based resources to increase achievement among all students; Model 

appreciation and respect for the cultures of the school and community to create an 

environment that supports high achievement levels for all students. 

In case of leaders respondents the mean value of all the items except item 4 were between 

3.00 And 3.99. Then the school principals were sometimes or moderately applied the 

elements of the SPS by representing the school at community functions and public 

gatherings; regularly practicing two-way communication with parents about students' 

progress; providing parents and students with relevant information about available school 

services (instructional, behavioral and psychological) to address student learning needs; 
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and modeling appreciation and respect fo th I . 
l' . e cu tUres of the school and comrnumty to 

create an enviromnent that support l' hi' 
s llg ac lleVement levels for all students. But item 4 

with weighted mean of 2.99 is rarel I' db.. '" 
y app Ie. y the school pnnclpals by ldentlfymg and 

using community-based resource t . . 
s 0 mcrease achievement among all students. Because 

its' weiahted mean was between 2 00 d 2 99' . 
o . an . . Accordmgly, the mean difference shows 

that, there is no statistically significant difference in opinions of the two categories of 
respondents in all items. 

Similarly, the data obtained from open ended item showed that the participation of 

parents and community in students learning and decision making was not fully done. 

There is a big problem in the community in participation of school work. For instances 

the follow-up activity done by parents in day-to-day activities of students in the school is 

not on the two-way commlmication with the school, particularly in Identify and use 

conllllunity-based resources to increase achievement among all students. Therefore, from 

the above analysis everybody can understand that because of lack of school principals' 

capacity to manage the overall activates of their school, Develop and Manage School­

Community Relations was low. 

4.3 Capacity of School Principals 

Mulford (2003, p.20) summarizes some capacity of principals by saying that a principal 

is one who provides individual support to appreciate the work of the staff, taking their 

opinion into consideration, promoting the atmosphere of trust. The principal is setting a 

structure that encourages the staff to take part in decision making by distributing 

leadership and supporting autonomy. The leader has to work toward consensus to be 

arrived at by the staff and communicate it to both students and staff members that will 

. f C us of the school S/he also needs to encourage staffs to be give a strong sense 0 lOC . 

.. fo~ staff to learn from each other. Hence the innovative and facilitate opportumhes 

principal is described as capable leader. 
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4.3.1 Planning 

Schools as any institutions re . qUire an organizational I . . 
organizations. Educators in tl fi P an to realIze effectiveness in these 

le leld have given a n b .. 
schools Such as Ubb d . urn er of defimtlons for planning in 

. en an Huges (1997) explain that I . . 
process that involves the t. . p anmng 111 the schools as a 

lanslatlon of concepts, 'd 
1 eas, and beliefs into operational 

process and measure out Com S es. uccess of i f .... t' I . . ns hll IOna plamling depends on the 
dynamism and mterest of the head Effl . 
hi' echve school leaders should look at the system as 

a woe, assess the strengths and w kn 

l
ea ess and carefully create a feeling of readiness for 

c lange. 

Table 8: Planning 

No Item Description Respondents Response 
Mean values Wei MD 

Teach Leade ght 
ers=78 rs=30 mea 

n 
3.1.1 The principal is skilled in developing the 

school plan and objective clearly. 
3.24 3.37 3.30 0.13 

3.1.2 The principal is capable in preparing plans 
towards the achievement of expected goals. 

3.08 3.43 3.25 0.35 
3.1.3 The principal is capable of making clear the 

school's plan a~d objective to teachers and 
shldents. 

2.97 3.47 3.22 0.5 

3.1.4 The principal works with the staff and 
parents to implement plarmed works. 

2.82 3.33 3.07 0.51 

Average mean value 3.02 3.4 

In any leadership setting plamling is the first and foremost activity. In this research the 

planning skill of principals in developing the school plan and objective clearly on average 

was 3.30 with a MD of (0.13) and capabilities of principals in preparing plans towards 

the achievement of expected goals was on average 3.25 with a MD of (0.35) these shows 

that there is no significant difference between the two categories of respondents. 

Regarding principals' capacity of making clear the school's plan and objective to teachers 

and students; in implementing the plarmed activities on average 3.22 with a MD of (0.5) 
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and The principal works with th t ff . 
e s a and parents to Implement planned works on 

average 3.07 with a MD of (0.51) this implies that even if there is a significant difference 

between the two categories of respondents the weight mean of all items were found 

between 3.00 and 3.99. So everybody can be seen from table 8, principals' role in 

leadership planning indicated positive respcnse in every item; which means the majority 

of the respondents have agreed that they were moderately skilled, capable in preparing 

plan even if they were low in making the schools plan clear to the school communities 

and work with the staff and parents to implement the plan. 

4.3.2 Setting the School Vision and Defining School Mission 

Peter (1990) also notes that coherent vision specifies the particular values and beliefs that 

will guide policy and practice within the school. Ideally, the school board and 

superintendent set a broad vision for all SCllOOls in the district, and, within that context, 

the principal coordinates the process of arriving at a particular vision for each school. 

And Krug (1992: 432) also emphasized the importance of mission for the success of the 

leader and the school as "operating without a clear sense of mission is like beginning a 

journey without having a destination in mind." 

Table 9: Setting the School Vision and Defining School Mission 

No Item Description ReSQondents ReSQonse 
Mean values Weigh MD 

Teache Leaders t mean 
rs=78 =30 

4.1.1 Collect data from mUltiple sources to create a 
common vision for the school 

3.17 3.2 3.18 0.03 
4.1.2 Well express or communicate the vision to all 

stakeholders 
3.02 3033 3.17 0031 

4.1.3 Allocate adequate resources for th~ .effective 
implementation of a school vIsIon and 
mission 

3.05 3.37 3.21 0.32 

4.1.4 Develop missions that are easily l'~lderstood 
and used by teachers 111 the school 

2.94 3.33 3.13 0.39 

Average mean value 3.04 3.3 
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As it can be seen from table 9 s tf h 

d b 
. ' e mg t e school visions and defining school mission 

foun to e on medlUm scale as ind ' . 
. Icated m the average means of 3.04 and 3.3 by 

teachers and mstructional leaders . 
respectively. Accordingly, there is an agreement 

between the responses of instructional I . 
. . eaders and teachers With regarding setting the 

school VISions and defining school mis . 
.. . slOn. Both groups have rated the implementation 

of tIm dimenSIOn as medium. This i r ' . 
, mp les that the first dimenSIOn had average level of 

implementation in the secondary schools f th 1 . 
o e samp e schools. However thiS does not , 

mean that multiple items under thi d" . . 
s ImenSlOn have Similar level of implementation. 

Among the several items under the . d" . major unenSlOn of settmg vision and developing 
missions item 4 developing miss' th t . , . IOns a are easIly understood and used by teachers to 

create a common vision and mission in the school, with mean value of 2.94 which felt 

under low according to the rating of teachers, The views of teachers were match with the 

instructional leaders except on item 4. This shows that Developing missions that are 

easily understood and used by teachers in the school were not effectively put into 

practice. 

Therefore, as indicated in the average mean value in the table above, it can be concluded 

that the activity of school vision and defining school mission putting it in to practice was 

moderately implemented in the selected Secondary schools of North Shoa zone. This 

dimension is concerned with how the school sets and defines their vision and mission that 

directs towards effective instructional leadership and contributes to the schools climate. 

Peter (1990), in this regard suggests that coherent vision specifies the particular values 

and beliefs that will guide policy and practice within a school. Weller and Hartley 

(1994:25) also add that schools that are improving in learning achievement have mission 

statements that focus on curricula and instructional goals, These goals become the frame 

work for everything the school does and are translated a vision for excellence. A 

visionary instructional leadership provides teachers with an overall sense of purpose and 

what roles are expected of them, As a whole, instructional leaders in the secondary 

schools of North Shoa Zone were found to be medium at setting the vision and defining 

th ., H thel'r effiectiveness was negatively affected because of their poor emiSSIOns. owever,' 
C' h 1 f developing the missions that are easily understood and used penormances on t e ro es, 0 

by teachers, communicating the vision to all stakeholders. 
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Finally as a whole, under the capacity of sch . . 
. • 001 leaders 111 Implementing major roles of leaders, 

the IIltervlew was also conducted with the W ' . 
. oredas Education Office heads and supervisors that: 

Do you thlllk that school principals have b . 
. een SUccessful 111 setting their school vision and goals? 

Have you cross checked how closely hi' . 
sc 00 goal align With the national goal? Jida Woerda 

Education Office head Ato Tekelemariam replied as: 

' .... In our schools vision and goal is standardized it is the same as the 

National, Regional, Zone and Woreaa as expected and schools adopt as 

it is with some modification and trying to align with nationally stated. 

In our case, our school leaders had an opportunity to develop their 

school goal and vision contextually. Similarly eve,y year after 

accomplishing eve,y activity had been evaluated and therefore school 

principals had a chance to set the school goal and mission. ' 

4.3.3 Curriculum Development 

The decision on curricular issues requires the participation of all members of the society, 

since the product of the cUlTiculum will affect all. Increasingly, curriculum decisions are 

held to be of direct interest and concern to the community at large because the curriculum 

is no longer a "secret garden" for professionals to totally control and enjoy (Ski beck, 

1994). Moreover, teachers are the integral part of the thinking that drives program 

creation and implementation. They are aware of the assumption behind the process of 

curriculum development and realization and they make significant contribution in making 

curriculum execution more effective. 
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Table 10: Curriculum Development 

No Item Description 
Respondents Response 

Mean values Weigh M 
Teache Leaders t mean 0 

3.2.1 Principals identify school COm 'f rs 78 30 
. . mUIlI les need so 

as to Improve cUrrIculum 
0.5 

3.2 .2 Principals work as a reSOurce . 2.95 3.5 3.22 5 
'. person 111 

currIculum Improvement. 0.5 

3.2.3 Principals involve teachers in curriculum 
2.88 3.4 3.14 2 

development 

3.2.4 Principals involve parents in curriculum 
2.83 3.43 3.13 0.6 

development. 0.6 

Average mean value 
2.69 3.3 2.99 I 

2.8 3.4 

According to the data collected the identification skills of principals in order to maintain 

a curriculum improvemer.t based on school community needs, the mean value of teachers 

and leaders were 2.95 and 3.5 respectively with mean difference of (0.55) , Principals 

work as a resource person in curriculum improvement. the mean value of teachers and 

leaders were 2.88 and 3.4 respectively witb mean difference of 0.52, Principals involve 

teachers in curriculum development also 2.83 and 3.43 with a mean difference of 0.6 and 

lastly, regarding Principals involve parents in curriculum development All respondents 

were disagreed with weight mean of 2.99.From the above analysis we can understand that 

there is significant difference between the two categories of respondents. Hence, majority 

of respondents (teachers) reveals that the average mean values of 2.8 which was between 

2.00and 2.99.Therefor, the school leaders roles particularly involving stakeholders in 

curriculum development was very low. 

The study has shown that the involvement of parents in the development of curriculum 

this might have several factors in its own but their involvement should appreciated to 

bring a change in the teaching-learning process. In the process of curriculum 

development there are several factors that need to be considered the first and foremost 

one is the question of communities need. 
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Therefore, the response from the table above reveals that the majority of the respondents 

highly disagreed on principals identification of the school community needs to improve 

curriculum and the involvement of teachers in curriculum development. On the other 

hand most of the respondents disagree on the principals' involvement of parents in 

curriculum development. Since curriculum development is the concern of all 

communities, principals should improve their leadership role to involve parents on the 

curriculum development issues. 

4.3.4 Staff Development 

According to Sheppard (1996) among the role of an instructional leader is promoting 

school wide professional development. If the intention of principal's is to get school 

improvement programs implemented and if hislher target is to provide quality education 

to all students, one of the major and most important concern should be promoting school 

- wide continuous professional development (CPD). 

Table 11: Staff Development 

No Item Description Respondents Res~ onse 
Mean values Weigh MD 

Teache Leade t mean 
rs-78 rs=30 

3.3 .1 The principal develops a mechanism by which 
competent teachers share their e~perience of 
teaching method010gies with their colleague 
friends. 

2.82 3.33 3.07 0.51 

3.3 .2 The principal helps to provide short term 
training at the school at school level by 
preparing academic seminars, workshops, etc. 

2.68 3.23 2.95 0.55 

3.3.3 The principals identify training needs of 
teachers. 2.73 3.27 3 0.54 

3.3.4 The principal reads different current educational 
publications and encourage teachers to do so. 

2.77 3.33 3.05 0.56 

Average mean vqlue 
2.75 3.29 

. . I 'n staff development such as in developing the roles of pnncIpa s I . 

I hare their experience of teaching tea:; lers s 
In this research, under 

. h' h competent a mechamsm by w IC 
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methodology with their colleague friends · the . . I h 1 ·d h 
. ,pnnclpa e ps to provi e s ort - term 

training at the school at school level by prepar·lng d · . d k h th 
aca emlc semmars an wor sops; e 

principals identify training needs of teachers; the principal reads different current 

educational publications and encourage teachers to do so were calculated and the average 

mean value of teachers and leaders respondents were 2.75(72.2%) and 3.29(27.8%) 

respectively. Since, majority of respondents (teachers) reveal that the average means 

values of 2.75 which was between 2.00 and 2.99, therefore, the school leaders' capacity 

particularly in staff development was very low. As a whole an interview also conducted 

with Woreda Education Office heads and s~pervisors under educational leaders' capacity 

in line of their roles that; How do you judge school principals in undertaking professional 

development like staff development activities, encouraging teachers to carry out action 

research, to use different instructional strategies and skills, arranged experience sharing 

program (s) among colleagues in their schools? Fiche administrative town Education 

Office head Ato Solomon replied as: 

'Principals require their teachers to participate in various staff 

development activities such as shert and long-term in service courses 

organized by the state (the Federal and Regional education departments). 

But in general, the courses were non-contextualized and sometimes they 

were irrelevant. Some oj the training were directly related to generiC 

instructional skills, instructional models. But most often, they were 

conducted based on the principle oj 'one size fits all' and thus do not suit to 

individual needs even in some instances, the staff devel(lpment programs 

made (through CPD) were based not on needs but the module (the course) 

availability. Participants consider such programs as wastage oj time and 

d thl·S can generate much frustration and dissatisfaction. ' resources, an 

Professionals and had readiness in probing current Since, school teachers were 
. fi· n through staff development. Due to these 

information that enhances their pro esslO . 
d· ffi t Medias for their staffs ill order to access 

Principals were expected to expose 1 eren .. . 

I·k d·fferent current educatIOnal publIcatIOns, 
d·ffi t current sources 1 e 1 

information from 1 eren h . t· to do their best in 
.. anuals to encourage teac ers m rymg 

research findings and gUldmg m 
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staff development. Regarding enco . 
, uragmg teachers to carry out action research, Wachale 

Woerda Education Office head Ato Tolosa replied as: 

'--- Action research is a . d " 
reqUire activity, as stipulated by a ministry 

of education, for all higher teachers to transfer to the next level 

through career structure B t h I I . 
. u , sc 00 eaders did not encourage and 

sU1J'Port teachers to do the h' d . 
Y" reseurc In or er to solVing problems 

encountered the teachers during teaching and learning process as well 

as to enhance their students ' performance. ' 

4.3.5 Goal clarification 

School principals communicate school goals or visions in many different ways. Among 

these are communicating goals through faculty meeting, co-curricular program, clubs and 

department chair meetings. They communicating them through individual and group 

meetings such as follow up conferences to classroom observations. Frequently, 

conununicating of school goals by instructional leaders promote accountability, a sense 

of personal ownership and instructional improvement (Ubben and Huges, 1997). 

Table 12: Goal clarification 

No Item Description Respondents Response 
Mean values Weight MD 

Teache Leade mean 
rs=78 rs=30 

3.6.1 Principals are skilled in developing school goals 
clearly. 

2.96 3.5 3.23 0.54 

3.6.2 Principals are capable of making that the school 
goals to school communities. 

2.96 3.37 3.16 0.41 

3.6.3 Principals are capable of encouraging the staff 
towards the achievement of expected goals. 

2.91 3.4 3.15 0.49 

3.6.4 Principals are capable of setting .di.rections 
towards the achievements of anticipated goals 2.9 3.33 3.11 0.43 

Average mean value 2.93 3.4 

. I clarification such as Principals skill in 
A d· I 1 acity of leaders 10 goa 

Ccor mg y, t le cap . ' h t th hool goals clear 
I . p . ci als capaCIty of making t a e sc developing school goals clear y, nn p 
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to school communities; Principals capacity of encouraging the staff towards the 

achievement of expected goals and setting directions towards the achievements of 
anticipated goals both respondents t h 

eac ers and leaders reveal an average mean of 2.93 

and 3.4 respectively. Even if, there was a significant differences between the two 

respondents on the issue of school leade ' . .. . . f 
rs capacity 111 goal clarIficatIOn, majorIty 0 

teachers' respondents (72.2%) reveals an average mean of 2.93 which was between 2.00 

and 2.99. So this research showed that most frequently principals were not set clear goals 

to their community. To this effect the capacity of principals in order to make 

understandable their schools' goals were not in line with respected objectives. 

4.3.6 Supervising and Evaluating Instruction 

As literatures show, the major roles of supervisions are to examine the instructional 

process and assist teachers to be competent in their subject area and at the end achieve 

students' learning progress. Unless instructional leaders endeavor to manage and evaluate 

the day to day activities and cope up with current supervisory leadership demand, it 

would be difficult for them to provide the necessary support for teachers and obtain the 

required results. Instructional leaders, so they expected to play supervisory leadership 

role through examining the direction of the ongoing educational changes, teaching 

approach, continuous assessment, and task centered research and instructional material 

(MoE, 2007: 64). 

Table 13: Supervising and Evaluating Instruction 

No Item Description Respondents Response 
Mean values Weigh MD 

Teachers Leaders tmean 
-78 =30 

4.3 .1 Give adequate time after class visit to discuss 
the problems and plan improvement together 

3.01 3.27 3.14 0.26 

4.3 .2 Hold regular meetings with each ~epartment 
for the purpose of improving curnculum and 
instruction 3.03 3.23 3.13 0.2 

4.3.3 Use teaching staff meetings to discuss 

curricular and instructional issues 3.1 3.27 3.18 0.17 

Average mean value 
3.05 3.25 
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As it can be seen from table 13 with 
. average mean value of3.05 and 3.25 by teachers and 

instructIOnal leaders respectively b th 
. . . ' 0 groups have perceived that the supervisory 

suppOJ t and ll1struchonal evaluation a f .. h 
c IVltIes ad been found medium scale. This shows 

that both groups of respondents moder 1 . 
ate y Implemented the practice in the secondary 

schools of the Zone. As indicated in the t bl . . . 
a e, all Items (Glvmg adequate time after class 

visit to discuss the problems and Ian· 
p Improvement together, Holding regular meetings 

with each department for the purpose f· . . 
o Improvmg curnculum and instruction and Using 

teaching staff meetings to discuss curricula:r and· t· . 1· . InS ructIOn a Issues), which were rated 
with weight mean values of 3 14 3 l3 and 3 18 t· 1 and also h . . , . . respec Ive y t ere IS no 

significant differences between the mean values of tid· tru t· lid eac lers an InS c ]Qna ea ers 

respondents in all items in the sampled secondary schools. 

In addition to this, the self-rated views of the instructional leaders also complement with 

teachers regarding to all items of Supervising and Evaluating the Instruction. This implies 

that, both groups had viewed the implementation of the instructional tasks as moderate. 

These results might be due to the fact that both instructional leaders and teachers have 

similar thoughts on the effect of supervising and evaluating instructional program in 

teaching and learning process. Both groups understood that the supervising and 

evaluating instructional program played a great role in improving the process of teaching 

and learning even though it has not been implemented fully as it was intended. 

This can also be confirmed from the open ended questionnaires for teachers and schools 

document analysis and interview held with three supervisor and WEOs heads shows that 

school leaders in the schools, were Supervising and Evaluating the Instruction ones or 

twice per year thought class visit for the purpose of teachers performance appraisal and 

they also indicated that the time taken to comment after class was very minimal. From the 

above table, one can see that, efforts towards providing support to teachers shall be made 

. 1· . I fi· 1 g owth and development of teachers rather than for teachers' 
1\1 me Wit 1 pro eSSlOna r 

fi . 1 1 Thl·s is to mean the supervision has to give prior attention for per ormance apprmsa on y. 
·d· d . ·tl·atl·ng activities with the assumption of improving their teachers in gut mg an 1111 

capacity. 
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4.3.7 Promoting a Conducive School Learning Climate 

A constructive school climate and atmosphere is one where individuals are valued, cared 

for, and respected. Such an atmosphere contributes to effective teaching and learning and 

to genuine communication both within anc outside the school. Promoting an academic 

learning climate refers to the behaviors of the instructional leaders that influence the 

norms, beliefs and attitudes of teachers, students, and parents of the school so as to create 

smooth relation and motivation. In .order to assess to what extent the capacity of 

instructional leaders attempted to promote conducive school learning climate, four items 

were prepared and administered for both leaders and teachers as it can be seen from table 

below. 

Table 14: Promoting Conducive School Learning Climate 

No Item Description 
Re~ondents Response 

Mean values Weig MD 
Teachers Leaders- ht 
=78 30 mean 

4.5.1 Establish supportive and motivating 
atmosphere in which staff, parents and students 
are encouraged to work as a team in the school 

3.21 3.23 3.22 0.02 
4.5.2 Create positive environment in which good 

working relationship exist. 
3.14 3.3 3.22 0.16 

4.5.3 Provide support IJ1 building coll~borative 

cultures among teachers. 
3.06 3.33 3.19 0.27 

4.5.4 Encourage a culture of trust between school 
leaders and teaching staff 

3.09 3.3 3.19 0.21 

Aven~ge mean value 3.12 3.29 

. 1 b table in Promoting a ConducIve School Learnmg A h d t . dicated III t le a ove , 
s tea a III h . hich staff parents . ortive and motivating atmosp ere m w , 

Climate such as EstablIsh supp . th school. Create positive 
d t work as a team me, and Students are encourage a b .ld. 

. lr ,. hip exist· Provide support in til mg . . h d worklllg re allOnS , 
environment III WhlC goo lture of trust between school 

eachers and Encourage a cu 
collaborative cultures among t ean value of 3.12 and 3.29 by 

. revealed with an average m 
leaders and teachlllg staff was . both groups have perceived that 

I leaders respectIvely, teachers and instructiona 
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Promoting a Conducive School Learning Climate activities had been moderate In 

implementing the issues in the Secondary schools of the Zone. 

However, this does not mean that multiple leaders' practices under this dimension have 

similar level of implementation and effective. Among the several roles under the major 

dimension of Promoting a Conducive School Learning Climate, item 1, establishing 

supportive and motivating atmosphere in which staff, parents (community) and students 

are encouraged to work as a team in the school both categories of respondents revealed 

with a mean value of 3.21 and 3.23 respectively which is less or more an average. As 

well the self-rating of the instructional leaders' quite complement with the ratings of 

teachers ' . This implies that the instructional leaders are missing one of their tremendous 

roles of bridging the schools and the community, which is the backbone for school 

development. 

4.3.8 Utilization of Resources 

Ubben and Hughes (1997:304) stated clearly that, Resource is the means of the end. They 

matter in terms of the schools improvement and long term effectiveness. In most research 

findings the role resources is evidence for providing quality education. In other words 

. I utI' 11' zatl' on of reSOtlrCes (Financial, physical or human) can be a serious Improper y 

obstacle to principals' capacity. 

72 



Table 15: Utilization of Resources 

No Item Description 
Respondents Response 

Mean values Weight MD 
Teache Leaders mean 

3.8.1 M~b~l~ze required resources to run the school 
rs 78 30 

actIvItIes to enhance student learning 

3.8.2 Identify and equitably allocate resourl.es to 
2.94 3.1 3.02 0.16 

SUppOlt student and staff learning 

3.8.3 Monito~ the use of resources aligned to the 
2.92 3.47 3.19 0.55 

academIC standards 

3.8.4 Review the strategies and working guides of 
2.91 3.37 3.14 0.46 

resource management in schools 

Average mean value 
2.87 3.23 3.05 0.36 

2.9 3.29 

Utilizations of resources is as much about making careful or better use of available 

resources as it is about mobilizing additional ones. In this research in utilizing required 

resources to run the school activities to enhance student learning, teachers and leaders 

revealed that with the weight mean of 3.02 with no significant difference between the two 

respondents. This implies that the School leaders Mobilize required resources to run the 

school activities to enhance shldent learning was satisfactory. Correspondingly the 

capacities of principals, to identify and equitably allocate resources in order to support 

student and staff on their teaching learning action were well done. Developing a plan or 

strategy for resource utilization can lead to creative efforts in using them to gain support 

for maintain the academic standards. Accordingly the respondents revealed with the 

weight mean of 3.14. Thus showed most frequent respondents valued medium. To sum 

up the average mean value of teachers and leaders in utilization of resources were 

2.9(72.2%) and 3.29(27.8%) respectively. This implies majority of respondents valued 

school leaders utilization of resource rated low. 
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4.4 Decision Making 

Decision making is process of I . 
c 100smg a course of . 

(Robins 1989 :62, N wankwo, 1982' 8 . . actIOn from two or more alternative 
. 0). For this matter' d' . 

decision in their everyday life t I ' . In IVlduals or organization make 
o ac lleve mtended oal Th . 

in school principals is a strong f; . . . g s. e process of deCision making 
actor m determmino the . 

authority, the span of control the d . . '" nature of leadershIp the level of 
, egree of particIpation and co . 

supportiveness the possibilit th d " . operatIon, and the level of 
y at eCIslOns WIll made 

Table 16: Decision - malting 

No Hem Description 
Respondents Response 

Mean values Weigh MD 
Teache Leade t mean 

3.7.1 The school community is satisfied w'tl d .. 
rs 78 rs 30 

. I 1 eClSlon 
made 111 the school 

2.87 3.43 3.15 0.56 
3.7.2 Teachers are making active participation in 

school decision 
3 3.23 3.11 0.23 

3.7.3 School leaders make decisions openly 
2.95 3.3 3.12 0.35 

3.7.4 The school communities are well informed 
2.81 3.3 3.05 0.49 

Average mean value 
2.9 3.3 

Decision making can be either a specific act or a general process. In a school system 

satisfying the needs of everyone might be difficult. Accordingly, the satisfaction of 

school community with decision made in the school, teachers and leaders revealed that 

the mean values of 2 .87(72.2%) and 3.43 (27.8%) respectively and a significant 

difference between the two respondents. This showed that majority of respondents' value 

low so that school communities were not satisfied with decisions made in the school. 

As part of the decision, participation of teachers is inevitable since they are playing the 

major leadership role in the school premises. Accordingly, both the school teachers and 

leaders respondents revealed that the weight mean values of 3.11 which was between 

3.00 and 3.99. In this regard, the most frequent value indicated were positive about 

74 



teachers' participation role in decision mak' Thi 
mg. s revealed that teachers were valued 

more or less passing the 1110st imp t d " 
Or ant eCISlons to be made. Transparent form of 

leadership helps for smooth communication among school communities to this effect, 

both the school teachers and leaders respondents revealed that the mean values of 2.81 
alld 3.Thus showed most frequent res d t I 

pon en s va ued low. To sum up the average mean 

value teachers and leaders in decision making process were 2.9(72.2%) and 3.3(27.8%) 

respectively. This implies majority of respondents valued schooll~aders decision making 
process as low. 

4.5 Factors Encounter School Principals capacity 

In the leadership responsibilities, principals play an important role for the achievement of 

educational objectives. But in carrying out the task of leadership principals, usually face a 

lot of challenges or there are factor that affect their leadership effectiveness. Stressing the 

point different scholars listed different factors that impeded leadership responsibility of 

principals. 

4.5.1 Lack of skills and Training 

Glitter (1988: 15) state that professional knowledge, skills and attitude have great 

important on the achievement of organizational goals and objectives and lack of skills 

will create hindrance to principals. Training is very important in making the principals 

update their knowledge and skill and improve their leadership ca.pacity. Here, assessing 

. . . am makes not the gap with regard to leadership capacity and developmg trammg progr 

only principals effective but also make the SGhools successful. 
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Table 17: Lack of Skills and T .. , ralDlDg 

No Item Description 
Respondents Response 

Mean values Weigh MD 
Teacher Leader t mean 

5.1.1 L~ck of quali~ed inst·ructional leader 
s 78 s 30 

al eas of educatIon 
111 the 

5.1.2 Lack of training Ol~ instructional leadership 
4.43 3.61 4.02 0.8 

5. I.3 Lack of In-servIce train ina and t I 
4.23 3.87 4.05 0.36 

d 11PI b e~lm eve 0 ment programs 
3.97 

5.1.4 Lack of Qualified teachers in all subject area 
3.59 3.78 0.38 

A verage mean vah Ie 
3.48 3.67 3.6 0.19 
4.02 3.69 

Accordingly, among the data indicated in the above table Lack of l·fi d . t· I qua I Ie mstruc lona 
leader in the areas of education a d L k f .. . n ac 0 trammg on mstructional leadership both 

teachers and instructional leaders revealed with weight mean of 4.02 and 4.05 

respectively. This implies that lack of training on instructional leadership and Lack of 

qualified instructional leader in the areas of education had been mostly affecting the 

capacity of the principals. Subsequently, teachers indicated that shortage of training on 

the educational leadership was always negatively influencing the capacity of the 

principals. Furthermore, interview with education officers and supervisors clearly 

indicated that shortage of relevant training for the principals had been always influencing 

the capacity of schools principals' leadership. 

On the other hand, the document analysis indicated that all school principals had 

educational backgrounds that were less or not relevant to the standards or duties and 

responsibilities of school leadership. As seen from the demography of the respondents 

among the six principals, only one (with Educational Leadership background), five of 

them had not taken any training related to leadership, though all of the principal's were 

first degree holders in different subject area which was in counter with the standard set by 

the MOE (1996:8), first cycle vice principals and teachers are required to have fist degree 

and requires at least MAiMSC/MED degree for principals, supervisor and teachers of 

Secondary schools. 
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4.5,2 Cooperation and comm't 
. . , '. • ment for Instructional improvement 

The pnnclpal s maJonty time sh ld ou be allocated to . 
students' parents and superiors W. h mutual relationship with teacher, 

. It out effective and c . . . .. 
therefore, very difficult for school P ' . ontmues commUl11CatlOn It IS 

nnclpals to secure tl 
(Davis, 1981 :399). The 0 h le purpose of the school program 

gr wt of modern school system in a s' . 
diversity of operation has made th t k Ize and compleXity and 

e as of huma . t . . n 111 eractlOn extremely difficult but 
more essential, for the enhancement of tea hi . 

. . c ng learnmg process was unthinkable unless 
teachers, prmclpals and school comm 't 1 . um y lave healthy mteraction. 

Table 18: Lack of Cooperation and co 't mm. ment for Instructional improvement 

No Item Description Respondents ResDonse 
Mean values Weight MD 

Teachers Leaders=30 mean 
-78 

5.2.1 Teachers 3.56 3.27 3.42 0.29 
5.2.2 Students 3.42 3.07 3.25 0.35 
5.2.3 School board 4.49 3.61 4.05 0.8 
5.2.4 Community 4.63 3.69 4.08 0.9 
5.2.5 Woreda educational 

managers 4.29 3.43 3.86 0.8 
Average mean value 4.08 3.41 

The data indicated in the table above have shown teachers and leaders replied with the 

average mean value of 4.08 and 3.41 respectively. This implies that shortage of 

cooperation and commitment on the part of the principals mostly with community, school 

board, and woreda education officers which affecting principals' capacity. The principals 

own personalities, vision, extent of commitment, human relation skills etc. can several to 

constrain Ihinder the exercise of leadership (Ubben and Hughes, 1997: 104). From the 

above analysis everybody c'an understood that, the principal does not possess the 

appropriate inter-personal quality in carrying out leadership responsibilities. Due to this, 

lack of cooperation with the school stakeholders can hinders the effectiveness of the 

leadership role of the principals. 

77 



4.5.3 Lack of Resource 

Lack of resource (Financial, physical or h 
uman) can be a seriou btl .. 

principal may want to lead a d h . . s 0 s ac e to pnnclpal. A 
n t e Situation and ex . 

leadership. But if the resources n . pectatlOns of others may call for his 
ecessary to Implement his/her leadershi . 

the principals will face a si nifi . pare mad equate, 
g Icant Impede (Gorton, 1983:264). 

Table 19: Lack of Resource Availabl'I'ty d . 
I an Allocation 

No Item Description 
Respondents Response 

Mean values Weight MD 

5.3 .1 Lack of human resources 
Teachers 78 Leaders 30 mean 

3.47 
5.3.2 Lack of financial resources 

3.41 3.44 0.6 

5.3.3 Lack of material resources 
4.36 4.46 4.41 0.1 

5.3.4 Lack of information resources 
3.76 4.\3 3.95 0.37 

5.3.5 Lack of infrastructures 
3.08 3.31 3.2 0.23 
3.04 3.56 3.3 0.52 

Average mean value 3.54 3.77 
, 

Effectiveness in leadership requires resources and power to make use of these resources 

as well. Nonetheless, the data in the table show that teachers and leaders revealed with 

the mean values of, 4.36, and 4.46 respectively and weight mean of 4.41 indicated with 

consensus that shortage of finance. Due to this, lack of material resources (teaching 

materials) such as reference book, stationary, and laboratory equipments were always 

constraining the effectiveness of leadership of the principals in the selected secondary 

school. Similarly, leaders clearly indica.ed their agreement that effectiveness of 

leadership of the principals had been negatively influenced mostly by problem of 

budgeting time to each activity and shortage of leadership competency on the part of 

principals. 

By supporting the above data, Ubben and Hughes (1997: 327) stated that a school 

executive day is characterized by one encounter after another with staff member, 

students, parents, community member, politicians, and others the kind of individuals or 

b d d
· erse all of whom have questions and requires and problems 

su -groups are many an IV , 

d d
· ., I t' TI us lack of time due to variety of task that principals deal 

eman mg pnnclpa s Ime. 1 ' 
. .' I k From document analysis and interview 

with is another biggest problem 111 pr111clpa wor . 
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I Id with WEO heads and supervisor I 
1e s a so revealed that most schools were suffered by 
lack of laboratories, workshops and plasma servl'ces du t I k fi . I 

e 0 ac . mancla resources. 

As a whole, one can conclude that neither instructional leaders nor the teachers group 

believed that availability of financial and materials resources had been sufficient in the 

schools to run the teaching learning processes effectively. Therefore, it would be difficult 

to expect effective instructional processes and high educational outputs without adequate 

teaching materials, text books teachers guide, library and furniture in the absence of 

enough recurrent budget support. Furthermore the interview with Woreda Education 

heads and supervisors concerning factors that affects the capacity of school principals 

capacity also Jida Woerda Education Office supervisor Ato Temesgen replied as: 

'In our schools not only shortage of well qualified leaders in subject 

matter and level of education but also, because of shortage of finanCial 

resources some of the laboratories and workshops are not well 

equipped with the necessary instruments and tools and this may 

negatively influence principals ' effort to ensure the quality as well as 

effectiveness of leadership. ' 

4.5.4 Constraining Factors on Duty 

The principal is the one in a school who see the entire program and hol~s gre~t 

fi . h b ve ideas Bartch (in SeglOvanru, responsibility of his/her school. Con Irmmg tea 0 , '. 

. . I ible for almost everythmg happens 2001:13) state that the principals IS ultimate y respons 

in the school and out. 
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Table 20: Constraining Factors on Duty 

No Item Description 
Respondents Response 

Mean values Weight MD 
Teachers Leaders mean 

5.6.1 Routine duties interfere 78 30 
teaching 

111 the job of 

5.6.2 Teachers interrupting other m b 2.98 2.97 2.97 0.01 . . em ers who 
are talkmg 111 staff meeting 

3 2.97 5.6.3 Assigned non-teaching; duties are . 2.98 0.03 
5.6.4 

excessIve 3.13 2.93 3.05 0.2 Teachers have too many . . commIttee 
reqlllrement 

5.6.5 Administrative paper work is burden in the 
3 3 3 0.1 

school 
A verage mean value 3.05 3.2 3.12 0.15 

3.03 3.03 

Effective principals delegate most routine and less value adding works to their 

subordinate and focus on strategic issues of their school. However, the data in the table 

above item 3 and 5 indicated tnat leaders and teachers with the weight mean value of 3.05 

and 3.12 agreed that principals of their school were mostly engaged on routine works and 

administrative paper work burden. Similarly, majority of school principals responded 

that, they spent most of their time dealing with such things as staff and student's affairs, 

responding to letters and participating on long meetings from different corners. This, 

according to the principals, would negatively affect the quality and the amount of work 

done by their schools. 

On the other hand, Rosser as cited in Roaden (1970) explained that in order to enhance 

the schools performance, principals should focus on major missions of the school, 

teaching and learning, research and community service. Unless the principals reduce 

using more time for doing the routine chores of their office, they can never achieve the 

vision of their schools. This is because, spending more time to routine activities, that 

h I . I fior the materialization of the schools' missions, forces ave ess strategIc re evance 
. . I b d fi' t' t' e they need to work on key functions of the institution prmclpa s to e e IClen III 1m 

which ultimately influences the realization of institutional missions negatively. 
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CHAPTER FIVE 

5. SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

This chapter deals with the summary of mq;or findl'ngs the I' d f th 
~ ,conc uSlon rawn rom e 

findings and recommendations that the h . . 
researc er suggests and assumes operahonal III 

improving the capacity of school leaders in government secondary schools of North Shoa 
zone in Oromia Regional state. 

5.1. Summary of Major Findings 

The main purpose of the study was to assess the capacity of schoo.! leaders in government 

Secondary schools of North Shoa zone, in Oromia Regional state. To this end, an attempt 

has been made to assess the principals' pro&ssional standards, the capacity of leaders in 

implementing educational leaders' roles and practices in teaching learning and the major 

barriers to instructional leadership capacity. Finally, the researcher made an effort to 

come up with suggestions and forwarded recommendations. 

This study attempted to answer the following basic research questions; 

1. Are secondary schools principals qualified, trained, and experienced enough? 

2. What are the school principal st?ndards of secondary schools in Ethiopian 

context? 

3. To what extent the capacity of school principals implemented III forming 
. ? 

relationship among the internal staff and the school commullity. 

h practices used so far by school principals in decision- making 4. What are t e 

pertaining issues? . . 

5. What are the most challenging factors that encounter secondary school pnnclpals 

in leadership capacity? 

. h tud The related literature was reviewed and 
A survey study was employed III t e s y. . . 

fi the above basic questions, among of thirty SIX 

documented. In order to get responses or . d out in six secondary 
. h Shoa Zone the study was carne 

secondary schools found III Nort , . i ues (by lottery) for the study. 
selected by random sampling techn q schools that were 
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There were 150 total populations f 
. . 0 teachers and 42 

heads, 12 pnnclpals) in the sam I W school leaderships (30 department 
p e oredas' of the zon 

of 114 respondents. Three Woredas Ed' e. The study incorporated a total 
ucatlOn Office head I 

teachers and 30 school leaders (18 d s, t uee woreda supervisors, 78 
epartment heads and 12 . . 

zone were incorporated in the stud pnnclpals) of North Shoa 
y. Three Woreda Edu . 

woreda supervisors were interview d T . . cation Office heads and three 
e. he remammg two r 

leaders and teachers) were asked t g oups of respondents (School 
o respond the questionnaires. 

All the questionnaires that were dist 'b t d 
n u e to the teachers and instructional leaders were 

completed and returned to the researcher I . . 
. . n addition, to supplement the information 

gathered through questIOnnaire the I' t . , n ervlews were und t k . h er a en Wit three supervisors 
and t1uee WEOs heads, and also infor . mahon from document analysis is used as 
supplementary as planned. Finally the d t , a a were carefully collected coded and 
presented for analysis. In the study different d t I' " , a a ana YSlS tools such as percentage and 

frequency for demography of the respondents' I . , mean va ues, average mean, and weight 

mean were also used to analysis and J' ustify the foil' . fi d' owmg major m ll1gs. 

5.1.1 Characteristics of Respondents 

• Concerning the characteristics of respondents, it was found that, almost 

85(74.6%) of the respondents were males and only 29(25.4 %) were females in all 

positions. This show that the females' participation, as compared to their male 

counter parts, hence, very low both in the teaching and leadership position at 

secondary schools level. 

• Concerning level of education, the majority of teachers and instructional leaders 

(main principals, vice principals and department heads) 77(98.7%) and 30 (100%) 

were BA/BSC/BED degree holders respectively; this implies that the majority 

(98.7%) of the teacher respondents was equal to or better than that of school 

leaders by level of education. Such a similarity or superiority of teachers in level 

of education might be one of the challenges for instructional leaders for their 

leading capacity. This showed that, the placement of individuals in a leadership 

position was on appointment basis rather than on proper educational background 

or standards. 

82 



5.1.2 Application of school Prin' I Clpa Standards 

• Regarding the standard of school '. . 
pnncipais m Lead d F " 

Learning; the average an aCIhtate Vision of 
mean of all items of 

d t teachers and school leaders' 
respon en s were 3.17 and 3 49 ' . . 

. . This Imphes that th ~ hi' . 
moderately applied the el e "c . 00 prmcipais were 

ements of the hi' , . sc 00 pnncipal standards 
Regardmg the standard of school ri ' . . 

. , p nCIpals 111 Manage Learning and Teachin 
maJonty of teachers ' respondents r I ' g, 

. , evea ed WIth mean value of 2.95. This im lies 
that the applIcatIOn of high r p 
. -qua Ity standards based instruction was not 
Implemented. Hence, the instructio I 

na process and the assessment methods used 

• 

were not supervised and improved w'tl th . I 1 e recent academIC standards. 

5.1.3 Capacity of School Principals 

• According to teachers respondents the capacity of school leaders in develop and 

Manage School-Community Relations revealed with the mean value of between 

2.00 and 2.99. This shows that the school principals were poorly or never applied 

the elements of the school principal standards by regularly practice two-way 

communication with parents about students' progress, Therefore, because of lack 

of school principals' capacity to manage the overall activates of their school, 

Develop and Manage School-Community Relations was low. 

• Concerning the capacity of leaders in managing curriculum and instruction, 

teachers and school leaders rated with average mean values of 2.82 (72.2%) 

indicates the school leaders views on the dimension were poorly practiced in their 

school. Particularly, in coordinating the curriculum evaluation process of the 

school to address problems related to the curriculum, and ensuring the timely 

allocation of resources (human, material and financial) necessary for instructional 

• 

process they were found to be very low. 

The capacity of school leaders in Promoting a Conducive School Learning 

CI
' t b ' g culture of trust between school leaders and teaching staff 
Ima e y encouragm 

I d 
'h ge mean value of3.12 and 3.29 by teachers and school 

was revea e Wit an avera 

groupS have perceived that Promoting a Conducive 
leaders respectively, both 
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School Learning Climate a t' . . 
c IVltles had been mod ' .. 

the Zone. erate ll; Secondary schools of 

5.1.4 Decision Making 

• Regarding principals' decision maki . 
ng Issue, both the school teachers and leaders 

respondents revealed the satisfacf f 
Ion 0 teachers, students and school community 

with decision process made in the school . 
,revealed wIth the average mean values 

of 2.9(72.2%) and 3.3 (27 8%) res e fl' . 
. p c Ive y. This Implies majority of respondents 

valued school leaders capacity in dec' . k' ISIon ma ll1g process was low. 

5.1.5 Factors Encounter School Principails capacity 

• 

• 

Lack of skill and training were rat d h' hi h . e as Ig y c allenged practice of school 

leadership capacity with average mean values of 4.02 and 4.05 respectively. 

Subsequently, from the document analysis and as seen from the demography of 

the respondents among the six principals, only one (with Educational Leadership 

background), five of them had not taken any training related to leadership which 

was in counter with the standard set by the MOE (1996:8). 

Regarding Lack of Cooperation anc commitment for Instructional improvement 

of leaders, Both groups of respondents were rated as highly challenged 

instructional leadership effectiveness with mean value of 4.08 and 3.41 

respectively, which indicates that ineffective implementation of cooperation and 

commitment for instructional improvement with school teachers becomes weak. 

• Concerning the availabilities of resources, the study revealed that lack of recurrent 

budget support were rated as the highest challenges of ,instructional leadership 

capacity in the dimension with mean value of 4.36 and 4.46 respectively by both 

groups of respondents (teachers and instructional leaders). Hence, this may show 

how much schools were suffering in lack of resources availability and allocation 

by their respective schools. 
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5.2. Conclusion 

Leadership capacity IS am h 
ong t e key elements . . 

development. It is complex in natu d . m managmg education sector 
re an needs training and . h . 

the principals to be successful. Therefo nc expenence on the part of 
re, based on the results of th fi . 

the following conclusions have been drawn. e mdmg of the study, 

The majority of the school principals of N rth Sh 
. a oa Zone were appointed from school 

teachers before takmg any training or o' t' . 
. nen atlOn m the area of school leadership. 

Moreover, scarCIty of experienced and qualified t h . 
.. . eac ers to be nomInated and assigned as 

school prIncIpals IS one of the major challenge . tl Z 
s m le one. Furthermore, the practice 

also shows that the issue of gender balance i I d hi . . . 
n ea ers p posltlon and even In the 

teaching profession also 11eeds due consideration Th bl f .. . ere are pro ems 0 nommatlon or 
assigmnent of female principal's leadership in secondary sch I d' d b I 

00 s was omInate y ma e 

principals. Therefore, it may result in the absence of consistency in leading the teaching­

learning process effectively as intended. 

School principals Standards can be used to describe and communicate what is most 

worthy or desirable to achieve, used as measures or benchmarks, as a tool for decision­

making and indicating the distance between actual performance and the minimum level 

of performance required to be considered competent. But, in association of the major 

elements of school principal standards the study was found out that moderately executed. 

Therefore, we can conclude that the school principals under the study were incapable to 

align their schools vision and mission with the national standards for transforming their 

schools. 

Concerning about the capacity of leaders in teaching learning roles of school leaders that 

make endeavor to Planning, curriculum development, staff development, supervision, 

evaluation, goal clarification, research work and decision-making were very low or less 

effective. Due to this, SCil001 leaders were not purposeful, visionary and develop value 

. h mmitment to realize the vision that 
that focus on learning and act wlth t e necessary co 

. f b d who have stake in the school and 
reflect the hopes, needs and mterests 0 every 0 Y 

. f e and what roles are expected of them. 
provides teachers with an overall sense 0 purpos 

85 



Regarding the challenges encountered school principals capacity, findings revealed that 

School leaders were not competent with necessarily knowledge, technique and skills on 
fiel

ds of educational management or any leadership training, to give comments and the 1 

t
ions on the technical and educational aspects of instructional improvement for sugges 

S'Dorming schools. tran 
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5.3 Recommendations 

The 'Blue Print' prepared by the M· . 
. . lUlstry of Education (199 . 

advocates for vISionary t 9 Amhanc version) 
, ransparent, innovative 

leadership; Regional Education B and communicative school 
ureaus, Zones and W ' 

also responsible to enhance and. oreda s education offices are 
assign school princi I 

requirements stated in the Bl p . pa s who meet the policy 
ue nnt. Therefore based . 

conclusions drawn, the following ,on the findIngs and 
recommendations have been forwarded: 

• The issue of school principals' . 
capacity of North Shoa Zone (Oromia Regional 

State) needs due attention throu hi ' 
.. . . gong and short term training programs. 

TherefOle, the provIsion of training . . I . IS essentJa SInce the majority of the principals 

more than 98.2% lack training in educational leadership. This implies that a lot of 

work is expected to be done to enhance I I . . SC 100 pnnclpals and ensure human 

power development in all aspects in the education sector. While, "If education 

goes wrong nothing will go right". As a result, Short and long term strategies 

need to be designed in order to build the capacity of school principals. Therefore, 

the Ministry of Education should provide different training modalities such as 

regular, summer and refreshing programs to enhance the capacity of school 

leaders. 

• The Regional Education Bureau should design, intermediate and short term 

training programs in order to meet the policy demands and enhance non-qualified 

and non-experienced school principals by establishing strong relationship with 

nearby universities/Colleges offering principalship training in order to build the 

capacity of school principals. 

• The woreda education Office had to select and nominate school principals among 

• 

• 

teachers on the basis of their experience and academic merits standards. 

The Woreda Administration and Woreda Education Offices need to convince on 

the budget allocation of secondary schools and should allocate the Block grant 

budgets properly &S it is clearly addressed in the blue print of MoE (2002). 

It is also advisable that school leaders in collaboration with woreda Education 

Offi S creatl
·on and also better to search different mechanisms 

Ice promote awarenes 
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such as, preparing panel discussions, preparing exhibition and sport festival in the 

school, conducting education conferences that enable parents and community to 

develop willingness toward supporting schools. 

• To sum up, further study and due attention should be given to school leadership 

capacity by responsible bodies (MOE, Reginal Education Bureau, NGO's, Zonal 

and Woreda education Offices) so as to cope with the future leadership which 

aspires for issues of globalization, information technology and new economic 

system rather than custom-driven through addressing contextualized mUltiple 

intelligences, globalization, localization and individualization of education for the 

future betterment of the 21 51 century generation. 
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APPENDIX A 
ADDIS ABABA UNIVERSITY 

COLLEGE OF EDUCATION AND BEHAVIORAL STUDIES 
DEPARTEMNT OF EDUCATIONAL PLANNING AND MAMAGEMENT 

. Questionnaire to be filled by Teachers 

he main purpose of this questionnaire is to analysis the capacity of school leaders in 
T D ming Schools. The study focuses on Government secondary Schools of North Shoa Zone. 
trans .o~ormation gathered through this questionnaire will be used by the researcher for only The 11111 , f I d I . h 

d . c purpose. Your care u an 10nest response determInes the Success of the study and t e 
aca emller as well. Thus you are kindly requested to complete it carefully and honestly while, researc 1 

sponses will be kept secret. 

your re d the instructions and each item in the questionnaire carefully before you give your 
Please realf you want to change any of your responses, make sure that you have cancelled the response. 

wanted ones. . . I 

un Thank you in advance for your kll1dly cooperatIOn. 
DIRECTIONS: 

. d each statement carefully and: Please lea . 1 . b 'd d 
••• Pta tick mark ('I) 111 the oxes proVI e . 
• W

U 

'te your brief response in the blank spaces . • :. n . 
• G' only a single answer to each Item. '. 

••• Ive d t ite your name in any part of the questionnaire . • :. No nee 0 wr 

I Background information Part : 

1.I Name of the Woreda _______ _ 
1.2 Schooll __________ _ 

1.3 Gender 
1.4 Age 

A) male c=J 
A) 18-20 c=J 

B) female 
B) 21-30 

D 
D 

D) 41-50 B 
F) 61& above 5 

E) 51-60 r-l B) 6-IOyr 0 C) 11-1 yr 

C) 31-40 c=J 

. c=J.) 1-5yr L-J 
1.5 Work expenence c=J) 31 & above 

D) 16-20yr c=J E). 21-25yr Q F)) 2 6-30~ B) BAIBEO/BSC 
. . A) 12+2 (Diploma L-J 

1.6 Academic quahficatlon D) Other (please specify 
C) MAiMSC 0 

o 
o 

1.7 Area of your specialization: 

Educational leadership 
Social Science 

o 
o 

Other . . A) Teacher 
1.8 Your present pOSitIOn 

C) Depaltment head 

Natural Science 
Language 

B) Unite Leader 

o 
o 
o 

. I I' Principal o D) Princlpa vIce o 



pART TWO: Application of school p .' . 

School Principal Professional Standardllhclpal standards and its 
. s are the b d purpose 

They are overarchlllg ~oa.ls and themes that ~oa category of princi al ' 
and be able to do and IndIcates the level of ~rovlde a framework for what

S ~no.wledge and skills. 

vork expectations. For the response t PI rformance required for th Principals should know 
\ 0 eac 1 stat e successful h' 
3 -Medium 2 =Low 1 -E t ement use ' 5 -Ext I ac levement of - x remely Low - reme y High 

~ Item 4 -High 

V- 2.1. Lead an.d Facilitate Vision of Learning 
k-;-;- Identify and mcIude stakeholders in the pro f 5 4 3 2 1 
~ .. ti cess 0 developino I Articulate a VISIOn .ocused on high levels of I .'5 a s lared vision 
~ earl1\no for all t d 

Implement a process for the development of a I d " s u ents 
~ '. . s lare VISion 

Identify goal aleas that promote hIgh levels of I ' ? 1.4 . ac llevement for II 
W Articulate well-defined behefs about teachino d I . . a students and staff 

. 0 an earl1\no m r 
levels of student achievement 0 esponse to the environment and 

I---- 2.2. Lead, Manage Learnino and Teachino 

~l Ensure that curriculum, instruction and assessme t l" . 
. ". n s are aigned With ad ' 

~.2 Momtor the use of vaned II1structlOnal methods and f; ca emlc 
. ormats to make Ie' . 

relevant and responsive to the needs of students with different b' " arnmg expenences 
backgrounds a IhtIes and from diverse 

22.3 Mentor and coach peers to design, implement and model hioh uali . . 
individuals and groups of students 0 q ty learnmg expenences for 

'? 74 Keep inf~rmed about current research and theory on effective schooling .. , .... 
2.2.5 ConUllUI1lCate data about student progress to the scilOol community 

2.3. Lead, Develop Individuals and Teams 

2.3.1 Systematically identify and implement learnino and development needs ' l" . I 
•. . 0 m me Wit 1 

oroal1lzatlOnal requirements 

2.3.2 Enco~rage in~ividuals to self-evaluate performance and identify areas for im-.Rrovement 
2.3.3 Identify learnmg a.nd dev~lopment program goals and objectives, ensuring a match to the specific 

knowledge and skill reqUIrements of competency standards relevant to the school 
2.3.4 :ac.i l~tate schoollearnin~ opportunities, and coaching and mentoring assistance to promote 

indiVidual and team achievement of competencies 
2.3.5 Use feedback from individuals or teams to identify and implement 

improvements in future learning arrangements 
-

2.4. Lead, Manage School Operations and Resources 
2.4.1 Build conciseness and acceptance on established rules and regulations 
2.4.2 Identify available resources to address the physical and mental health needs of the students and 

staff 
2.4.3 Mobilize required resources to run school activities to enhance student learning 
2.4.4 Establish and reinforce rules, guidelines and operational procedures that enable staff focus on 

teaching learning 
2.4.5 Provide reports and documentation to the school community, customers and stakeholders as 

required 
2.5. Develop and Manage School-Community Relations 

2.5.1 Represent the school at comP1unity functions and public oatherings 
2.5.2 Regularly practice two-way communication with parents about students' progress . 
2.5.3 Provide parents and students with relevant information about available school servIces 

(instructional behavioral and psychological) to address student learning needs 
2.5.4 . ' . . h' vement among all students Identify and use communIty-based resources to II1crease ac Ie . 
2.5.5 f h h 01 and commul1lty to create an Model appreciation and respect for the cultures 0 t e sc 0 

environment that supports hig-h achievement levels' for all students 

Open ended Questions . th lication of the school principal 
I. If you have any more problems that the school faces d~nng e app. 0 

professional standards, please describe them and include 111 your rankll1o ' 



... 

=: 
2. How do those problems should be sOlved? 

:= 
PART THREE: The following are some ed . 

1 = ~ xtremelY_ ow - e lum 2=Low 
----No 3.1 Planning 

fJ.I.1 The princl2..al is skilled in developing the school'p i d bi' . 5 4 3 2 I . . I ' ap; bl '. an an 0 ecttve clearly. 
fJ.1.2 The pnncl£a IS ca a e III prepanngcPlans towards th h' . 

. . I ' b e ac levement of expect d gc I 
I-;;' I ' The gnncipa IS cCl}Ja Ie of making clear the school' I d' e oa s. J . . J 

The principal works with the staff and parents to im~fe;~:tnpl~:~:~tive t~ teachers and studenls. '3.1.4 
3.2 Curriculum Development works. 

3.2.1 Principals identify school communities need so as to impro . I 
. . ve cumcu um 

t-:;? ? Princigals ~ork as a resource person in curricu:um il~rovement. J.~.~ 

-;;? '" Principals lllvolve teachers in curriculum development J.~.J 

3.2.4 Principals involve cParents in curriculum development. 
3.3 Staff Devel~ment 

3.3.1 The principal develops a mechanism by which competent teachers share the ' . f . " . , Ir expenence 0 
teachlllg methodologIes WIth theIr colleague friends . 

3.3.2 The principal helps to provide short term training at the school at school level by preparing 
academic seminars, workshop~ , etc. 

, , , 
) .J.J The princigals identify training needs of teachers. 

3.3.4 The principal reads different current educationalpublications and encourage teachers to do so. 
3.4 Goal clarification 

3.6.1 Principals are skilled in developing school goals clearly. 
3.6.2 Princl2..als are capable of making that the school~oals to school communities. 
3.6.3 Principals are capable of encouragif'~_ the staff towards the achievement of expected ~als. 
3.6.4 Principals are cCl1J.able of setting directions towards the achievements of anticipated goals 

3.5 Decision - making 
3.7.1 The school community is satisfied with decision made in the school 
3.7.2 Teachers are making active participation in school decision 
3.7.3 School leaders make decisions openly 
3.7.4 The school communities are well informed 

3.6 Utilization of Resources 
3.8. I Mobilize r~uired resources to run the school activit ies to enhance student. learnino 

3.8.2 Identify and eguitably allocate resources to support student and staff learnm& 
3.8.3 Monitor the use of resources aligned to the academic standards 
3.8.4 Review the strateoies and working_guides of resource management in schools 

Give your responses for the following open-ended questions . 1 d . 
1. Please, if any other cmcial roles YOll. think that your school leaders faIl to app y unng 

leading. 

2. How do those problems should be solved? 



PART FOUR: Below is Table that conshs f . 
your school. PI~ase indicate the extent to :hic~ e~~~stlOns that show the leadership practices of 
tick mark (>J) 111 one of the boxes against I ' statement represents your school by putting 
3 -Medium 2 ==Low 1 -Ext I eae 1 Item. 5 ==Extremely High 4 H' h -

remely Low - Ig <'!tenl 
~~ Setting the School Vision and Developing S h ' . 

5 4 . fi I ipl cool MIssIOn ~rcollect data rom mu tl e Sources to create a com . . 
4 I. . mon VISion for the s h I ~r-well express or commUnIcate tr.e vision to all stakeh Id c 00 
4 I.~ r--:-;; d :q fi 0 ers ~ Allocate a e uate resources or the effective imp Ierne t f f .. 
~ Develop missions that are easily understood and used r;; Ion 10 a ~chool VISion and mission 
4 I. . . teac lers 111 the scho I ~ 4.2 Managing Curriculum and Instruction 0 

~rcoordinate the curriculum evaluation process of the scho I t dd 
4.· curriculum 0 0 a ress problems related to the 

-:-;;-;; Check periodically students 
result in order ~o ensure the effective implementation 4.2.2 

curriculum of the 
4.2.3 Advice teachers and department heads regardino the challeno th 

faced in relation to the . fl ' I '" ",es ey implementatIOn 0 tIe curncu um 

"4.2.4 Ensure the timely allocation of resources (human, material and finanCial) instructional process necessary for - 4.3 Supervising and Evaluating the Instruction 

4.3.1 Give adequate time .after cl~ss visit to discuss the problems and plan improvement together 
4.3 .2 Hold regular meetmgs With each department for the purpose of improving curriculum 

and instruction 

4.3.3 Use teaching staff meetings to discuss curricular and instructional issues 
t- 4.4 Monitoring Instructional Programs 

4.4.1 Encourage teachers to held the school's testing practice as integral part of the total instructional 
process than treating it as a separate function 

4.4.2 Inform the school ' s performance result to teachers in a report form after effective monitoring of 
the activities 

4.4.3 Meet individually with teachers to discuss students academic progress 
4.4.4 Use test result to assess progress toward school goals 

4.5 Promoting a Conducive School Learning Climate 
4.5. I Establish suppOitive and motivating atmosphere in which staff, parents and students are 

encouraged to work as a team ir. the school 
4.5.2 Create positive environment in which good working relationship exist. 
4.5.3 Provide support in building collaborative cultures amonj! teac~lers . 

4.5.4 Encourage a culture of trust between school leaders and teachmg staff 

3 2 I 



PART FIVE: Factors encounter the cap 'ty 
. . . aCI of the school principals. 

DirectIOn: The following ISsues are a 
. I' ssumed to be tI 

hindermg t le practice of leadership The filv . le common factors for many hI' 
I . t h . . ' e pomt scales fl sc 00 S III 

item. Pease la e eac Item, uSll1g the (1-5) I re ect the d\!gree of ava ' l b'I'ty 
. b'I' d fi' . Sca es that best d 'b I a I I each 

is avalla I Ity or e IClent 111 your school. escn es the degree to which th 't 
E I H' I 4 H e I em 5= xtremelY 19n = igh 3 -:- Medium 

No Item 2 Low 1 Extremely Low 
5.1. Lack of Skills and Training 5 4 3 2 1 

5.1.1 Lack of qualified instructional leader in tl 
5.1.2 k f " . le areas of education 

Lac 0 tralllll"j& on II1structionalleadership 
5.1.3 Lack of In-service training and teachers de I lPI 

5. 1.4 
. ve 0 mentproorams 

Lack of qualified teachers in all subject area ~ 
5.2.Lack of Cooperation and commitment fl' . 

5.2.1 Teachers or nstructlOnallmprovement 

5.2.2 Students 

5.2.3 School board 

5.2.4 Community 

5.2.5 Woreda educational managers 

5.3. Lack of Resource Availability and AIIc.cation 
5.3 . I Lack of human resources 
5.3.2 Lack of financial resources 
5.3.3 Lack of material resources 
5.3.4 Lack of information resources 
5.3.5 Lack of infrastructures 

5.4. Lack of will and Courage 
5.4.1 Lack of Cour~e to take risks, at time for the improvement of instruction 
5.4.2 Unwillingness to devote more time for instructional issues 
5.4.3 Lack of Adequate knowledge base of instructional leadership 
5.4.4 Lack of Organizin_g_ the school community for leadership work 
5.4.5 Unwilling to assess staff and school capacity for leadershi~ 

5.5. Disengagement 
5.5 .1 Teachers dislike and criticize the principals 
5.5.2 Lack of teachers re~ect to the personal competence of their colle~ue 
5.5.3 Lack of teachers trust to work together without supervision 
5.5.4 Lack of teachers reallY enjoy working in the school 
5.5.5 Lack of teachers ef!.&a?ement themselves interval matters 

5.6. Hindrance 
5.6.1 Routine duties interfere in the job of teaching 
5.6.2 Teachers interrupting other members who are talkif!.&in staff meeting 
5.6.3 Assigned non-teaching_ duties are excessive 
5.6.4 Teachers have too many committee requirement 
5.6.5 Administrative ~er work is burden in the school 

GIve your responses for the followmg open-ended questions . h I I d ' 
. . . h II hmder your sc 00 ea er s I. In general, what do you think by descrlbmg major c a enges 

capacity in you school context? 

2. What solution do you suggest to overcome these factors? 



APPENDIXB 
ADDIS ABABA UNIVERSITY 

COLLEGE OF EDUCATION AND BEllA VIORAL STUDIES 
DEPARTEMNT OF EDUCATIONAL PLANNING AND MAMAGEMENT 

Questionnaire to be. filled b~ Sch?ol ~eaders (principals, Vice Principals &Dep. heads) m
ain purpose of thIS questIOnnaIre IS to analysis the capacity of school leaders in The fi 

forming Schools. The study ocuses on Government secondary Schools of North Shoa Zone. 
"::' infonn,tion gathe<ed theangh thi, q o"'tionn,ire will be ",ed by the re,e,rehe, foe only 
T d io p"'po,e. Yo", c",efo1 'nd hone" ,e'pon,e dete'mme, the ,"cce" of the ,rudy ood the 
aca em

l 
er as well. Thus you are kindly requested to complete it carefully and honestly while, researc 1 

ses will be kept secret. 

",pO>' ad the in"mcti.,,, 'nd e'ch item i" the qo"'tionn,ire c,refulIy before yon givo yon, 
Please re If you want to cI-.ange any of your responses, make Sure that you have cancelled the response. 
unwanted ones. 

DIRECTIONS: 
Thank you in advance for your kindly cooperation! 

ad each statement carefully and: Please re _I • 'd -l 

.:. Pta tick mark ('I) In the boxes proVI e'J . 
• :. ';rite your brief response in the bl~nk spaces. 
••• Give only a single answer to each Item. ' . 
• d to write your name in any part of the questIonnaIre . • :. No nee . 

Part I: Background informatIOn 
I.3 Name of the Woreda _______ _ 
1.4 Schooll ___________ _ 

1.3 Gender 
1.4 Age 

A)male c=J 
A) 18-20 c=::J 
C) 31-40 c=::J 
E) 51-60 c=J 

1.5 Work experience A) 1-5yr 

B) female 
B) 21-30 

o 
o 

D) 41-50 D 
F) 61& above D 

CJ B) 6-10yr D C) 11-15yr 

630 c=J) 31& above c=::J E). 21-25yr D F) 2 - yr AlBED/BSC D) 16-2?yr . . A) 12+2 (Diploma) DB) B 1.6 AcademIC qualIficatIon 'fy 
CJ 

D 
,--, D) Other (please specl C) MAiMSC L-J 

I.7 Area of your specialization: 

Educational leadership 
Social Science 
Other 

o 
o 

.. A) Teacher 1.8 Your present posItIon 

C) Department head 

Natural Science 
Language 

B) Unite Leader 

CJ 
CJ 

o 
o D) Principal Ivice Principal o 



pART TWO: Application of school p' . 
School Principal Professional Standa dnnclpal standards and its pur 

. r s are the b d pose 
skills. They are overarchmg goals and the roa ca:egory of princi al ' 
should know and be able to do and indl'c t mles that provide a frameworkP "s knowledge and 

. f k a es t le level f lor what prin' I 
achievement 0 wor expectations. For the 0 performance required" I clpa s 

I H' I 4 response to eacl t lOr t le successful 5 == ExtremelY Igll = High 3 Medium 
1 s atement use: 

..-:-- Item 2 Low 1 Extremelv Low ~ 2.1. Lead an.d Facilitate Vision of Learnil!.K 
k-:-i"" Identify and lI1clude stakeholders in the...Qrocess f d . 5 4 3 2 I 
~ . . f, d 0 evel~mll a sha d " Articulate a VISIOn ocuse on high levels of lea . fi re VISion 

? 1.2 nUJ!g or all student 
~ Implement a process for the development of a sha d " s re VISIOn 
~ Identify "oal areas that promote hioh levels of ach' 
~ . levement for all t d Articulate well-defined beliefs about teachino and I ' . s u ents and st.:ff 2. 1.) . '" earnmg m respo h . levels of student achievement nse to t e envlIonment and 
~ 2.2. Lead, Manage Learning and TeachiJ!g 

f-j?1 Ensure that curriculum, instruction and assessments are at' d . . 

't.2:Z f . d ' . i1gne With academiC Monitor the use 0 vane mstructIOnal methods and form t t . . a s 0 make learnmo . 
relevant and responsive to the needs of students with diffe t bT' t> expenences 
backgrounds ren a I Illes and from diverse 

.- Mentor and coach peers to design, implement and model hioh t' I . 2.2.3 
individuals and groups of students t> qua Ity earnmg experiences for 

2.2.4 Keep informed about current research and theory on effective SChooling 
~.2.5 Communicate data about student progress to the school community 
I- 2.3. Lead, Develop Individuals and Teams 

2.3. 1 Systematically identify and implement learning and development needs i t' 'th . . I ~q . n me WI orgal1lzatlOna re ulrements 

2.3.2 Enco~rage in~ividuals to self-evaluate...Qerformance and identify areas for improvement 
? ' , Identify learl1lng a.nd dev~lopment program goals and objectives, ensuring a match to the specific _ . ) .) 

knowledge and skill r~ulrements of c011!2.etency standards relevant to the school 
2.3 .4 Facilitate school learnin~ opportunities, and coaching and mentoring assistance to promote 

individual and team achievement of competencies 
2.3.5 Use feedback from individuals or teams to identify and implement 

improvements in future learnil'!& arrangements 
2.4. Lead, Manage School Operations and Resources 

2.4.1 Build conciseness and acceptance on established rules and regulations 
2.4.2 Identify available resources to ad.dress the physical and mental health needs of the students and 

staff 
2.4.3 Mobilize required resources to run school activities to enhance student learning 
2.4.4 Establish and reinforce rules, guidelines and operational procedures that enable siafffocus on 

teaching learning 
2.4.5 Provide repOits and documentation to the school community, customers and stakeholders as 

required 
2.5. Develop and Mana~e School-Community Relations 

2.5.1 Represent the school at communi!Y functions and ~blic gatherings 
2.5.2 Regularly practice two-way communication with parents about students' progress . 
2.5.3 Provide parents and students with relevant information about availab~e school services 

(instructional, behavioral and psychological) to address student learn1l111 needs 
2.5.4 Identify and use communi!y-based resources to increase achievement amo?g all students 
2.5.5 Model appreciation and respect for the cultures of the school and commul1lty to create an 

- environment that supports high a..:hievement levels for all students 

Open ended Questioners . th lication ofthe school 
I.lfyoli have any more problems that the school faces dUrI.ng e a!,p k'ng 

. . d 'b th and mclude 10 your ran I . prl11clpal professional standards, please eSCrI e em 



2. How do those problems should be solved? 

============~------pART THREE: The fOllowing are sOllle d . 
I f tl ' . e ucatlOnal lead h' 

spend 111UC 1 0 lelr tlllle. These are' PIa' . ers Ip roles that sci I . . 
. . I' . nnl11g, Curnculu d 100 prIncipals 

superVIsion, eva uatlOn, goal clarification re I III evelopment staff d I 
, searc 1 work add '. , eve opment 

statement from strongly agree to strongly disa b n. eCISlon - making. Please t h' 
I I b t· (' J gree Y puttl11g (") k . , ra e eac 

using t le sca e y put ll1g'J) mark in the colum . . mar In the columns pro 'd d 
I H · I llS provided USll1g tl C II VI e 5 =Extremely Igil 4 =High 3 -Med' le 10 oWing scale 

lUlll 2 Lo . 
~ 3.1 Planning. .. . w 1 Extremely Low 
k-?,-I-The principal IS skilled Il1 developll1~g the schoolplan and obj . 5 4 3 
J 1.1 . ' ," bl ."' . ectlve clearly, ~rrhe principal IS capa e Il1 preparIng plans towards the achie . 
~ The principal is capable of making clear the school's plan a ~e~~nt ~f expected goals. 
, I ). n 0 Jjechve to tea h d 
~4 The principal works With the staff and parents to implement.JlI d c ers an students. 
3 \. anne works 
~ 3.2 Curriculum Development . 
f.:-;;J Principals identify school commun;ti~s nee~ so as to improve curriculum 
1
31:- I k '"' r-:;-" Principa s wor as a resource person Il1 CUfrlculum improvement. 
~ Principals involve teachers in curriculum devel<2£ment -k4 Principals involve parents in curriculum devel<2£ment. J .•. 
~ 3.3 Staff Development 
f-;;;'"I The principal develops a mechanism by which competent teachers shal'e th . . ),). . . . elr experIence of 

teaching methodologies With their colleague friends. 

3? The principal helps to provide short term trainino at the school at school level b . 3. " . . "' y prepanng 
academiC semlllars, workshops, etc. 

3.3. 3 The principals identLfY trainin& needs of teachers. 
3.3.4 The principal reads different current educational publications and encourage teachers to do so. 

3.4 Goal clarification 
3.6.1 Principals are skilled in develoging school goals clearly 
3.6.2 Principals are capable of making that the schoolgoals to school communities. 
3.6.3 Principals are capable of encouraging the staff towards the achievement of expected goals. 

I 3.6.4 Principals are capable of settill& directions towards the achievements of anticipated ooals 
3.5 Decision - making 

l.7.1 The school community is satisfied with decision made in the school 
3.7.2 Teachers are making active participation in school decision 
3.7.3 School leaders make decisions openly 
3.7.4 The school communities are well informed 

3.6 Utilization of Resources 
I 3.8.1 Mobilize required resources to run the school activities to enhance student learning 

3.8.2 Identify and equitably allocate resources to support student and staff learning 
3.8.3 Monitor the use of resources aligned to the academic standards 
3.8.4 Review the strategies and working guides of resource management in schools 

Give your responses for the following open-ended questions . ' 
I. Please, if any other crucial 'roles you think that your school leaders fail to apply durmg leadmg. 

2. How do those problems should be solved? 

I 

2 



PART FOUR: Below are Tables that consist f . 
I I E I T bl ' 0 questIOns that sh hI' 

YOur sc 100. ac 1 a e contams five respo PI . ow t e eadershlp practices of 
nses. ease md' t J, 

statement represents your school by putting tick k <,j' Ica e Le extent to which each 
Every response I:as to be bas~d on your school cO~:~t. T( m one of the boxes against each item. 
S ='Extremely HIgh 4 =Hlgh 3 -Med ' le numbers shows: 

- lum 2=L 
ow 1 =Extremel L y ow 'J'jo item 

4.1 Setting the School Vision and Devell!l!ing S hiM' . 5 4 3 2 I II d fi' c 00 ISSlon 4.1.1 Co ect ata rom mult.!Qle sources to create a co . . 
4.1.2 <pi . mmon VISIon for the school 

Well ex ress or commulllcate the vision to all stakeholders 
4.1 .3 Allocate adequate reSOurces for the effective im I . 

of a school . . d" P ementatlOn VISIOn an mission 
4.1.4 Develop missions that are easily understood 

and used by teachers in the school 

4.2 Managing Curriculum and Instruction 
4.2.1 Coordinate the curriculum evaluation process of the school to address problems related to the curriculum 
4.2.2 Check periodically students result in order to ensure the effective implementation of the curric:I1um 
4.2.3 Advi.ce teache~s and depar~ment heads regarding the challenges they faced in 

relation to the ImplementatIOn of the curriculum 
4.2.4 Ensure the timely allocation of resources (human, material and financial) 

necessary for instructional process 

4.3 Supervisil!.K and Evaluating the Instruction 
4.3.1 Give adequate time after class visit to discuss the problems and plan 

improvement together 
4.3 .2 Hold regular meetings with each department for the purpose of improving 

curriculum and instruction 
4.3 .3 Use teaching staff meetings to discuss curricular and instructional issues 

4.4 Monitoring Instructional Pr~ams 
4.4.1 Encourage teachers to held the school's testing practice as integral part of the 

total instructional process than treating it as a separate function 

4.4.2 Inform the school's performance result to teachers in a report form after 
effective monitoring of the activities 

4.4.3 Meet individually with teachers to discuss students academicjll'ogress 
4.4.4 Use test result to assess progress toward school goals 

4.5 Promotil!g a Conducive School Learning Climate 
4.5.1 Establish supportive and motivating atmosphere in which staff, parents and 

students are encouraged to work as a team in the school 
4.5.2 Create positive environment in which _good working relationsh~ exist. 
4.5.3 Provide support in build in? collaborative cultures among teac~ers . 

4.5.4 Encourage a culture of trust between school leaders and teachmo staff 



pART FIVE: Factors affects the capacity f th 
o e school principals. 

Direction: The following issues are assum d t b 
. f e 0 e the co " 

hindering the practice 0 leadership. The five po' t I mmon lactors for many sch I . 
I t I·t· III Sca es reflect tI d . 00 S In 

item. Pease ra e eac 1 I em, uSl11g the (1-5) scales tI t b . Ie egree of availability e h 
is availability or deficient in your school. 1a est describes the degree to which th 't

ac 

5 I H' I 4 H" e I em ==Extremely Ign Igh = 3 -Medium 
No item 2 Low 1 ExtremelY Low 

5.1. Lack of Skills and Traini'!Z 5 4 3 
5.1.1 Lack of qualified instructional leader in the f . 
5.1.2 

. '. areas 0 educatIOn 
Lack oftral11l11~ on l11~t:uctionalleadersh!£ 

5. I.3 Lack of In-service tral11l11g and teachers develoPI PI 
5.1.4 

. . ment rograms 
Lack of qualified teachers 111 all subject area 
5.2.Lacl, of Cooperatiop and commitment for It . . 

5.2.1 Teachers ns ruchonallmprovement 

5.2.2 Students 
5.2.3 School board 
5.2.4 Community 
5.2.5 Woreda educational managers 

5.3. Lack of Resource Availability and Allocation 
5.3.1 Lack of human resources 
5.3 .2 Lack of financial resources 
5.3.3 Lack of material resources 
5.3.4 Lack of information resources 
5.3.5 Lack of infrastructures 

5.4. Lack of will and Cour~e 
5.4.1 Lack of Cour~e to take risks, at time for the improvement of instruction 
5.4.2 Unwillingness to devote more time for instructional issues 
5.4.3 Lack of Adequate knowledge base of instructional leadership 
5.4.4 Lack ofOrganizin-.& the school community for leadership work 
5.4.5 Unwilling to assess staff and school c~acity for leadership 

5.5. Disengagement 
5.5.1 Teachers dislike and criticize the -.2,rinc!£aIs 
5.5.2 Lack of teachers respect to the personal competence of their colleague 
5.5.3 Lack of teachers tru.st to work t~ether without supervision 
5.5.4 Lack of teachers really enjoy working in the school 
5.5.5 Lack of teachers engagement themselves interval matters 

5.6. Hindrance 
5.6.1 Routine duties interfere in the job of teaching 
5.6.2 Teachers interrupting other members who are talking in staff meeting 
5.6.3 Assigned non-teaching. duties are excessive 
5.6.4 Teachers have too many committee requirement 
5.6.5 Administrative paper work is burden in the school 

Give your responses for the followmg open-ended questions . , 
1. In general, what do you think by describing major challenges hmder your school leader s 

capacity in you school context? 

-- f: ? 2. What solution do you suggest to overcome these actors . 

2 I 



APPENDIXC 
ADDIS ABABA UNIV 

COLLEGE OF EDUCATION AND B ERSITY 
DEPARTEMNT OF EDUCATIONAL PLAN~AVIORAL STUDIES 

Interview Guide for Woreda Educaf 0 ING AND MAMAGEMENT 
Ion ffice Reads and S . 

section 1: Personal Information 
I Upervlsors 

1. Name of the Woreda: _________ _ 
2. Gender: _____ _ 

3. Age: --::--:---:--_ 
4. Level of education: __ _ 
5. Qualification: ____ _ 
6. Total work experience or service year on current pos't ' . 

. 'd I Ion. Section 2: IntervIew gm e questions ---_ 

I. What are the criteria you implement for the princ' I I' " . 
Ipa s IIp POSItIon m your woreda? 

2. In your opinion, do you think that school administers ( . . _ . 
educational administration can help teachers in teachingP~I;lcIPa.1S) who IS not qu~lified in 

earnmg process effectIvely? 

3. 

4. 

Do you believe that your office is giving the necessary support t II h I I 
I · I . . 0 a sc 00 eaders to enhance t lelr eadershlp -capaclty? If so, how? 

Do you ~link that school principals have been successful in setting their school vision 
and goals . Have you cross checked how closely school goal align with the national goal? 

5. How would you describe the relationship of school principals within their subordinates 
and staff as a whole? 

6. How do you judge their)nterpersonal 5kill? Are they good in producing comprehensive 
report and report on time? Can you support your response with practical evidence? 

7. How do judge school principals in undertaking professional development like staff 
development activities, encouraging teachers to carry out action research, to use different 
instructional strategies and skills, arranged experience sharing program (s) among 
colleagues in their schools? 

8. It is obvious that the principals encounter a lot of problems in carrying out Ileaddershh~p 
. . . bl th t negatively affect ea ers Ip functIOns. Please specIfy some of the major pro ems a ? 

capacity? And the possible solutions how to overcome these problems. 

Interviewed by _____ _ 
Date of Interview _____ _ 


