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ABSTRACT

The purpose of this study was to assess principals’ leadership effectiveness in the
government secondary schools at Nefas selk-lafto sub-city in Addis Ababa. Under this
title, planning and communication aspects, styles, skills, and elements of leadership were
given emphasis. A descriptive survey research method was favored best and employed in
the study. One sample sub-city was selected for this study namely.: Nefas selk lafto sub-
city. Under this sub-city seven government secondary schools were selected out of eight
for this study. 190 teachers and department heads, five supervisors, 21 principals, one
SEQO head and three experts were primary sources of data. Questionnaires and interview
were used for the purpose of collecting relevant data. Data obtained through
questionnaires were analyzed using statistical tools like frequency and mean. The
findings of this study revealed that principals were found to be least effective in
accomplishing major leadership task and most elements of effective leadership. In the
study, it was also noted that principals heavily relied on autocratic leadership style.
Based on the findings, it was concluded that: 1/ principals were seriously lacking
trainings on school leadership, 2/ the SEO and education bureau did not assess the
practical implementation of various guidelines meant to govern the activities of
principals, 3/ principals did not give credits to the resources of their staff members and
local community and did not allow them to actively take part in school leadership and
contribute their resources. Based on the findings it was concluded that principals were
least effective in many tasks and elements of leadership, guidelines had short comings
during implementations, and principals excluded large majority of teachers and community
members from taking an active part in school leadership processes. It was recommended
that: 1/ the SEQ and education bureau have to assess the needs of schools in this level for
trained principals in the field of EAPM, prepare a plan of action and work on it in
collaboration with educational institutions in order to produce enough graduates who
would take the post of school leadership, 2/ the SEO and education bureau should carry
out field assessments on implementation of guidelines and should make necessary
amendments, 3/ principals should give credits to resources of staffs and community
members, develop, and make use of these resources during school leadership.

vii



CHAPTER ONE

Introduction

In this chapter, the background of the study, statements of the problem, objectives of the
study, significance of the study, scope of the study, the limitation of the study,

operational definition of key terms and organization of the study were discussed.

1.1. Background of the Study

Scholars have many theoretical explanations about effectiveness of principal leadership,
yet they do not have common understanding on what constitutes effective principals’
leadership. Harris et al (2003) confirm that there are a number of conceptual
understandings about leadership which offer some insight into effective practices.
Effectiveness of principals can be manifested when they create visions for success,
demonstrate high expectation for student achievement; build the capacity of the
leadership, demonstrate ethical and moral leadership, and involve staff members in
decision making. Supporting this, Mackenzie (1994) argued that effective school leaders
are those in charge of individual school who are responsible for mobilizing the abilities
and efforts of teachers to provide effective educational program and also those who are

anchoring their work on central issues of learning and teaching and school improvement.

School leadership is now high on the research and policy agendas of many countries. Our
country Ethiopia is among those countries which gave high policy emphasis in recent
years to school leadership. The government of Ethiopia has put a policy direction
regarding the management and organization of schools stating that it will be,
professional, coordinated, efficient and effective with an overall coordination of and
democratic leadership of committees consisting of members from the community (MoE,
1994). Here, it was highlighted that maintaining efficiency and effectiveness of principals

at all schools levels of schools in general a policy emphasis in our country.

According to Porter et al. (2006), the functions of effective school principals involve
realizing objectives for proper use of available resources, setting policies to implement

objectives, formulating place and identifying activities to achieve the schools objectives,



organizing the school activities in to group(departments), defining the school tasks that
need to be done, solving school problems by making sound decisions, initiating school
activities through motivation and communication and setting up systems of control to
ensure the achievement of school objectives. This implies that organizational success
depends on the crucial necessity of effective leadership that depicts cooperation of
members and stimulation of group thinking on the real problem that confronts the
organization. Therefore, it is believed that what is good to the society in future depends

on the success of schools in performing their function effectively.

Several scholars have admitted that school leadership is a specialized field that requires
deep theoretical knowledge and skills in the science of school leadership and
management. In conformation with this, it has been stated in the policy that secondary
schools leaders should possess a minimum of a degree in teaching and should qualify
satisfactorily to accomplish training on leadership (ESDP IV, 2010). This is one of the
indications that the government has given emphasis for professionalization and

maintaining effectiveness of school leadership.

It has been implied in Covey (2004) that effective principals create trust which is the
most important thing for the success of an organization among teachers and students.
Principals really care about their own duties and keep focus to build trust by articulating a

proper direction for the school.

Barth (2006) supports that, effective principals do their best to reduce the uncertainties
within the school. They also do not grasp the opportunities to step over others, but rather
stretch out a helping hand for teachers to overcome weaknesses and limitations. Such
effective leadership principals also consistently practice integrity in everyday operation to
create trustworthiness by maintaining high standards of moral and ethical conduct in
every service(Covey, 2004 ; Barth, 2006).

School Principals have many duties and responsibilities which, if successfully
accomplished could guarantee their effectiveness. Regarding this MoE (2005) stated that

school principals are given the power and responsibility to encourage teachers enhance



their efficiency, to address the ethical problems on the part of teachers and students, to
facilitate a favorable situation to the teaching learning process, to appropriately manage
the overall educational activities in schools and thus seek and maintain active cooperation
of the community in the management of schools which formally explains their level of
effectiveness. The schools, in which the training program and the education sector

strategy link with it.

Effective school principals are important personnel in the successes and preparation of
school plans. When it comes to realizing these plans, it is almost impossible to expect it
without developed and effective principals. Confirming this, Harris et al (2005) indicated
that research evidence concerning school improvement underlines the importance of
developed leadership at all levels of school. Sergiovanni, (2001) also underlines that
principals are key players in the school improvement who play a variety of roles.
Therefore, to achieve success in the implementation of school improvement programs, in
Addis Ababa in general and in Nefas selk-lafto sub-city in particular, it was vital to carry
out a research of this kind that would investigate problems of effective leadership in
schools and eventually propos mechanisms of tackling these problems. The policy
emphasizes on the need for professional and effective leadership at all school levels for
the overall success of school development plans is the rational that initiated the student

researcher to undertake this research.

1.2. Statement of the Problem

The school principals can play key leadership role in transforming their institution
towards higher/better achievement and success. Initiatives must be taken, resources must
be gathered, and exemplary principals are the central figure of school organization. What
they say, do or think has a significant effect on organizational performance. A principal's
interaction and participation can increase learning climate, productivity, achievement and
school reputation (Sergiovanni, 2009). The accomplishments of a school and even
whether or not it achieves its goals and mission can be determined by the principal's

effectiveness in their vision, both foresight and hindsight.



Principals’ effectiveness can have a positive effect on students’ academic achievement,
organizational management and staff development. Their leadership can promote human
relationships, management motivation, collegial relationships, school improvement, and
collaboration with stakeholders including students, teachers, parents, staff, and the

community.

A good principal envisions a mission for the school that accomplishes the needs of the
community (Barth, 2006). Only effective principals can deal with the fast-paced changes
and the demanding expectations of today's society. Without effective leadership, it is not
possible to have harmonious development of each student. Only effective principals can

excite the support of stakeholders.

Effective principals provide teachers with opportunities for professional growth and
development by providing feedbacks (Sergiovanni, 2009). They also use reward and
recognition (both intrinsic and extrinsic) to empower their teachers and staff
(Sergiovanni, 2000). Effective principals provide training, seminar, conference,
workshop, and other services for teachers and students to increase the school standards.
They clarify the practices and reinforce positive interactions within the school (Mandel,
2006).

Schools need the entire community working together towards an improved educational
system. The school principal, by clearly setting an action plan and indicating how parents
should get involved in school affair is primarily responsible for the task of maximizing
community participation. According to (MoE, 1998), community participation is a
development strategy in which the beneficiaries have strong influence on the direction
and execution of development projects that will help them improve their economic and
social life. When we see community participation in schools of Addis Ababa, it is below
satisfactory level. Budgetary constraints, for instance, are among the major complaints of
school principals. Principals often forget local community's potential as one reliable
means of alleviating material and financial constraints at a time when schools are
struggling with serious financial constraints. Community's participation under the PSTA

is very much limited to managing disciplinary problems of students and making some



minor administrative decisions. From these observations, it can be said that principals are

ineffective in mobilizing the local community towards school improvement.

Regarding promoting human relationships, providing motivation, collegial relationships,
school improvement, collaboration with stakeholders, creating suitable learning climate,
students’ academic achievement, organizational management, and staff development,
etc., have not been implemented effectively by educational personnel’s (experts, officers
and school principals etc), and these days school leadership in Addis Ababa city
administration particularly in Nefas Selk-Lafto sub-city is facing a number of problems
that are largely to do with principals themselves. Some originate outside the schools
which are related to community involvement, personnel and officer in Wereda and Sub-
city Education bureau, and rules and guidelines being implemented by this sector. Among
these problems being related to school leadership were: lack of vision and mission, the
absence of standards set educational training for school leaders (MoE, 1999). Principals
need to have the theoretical knowledge, skill and experience in leadership which
ultimately have an impact on academic success of student and to fulfill the role of

effective leadership.

Due to the increased enrolment of student population and diversified characteristic of
internal and external factors, the current conditions of secondary schools are becoming
very complex. As a result, principal leadership activities are becoming increasingly
challenging to cope up with. For the achievement of educational objectives, there should
be shared or distributed school leadership responsibilities and accountability,
participatory decision making, and designed collaborative school activities. Currently,
however, school principals are not behaving and working like that. Principals should have
the capacity and perspective to clearly define the goals and objectives of schools. In this
regard, the long trends in most secondary schools have been planning for different works,
but they did not implement in what they planned, just plan for the sake of planning.
School plans have not been need-based, have not been participatory during process of
planning and implementation, superficial, sometimes unavailable or not prepared (2012,

sub-city report).



The school leadership less effectiveness in secondary schools in Addis Ababa City
Administration especially in Nefas selk-lafto sub-city seems to be less effective when
implying the leadership roles of principals. For instance, all stakeholders are not
involving in the overall decision-making activities and there are no well-structured and
collaborative school activities. Hence, if school leadership responsibilities are not shared
among all the concerned stakeholders, decision-making is not participatory, and it does
not have designed collaborative school activities as the result school objectives could not

be achieved.

School principals need to have the knowledge and skill of effective communication so
that they can communicate the interests, attitudes and values of teachers working with
them formally and informally and also to motivate them accordingly. Conforming this,
Harris et al (2003) state that to demonstrate effective leadership in improving students’
achievement, the principal also must have the knowledge and understanding of effective
communication strategy. However, resolving disagreements between principals and
teachers were one of the regular activities that took ample time, finance and energy of
employees. This ultimately signifies that there was poor inter-personal communication
marked by mistrust and hatred. This blame lays largely on school principals who should
take the priority in clearly and openly communicating with their co-workers and builds

trust and avoid conflicts.

Having mentioned the above school leadership problems in Addis Ababa City
Administration especially in Nefas Selk-Lafto sub-city, school activities imply less
assessment was done regarding to problems of principals’ leadership effectiveness. This
research, therefore, would fill the awareness gap regarding obstacles to effective
principals’ leadership in human, technical and intellectual aspects that would prevail
among principals themselves, teachers, policy implementers and middle level managers.
The researcher tried to seek possible answer for the following basic research questions:

1. What does the extent of principals’ leadership effectiveness imply in government

secondary school in the sub city?
2. What are the factors affecting principals’ leadership effectiveness in government

secondary schools?



3. What can be done to improve principals’ leadership effectiveness in government
secondary schools?
1.3. General and Specific Objectives
1.3.1. General Objective
The main objective of the study was to assess principals’ leadership effectiveness in the
processes of planning, in enabling to accomplish elements of leadership and maintaining
proper styles and skills of leadership and thus to recommend some possible strategies to

improve principals’ leadership effectiveness of the sub city secondary schools.

1.3.2. Specific Objectives
Specifically, the research paper addressed the following specific objectives. These were

1. To identify the practices of principal’s leadership roles in government school
leadership of the sub city,

2. To assess the extent of principals’ effectiveness in government school leadership
of the sub city,

3. To assess what accounts for less effective school principals’ leadership at present
government school leadership of the sub city, and

4. To explore mechanisms/strategies for improving principals effectiveness in the

sub city.

1.4. Significance of the Study

The results of this study are very useful to create awareness for secondary school
principals by indicating what sort of leadership roles they lack during leading and how
they should fill these gaps so that they can enhance their effectiveness in leadership.
Hence, it was believed that this study contributes to that very limited work done in this
spare so far. In addition, it was hoped that the findings of this study may contribute to
others who may have interest to undertake similar study and it was also intended to give
insight to the leadership practices. School leaders may gain pertinent information towards
school leadership and make self-improvement. The findings of the research have the
following significances to the concerned stakeholders.

1. Would be very important to create awareness among school principals by

indicating their levels of effectiveness on key roles, styles and elements of



leadership. As the result effective principals’ leadership would be created in
government secondary school in the sub city.

2. It would also be helpful for policy implementers and middle managers as an
important source of information on what kind of leadership problems do principal
face and subsequently take appropriate measurements. So that policy
implementers could address principals’ leadership problems.

3. To improve learning of students by improving the method of learning in

government secondary schools.

1.5. Delimitation of the Study

Since leadership is very broad area, the study was delimited to principals’ leadership
effectiveness because quality education could mainly be assured through effective
educational leadership and effectiveness of leadership with reference to the principals’
performance in the process of planning, major elements of effective principals’
leadership, leadership styles and skills as applied by principals, problems of effectiveness
in school leadership and strategies to tackle those problems. It was also limited to
government secondary schools leadership effectiveness from grade 9-10 of Nefas Selk-

Lafto sub-city because finance and time restrict.

1.6. Limitations of the Study
Any task could not always be free of limitations. Time was a biggest constraint in this

study as the teacher respondents were overloaded with teaching and non-teaching
activities in their school. Hence, delay in returning the questionnaires happened. The
school leaders were not available in their office most of the time to obtain the required
information through questionnaires. Poor record system in the sub-city education offices
was also another limitation in finding out up-to-date documents and reports concerning
school principals. Therefore the time problem hindered me from completing the paper on
the scheduled given and the data recording system being poor prevented me from

including document analysis as an instrument in the research.



1.7. Definition of Key Terms
Effectiveness: is concerned with the ability to produce a desired result or goals. In the

study principal leadership effectiveness towards their smart planning, conflict management and
participated stakeholders in improving school were manifested

Leadership: is formal and informal net influence in desired by the person holding offices
(Cohen et al, 1983).

Leadership style: is leader’s typically way of behaving towards group members or
subordinates (Heck, & Hallinger, 1999).

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. For instance,
planning process, involving community, providing mechanisms to adders school
problems

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. That is, in diagnosing and solving problems in the teaching learning
process (Dimmock, 2000).

Secondary school: in the sub city the government secondary school grade 9-10

1.8. Organization of the Study
This study was organized into five chapters. In the first chapter, background of the study,

statement of the problem, objectives, significance of the study, delimitation of the study,
limitation of the study, and organization of the study were treated. In the second chapter,
review of related literature was incorporated. The third chapter presented methodology
which included the methods to be employed, source of data, instruments of data
collection, sample population and sampling techniques, procedures of data collection, and
data analysis. The fourth chapter dealt with presentation, analysis, and interpretation of
data. The last chapter incorporated the summery of the major findings, conclusions and

recommendations.



CHAPTER TWO
Review of Related Literature
In this chapter of the study, the concept and definition of leadership, the theories of
leadership, styles and characteristics, skills, elements of Effective Leadership, School
Leadership, Principal Leadership roles and functions and finally the principals' leadership
developments in Ethiopia were reviewed. This would help to show how different

researchers and scholars treated the art at different times.

2.1. Definition of Leadership
The acknowledged expert on the subject, Warren Bennis, says that he has come across over
350 definitions of leadership (Porter et al. 2006) and many researchers have proposed
their own definition of what leadership is. In spite of the numerous studies and writings
on the subject, there is yet to emerge a universally accepted definition (Peretomode
1991), which means this concept does not still have one common definition that is
agreeable by scholars in the field. Among the many definitions ever recognized, the most

common ones are treated as follows.

According to Kotelnikov (2001), leadership is the process of directing the behavior of
others toward the accomplishment of some common objectives. Leadership is a factor
that helps individual and groups to achieve the goal. It is the process of influencing and
supporting employees or others to work enthusiastically toward achieving the objective
(Mishra, 2001). According to the above definition, there are three important features of
leadership. The first one is influencing or supporting, the second is voluntary effort and
the third one is goal achievement, in this sense leadership is essential for guiding the

activities. Therefore, according to that scholar, leadership is a complex activity involving:

Hughes, (2006) echoes that, leadership is a complex phenomenon involving the leader,
the followers and the situation. The leader, as an individual, brings unique personal
history, interests, character traits and motivation to the leadership equation. The
followers even though their role has not been appreciated, the followers' expectations,
personality traits, maturity levels, levels of competence, and motivation affect the

leadership process too. Many scholars call this a ripple effect or reciprocity. The
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situation, even if we knew all, we could know about a given leader and a given set of

followers, leadership makes sense only in the context of how the leader and followers

interact in a given situation.

As can be seen from these components of the leadership equation, leadership is the product
of the reaction and awareness of the leader and the follower in that given situation. It is
the researcher's view that there is no single, correct statement that defines leadership as the

concept is complex and newly developing too.

Lunenburg and Orstein (1991) again have given us the following samples of
representative definitions of the term leadership among many which are results of
empirical investigations by many researchers and practitioners. These are: It is the
process of influencing group activities toward the achievement of goals, it is influencing,
guiding in direction, course, action, and opinion, it is a dynamic interaction between a
leader and each of his or her subordinates, and it is the influential increment over and
above the mechanical compliance with routine directives of the organization. The above
definitions highlight that leadership is an art of inducing compliance or an exercise of

influencing the behavior of subordinates towards institutional goal achievement.

2.2. Theories of Leadership

Researchers have long tried to find out one leadership theory that is universally accepted
and applicable to every situation of organization. Gamage (2006) acknowledges that even
though some useful insights have been found, no comprehensive theory of leadership has
received universal acceptance. They have been making efforts to find out leadership
theories, how leaders behave in a way they do, what enable them to act at a given
organizational situation, and which of these behaviors and actions are suitable to
organization in any place and/or of any kind. Below is a discussion of the leadership
theories proposed by several researchers at different time. The common ones are trait,
behavioral and situational (Terry and Franklin, 2003). Therefore, it is essential to deal
with these three theories for the sake of the study.
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2.2.1. Trait Theories
Trait theories are theories that believe leaders are born, not made. These mainly focus on
the personal traits of leaders and attempt to identify a set of individual characteristics or
traits that distinguished leaders from followers, and successful leaders from unsuccessful
leaders. According to trait theory, all those who are likely to assume leadership roles
tend to have some common personality characteristics. However, Lunenburg and Orstein
(1991) indicated that several years after widely quoted survey of leadership studies, other
researchers concluded that the numerous studies of personalities of leaders have failed to
find any consistent pattern of traits that characterize leaders. Disappointing results such
as these are partly attributable to combining leadership studies from varying situations,
each of which may have different leadership demands. When we take this concept to
school leadership, the effectiveness of principals is determined by the traits they are
endowed with. Those principals who possess the specific traits of leadership can be

effective while those who do not possess them will not be effective.

In this regard, Dennis (2004) has enumerated that the oldest tradition in leadership
theory and research, and one most familiar to the public, is that leadership is a stable
quality possessed by some but not others. He also notes that leadership is stable across
situations; that is the person who lead in some context are, to some extent, the same
persons who lead in other setting, some ftrait or cluster of traits can predict which
persons, in a given setting, are most likely to lead, and certain traits are necessary or

sufficient for a person to be an effective leader.

According to Sexty and Starke (1995), the approaches run into trouble for the following
reasons: People who fail as leaders, as well as people who never become leaders, may have
some of the same traits as successful leaders; Many traits are not directly observable, nor are
they easily measured; even if they could be measured, it is not known how much of a certain
trait is necessary for leadership success, and focusing on leader traits ignores the environment
in which the leader works.

In spite of these shortcomings, many people continue to believe that the trait approach is a
useful way of identifying potential leaders. Among these are, Kouzes and Posner who surveyed
over 7,500 managers from across the United States who identified honesty, competence,
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forward-looking, inspiring and intelligence as positive traits admired in superior leaders.
Kouzes and Posner (1995) have mentioned that contrary to the myth that only a lucky few
can ever decipher the mystery of leadership, their research has shown them that leadership

is an observable and learnable set of practices.

2.2.2. Behavioral Theories
Three widely known studies of classic behavioral theories of leadership were conducted
at the University of Iowa, Ohio State University, and the University of Michigan. Each

theory is closely identified with the sponsoring university.

An early attempt to classify and study the effects of different styles of leader behaviors
on the group was conducted at the University of Iowa. In the series experiments the lowa
researchers manipulated three leadership styles to determine their effects on the attitudes
and productivity of subordinates. Leadership was classified in to three different types
according to leader's style of handling several decision-making situations during the
experiments. The first one is authoritarian leadership in which leaders are very directive
and allow no participation in decisions, the second one is democratic leadership in which
leaders encourage group discussions and decision-making, subordinates were informed
about conditions affecting their jobs and encouraged to express their ideas, and the third
is laissez-faire leadership in which leaders gave complete freedom to the group and left it

up to subordinate to make individual decisions on their own.

Another well-known leadership theory is the Ohio state leadership theory. Lunenburg and
Orstien (1991) indicated that the Ohio state leadership studies. The research at the Ohio
state University aimed at identifying leader’s behavior that was important for the
attainment of group and organizational goals. Specifically, researchers sought to answer
the following questions: what types of behavior do leaders display? What effects do these
leaders’ behaviors have on work-group performance and satisfaction? These two
questions led to the identification of two important leadership behaviors: initiating structure
and consideration. Initiating structure refers to the extent to which the leader structures and
defines the activities of subordinates so that organizational goals are achieved. It has also

been called production-orientation or task-orientation. Consideration refers to the extent to
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which leaders are concermmed with developing mutual trust between themselves and
subordinates as well as showing respect for subordinates' ideas and concern for their
feelings. It has also been called people-orientation or human relations-orientation (Sexty and
Starke 1995).

While the Ohio state leadership studies were being conducted, a series of leadership
studies were in progress at the University of Michigan's Institute for Social Research. The
Michigan researchers used an approach to identify leaders who were rated as either
effective or ineffective and then studied the behavior of these leaders as an attempt to
develop consistent pattern of behavior that can differentiate effective form ineffective
leaders. Lunenburg and Orstien (1991) have discussed that; the Michigan studies
identified two distinct dimensions of leader behaviors which were called Production-
centered leadership and employee-centered leadership. Leaders, who are production-
centered set tight work standards, organize tasks carefully, prescribe work methods to be
flowed, and closely supervise their subordinate's work. Leaders who are employee-
centered tend to have supportive relation with their subordinates, use group rather than
individual decision-making, encourage subordinates to set and achieve high performance
goals, and endeavor to treat their subordinates in a sensitive and considerate way. The
difference between these two was that production centered leaders give high emphasis to
accomplishment of tasks while employee-centered give much attention to maintain

positive relationship with the employees they lead.

2.2.3. Situational Theories

Situational leadership theories propose that the effectiveness of a particular style of
leadership is dependent on the context in which it is being exercised. From situation to
situation, different styles may be more appropriate. An emphasis is placed on developing
the ability to work in different ways and change management style to suit the situation.
Two common situational theories include Fiedler's contingency model and House's path-
goal theory.

Fiedler's contingency model suggests that leadership effectiveness depends on both
leadership style (being task or human orientation) and the degree to which the situation

gives the leader control and influence.
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Dennis (2004) notes that situational factors affecting a leader's control and influence in
Fiedler's theory are identified as leader-group relations, task structure, and position power.
The leader-group relations factor refers to the leader's acceptance by group members,
whether it is based on referent, expertise, or friendly legitimate sources, the tone of the
personal relationships between the formal leader and his or her subordinates, especially key
subordinates. Task structure concerns how routine a job is. Highly structured and routine
tasks such as those of an assembly line worker or file clerk are clearly defined, and
employees usually know exactly what to do. Also it is defined by the degree to which the
final decision can be verified as correct or incorrect, the ease with which procedures for
accomplishing the task can be specified, the number of ways to approach the problem, and
the number of solutions that equally correct or good. Position power refers to the legitimate,
coercive, and reward power bases from which a leader can operate. They include the
power to hire, fire, promote, demote, give salary raises, or withhold rewards. It is defined
by the formal authority in the leader's organizational role and the leverage over the rewards
and punishments meted out to the group members. The situational variables identified by

Fiedler contingency model are important components of school leadership.

Angelo Kinicki (2008) has noted that the path-goal theory proposes that the effectiveness
of leadership is influenced by the interaction of leadership behaviour and contingency
factors, including employee characteristics (ability, experience, need for achievement,

etc.) and environmental factors (task structure, authority system, team dynamics, etc.).

Lunenburg and Orstien (1991) described the path-goal theory of leadership as a situational
theory that is deliberately phrased so that additional variables can be added as the effects of
these variables become known. The immediate inspiration for this theory seems to the
challenge to reconcile the contradictors’ findings from field studies concerning the effects of
leader initiating structure. The theory has been expanded to include several classes of
leader behavior and a number of moderator variables. The path-goal theory considers that,
the leader’s behavior is satisfying to the extent that it meets the immediate wants or needs
of subordinates and should support their team by setting a clear path to follow and
removing roadblocks in order to allow them to achieve their goals. The leader is expected

to adopt different leadership behaviors fluidly according to the situation. Four leader
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behaviors have been identified: Directive path-goal clarification; Supportive leadership;

Participative leadership, and Achievement-oriented leadership.

In path-goal theory, the effectiveness of different styles of leadership is dependent on the
combination of a particular set of employee characteristics, task and environmental
factors. This suggests that an effective leader will utilize aspects from various leadership

styles, depending on the individual situation.

Situational theories emphasize a need for applying different leadership styles to adapt to
different situations and factors in the organizational environment and in the capabilities

and degree of motivation of team personnel.

2.3. Leadership Styles and their Characteristics
The classic leadership studies (Trait and Behavioral Approaches) and the Contingency
theories of leadership all have direct implications for what style the leader uses in managing
human resources in his/ her organization. The term style is roughly equivalent to the
manner in which the leader influences subordinates. In the school, the leadership style
tells the way that principals exercise his/her different powers in the school compound
(O’connor, 1994). Accordingly, Agrawall, (1993) identified that styles of leadership
refers to “the underlying needs structure of the leader that motivates behavior in various
interpersonal situations.” Thus styles of the leadership is the different abilities and
behaviors to enhance and encourage his/her followers towards the desired goals by
showing the direction, implementing the plans by taking the first row the accomplishment

of each tasks.

Effective school leadership must always know his/her staff members more efficiently to
work with them and must be a situational according to his/her follower not necessarily
only follow the structure, program and design of the school. Let's take look at some of the

leadership styles that you can use.

2.3.1. Autocratic, Democratic, and Laissez-faire Leadership Styles
Studies at lowa and Ohio universities yielded three known leadership styles Autocratic

leadership style results in practically all authority centering in the leader. The leader
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enforces decisions by the use of rewards and the fear of punishment. Conformity and
obedience on the part of the followers are suggested by this model. The potentially offsetting
disadvantage may be the effect of autocratic leadership upon group morale. Democratic
leadership style, in contrast to the autocratic style, takes in to consideration the wishes and
suggestions of the members as well as those of the leader. It is the human relations approach
where all members of the group are seen as important contributors to the final decisions.
Laissez-faire Leadership Style is a style in which the leader attempts to exercise very little
control or influence over group members. A member is given a goal and mostly left alone to
decide how to achieve it. It is characterized by complete freedom for group or individual

decision, with a minimum of leader participation.

Mbama (1992) and Chandan (1994) also briefly stated those three leadership styles as
follows. Autocratic Leadership Style: Autocratic leadership style in most cases raises
much more on centralized power and punishment and more consideration is given to the
leader. Under this style the leaders are very directive and staff participation is not known.
All authority power and responsibility are only on the hands of the leaders. Moreover,
leaders assign the staff to clearly expressed tasks and the communication between leaders
and subordinate is only one side which is downward flow of communication only
allowed. In general under this style the subordinates are no right to do what they have to
do but only the order of the leader what they have to done. What is going to be performed
depends up on the interest and the willingness of the leader. The main characteristics of
autocratic leaders are love of power, wickedness selfishness ruthless, and greed and
desired to be flattered. In general, autocratic leadership can create obstacles for

coordination and group cohesion and unity of objective may be destroyed;

Democratic Leadership Style: Under this style as the name indicates that it exercises
the subordinate the concept democracy. Everybody in the style is activity participate and
involved in the leadership process and allowed to function and interact freely. In this
style, everybody is the leader of himself according to the school program. Group decision
making process has not got more attention and acceptable since the style of the system
decentralized the power as well as delegated. When decisions are made the idea of

subordinate taken in to consideration before the final decision is taken in to account. The
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characteristics of this styles is more known by work is divided and assigned on basis of
participatory decision making and active two way flow of upward and downward
communication between subordinate and leaders are official. Hence this style is more
popular and known one since the style treats handles subordinate equally by their
interaction in the school and represented for their knowledge and ideas according to their

talents and status.

Accordingly, Wallace and Huckman (1999) have argued that a collegial style of school
leadership has become the official model of good practices. So, because of its good
approach to the subordinates, this style is more selected by the subordinate since he/she
considered himself/herself a part of one crucial person in decision making and enhances
his/her morale. Hence, democratic leadership will create self-confidence in workers and
help the leader to win the confidence, loyally and cooperation of all the subordinates.
Democratic leadership paves the way for better labor relation, high employee morale,
collective decision making development of skill and abilities reduction of employee
complaints and more job satisfaction for workers; and Laissez-fair Leadership Style: In
this style of leaderships, leaders give complete freedom to the staff and left it up to
subordinates to make individuals decision on their own. However, the leader is still
responsible for the decisions that made. Such a leader hates crises, tries to satisfy
everybody in the system and prefers to hold meeting with individual members of the staff
to seek support rather than open the whole subject of discussion. It is used when
employees are able to analyze the situation and determine what needs to be done and how
to do it. Additionally, it is used when the leaders have the full trust confidence in the

people below them.

2.3.2. Situational Leadership Style
A well-known and useful framework for analyzing leadership behavior is Paul Hersey
and Keneth Blanchard's situational Leadership Theory. It identifies two key leadership
behaviors. These are; 1/ Task behavior; in which the leader engages in a one way
communication by explaining what each subordinate is to do, as well as when, where and
how tasks are to be performed, and 2/ relationship behaviors; in which the leader engages

in a two-way communication by providing "socio-emotional" support, and "facilitating
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behavior" The key for leadership effectiveness in Hersey and Blanchard s' model is to
match the situation with the appropriate leadership style. Four leadership styles are in the
model. These are; 1/ Directing style in which a high task- low relationship style and is
effective when subordinates are low in motivation and ability, 2/ Coaching style that is a
high task-high relationship style and is effective when subordinates have adequate
motivation but low ability, 3/supporting style which is a low task- high relationship style
and is effective when subordinates have adequate ability but low motivation, and 4/
delegating style which is a low task- low relationship style and is effective when

subordinates are very high in ability and motivation.

2.3.3. Three-Dimensional Leadership Styles
William Reddin developed another useful model for identifying the leadership styles of
practicing school administrators. By adding an effectiveness dimension to the task
behavior and relationship behavior dimensions of the earlier Ohio state leadership
models, Reddin has attempted to integrate the concept of leadership styles with
situational demands of a specific environment. According to Redden, in Lunenburg and
Orstien (1991) when the style of leadership is appropriate to a given situation, it is termed
effective, when the style is inappropriate to a given situation, it is termed ineffective.
Redden proposes that any of the four basic leadership styles may be effective or

ineffective depending on the situation.

2.4. Leadership Skills
For an organizational leader to be effective, he/ she must be able to develop various skills.
There are various classifications of skills. Accordingly, MoE (2004) categorizes
leadership skills as technical, conceptual, human and political. There are: Technical skill
Refers to the understanding and proficiency in the techniques and mechanisms of specific
field of work including: Decision making skills; Supervisory skills; Assessment and
evaluation skills; Administrative skills; Planning and implementation skills; and
Communication skills. Conceptual skill is the ability to see the organization as a
whole. This may involve: Recognizing the various functions of the organization;
Understanding  the  interrelationship among the  various functions of an

organization; recognizing the interaction and relationship between the organization and
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the internal and external environment within the organization; Creative ability to
implement organizational policies and plans; and Integrating and coordinating the
activities of staff to improve effectiveness. Human skill focuses on the ability to: Work
effectively with others/teams; Build cooperative group relations, and Be aware of the
attitude, aptitude, expectations and limitations of staff; and Political skill Refers to
particular skills of leadership that focus on the ability to: Negotiate with other groups or
institutions for example, local government authorities, local community and other
agencies to generate support and cooperation; Discuss, share ideas and experiences with
others; Convince, influence and reason out; Prevent and resolve unproductive conflicts/
grievances, and gain acceptance, credibility and recognition by others, etc. for improved

performance.

According to Kinard (1988), the skills of the leader can be classified as Technical, Human,
and Conceptual. Technical Skills are the specialized knowledge and abilities that can be
applied to specific tasks. Human relation skills are the abilities needed to resolve conflicts,
motivate, lead, and communicate effectively with subordinates. Conceptual skills are the
abilities needed to view the organization from a broad perspective and to see its
interrelations among its components which are important during planning. Anwar and
Archer (1983) added another two: Decision- Making skills; which are the ability to see the
future occurrences and to plan accordingly while Information and Communication skills are
basically associated with technologies and implies the ability to interpret facts in order to

reach the right conclusion.

Although leadership skills are similar across sectors, educational leaders may need skills
that enable them to become effective performers in their own settings (MOE, 2004). These
specific skills and competencies help leaders create good learning-teaching environment,
establish strong school-community relationship, promote a culture of competition among
schools, foster a culture of continuous performance improvement among staff, provide
instructional guidance, promote and implement performance based reward system.

Accordingly, effective leaders need to have some of the following qualities.
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Strategic thinkers: able to take the organization successfully into the future
Role models: set examples to others

Decision takers: make timely and informed decision

Mentors: assist subordinates to professionally grow

Mediators: help in resolving conflicts timely

Consensus seekers/builders: value collective action

Self-evaluators: critically assess themselves

Team creators and promoters: bring people together for action

Fair and balanced: take all people as equals and judge accordingly

Good communicators: transmit and receive information effectively

6 QR R B L L e el G A

Lead through influence and example setting: do not impose ideas and

decisions

e

Takers and givers of feedback: provide as well as accept constructive criticism

% Emphatic listeners: listen to others attentively

2.5. Leadership Effectiveness

Leadership effectiveness is believed to be crucial for the overall success of any organization.
Oakland (1993) also asserts that, effective leadership is an approach to improve the
competitiveness, effectiveness, and flexibility of the whole organization through planning,
organizing, and allowing participation of all members at the appropriate level.

Effective leadership is a function of the characteristics of the leader, the style of
leadership, the characteristics of the followers and the situation surrounding the
organization (Guthrie, James 1991). One dimension of leader effectiveness is associated

with the use of legitimate authority and power which derived from their position.

Fiedler has developed a contingency model of leadership effectiveness that attempts to
explain the fact that both autocratic and democratic leaders can be effective. Fiedler's
contingency model says that leadership effectiveness is the result of an interaction
between the style of the leader and the characteristics of the environment in which the
leader works. Drawing on the contingency theory of Fiedler, Flamholtz leadership
effectiveness framework bases its notion that no single style is effective in all situations,

but rather the situation determines the style that will most likely be effective
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(Sutcliffe,1997). Others scholars also stresses that, different situations require different
styles and effectiveness of a style depends on the situation in which it is used. Therefore,

effectiveness is context based because it depends on the situation in which the leader acts.

2.5.1. Characteristics of Effective Leadership
The effective leader ensures that tasks are accomplished and at the same time colleagues
feel that their social needs are being met (Glatter et al. 1988). Leadership is even not
about creating a great vision. It is about creating conditions under which all your
followers can perform independently and effectively toward a common objective
(Kotelnikov 2001). Super-leaders establish values, model, reward, and in many other
ways encourage and foster self-leadership in individuals, teams, and wider organizational
cultures. Moreover, an important measure of a leader's success is the success of his or her
followers. The strength of a leader is also measured by the ability to facilitate the self-
leadership of others (Kotelnikov 2001). According to Sexty and Starke (1995),
effectiveness is usually judged by the criteria of employee performance and employee
satisfaction, and effective leadership occurs when the subordinate's level of development
is matched with the appropriate leadership style. Kouzes and Posner (1998) also
characterize leaders as experimenters. They find ways to get outside the imaginary
boundaries of organizational convention. They take risks and focus on mistakes as

learning opportunities.

Respondents to the Institute of Management Leadership survey like Home and Stedman-
Jones (in Brundrett et al. 2003), also identify key characteristics of effective leaders as
inspiring, strategic thinker, forward-looking, honest, fair-minded, courageous, supportive,

and knowledgeable.

Hughes (2006) also asserts that whatever true leadership means, most people would agree
that at a minimum, it would be characterized by a high degree of trust between leader and
followers. In support of this, Hammer and Champy (1993) characterize Moses as a good
model of trustful and visionary leader. In our country's context, there are diversities in
religion, culture, ethnicity, gender, age, economic and social status, political attitudes, etc.
and, therefore, leaders need to know how to trust, embrace and use this diversity for

development. According to Sexty and Starke (1995), if leaders are to be effective, they
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should have certain values and attitudes about leadership, empower and coach their
subordinates, positively influence others in the workplace, and use the proper leadership

style.

Another aspect of leadership characteristics in developing a better leadership is reflection.
Hughes (2006) states that reflection is important because it can provide leaders with a variety
of insights into how to frame problems differently, look at situations from multiple
perspectives, or better understand subordinates. McEwan (2003) also stresses that if you are
moving through your work without constant reflection on all the things that are happening,
you are missing wonderful learning opportunities. Moreover, Adair (in Porter et al. 2006)
stresses that leadership is something that individuals must develop within themselves,

through experience and self-reflection as well as training and education.

2.5.2. Leader's Effectiveness

When leaders execute leadership functions wrongly or inappropriately, the implication is
that the leadership effectiveness of the organization would be seriously affected. This
implication notes us to focus on the effectiveness of leaders. In order to accomplish the
desired goals, any leader in an organization should perform in accordance with the concept
of high performance and maintain-acne of appropriate level human resource development
which are the two key elements of effective leadership. If an organization achieves high
level of task accomplishment and maintain itself as a capable entity over time and ensure
satisfaction of majority of stake holders in product or service delivery, then it means that
the leadership is effective (John et al,1991)

Steers (1991) also argues that effective leadership demands commitment to come up with
two complementary performance outcomes. First, to know whether or not key tasks: goals
are being achieved; second to know how proper utilization of scarce resources can be

indicators of performance effectiveness.

Good leaders establish and maintain the conditions needed to ensure high productivity for
themselves, for individual work units, and for the organization as a whole. These issues are
critical and important. Hence, leaders who deal with effectiveness especially in terms of

quality, more than anything else, should bring to the fore front their tasks of competence
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building, if plans are to be realized. This fact of course, requires effective leadership behavior
(Hunt, 1992). Murgatroyd and Morgan (1994) also illustrate that effective leadership
requires skills needed from managers as follows: activate, coach, guide, mentor, educate,
assist, and support colleagues so that they focus on a shared vision, empower those nearest to
the process to manage that process themselves, concentrate on the whole picture; search for

small things that can make a critical difference, and believe that challenge and fun go together.

2.5.3.Elements of Effective Leadership
Scholars came up with differing views regarding elements of effective leaders of
organizations. One can find many different kinds of elements of leadership proposed by
different scholars. But the most commonly stated elements of effective leadership were

treated here.

2.5.3.1. Empowerment by Principals

Many writers view that empowerment is an act by school heads to leave a reasonable
amount of authority and responsibly to teachers on matters related to classroom
instructions. In this condition, teachers are given the authority and held accountable when
taking any decision targeted at improving the quality of classroom instruction. More
broadly, empowerment in school situation is best defined by Harris et al (2005) as giving
teachers and even students a share in important organizational decisions, giving them
opportunities to shape organizational goals, purposely providing forums for staff input,
acting on staff input, and giving real leadership opportunities in school specific situations
that really matter.

Every school leadership activities ultimately direct towards improving the quality of
instruction taking place between teacher and students. There are many functions within the
school organization that must be properly balanced for this to be maximized. Ubben and
Hughes (1997) also add to this stating that too much control or structure over teachers or
centralization of authority over the classrooms might produce some uniformity but takes
away teachers' autonomy, negatively affecting teachers’ motivation and reducing the
quality of instruction among better teachers. On the other hand, too little attention on the
part of administrator regarding what goes on in each classroom can lead to lack of

coordination of the curriculum, great variation in the quality of teaching, great variation
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in the motivation of teacher. What is desired is a fine balance that can adequately empower
teachers to exercising appropriate professional judgment while still ensuring the
coordination of the curriculum and supervision of teachers of instruction. The appropriate
empowerment of teachers must lie in the amount of authority granted, methods of
accountability used to ensure responsibility and the organizational structures created to

maintain the proper communication flow necessary to carry out these tasks.

2.5.3.2.Leadership and School Improvement
The issue of leadership for school improvement is now high on the research and policy
agendas of many countries. Successful school improvement projects focus specifically
upon the teaching and learning processes and the conditions at school and classroom level
that support and sustain school improvement. Literatures give a great deal of attention on
the issue that school improvement has to be one of the primary tasks of school heads. The
notion of school improvement largely suggests introducing changes in schools. Hence, it
can be viewed that school leaders should be initiators and agents of change. They should
introduce new culture and climate and stand as agents (representatives) of change
processes in schools. Gamage (2006) adds that if the educational administrator functions
as a change agent, taking the staff with him/ her, such a program will give the leader and
the teachers more, not less, control of the school program. Principals will have to perform

roles, such as instructional leader, system specialist, planner, coordinator, change agent.

One can find, in the literatures, many explanations on the meaning and nature of school
improvement. However, what is largely representation of many definitions was presented by
Gamage (2006). He defines that school improvement is a systematic, sustained effort
aimed at change in learning conditions or other related internal conditions in one or more
schools, with the ultimate aim of accomplishing educational goals more effectively and he

also referred that the notion of school improvement suggests change.

2.5.3.3.Creating an Orderly School Climate
Leadership is the way principals use themselves to create a school climate characterized by
student productivity, staff productivity, and creative thought. Principals can play a key part

in the efforts of creation of sustainable and conducive school environment that ultimately
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promotes effective teacher professional development and student learning. Schlechy, (1990)
underlines that; the principal of the school has a particular responsibility to lead the staff

in developing school policies to control student behavior.

Organizational climate in schools may have many different facets. In this regard, Gamage
(2006) organizational climate is a relatively enduring quality of the internal environment
of an organization that (i) is experienced by its members, (ii) influences their behavior,
and (iii) can be described in terms of the values of a particular set of characteristics or

attitudes of the organization.

There are many reasons as to why it is valuable to establish an orderly school
environment. It is very difficult for principals to plan and implement any school activity
within a state of turmoil and unstable conditions. Those in charge of preparing and
putting into action school improvement plan, therefore, need to feel that they are working
in a state of relatively stable job environment. Ubben and Hughes (1997) enumerate two
of the most important premises: (1) Learning occurs best in an orderly environment, and
(2) The environment enhanced when the staff behaves in an orderly and internally

controlled way.

There are many indications of conducive work environments of schools. Among these
reflections are cooperative work relations between every school community, proper
behavior control of students, proper student behavior control system, and encouragements
from leadership for high achievements of teachers and students. Ubben and Hughes
(1997) also state that what constitutes the maximally productive environment for learning
and positive student control were: clear, firm, and higher teacher and administrator
expectation, consistent rules and consequences that directly relate to breaking these rules,
a decided and well implemented emphasis on the self-esteem of all students, and public

and private acknowledgement and rewarding of positive behaviors by students.

2.5.3.4. Creating and Communicating an Actionable Vision
Another essential task of an effective leader is his/her ability to create and communicate

visions. This is, because the success of any organization depends very much on having an

agreed vision specific to its situations or environment. We can find various definitions of
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the term vision in literatures. However, some of these definitions are very much similar to
one another in the way they were explained. That means scholars who defined this term
share some common conceptual frame wok during explaining the term. A definition
given by Cheng (2005) looks largely representative of most of the definitions provided by
scholars. He defines vision as an image of a future that the school members want to
achieve or care about. It means just constantly reviewing what some body is doing and

holding on to things one values.

There is an agreement among scholars that every organization need to have an agreeable
vision and mission so that they could be successful in goal achievement. Supporting this,
Riches and Morgan (1989) state that, it is absolutely crucial to have a good
understanding-call it whatever you want- of your business and what you are doing, the
rapidity of change makes vision all more important. Stressing the value of visions to
successful principals, Sergiovanni (2001) also advises that anyone who is aspiring to be a
good principal need to have some sense of what she or he values, something to be
committed to, a compass to help navigate the way-a personal vision. It can be concluded
that principals being leaders of schools, need to create visions reflecting their own school

situations that are valuable to bring about school wide development.

2.5.3.5.Human Resource Development in Schools

Organizations can have tangible and intangible resources. If these resources are not properly
acquired, maintained, and developed, we simply do not have organizations to realize goals.
The most important of these resources is its staff and when a staff is congruent with
organizational needs, well trained, adaptive, and motivated, great things can happen. To
achieve this, requires attention to the variety of ways in which human potential can be realized
and the variety of needs that any particular person may have at any particular stage of growth.
Human resource development is a process that uses developmental practices to bring about
more quality, higher productivity, and greater satisfaction among employees. It is a complex
process and sometimes not a very well-accomplished one, often because of lacks of focus on
the part of heads.

27



School leaders are personnel in charge of developing teachers in their profession. In this
regard, Harris et al (2005) confirms that school leadership must build the capacity by
developing the school as a learning community. To conduct an internal continuous
professional development (CPD) program, inventories has to be conducted by the principal to
find out special skills and interests that staff may have that are unrevealed in other sources
which should include a list of teaching and organization skills and knowledge areas. If it is the
higher-order external staff development, it needs the principal in collaboration with local
district educational offices who should engage in clinical supervision, helping staff members
initiate individual development plans, and organize school-based in-service programming.

Human resource development (HRD) program must be diverse and continuous process. It
is not a onetime business. In accordance with this, Schlechy (1990) illustrated that attention
needs to be directed to four factors: the nature of the adult learner, the different kinds of
learning required of effective staff members, the varying amount of time required to effect
different kinds of behavior change, and the application of appropriate training or

development process given factors.

Teachers and administrators should be expected to participate in continuing education,
because it is part of their job, not because it is a requirement to keep their certificates or
license current. In support of this Schlechy (1990) underlines that, the continuing education
of teachers and administrators is or should be the responsibility of the employee just as is the

case with other corporate employer.

2.6. School Leadership
School Leadership is about achieving constructive or adaptive change (Bergley &
Leonard 1999), that is, creating a conducive school environment in which both the
principal as a leader and the teachers, who are the followers and who depend on the
principal, all receive the maximum benefit. School Leadership is thus more about human
relationship, than about just managing an institution. According to Steyn (2002b), School
leadership deals with supervising the curriculum, improving the instructional program,
working with teachers to identify a vision and a mission for the school, and building a
close relationship with the community. School leadership focuses on the school, not as an

organization, but as a community in which the principal is a servant.
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Indeed Sergiovanni (2001), sees principals as being responsible for ministering to the
needs of the school they serve; they minister by assisting teachers, by encouraging others
to be leaders in their own right and by devoting themselves to a cause, mission, set of
ideas and accepting the duty and obligation to serve this cause. Thus, the principal's
leadership task is to focus on a vision, commitment, risk-taking and communication.
According to Bergley and Leonard (1999) citing Murphy (1995), leaders lead not from
the top of the school organization pyramid, but from the nexus of a web of interpersonal

relationships, with people, rather than through people.

2.6.1. School Leadership and School Success
One of the scholars, Sergiovanni (2001) has indicated the dependability of school success
on effective leadership and stated that tomorrow's school success will depend on the
ability of the leaders to harness the capacity of locals, to enhance sense and meaning and
to build a community of responsible citizen. Moreover, to make quality of education
more attractive and sustained, leadership does not come from only one person. Therefore,
successful school leadership is one of the key conventional terms where the success of
school is being celebrated. In this regard, researches and practices have a great deal to say
about the importance of school leadership with regard to its impact on school
improvements and ultimately on student achievement. Accordingly, Harris et al, (2003)
underlines that, there is growing recognition that deep and sustained school improvement
will depend on the leadership of many rather than just a few. It can be said that without
appropriate leadership in place, realizing any quality program in education will fall in a
serious doubt and principals are the persons behind successful schools in the midst of a

rapidly changing school environment.

2.6.2. A Paradigm Shift in School Leadership
People in charge of schools exercised many ways of administrations. Many scholars have been
mentioned that the earliest of these ways is the traditional management theory. Boyd (2002)
defines leaders in traditional leadership as “those who follow hierarchical structures”.
Serrgiovanni (2001) also characterizes the traditional management theory “as the management
and leadership that needs to bring about a fair days' work for a fair day's pay" but not for
transcending this minimum contract to achieve inspired and extraordinary commitment and

29



performance in schools are different. It is associated with bureaucratic rule and personal
authority. The leader relies very much on controls using rules, procedures, and regulations that
do not inspire maximum commitment from workers. Therefore, as school situations and
constituencies change in their characteristics, traditional management began to receive criticisms
from scholars. It becomes less and less appropriate to these changes in schools. Hence, some sort

of change in the context of leadership becomes eminent.

Barker (1992) posits that, applying new ideas to the challenge of future paradigm shifts is
not just changing the rules of the game, but is the formulation of a new game. He notes
that the administrator manages within a paradigm but leads between paradigms. School
leadership has become increasingly more complicated and vital to ensuring school
success and soliciting substantial participation from faculty, staff and students. In
responding to higher standards of increased student progress, school leaders recognize
that they alone cannot be the sole instructional leaders but must coach, mentor, and
empower faculty and staff in the pursuit of reform and renewal. As school leaders
continue to adapt to their changing roles, effective leadership skills will be essential and
the real challenge is providing the type of leadership skills necessary to assist schools in
expanding their traditional boundaries (Greene, 2003). Lambert (2003) notes that for
decades, educators have understood that they are all responsible for student learning, but
more recently administrators have come to realize that they are responsible for their own

learning and the learning of their colleagues as well.

Jamson (2006) also rejects the relevance of traditional management saying that the 21 century
is about organizations that can be enable through systems and processes and move us away
from a hierarchical, parochial, and old-fashioned 19 century institutional shape and form of
leadership. As a result, many countries began to shift to a new paradigm to school leadership-
Transformational Leadership, Participatory Leadership, or shared Leadership.

This paradigm shift also has its own implication. The major implication for re-conceptualizing
leadership concepts concerning the traditional leadership thinking is that new leadership should
have multi-levels of leaders such as the individual, group, and school levels, and multiple
categories of leaders including not only the principal and administrators but also teachers and even
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students and other constituencies. This expansion of leaders can reflect the current needs for "distributed
leadership” or "participative leadership" in the complicated and demanding educational

environment.

2.7. The Role and Function of School Principals’ Leadership
Organization or institution of any kind cannot operate independently without the
guidance of the leader. The leader is fully responsible for the attainment of organizational
goal. As leaders, school principals have a fundamental responsibility for administrating and
leading all aspects of the school. In this sense, school principal is an administrative head of
school that is subject to school system, policy and manages the school's total program. On
top of this, the development and the failure of his school objectives are shouldered over his

responsibility (Dejnozka, 1983).

Scholars treated the roles of principals in their own way of understanding. Due to this, one can
find many different leadership roles and functions of principals in the literatures that can vary
from scholar to scholar. The roles of principals as described in many literatures will be

treated below.

2.7.1. Instructicnal Leadership

In the 1980s, instructional leadership research began to emerge. Hallinger and Murphy,
(1986) suggested that a principal's instructional leadership role could be divided into
three dimensions: defining the school's mission, managing the instructional program, and
promoting a positive school-learning climate. The three dimensions contained 11 job
functions. The 11 job functions included; framing school goals, communicating school
goals, supervising and evaluating instruction, coordinating curriculum, monitoring
student progress, protecting instructional time, promoting professional development,
maintaining high visibility, providing incentives for teachers, developing and enforcing
academic standards, and providing incentives for learning. These functions provided
leaders with the standards for being effective instructional leaders in their organizations.

More recently, Hallinger (2003) concluded that 15 years of research have provided
findings concerning qualities of instructional leadership behavior, effects of the school

context on instructional leadership, effects of school leadership on the organization, and
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school outcomes. Therefore, this is a strong indication that principals should play an

instructional leadership role during managing their schools.

Instructional roles and function for principal’s leadership which were developed by
Lunenburg and Orstien (1991) are also explained as follows. The first is, promoting quality
instruction: which is ensuring consistency and coordination of instructional programs and
defining recommended methods of instruction; the second is, supervising and evaluating
instructions: this means ensuring that school goals are translated in to practice at the
classroom level and monitoring classroom instructions through numerous classroom
observations; and the third is, coordinating the curriculum : meaning translating
curriculum knowledge in to meaningful curricular programs, matching instructional
objectives with curriculum materials and continuity vertically and across grade levels. One
of the skills of leadership is technical skill which, in the case of school leaders, is a
specialized knowledge in curriculum and instruction. Hence, from all these discussions, it
can be summarized that principals should be knowledgeable in all aspects of classroom
instructions.
2.7.2.Planning in Schools

Scholars in the field of education have given us a number of definitions for the conduct of
planning in schools. Coombs (1970) illustrated educational Planning is the first and perhaps
the most important role of a school principal. It is the application of a rational and
systematic analysis to the process of educational development with the aim of making more
effective and efficient in responding to the needs and goals of its students and society. The
essence of planning is to prepare for and predict future events. It goes beyond attempting
to attain stated organizational objectives. It involves the development of strategy and
procedure for effective realization of the entire plan. It entails determination of control,
direction and methods of accomplishing the overall organizational objectives. It involves
the establishment of objectives, strategies to achieve the objectives and a step by step

determination of the activities and resources necessary to achieve them.

Ubben and hughes (1997) also define planning in schools as a process that involves the
translation of concepts, ideas, beliefs in to operational processes and measurable outcomes

or objectives-the accomplishment of which is believed to lead to the realization of
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predetermined goals. It is therefore, a process by which an analysis of present condition is

made in order to determine and devise ways of reaching a desired future for schools.

Researchers give various attributes of these planning processes that characterize appropriate
plans of organizations. Baily (1991) has synthesized school planning from many
researchers and evaluation studies and deduced that, successful planning at the school site can
be characterized by the following: need assessment, prioritization of needs, establishment of
short-range objectives, development of action plans, monitoring of action plans, and
evaluations of action plans. School plan must be democratically oriented and should involve
everyone concerned; teachers, students, parents, and community. This is essential not only
from the point of view of effective implementation, but also for creating additional resources
both in terms of men and material. So, effective plans are those that require participation of all

stake holders starting from preparation through its implementation.

The role of the principal is very crucial during school planning processes. He/ she play a vital
role from preparation all through implementation and evaluation. Strengthening this idea,
Talesra et al (2002) states that success of institutional planning depends on the dynamism and
interest of the head. They go on stating that the principal as a head of the institution
should have the capacity and perspective to clearly define the goals and tasks of the institute.
The principal has to identify the needs, the scarce interests, and abilities of teachers and
make them work enthusiastically for the welfare of the institution. Principals should look
at the system as a whole, assess strengths and weaknesses, and carefully create a feeling of

readiness for change.

The practice of preparing a plan in schools is not without a problem. Principals may face
different kinds of problems in their attempt to prepare actionable school plan. One of the
problems is that, teachers are conditioned to believe that their job description does not go
beyond teaching their class and conducting a few extra auricular activities. In support of
this, Baily (1991) argues that one of the problems of planning functions is that many
teachers are not aware that school wide planning and problem solving are part of their
roles. Other problem of planning activity is lack of support from various stake holders of

schools.
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Sergiovanni (1995) indicates the key roles played by principals in planning and providing
leadership for changes addressed to individuals, schools, and the work flow as units of
change. He goes on mentioning that yet when it comes to institutionalizing changes, they
do not have much power. The reality is that principals will need the support of
superintendents and the central office staff, and at the very least, the acquiescence of the
school board and teacher's union. Generally, lack of support from local officials of the
education office and teachers' tendency not to participate in the whole processes of
planning are some of the serious problems principals has to expect and if faced by them,

tackle them effectively.

2.7.3.Building Good Relationships
Obviously, we agree that to build trust in organization, we need to know each other as
whole individuals: as colleagues, friends, parents, citizens. It is through these
relationships that we can understand and respect each other's experiences, values and
aspirations. Within such authentic relationships, our self-concepts and world views nestle
and evolve. Our fundamental beliefs can be made public and discussed when we know

we can count on others to respect us for who we are, regardless of our differences.

Covey (2005) have stressed that, the first job of any leader is to inspire trust. The best
leaders begin by framing trust in economic terms for their companies. When an
organization recognizes that it has low trust, huge economic consequences can be
expected. Everything will take longer and everything will cost more because of the steps
organizations will need to take to compensate for their lack of trust. These costs can be
quantified and, when they are, suddenly leaders recognize how low trust is not merely a
social issue, but that it is an economic matter. Therefore, the best leaders then focus on
making the creation of trust an explicit objective. It must become like any other goal that
is focused on, measured, and improved. It must be communicated that trust matters to
management and leadership. One of the best ways to do this is to make an initial baseline

measurement of organizational trust and then to track improvements over time.

Accordingly, a communication system needs to be open and fluid, include feedback loops

and be practiced by everyone in the school. The central function of such a system is to
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create and share information and to interpret and make sense of information as it is
generated and shared. Trustful relation among school members is also crucial component

of successful schools. It is an essential quality of effective principals that is vital during

implementation of school improvement plan.

Several scholars who made researches on the concept and definition of trust have given
different meanings depending on their perception. Blase and Blase (1994) define trust as
the knowledge that one person will not take unfair advantage of another person,
deliberately or consciously; further, any harm committed accidentally or unconsciously is
always expected to be repaired. Robbins (2003) also defined trust as a positive
expectation that another will not-through words, actions, or decisions-act
opportunistically. It is generally regarded as a state of mind or a belief one has that the
other person close to him/her will not act at the expense of him/her. In such a state, the

intimacy and closeness of individuals or groups will increase.

Many scholars have underlined the importance of climate of trust in an organization. They have
unanimously agreed that trustful relationships are vital in the process of exercising leadership.
Studies indicated that subordinates are willing and committed to carry out decisions of leaders
whom they trust. As Evans, (in Fidler and Atton, 2004) note that, trust is doubly important
when organizations are reaching rapid improvement, which requires exceptional effort and
competence. Therefore, trust is essential between leaders and the led, vital to people's job, status

Junctions and loyalty, vital to fellow ship.

Sergiovanni (1995) also stresses the importance of trust particularly to schools when he
mentions that learning is fostered best in groups where there is trust, sustained caring, and

mutual respect among all members of the learning community.

Scholars have proposed many approaches to bring about trust among organizational members
and leader can apply many mechanisms to build trust in the organization. In this context,
Robbins (2003) clarifies that to be successful, managers who have learned to build trust
engage in certain common practices such as, openness, being fair, show consistency, fulfill
their promises, maintain confidences, and demonstrate competence. Harris et al (2005)

also mentions that trust can be built by leaders by relinquishing the idea of structure as
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control and viewing structure as a vehicle for empowering others. They proceed stating that
when leaders can did, open, consistent, and predictable in their dealings with followers,
the result will almost always be a condition of trust. Generally, it can be said that school
principals should be consistent in their actions and rulings, honest, reliable, and competent

so that trustful relation with their staff members is established and maintained.

2.7.4.Conflict Management
Another key task of the leader is managing conflicts using appropriate strategy. It is largely
accepted by scholars in the field that conflicts are inevitable to any organization and hence
dealing with conflicts is one of the biggest challenges that school leaders should deal with.
Principals should acquire theoretical knowledge and skills on the broader concept of

conflict so that they will be in a better position to effectively manage them.

Sergiovanni (1995) states that in the vast body of scientific literature there is no consensus
on a specific definition of "conflict". However, still one can find a definition for this term
that is largely accepted. Admitting this, Anwar and Archer (1983) defined conflict in
organization as the pursuit by two different persons of goals that are incompatible so that
gains by one person must inevitably come about at the expense of the other. We see from
this definition that conflicts mostly entail incompatibility of interests of the two parties in
it. The gain of one of the party has a negative impact on the other. This is an ideal

situation basically leading to conflict in organizations or any place.

Conflict arises from differences, both large and small. It occurs whenever people disagree
over their values, motivations, perceptions, ideas, or desires. Sometimes these differences
appear trivial, but when a conflict triggers strong feelings, a deep personal need is often
at the core of the problem. These needs can be a need to feel safe and secure, a need to
feel respected and valued, or a need for greater closeness and intimacy. Hence, numerous
authors have mentioned some lists of causes of organizational conflicts. These causes
provided by writers have some sort of similarities and difference depending on the
perception of the scholar who provided. Owens (1991), for instance, has classified the
basic causes of conflicts in to two: 1/ when the organization's resources are insufficient to

meet the requirements of the subunits to do their tasks that is competition for these scarce

36



resources; 2/ when two parties in the organization must work together but cannot agree
on how to do so that is goal divergent. Kreitner and Kiniki (2004) on their part, provide
the following as antecedents of conflict. These are incompatible personalities or value
systems, over lapping or unclear job boundaries, competitor for scarce resources,
inadequate communication, unreasonable or unclear policies, and unresolved or
suppressed conflicts. From all these lists of causes, any one or more of them can be

antecedent/s of conflicts at any time in organization.

Conflicts arising from any source due to any mentioned cause/s have their own latent or
overt effects on the parties involved and the organization. In this regard, Owens (1991)
explains that frequent and powerful hostility arising from conflict can have devastating
impacts on the behavior of people in organizations. He brings them in to two categories:
1/ psychological withdrawal such as alienation, apathy, and indifference which have an
effect on the functioning of the organization; 2/ physical withdrawal such as absence,

tardiness, and .turnover which are widely occurring responses to conflicts.

Hence, it is highly desirable for leaders to possess the theoretical knowledge and skills
appropriate to effectively deal with conflicts. In this regard, literatures provide various
mechanisms of conflict management which differ from author to author and even from time to
time. Lessay (1971) also illustrates that effective management of conflict (emphasizing the
collaborative essence of organizational life) can lead to outcomes that are productive and
enhance the health of the organization over time. Contrary to this, ineffective management of
conflict can and frequently does create a climate that exacerbates the situation and is likely
to develop a downward spiral of mounting frustration, deteriorating organizational climate,
and increasing destructiveness. Obviously, the health of the organization caught in this
syndrome tends to decline.
2.7.5. Effective Community Interrelationship with the School
Leadership

Successful school leaders work hard to promote community involvement in almost every
activity of school leadership. It is common to find in literatures that effective community
participation is highly valuable to school improvement plans. This role makes it

necessary that the principal must know the community, take an active part in the growth
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and improvement of the community and encourage the staff to do likewise. He also
should facilitate community participation in the life of the school and provide for
interpretation of the school to the community. The educational system as an open system
and a social organization thrives on effective interrelationship within it and with its
relevant publics. The school administrator endeavors to promote school-community
relation through the participation of the school in community activities and projects. This
could be achieved by means of organized visits to places of interest in the community.
The administrator should maintain regular contact with some outside institutions,

industries and educational bodies.

Many scholars have exhaustively discussed the value of community participation for school
improvements. Cheng (2005) argues that family-school collaboration is a cooperative
process of planning that brings together school, staff, parents, children, and community
members to maximize resources for achievement and development. Community participation
yields maximum resources from members such as money, knowledge, and skills. Parent
involvement is positively associated with student success, higher attendance rates, and lower
suspension rates. Increased parent involvement has also been shown to lead greater teacher
satisfaction, improved parent understanding, and parent-child communication and more

successful and effective school programs.

Any success or failure of the education system has a direct influence on the respective
community. This holds true in that it is the children who are expected to bring the desired
behavioral change through education, and in this way, education can serve the community
as a vehicle to promote its social and economic development goals. Therefore, giving
room for community participation in the management of schools can develop a sense of
ownership and due responsibility on the part of the community so that schools can be

successful in their operation.

Effective principals reach out to the community, the business sector, universities,
philanthropic groups, and families in an effort to draw valuable resources from them. But
how could this be achieved is the question that should be answered satisfactorily by
principals. In this context, Gamage (2006) states that a principal needs to develop new

and more democratic structures, procedures, and processes for implementation,
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monitoring, and evaluation. Sergiovanni (1995) also illustrates that effective principals
create a partnership linkage between the school and the community by establishing a
variety of methods for communicating. They include them in decision-making process
and have them serve as resources to extend the efforts of the school. MOE (1994), also
states that school principals are given the power and responsibility among other things to
appropriately manage the overall education activities in schools, and seek and maintain

the active cooperation of the community in the management of schools.

The practice of effective community participation in schools is facing a number of
problems. Admitting this, Marsh (1988) states that despite its paramount importance, the
efforts of promoting active community participation has been hindered by different
factors. These major obstacles that are associated with the school principal are lack of
competence and commitment, refusal to encourage the school board and association for
participation, degrading the decision making capacity of community representatives as
below average, lack of clearly defined roles and responsibilities of the school committee,
and long distance of houses of community members from schools that brought about

reluctance of school board from active participation in school matters.

2.8, School Leadership Experience in Ethiopia

School leadership in Ethiopia is strongly connected with the introduction of modern
education in the country. According to MoE (2002), it is stated that prior to 1962,
expatriate school leaders were assigned in secondary school of different province of
Ethiopia during the 1930s and 1940s predominantly, Indians were posted to school
leadership although the criteria were not at all clear, may be for their educational
standards and experiences in leadership. After the restoration of independency in 1941
education was given high priority which resulted in opening of schools in different parts
of the country. As there were no enough educated Ethiopians to teach and run the
schools, most of the teachers and head masters in the schools were from foreign countries
such as the UK, USA, Canada, Sweden, Egypt and India (ICDR, 1999 as sited in Fiseha,
2005).

In 1961/62 one year course in supervision and administration was started at Addis Ababa

University. This continued until 1976, still some pedagogical letters written before the
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year 1960. MoE, (2002) reveals the Ethiopians who were graduated with BA/BSc degree
in any field were assigned as school leaders in secondary schools by senior officials of
the Ministry of Education. The major selection requirements were educational standard,
service years and work experience. On the other hand, scale promotion advertisements
that had been issued from 1973-1976 show that, secondary school leaders were those who
held their first degree preferably, in educational management field and those who had at

least worked for a limited time as unit leader or department head or teacher.

Then it is stated in a job description of the MoE issued in 1986 that secondary school
leaders should have a first degree administration including a sufficient work experience
that shows an attention to consider school leadership as a profession (Fiseha, 2005).
According to Hailesilassie, (1999), cognizant of the fact that any educational reform will
not be sustainable without adequate and well qualified personnel and acknowledging that
there exists a serious need for effective educational system and leadership will be
professional. School leadership practice in Addis Ababa city administration is similar to

the Ethiopian context.

Summary
The purpose of this review of related literature was meant as reference point on the

effectiveness of principals’ leadership. The main points included in this part of the study
include: theories of leadership, leadership skill and styles, leadership effectiveness, school
leadership, principal leadership role and functions, and finally school leadership experience
in Ethiopia were addressed. This would help to show how different researchers dealt with
the leadership art at different time.
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CHAPTER THREE

The Research Design and Methodology

In this chapter method of the study, data sources, sample population and sampling technique,
instruments and procedures of data collection and methods of data analysis were discussed.

3.1. Research Design and Methodology
The methodology that was utilized for this research was a descriptive survey approach.
Best and James, (2004) argue that a descriptive survey method is appropriate when the investigator
wants to collect opinion of attitude of respondents regarding an issue. In this study also an attitude
and opinion of respondents were required to be gathered in order to properly address the objectives
and basic questions set. This approach was employed for the study because it allowed
collecting the officials'(sub-city Education Office head), supervisors', education experts’,
secondary school principals’ and vice-principals’, parent student and teacher association
chairs’ and teachers’ and department heads opinions towards the effectiveness of principal

leadership.

3.2. Source of Data
Both primary and secondary source of data were employed. Primary sources are sources

that bring fist hand information (Sarantakos, 2005). The primary source of data for this
study were obtained from SEO head and experts, supervisors, secondary school
principals, teachers and department heads, and PSTA chairs. Secondary sources were also
included as sources of data in this study. These sources of data included reports (annual
and quarterly) of SEO and schools and various guidelines used by the offices to govern
the activities of principals like, policy documents in Nefas Selk-Lafto sub-city, as well as

other documents that were believed to be relevant to the study.

3.3 Sample size and Sampling Techniques

There were eight government secondary schools, 24 principals, 502 government
secondary school teachers and department heads, eight parent-student-teacher association
(PSTA) chairs, one SEO head, five supervisors, and two education experts. The
stakeholders included in the sample were believed to have adequate information

regarding principals’ leadership effectiveness and also to get relevant information. For
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this reason purposive sampling technique was employed. Creswell (2003) stated that in
purposive sampling technique the researchers purposely choose subjects who, in their
opinion, are relevant to the project and the choice of respondents is guided by the
judgment of the investigator. Besides, the numbers of the respondents in the sub-city
education office and in government secondary schools were small except the teachers.
This indicated that it was appropriate enough to take all the entire population as samples
except the teachers in order to make the sample representative and to make the data
collected from them reliable. As a result, availability sampling techniques was employed

and teachers were selected among the total teachers by using simple random sampling

techniques.

All of government secondary schools (7) except Higher 23, all government secondary
schools principals (21), SEO head (1), education experts(2), supervisors (5) and PSTA
chairs (7) were selected by availability sampling techniques because the number of
respondents were small. Out of the total number of government secondary schools
teachers and department heads, 180 (35%) were included in sample. Here 35% teachers
and department heads were selected among the total teachers by using simple random
sampling techniques, in simple random sampling, every member of a population has an
equal and independent chance of being selected as sample this was meant to make the

respondents representative and to manage the data.

Table 1: Number of Selected Schools with their Respective Respondents

No Selected Population Sample of respondents
secondary of teachers | Teachers and Supervisors | Principals | PSTA | SEO head
schools department and experts
heads
1 | Ewket 88 30 5 21 7 3
Lehbret
2 | Fana 02 55 22
3 | Firehiwot 02 113 36
4 | Fitawrary 37 17
Lakadgeh
5 | Ginbot 20 65 24
6 | Lafto 82 28
7 | Sedil Le 62 23
Ethiopia
Total 502 180 5 21 7 3
Total 180+5+21+7+3= 216
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Principals, supervisors, teachers and department heads, and PSTA chairs were selected to

respond to questionnaire while SEO head and experts responded to interviews prepared

for them. Table 1 indicates the number of teachers (T) and department heads (DH),

principals, supervisors, SEO head and education experts, and PSTA chairs who were

selected as respondents of the study in each sample schools and sub city education office.
3.4. Data Gathering Instruments

In an attempt to collect data, two instruments were used in the process of gathering the

necessary data for the study. These were questionnaire, structured and semi-structured

interview questions.

3.4.1. Questionnaires

Questionnaires were constructed as main source of data gathering instrument.
Questionnaires are less expensive, offer greater anonymity of respondents, and appropriate
for collecting factual information (Kumar, 2005). These justifications made questionnaire
more appropriate for this study. Questionnaire comprises both open-ended and closed-
ended (Likert type) question that are from very low to very high. The questionnaires
which were developed by the researcher consisted of forty eight sets of questions. Each

of these tools was distributed to supervisors, principals, teachers and department heads,
and PSTA chairs.

In the questionnaires, the items reflected principals' performance in the processes of
planning, in major elements of effective leadership, their tendency in applying various
styles and the skills they do/not possess. Besides, these items also contained problems

of ineffectiveness in school leadership and strategies to tackle them.

3.4.2. Interview

Nine structured and semi-structured interview questions were also prepared and
administered to sub-city Education Office head and experts. Interviews are appropriate to
collect in depth information that allows opportunity for explanations of questions, and can
be applied to any type of population (Best and James, 2004). Data from interviews can be
supplemented with other responses (Sarantakos, 2005). These justifications from authorities

convinced the researcher to apply this tool. Items in the interviews involved principals'
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performance in planning, in various elements of effective leadership, problems and

strategies that respondents recommend.

3.5. Pilot study

The purpose of the pilot study was to assess the relevance of the instruments designed to
collect data for the study. The aim was to find out ambiguities, omissions and
misunderstandings of each item. Using the relevant comments and suggestions from the
instruments, the pilot study was conducted. The pilot study was conducted in Higher 23
government secondary School for it is nearby school and since the school has a similar
standard with the other sample government secondary schools. The questionnaires were
also pilot tested in that particular school. Two department heads, five teachers, and one
principal participated in the pilot study. Questionnaires were distributed to all the above

respondents of the researcher. After the pilot study was conducted; both reliability and

validity were established.

In order to improve the reliability, Cronbach alpha test was used and the result was 0.80.
This indicated that questionnaires were reliable since the result of this pilot test was
greater than the cronbach alpha test 0.7(Gearge and Mallery, 2003). So those all items of
the instruments were made as possible to the study problem. Based on the pilot study's
results and the professional's feedback the content validity of the instrument was checked
as follows: The items were roughly inspected, The content validity of the instrument, the
order of the questions, omissions, vague, items terminologies were improved and made

the items measure what they were supposed to measure.

3.6. Procedures of Data Collection
The following procedures of data collection were used in assessing the principals’

leadership effectiveness in secondary school of Nefas Selk-Lafto sub-City.
Questionnaires were prepared in English for school leaders, supervisors, and teachers and
department heads while for PSTA chairs the same questionnaire was prepared in
Amharic. Questionnaires prepared for teachers and department heads, PSTA chairs, and
principals were distributed in each sample school after discussions were held with them
on the purpose of the study and the confidentiality of their responses and their identity

was ensured by researcher. Questionnaires for supervisors were also distributed at the
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sub-city compound after the same discussions were held on the same issues. Therefore,
the questionnaires were filled appropriately in 30-40 minutes and returned from each
respondent to the researcher. Interviews were held in participants' office with pre-
informed consent of participants for 45 minutes. Each participant of the interview was

contacted and discussions were made on their willingness, the purpose of the study, and

time for the interview

3.7. Methods of Data Analysis
The data gathered through questionnaires and interviews were checked, and classified

with respect to the respondent category taking supervisors together, teachers and
department heads together, principals and PSTA chairs separately. Following this, data
were arranged and organized in tables with their respective items to make ready for
analysis. The responses of the questionnaire were also analyzed by using descriptive
statistics like frequencies and mean (mean scale from 1.00 to 2.60 as least effective, from
2.61 to 3.40 as moderately effective, and from 3.41 to 5.00 as high effective) were used to
analyze the data obtained from supervisors, principals, department heads, PSTA chairs
and teachers questionnaire. Responses from open-ended questions in the questionnaires,
and interviews were further summarized to highlight major trends regarding problems of

effective principal leadership and mechanisms to tackle them.
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CHAPTER FOUR

Presentation Analysis and Interpretation of Data

This part of the research dealt with analysis and interpretation of the data gathered from
the respondents. The respondents were sub-city education head and experts, sub-city
supervisors, secondary school principals, teachers, department heads and parent-student-
teachers association chairs. The data obtained through questionnaires, interviews and

documents were analyzed and interpreted as follows.

4.1 Characteristics of the Respondents

In the study, 21 principals, 180 secondary school teachers and department heads, seven
parent-student-teacher association chairs, and five supervisors were included to respond

to questionnaires. One SEO head and two experts were also included to respond to the

interview.

Out of 180 copies of questionnaires distributed to teachers and department heads, 172
(95.5 %), out of seven copies distributed to PSTA 6 and out of five copies distributed to
supervisors 5 were filled appropriately and returned. Based on the answers obtained from

the respondents, the analysis and interpretation of the biographic data are presented in
tables 2 and 3.

As depicted in Table 2, 136 (79.1%) teacher and department head respondents were
males while 36 (20.9%) were female. This figure indicates that the number of female
teachers were smaller than males in government secondary schools of the sub city.
However, when it comes to supervisors 5 (100%) were males. Male principals also
constitute 8 (85.7%) while female principals were 3 (14.3%) and also 6 (100%) PSTA
chairs were males. The entire number of SEO head and experts were males. When we look
at female composition in all these four categories of respondents (principals, supervisors,

PSTA chairs, and SEO heads), it could be concluded the number of female respondents

were few.
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Table 2: Respondents by Sex and Educational Qualification

No Items Tand DH | Supervisors | Principals PSTA SEO head
and experts
F % F % F % F % F %
1 Sex
Male 1361017910015 100 18 | 85.7 | 6 100 | 3 100
Female 36N IEZ0IOM I - 3 (143 |- |- - =
Total' 172 | 100 5 100 21 | 100 |6 100 |3 100
2 Qualification
Diploma - - - - - |- 6 |100 |- 5
Degree(Bsc/BA/Bed) | 169 | 98.3 |5 100 |19 (905 |- |- = =
Second degree 3 157 - - 2 |95 |- |- 3 100
(MA/MSc)
Total 172 | 100 5 100 21 | 100 |6 100 | 3 100

Note F= frequency

The large majority of teacher and department head respondents 169 (98.3%) had a first
degree while only 3 (1.7%) were second degree holders. All supervisors 5 (100%) were
first degree holders. Only 2 (9.5%) of principals were second degree holders while 19
(90.5%) were first degree holders. 6 of the PSTA were diploma holders. All the SEO
heads and experts are second degree holders. When we look at the academic
qualifications of all these respondents, it can be generalized that they are qualified to take
their respective positions. This further implies that majority of these respondents
(teachers and department heads, and SEO heads and experts) have good knowledge in
the task of teaching learning activity which has a positive contribution to for the

effectiveness of principals’ leadership.

As indicated in Table 3 more than half of the sample teachers and department heads (55.8%) were
30 and below years old. This indicates that the majority of the teachers and department heads are
in a relatively young age. The great majority of the supervisors (80%) were in age range of 41 to
50. More than half of the principals (57.1%) were in age range of 31 to 40. The data indicated
that supervisors and principals were matured enough and the principals were younger
than the supervisors. When we look at the age of PSTA chairs, all are in the age of 41and

above years old. From this finding, it can be said that the PSTA chairs were older and

matured enough to coordinate the community and the school.
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Table 3: Respondents by Age and Service Year

No Items T and DH | Supervisors | Principals PSTA | Sub-city head
i s — chairs and experts
W 6 7 o 7 R e 07
21- 30 years 96 55.8 |- - 2 9SEIE 5 £ E
31-40 years 45 262 |1 20.0 |12 [57.1 |- - 1 33.3
41-50 years 140NN R A 80.0 |5 238 |3 50.0 |2 66.7
51-60 years 17 99 |- - 2 95 (3 50.0 |- -
Total 172 |100.0 |5 100.0 |21 100.0 |6 100 (3 100
2 |Total service years
10 years and below|110 [64.0 6 286 |6 100 |1 333
11-20 years 34 [19.8 |3 60.0 |11 [52.4 |- - 66.7
21 years and above |28 16.3 |2 40.0 |4 19.0 |- = & 2
Total 172 1100.0 5 100.0 |21 100.0 [6 100 [3 100

Note F= frequency

The majority of teachers and department heads (64%) and all PSTA chairs have the
service of 10 and below years old. From this data, it can be generalized that the sample
teachers and department heads had moderate experience in teaching. As indicated in
Table 3, 3 supervisors have a service of 11 to 20 years. This indicated that supervisors are
experienced which is instrumental in improving classroom instruction of teachers and
leadership effectiveness of principals. The experience of PSTA chairs according to the
data were with the work experience of 10 and below years in which their experience
would help to contribute to the principals’ leadership effectiveness .On the other hand, 11
(52.4%) of them had a service years ranging from 11 to 20 years. 66.7% of SEO head and
expert are in the serviced between 11 to 20 years. These data indicated that principals and
office heads experience implies that these respondents had knowledge gained through

experience for the reason that the respondents were qualified.

4.2. Principals’ Effectiveness in Preforming Leadership Functions

Concerning principals’ effectiveness in performing leadership functions in the secondary
schools of the sub city, the following points were discussed from table 4 to table 8. These
included; principals’; effectiveness in planning process, in ensuring community

participation, in instructional leadership roles, in building trust, and principals’
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effectiveness in elements of leadership.

In table 4,5,6,7 and 8 within the five point ranges, two trisecting scales were taken to make
the analysis clear. These scales are 2.60 and 3.40. Thus, principals with performance on
tasks with a mean scale from 1.00 to 2.60 were least effective principals, from 2.61 to 3.40
are moderately effective, and from 3.41 to 5.00 are high effective principals. Besides this,
responses from close-ended items and interviews were summarized to validate the findings

during the process of presentation and analysis of all data.

Table 4: Principals' Effectiveness in Planning Processes

N Items Respondents
2 T and DH | Supervisors | Principals | PSTA
N=172 N=5 N=21 | chairs
N=6 WM
School principals: Mean Mean Mean Mean
1 | Prepared a workable plan by 1.73 1.80 2.90 2.33 2.19

allowing participation of the staff
during planning

2 | Prepared a workable school plan | 1.96 2.00 2.33 1.83 2.03
by allowing participation of PSTA
and SEO members during planning

3 | Implemented the school plan 1.90 1.80 2.24 2.33 2.07
4 | Created opportunity for evaluation | 1.84 2.00 2.38 2.00 2.05
of plan

1.00 - 2.60 low, 2.61- 3.40 medium, 3.41- 5.00 high

The purpose of Table 4 was to assess the level of effectiveness of principals in planning aspect.
Key tasks related to preparation of school plans were taken into consideration that would allow

the researcher measure the level of principals’ effectiveness at the secondary school level.

It is quite clear that one of the key responsibilities of principals is making school activities
planned. In confirmation to this, Talesra et al (2007) stated that the school principals’ as the
head of the institution should have the capacity and perspective to clearly define the goals
and tasks of the institution. Baily (1991) also adds to this stating that planning as a
process must be democratically oriented and should involve everyone concerned. Based

on these, the following data were gathered to assess the extent of performance of principals

on various activities related to planning.
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As depicted in item 1 of Table 4, the mean scale of teachers and department heads
supervisors and PSTA chairs are 1.73, 1.80 and 2.33 respectively whereas principals mean
scale is 2.90. This shows that the weight mean (2.19) of the respondents replied that the
principals did not participate staff members in the preparation of the school plan which
means principals in this regard are least effective. The information obtained from the

interview for the question ‘do the secondary school principals in the sub-city prepare a

workable plan by allowing stakeholders participation?’ ‘The secondary school principals

mainly choose few stakeholders to participate in planning activities’ (SEO expert, on
April, 2013) which supported the above result.

As depicted in item 2 of Table 4, the mean scale of teachers and department heads
supervisors, principals and PSTA chairs were 1.96, 2.00, 2.33 and 1.83 respectively. The
data implies that all respondents believed participation of the stated stakeholders in
planning activities is very low. From the interview made it was found that ‘the secondary
schools principals' in the sub-city were least effective in allowing participation of PSTA

members in the preparation of school plan’ (SEQ Head, on April, 2013).

Thus, the data and the interview pointed out that the secondary schools principals in the
sub-city were least effective in allowing participation of PSTA members in the preparation

of school plan.

In item 3 of Table 4, respondents of the questionnaires were asked to rate to what extent
principals succeeded in implementing the school plans. Mean scales of teachers and
department heads, supervisors, principals and PSTA chairs on this item were 1.90, 1.80, 2.24
and 2.33 respectively. These scales revealed that many of the school plans prepared were
not implemented appropriately for the reason that teachers and the community members
couldn’t actively participated in the process of school planning. Based on the data, it can
be stated that though plans were prepared for schools, there were serious problems of

implementations of these plans.

Concerning the implementation and evaluation of school plans in item 4 of Table 4, all
respondents (teachers’ and department heads’, supervisors’, principals’ and PSTA

chairs’) mean scales were 1.84, 2.00, 2.38 and 2.00 respectively. These scales verified
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that opportunities were not created for implementation and evaluation of the plan. In

addition, the interviews also showed that “there were serious shortcomings in the

implementation and evaluation of school plans” (SEQ head and e experts, on April, 2013).
They reasoned out that school plans were often not implemented largely due to budgetary
constraints. Over all, it can be viewed that even though schools have their plans in blue
prints, many principals gave little attention to implement and evaluate the plan. Therefore,

principals were found to be least effective performing key tasks.

Table 5: Principals' Effectiveness in Ensuring Community Participation

No

Items

Respondents
T and DH | Supervisors | Principals | PSTA
N=172 N=5 N=21 chairs
At N=6 WM
School principals: Mean Mean Mean Mean
1 Prepared plan for community 1592 2.20 2.62 2.17 2.23
participation
2 Provided training and support | 1.98 1.60 2.67 2.7 =12:10
for PSTA and SEO members

1.00 - 2.60 low, 2.61- 3.40 medium, 3.41- 5.00 high

This part dealt with the intension of assessing the level of effectiveness of school heads in
guaranteeing adequate community involvement in the management of schools. Major
indications of principals' levels of effectiveness in ensuring adequate community
involvement are preparation of plans for community participation and provision of

adequate trainings and support for community representatives.

Active community participation is one of the determinant forces of school effectiveness.
Due to this, it is vital for a principal to prepare a plan which is useful to guide, how,
when, and where to seek and mobilize the knowledge and resources of the local
community who are beneficiaries of schooling. In item 1 of Table 5 respondents were
enquired to indicate their responses on the question whether principals prepared plans for
community participation. As can be seen from this table, mean scales of teachers and

department heads, supervisors and PSTA were 1.92, 2.20 and 2.17 respectively. To the

contrary, principals’ mean scale was 2.62. Tt is understood from these mean scales that

the tasks of community participations in secondary schools understudy with weight mean
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(2.23) was unplanned. It can be inferred that community participations were haphazardly

e in :
done in most schools of the sub-city. These mean scales were clear indications to the idea

that principals were least effective in this task except the response of principals which
showed that they prepared moderate plan. Data collected using interviews with office
head and experts also confirmed that plans for community participations were often not
prepared by school principals. Hence, a comprehensive look at all these data indicates

that principals of the secondary schools were least effective in making community

participate in a school planning.

The respondents in the under study were also asked to show the extent of principals’
performance on provisions of trainings and support for PSTA members. It was shown in
item 2 of table 5 that the calculated mean values of teachers and department heads,
supervisors and PSTA were 1.98, 1.60 and 2.32 respectively. On the opposite, the
principals’ mean scale was 2.67. The weight mean responses (2.23) reveal that provision
of trainings and supports to local community representatives were tasks that got low
attention from principals. This was a clear indication that principals were perceived to be
least effective with regard to this task. According to the interviews made in the sub-city,
“majority of principals were provided least trainings to PSTA members” (education
experts, on April, 2013). From the data, it can be inferred that principals were least

effective in making practical the provision of trainings and support to PSTA members.

Table 6: Principals' Effectiveness in Instructional Leadership Roles

No Items Respondents
T and DH | Supervisors | Principals | PSTA
N=172 N=5 N=21 chairs
N=6 WM
School principals: Mean Mean Mean Mean
1 Conducted regular and planned | 1.84 2.00 2.67 2.33 2.21
classroom observations
2 Planned and conducted 2.12 2.40 2.43 2.00 |224
meetings with staff to address
instructional Issues

1.00 - 2.60 low, 2.61- 3.40 medium, 3.41- 5.00 high
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This sub-section was set with the objective of measuring effectiveness of school heads on
key instructional leadership roles. Principals should play a key part in monitoring and
ensuring effective instructional activities in classroom. In support of this, Lunenburg and
Orstien (1991) have proposed that monitoring instructions through numerous classroom
observations and evaluating them are roles of principals. Among these instructional
activities that school heads should give special emphasis and performances were
conducting regular and planned classroom observations and organizing post observation

meetings with teachers and department heads that aims at addressing instructional
problems obtained during observations.

Respondents were asked on principals' performances concerning regular and planned
classroom observations and post observation meetings which were depicted in items 1
and 2 of Table 6. Teachers' and department heads’ mean scales were 1.84 and 2.12,
supervisors' mean scales on the same item was 2.00 and 2.40, PSTA chairs® mean scales
on this item were 2.33 and 2.00 respectively. Similarly, the principals agreed with the
other respondent on item 2 with mean scale 2.43. However, Principals’ mean scale on
item 1 was 2.67 which means moderately effective in carrying out planned and frequent
classroom observations. It can be concluded that with some shortcomings, classroom
observations were mostly carried out by principals. According to the interview
‘classroom observations were regularly made in primary schools than the secondary
schools’ (education expert, on April, 2013) which revealed that principals conducted less
classroom observations. Thus, according to the information gathered in the study, it can
be said that principals were perceived to be least effective.

The purpose of this sub-title was to assess to what extent principals were effective in
building trustful relations with their staff members. Scholars in the field admit that trust is
a primary attribute associated with effective school leadership. School leaders should
demonstrate desirable behaviors and take appropriate actions and decisions in order to
build trust in their schools. Among the desirable behaviors and appropriate actions that are
expected from school leaders are ensuring equal treatment of staff members, respecting

ideas and opinions of teachers and telling truth for their members.
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Table 7: Principals' Effectiveness in Building Trust

No Items
Respondents
Tand DH | Supervisors | Principals | PSTA | WM
N=172 N=5 N=21 chairs

School principals; Mean Mean Mean NII\:G;]
1 Treat every staff as equal 2.01 2.40 3.38 2.00 |[245
2 Respect teachers' ideas and 2.07 . . .

S 2.20 3.10 2.33 2.42
3 Tell truth and regarded as 2.49

: 1.80
S 2.67 233 | 232

1.00 - 2.60 low, 2.61- 3.40 medium, 3.41- 5.00 high

As indicated in item 1 of Table 7, mean scales of teachers and department heads, supervisors
and PSTA chairs on the question whether principals treated their staffs as equals were 2.01,
2.40 and 2.00 respectively. However, principals believed that they were moderately effective
in making their treatment with mean scale (3.38). The weight mean (2.45) of the respondents

idea indicated that principals were less effective in treating staff members equally. Thus, the

principals treated their staff poorly.

Item 2 of Table 7 also requested respondents to indicate their views on the question whether
principals were respectful to teachers' ideas and opinions. It was indicated in this item that
teachers' and department heads’ mean scale was 2.07, supervisors’ mean scale was 2.20 and
PSTA chairs’ mean scale was 2.33. Whereas principals’ mean scale was 3.10. The weight
mean (2.42) of the respondents indicated that their principals showed less respect for teachers’

ideas and opinions.

Respondents were also provided with a question whether principals were trustful and were
regarded by their staff members as honest. The mean score in item 3 of Table 7 of teachers and
department heads, supervisors and PSTA chairs were 2.49, 1.80 and 2.33 respectively revealed
that principals were not honest to the staff. However, principals believed that they were honest
to their staff members with mean scale of (2.67). The weight mean (2.32) indicated that

principals were often regarded as less honest by their staff.

Each item stated in Table 7, was vital constituents of a behavioral element trust and when
brought together, they can be very good indicators of the availability of trust between
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individuals ox: groups. As indicated in table 7 mean scales of three groups of respondents in
most of the items stated clearly revealed that principals were least effective in building

trust. The mean scale of principals indicated that lack of trust is very common between

staff members and their principals. During the interview sessions, ‘there was mistrust

between government secondary school principals and some teachers’ (SEO head, on
April, 2013). As noted above, data from interviews have strongly supported the finding
from questionnaires. A combination of al] these data, therefore, strengthened the finding

that principals of the secondary schools were least effective in building trust relations
between them and teachers.

Table 8: Principals' Effectiveness in Elements of Leadership

Respondents
Items ; e
No T and DH | Supervisor | Principals | PSTA
N=172 s N=5 N=21 chairs | WM
=6
School principals: Mean Mean Mean Mean
1 | Empowered staff members for 2.37 2.20 2.38 2.00 2.24
leadership
2 | Ensured collaborative work 2.26 1.80 3.00 2.33 2135
among the staff
3 | Derived for achieving school 2.33 2.40 2.95 2.17 2.46
improvement
4 | Created a positive organizational | 2.35 2.20 2.86 2507 2.39
environment
5 | Developed and communicated 2:15 2.20 3.10 217 | 2.40
shared vision
6 | Developed the staff to make 1.90 1.80 2.95 2.17 2.20
them competent in their
profession

1.00 - 2.60 low, 2.61- 3.40 medium, 3.41- 5.00 high

This sub-title of the study assessed principals' effectiveness in accomplishing the basic
elements of effective school leadership. Scholars list various elements that characterize
an effective leadership from ineffective one. These were strong indicators of effective

leadership which result from successful accomplishment of vital elements.

Gamage (2006) stated that a leader should realize by empowering others rather than losing
his or her authority she or he enjoyed as the leader enlists the support of another to carry

out his or her policies. Based on this, respondents were asked to indicate their responses on
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the tasks done by principals to empower their staff. As indicated in item 1 of Table 8, mean
scales of teachers and department heads, supervisors, pmlClpals and PSTA chairs’ were
2.37,2.20,2.38 and 2.00. These scales verified that little efforts were made by principals to

empower their staff members so that they could let the staffs contribute their share in

leadership. Therefore, it was found out that principals in the secondary school of the sub-
city were least effective in empowering their staff.

On the same Table in item 2, respondents were also requested on efforts done by principals in
ensuring collaborative work among their staff. Responses from teachers and department
heads, supervisors and PSTA chairs were with mean scales of 2.26, 1.80 and 2.33
respectively revealed that there was little collaborative educational environment among
staff members. However, the principals believed that there were collaborative works
among their staff as indicated in the mean scale as 3.00. As the weight mean (2.35)

implied little was done by school principals to guarantee cooperative staff relations which

further noted the least effectiveness of principals with regard to this element.

As indicated by Hicks and Gullett (1981), inner motivation and achievement drive is one
of the four characteristics that most effective leaders tend to have. Taking this into
consideration, questions were incorporated that respondents rate the level of drive
principals have demonstrated during leadership. As depicted in item 3 of Table 8,
teachers’ and department heads’, supervisors', and PSTA chairs’ mean scales of 2.33,
2.40 and 2.17 respectively revealed that the principals did not drive the motives of the
staff whereas principals responded with mean scale 2.95 implied that they motivated the
drive of the staff. However, from the weight mean (2.46) principals were found less

effective in driving the motives of the staff.

Principals should commit themselves in creating a learning environment that is open,
friendly and culturally inviting and take a positive approach to discipline (Sergiovanni,
2001). Based on this point, a question was posed to respondents on whether there was a
positive organizational climate created by principals in schools. Item 4 of Table 8 showed

that the mean scales of teachers and department heads, supervisors and PSTA chairs’
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35122 :
were 2 0'and 2.17 tespectively whereas principals responded to the question with

scale of 2.86. i ;
mean. : 8.6 Accordingly, the weight mean (2.39) implied that principals were less
effective in creating a positive organizational climate

The school leader must develop a shared vision to determine where the school is heading so as

to provide long-term direction, delineate what kind of school is envisaged and infuse the

school community (Gamage, 2006). With this in mind, a question was set and posed to

respondents to show their responses on whether principals created shared visions for their
schools and communicated these visions to all stake holders of their respective schools. As
depicted in item 5 of Table 8, teachers and department heads, supervisors' and PSTA chairs
responded with mean scales 2.15, 2.20 and 2.17 that principals did not create and
communicate a shared vision of their schools whereas the principals’ responded with mean
scale 3.10 that they created and shared vision of the school to the community. The weight
mean (2.40) stipulated that government secondary schools’ principals in the sub-city were
less in create and communicate the vision of the school. Hence, principals of the sub-city

were found less effective with regard to developing and communicating a shared vision.

Effective leadership is as much about developing the staff as it is about capacity building in
others and such effective leadership requires an intelligent head and an intelligent mind
(Harris et al, 2005). Taking this in mind, respondents were requested to point out to what extent
staff development activities were undertaken by their principals. Item 6 of Table 8 indicated
that teachers and department heads, supervisors and PSTA chairs responded with mean
scales 1.90, 1.80, and 2.17 respectively illustrated that their principals did not develop staff
development activities whereas principals differently responded to the question in that item
with mean scale of 2.95. Therefore from the weight mean (2.20) of teachers and
department heads, supervisors, principals and PSTA chairs, it can be concluded that

school heads understudy were found least effective in developing staff development

activities.
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4.3. Strengths and weaknesses of Principals’ on leadership styles and skills

AsRasasRstengtis and weaknesses  principals! leaderstin) on styles aad b

concerned, strengths and weaknesses of principals on leadership styles and strengths and

weaknesses of principals on Ieadership skills would be discussed in table 9 and 10.

In table 9 and 10 within the five point ranges, two trisecting scores were taken to make the
analysis clear. These scales are 2.60 and 3.40. Thus, principals with performance on tasks
with a mean scale from 1.00 to 2.60 were least effective principals, from 2.61 to 3.40 are
moderately effective, and from 3.41 to 5.00 are high effective principals. Besides this,
responses from close-ended items and interviews were summarized to validate the findings

during the process of presentation and analysis of all data.

Table 9: Strengths and Weaknesses of Principals on Leadership Styles

No Respondents
Items z e
T and DH | Supervisor | Principals | PSTA
N=172 s N=5 N=21 chairs | WM
N=

School principals: Mean Mean Mean Mean

1 Mostly use an Autocratic 331 2.80 229 3.31 2.93
Leadership Style

2 Mostly use a Laissez-faire 2595 3.80 2.29 2.50 2.78
Leadership Style

3 Mostly use a Democratic 2.08 2.40 2.95 2.00 2.36
Leadership Styles

4 Apply all the three 1.73 1.80 3.00 1138 1.96
interchangeably whenever
suitable to the situation

1.00 - 2.60 low, 2.61- 3.40 medium, 3.41- 5.00 high

This sub-title included evaluating the strengths and weaknesses of principals on
application of styles of leadership while leading and understanding whether there was
flexibility in application of different styles with changes in situations of leadership. Many
scholars have underlined the importance of switching flexibility in the styles with changes
in the situations rather than sticking to only one type of style regardless of changes in the
situations of leadership. For instance, Gamage (2006) believes that the most effective
leaders switch flexibility between the styles, depending on the situation and the task at
hand, With this in focus, respondents were asked to indicate which of the three styles
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were mostly applied by principals and whether

e principals switched flexibility between
ese styles.

In item 1 O-f T.able 9, respondents were asked to show their views regarding the question
whether principals mostly apply autocratic leadership style. The mean scales of teachers

and department heads, supervisors and PSTA chairs were 3.31, 2.80 and 3.31 illustrated

that the principals followed the autocratic leadership styles while principals responded to

the item with mean scale 2.29 showed that autocratic leadership styles was least

performed. As the result, the weight mean (2.93) indicated that principals moderately
relied on autocratic leadership style.

On the other side, the responses of teachers and department heads, supervisors and PSTA
chairs on item 2 of Table 9 on whether principals mostly applied a Laissez-faire
leadership style were with mean scales 2.55, 3.80 and 2.50 revealed that principals
moderately followed laissez-fair leadership styles while the principals responded to the
question with mean scale 2.29 that they are not follower of laissez-fair leadership style.

Hence, from the weight mean (2.78) it can be inferred that laissez-faire style was

occasionally applied by principals.

In Table 9 of item 3, teachers and department heads, supervisors, PSTA chairs and
principals were asked about the extent of democratic style being applied by principals in
their schools. The calculated mean scales of the responses from teachers and department
heads, supervisors, PSTA chairs were 2.08, 2.40, and were 2.00 respectively revealed
that their principals are not democratic whereas principals responded that they are
democrat with calculated mean scale 2.95. From the weight mean (2.36), it can be
concluded that democratic leadership style was least favored and rarely applied by
principals. Therefore, from item 1, 2 and 3 of respondents’ result, the leadership styles

exercised by principals indicated that the autocratic style is the most dominating styles

implemented by secondary school principals.
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In addition to this, item 4 of Table 9 asked respondents to rate whether principals apply
all the three styles flexibly and interchangeably depending on changes in the situations of
leadership. Teachers and department heads, supervisors and PSTA chairs responded to
the question with mean scales 1.73, 1.80, and 1.33 whereas the principals responded the
question with mean scale 3.00. The weight mean (1.96) implied that overdependence on
autocratic leadership style and inflexibility in applying various styles that least considered

the situation of leadership was the weakness of principals in Nifas-Silk Lafto sub-city.

This sub-section was discussed with the objective of assessing the strengths and weakness
of principals on skills of leadership that they should possess. Three essential skills were
given emphasis in leading processes. These are technical, human, and conceptual skills.
Human relation skills are abilities needed to resolve conflicts, to communicate
effectively and to lead. Technical skills are specialized knowledge and abilities that can
be applied to specific tasks while conceptual skills are abilities needed to view an

organization from broader perspectives (Kinard, 1988).

Table 10: Strengths and Weaknesses of Principals on Leadership skills

No Respondents
Items T and DH | Supervisors | Principals | PSTA
N=172 N=5 N=21 chairs | WM
N=
School principals: Mean Mean Mean mean
1 Are competent in resolving 2.30 2.20 3.19 217 | 2.46
conflict
2 Have sufficient knowledge of | 3.56 3.20 3.19 250 |3.11
the science of instruction
3 Have sufficient knowledge of | 3.49 3.40 3.33 2.67 3.22
education system of the country

1.00 - 2.60 low, 2.61- 3.40 medium, 3.41- 5.00 high

As depicted in Table 10 of item 1, the mean scales of teachers and department heads,
Supervisors and PSTA chairs on the question whether principals have competence in
resolving conflict were 2.30, 2.20 and 2.17 respectively shows that their principals had little

competence in resolving conflict. Contrary to this, the principals’ response was with mean
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As it was shown in item 2 of Tabje 10, the mean scale of teachers and department heads
on the extent of knowledge in science of instruction that principals have was 3.56,

supervisors scale was 3.20, PSTA chairs scale was 2.50 and principals’\mean soale was

3.19. From the weight mean (3.11), it can be inferred that all respondents agreed on the
issue that principals in the government secondary schools at Nefas Selk-Lafto sub-city had
ERRscechin iSoicnce ol instruction, During the interview, “many secondary schools
principals have knowledge of instructional science” (SEO head and expert, on April, 2013),
All these data were in confirmation to the idea that principals have sufficient knowledge on

the science of instruction. From these data, it can be concluded that knowledge possessed
by principals on science of instruction is their strength.

It is quite obvious that principals need to have knowhow on the educational system of
their country. They must understand the details of policies, strategies, goals, rules and
regulations associated with the education system of their nation. They have to take the
details of these guidelines into account in their overall activities of school leadership.
Depending on this, item 3 as indicated in Table 10 was designed so that respondents
could indicate principals’ level of knowledge of their country's education system. The
calculated mean scales of teachers and department heads, supervisors, PSTA chairs and
principals were 3.49, 3.40, 2.67 and 3.33 respectively. From these mean scales, it could
be understood that the knowledge that principals have regarding the education system was
moderately effective. Thus, it can be implied that the very sufficient knowledge regarding

the educational system possessed by principals was their strength.

4.4. Problems of Principals’ Leadership Effectiveness

Regarding problems of principals leadership effectiveness in Nefas Selk-Lafto sub city,
the problems of principals leadership effectiveness that originate from SEQ, the problems

associated with principals themselves and problems of local community participation on
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schools leadership effectiveness would be treated in tabje 11,12 and 13
0) an &

S : , from 2.61 to 3.40
are moderately effective, and from 3 4] to0 5.00 are high effective principals. Besides this,

responses from close-ended items and interviews were summarized to validate the findings

during the process of presentation and analysis of al] data

This sub-title discussed the objective of finding out problems that hindered leadership
effectiveness of principals whose sources were the education office and sometimes
institutions in the line hierarchy. These problems were associated with various rules and
guidelines applied to principals, provision of finance and material, and various decisions

and actions taken by SEO personnel during controlling and supervising the day-to-day

activities of school principals.
Table 11: Principal Leadership Effectiveness Problems Originate from SEQO

No | Items Respondents
Tand DH | Supervisors | Principals | PSTA | WM
N=172 N=5 N=21 chairs
N=6
Mean Mean Mean Mean

1 Lack of regular supervisory support| 3.34 3.00 3.33 300183217
from SEO

2 | Absence of clear guidelines for 3.03 3.00 3.24 333 |[3.15
performance appraisal of principals

3 | Lack of proper strategy for 3.08 3.20 2.81 2.67 |294
assignment of principals

4 Lack of training programs on 3.22 3.20 3.19 3.33 3.23
leadership for principals

5 Frequent reshuffling of principals | 3.00 2.60 3.43 3.17 |3.05
by SEO

6 | Lack of financial and material 3.42 2.60 3.24 2.83 |3.02
support from SEO to schools

7 | Unwise interference of SEO on 3.28 2.20 3.05 250 | 2.75
duties of principals

8 Failure to apply career structure of 3.07 2.60 3.05 3.33 3.01
principals

1.00 - 2.60 low, 2.61- 3.40 medium, 3.41- 5.00 high
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indicated in T :
e e MO L @i i 1, the mean scales of teachers and department heads,

supervisors, principals :
. 2 pals and PSTA chairs on the extent of prevalence in the absence of

regular supervision from education offices to support principals were 3.34, 3.00, 3.33 and
3.00 respectively. The responses from all respondents indicated that Sl..lpe,rVi.SOI"y ;upport
from education office to principals was a moderately problem. Opposite to this idea, the
responses from interview ‘supervision was at much improving condition and princi,pals
were benefiting much out of it’ (education €xpert, on April, 2013). From all these sets of
dethficanibe generalized it lack of supervisory support was found to be moderate
problem that had an impact on the less effectiveness of principals

government secondary schools of Nefas Selk-Lafto sub-city.

> leadership in the

According to Ivancevich et. al. 1983, the focal people are the managers who must make
the evaluation decisions, the individuals who perform the work, and the individuals who
define the performance standards. Using this idea as a basis, a question was posed to
respondents to show their responses on the extent of problems on the absence of clear
guidelines for performance appraisal. As depicted in item 2 of Table 11, responses from
teachers and department heads, supervisors, principals and PSTA chairs on this question
had mean scales of 3.03, 3.00, 3.24 and 3.33 respectively. It can be understood from these
scales that absence of clear guidelines for performance appraisal was a moderately
problem that impeded leadership effectiveness of principals. In support of this, the
interviews indicated that ‘there were no clear guidelines put in to action to evaluate their
performance’ (education expert). It also manifested that ‘secondary school principals did
not know when and how their appraisals would be done’ (SEO head, on April, 2013).
Thus, the data has given justifications which proved the absence of clear guidelines for

performance appraisal was a serious drawback to effective school leadership.

Legal requirements for non-discriminatory hiring practices imposed by federal, state, and local
officials are among the most important external contingencies managements in the line
function should consider (Haimann et al, 1978). With this premise in focus, respondents of the
questionndires were requested to indicate to what extent inapplicability of proper criteria for

assignment of principals contributed to ineffectiveness of school leaders.
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school principals” (SEO head and e€xpert, on April, 2013

- ; ) ; \ ). Among the points raised by the
participants in the interview while some considered the a

: ey ssignment as political which did not
largely consider the guidelines but most of them accepted this confusion and consideredtine

assignment as merit based. Therefore, the data provided strong justifications which

proved the failure to apply the assignment criteria for principals by officials in the offices

was a moderately serious problem for effective school principal-ship.

To have an appropriate understanding of the role of teaching and learning and to be
performed well, it is desirable for principals to have trainings in educational leadership.
Making training available helps to improve skills, knowledge and grows employee’s
intellectual ability and sends a signal to the trainees that they valued (Ivancevic, 1983).
Taking this into account, the question whether the provision of training from SEO for
principals was a problem that inhibited achievement of effectiveness of school leadership
was presented to respondents. Item 4 of Table 11 indicated that mean scales (3.00, 2.60,
3.43 and 3.17) from teachers and department heads, supervisors, principals and PSTA
chairs respectively reveled that principals lacked training programs focused on
leadership. Supporting this, “trainings were adequately supplied and hence were not
problems in the attainment of effectiveness of school leadership” (the SEO head and
experts, on April, 2013). Thus, from these data it can be inferred that lack of training was
serious problem that school principals encountered which also impeded their

effectiveness.

When principals are reshuffled frequently, those who remain in their positions or those
who aspire to take the position may assume that they would be removed from the position

sooner. This in turn affects their motivation, commitment and their effectiveness in

leadership. As indicted in item 5 of Table 11, respondents were asked to rate the level of

seriousness of problems in frequent principal’s reshuffling by SEO. The mean scales of
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t

problem that had an impact op effective principal-

revealed ship. Data collected from interviews

that ‘the g
I€ were some incidents of frequent reshufflings’ (SEO head, on April,
20l enceitrom data obtained through questionnaires and interviews, it can be concluded

that ffequent reshuffling of principals was a moderately serious problems that hindered
effective school leadership in the sub-city understudy

It is obvious that without resources it is difficult to implement a plan. Finance and
material support from SEO is desirable for school principals to effectively implement what
they have planned in the blue print. Taking this in to consideration, respondents were
asked to rate the level of seriousness of problem principals face concerning provision of
these resources from the education office. In item 6 of Table 11, teachers’ and department
heads’ mean scales was 3.42, supervisors' mean value was 2.60, principals’ mean score was
3.24 and PSTA chairs’ mean scale was 2.83. As can be observed from these scores, the entire
respondents perceived the problem as moderate. In addition to this, during interviews it was
admitted that “shortage of financial support allotted through block grants reasoning out budget
shortage encountered across sectors or sub-city” (SEO head and experts, on April, 2013). A
comprehensive analysis of all these data would take to the conclusion that inadequacy of
allocation of money and material resources was a moderately serious problem that hindered
school leadership effectiveness in the government secondary school of Nefas Selk-Lafto

sub-city.

It is believed that unwise and unreasonable interference from officials of the SEO in the
responsibilities reserved for principals impedes their efforts and commitments which in
turn affect their performance negatively. Taking this in to consideration, respondents
were required to rate the level of seriousness of problems of unwise interference by SEO in
the affairs of the principals. As indicated in item 7, the calculated mean scales of responses
from teachers and department heads, principals and PSTA chairs for this question were

3.28, 3.05and 2.50 respectively showed that the SEO moderately interfere unwisely

whereas supervisors with mean scale 220 showed that the SEO made less unwise
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interference in the affairs of principals. Howevyer. g
. I, data

heads totally differed as obtained through interview with

“the]e were i kl]l(l ﬁOIn the
( I unreasonable mterferences Of any i
SEO expeI tS i colliec ed S
, On Aprll, 20 1 3) Hence fr0m the d.ata lle t ) it i

understood that there were unwise and
unnecessary interferenc -
affairs of principals. es from SEO head and in the

education office”

One of the requirements of performance evaluation is that it must mean something to the rater
and the rate that is and it must be practical (Ivancevich et al, 1983). By specifically defining
an individual's strengths and weaknesses, an appraisal becomes a basis for improving the
quality of the current job performance (Hairmann et al, 1978). It is understood that one of the

fneans of making performance evaluations is promotion in career ladder and eventual salary
increment for employees who are rated as higher performers. In this regard, respondents were
asked to indicate how serious the problem of failure to apply career structure was. As
depicted in Table 11 of item 8, mean scale of teachers and department heads was 3.07,
supervisors' mean scale was 2.60, principals’ mean scale was 3.05 and PSTA chairs mean
scale was 3.33. These scales clearly indicated that failure to put in to practice career structure
for principals was a moderately serious problem that affected their effectiveness in
performance. According to the interviews made “there was absence of knowhow on major
procedures and guidelines and the guidelines were not also clear enough to be practiced in
the sub-city” (SEO head and experts, on April, 2013). Data obtained through all instruments
applied in the study proved that failure to put in to action career ladder by education offices was

one of the serious problems that made effectiveness of principals’ leadership unachievable

in the government secondary schools at Nefas Selk-Lafto sub-city.

The objective of this sub-title was to find out problems that hindered effective school
leadership that were associated with situations of school leaders, behaviors they demonstrate,

actions they take and decisions they make.

Work overload is one of the problems that will hinder effectiveness in school leadership.

Admitting this, Gibson et al, (1984) state that quantitative work overload exists when a

person has too many different things to do or an insufficient amount of time to do the job

that would pose problem on his/her effectiveness. Based on this premise, respondents were
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esented with a question :
pr q that enquired them to rate the level of seriousness of problem of

work overload that principals face.

Tl : '
Table 12: Principals Leadershlp Effectiveness Problems Associated to Themselves

& |
No | Items e Respondents
T and DH Supervisors | Principals | PSTA
N=172 N=5 N=21 | chairs
Mean s WM
] Heavy work load on the part of | 2.90 SA g;n Hean L
principal : 2.20 347 |281
2 Lack of confidence on 2.67
principals to exercise leadership| | 5 280 S
3 Unwillingness of principals to 2.14 5
allow shared leadership e 2 il
4 | Lack of commitment of 2550, 3.1
. . b x 7
L e 4.40 3.60 |3.42

1.00 - 2.60 low, 2.61- 3.40 medium, 3.41- 5.00 high

As depicted in item 1 of Table 12, the calculated mean scale of teachers and department
heads was 3.47, principals’ mean scale was 2.90 and PSTA chairs’ mean scale was 2.67
whereas supervisors’ mean scale was 2.20. From these values, we can observe that there
were variations among the respondents’ ideas on the level of problems. Teachers and
department heads, principals and PSTA chairs responded that work overload on principals
was moderately serious problem with more impact on effectiveness of secondary school
leadership but supervisors regarded it as the least problem. When we look respondents’
ideas independently, teachers and department heads are very much closer to provide more
appropriate evaluation on the workload of principals for department heads and teachers
daily interact with principals than supervisors which are reasonable to give higher weight

to the views of teachers and department heads. Thus, it can be concluded that work

overload was a moderate problem with negative impact on leadership effectiveness of

principals in the secondary schools of the sub-city under study.

Any leader in an institution should demonstrate self-confidence and conviction by word,
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action, and expression so that they are contagious to fol]
o followe

| rs (Sergiovanni, 2001).
According to Cohen et. al. (1983), some degree of self. Sl )

alities which confidence is one of the only four
quaiitcs researchers have been able to isolate as usually possessed by successful

eaders. With this basic i i : .
] dea in mind, a question was included in questionnaires that
requested respondent’s opinions.

In Table 12 of item 2, respondents were enquired to level to what extent lack of
principals” self-confidence is a problem to their own effectiveness. The mean scales of
teachers and department heads, supervisors, principals and PSTA chairs were found to be
3.59, 2.80, 2.67 and 3.33 respectively. From this data, it can be inferred that principals in
the government secondary schools in Nefas Selk-Lafto sub-city moderately lacked self-
confidence to exercise leadership. The data gathered from all instruments implies that

principals lacked self-confidence in the study area demonstrated during leading was a

serious problem that hindered their own effectiveness in leadership.

Item 3 of Table 12 indicated that teachers’ and department heads’ mean scale on the
question “principals’ unwillingness to allow shared leadership” was 3.45, supervisors’
mean scale was 3.20, principals’ mean scale was 2.14 and PSTA chairs’ mean scale was
2.50. These values from both sets of respondents revealed that there was less room for
shared school leadership. This implies that principals provided few opportunities for
participative school leadership. However, these views were rejected by principals with mean
scale of 2.14. In support of teachers and department heads, supervisor and PSTA chairs, data
from interviews reflected that “teachers were largely excluded from participation in
leadership” (SEO head and experts, on April, 2013). From these data, it can be concluded that

teachers were largely left out from participation in leadership which has to betakeniSercusly

for it contributed to ineffectiveness of school leadership in the given level.

Commitment of the principal is one of the determinants of successes in school leadership.

Involvement and success of the staff in Jeadership entirely depends on principals’ commitment
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principals have. As depicted in Table 12 of item 4, mean scale of teachers and d

heads was 3.60, supervisors' mean scale was 4.40 and PSTA chairs’ meana:calee\i:e:
buptRCiEals Rcaneeal civas 21598 showsl thaththere e e of ideas betwe'aen
principals and the other respondents. The facts i the schools imply that teachers and
department heads are on the forefronts that are directly influenced by actions, decisions and
behaviors of the principals. They are in a better position to know and produce relatively
accurate evaluations on the level of commitments that principals demonstrated during
principals’ leadership activities. Thus based on the data, it is implied that lack of commitment

from principals was serious problem that hampered leadership effectiveness.

Table 13: Principals’ Leadership Effectiveness Problems Associated local

community
Respondents

No | Items T and DH Supervisors | Principals | PSTA | WM
N=172 N=5 N=21 chairs
N=6
Mean Mean Mean Mean

1 Lack of support from local 3.40 3.60 3.24 2.67. ([£3:23
community

This sub-title discussed the level of seriousness of community participation problems in
school leadership. As it is clearly understood, active community involvement in school
leadership greatly enhances effectiveness and performance of principals. Adequate level of
local community participation brings valuable resources, skills and knowledge to schools

that are crucial to achievement goals.

It is understood that effective community participation can guarantee schools to draw
valuable resources. Effective schools involve parents and community members in the
teaching and learning activities of the school, in decision making processes, make them

serve as resources to extend the efforts of the school, and depend on them to be advocates

(Ivancevich et al, 1983). MOE (1999) also states that education needs adequate

participation of community. Based on this, a question was presented to respondents on

the current active community participation problems in school leadership. In item 1 of

Table 13, mean scale of teachers and department heads was 3.40, Supervisors’ mean scale
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“inadequate participation of the
rincipals’ leadership effectiveness
April, 2013). Among the problems

the interview include little know how on the part of
members on benefits of participation, reluctance on the part of principals to maximize

community Was a serious problem that contributed to p
in the secondary schools” (SEO head ang experts, on

mentioned by participants in

participation and less willingness of the community to participate in school leadership

4.5. Mechanisms Used To Improve Leadership Effectiveness

In relation to the vital strategies which are recommended to improve school leadership
effectiveness, Mechanisms used to improve leadership effectiveness by SEO and

Mechanisms used to improve leadership effectiveness by principals would be discussed
in Table 14 and 15.

In Table 14 and 15 within the five point ranges, two trisecting scores were taken to make the
analysis clear. These scales are 2.60 and 3.40. Thus, principals with performance on tasks
with a mean scale from 1.00 to 2.60 were least effective principals, from 2.61 to 3.40 are
moderately effective, and from 3.41 to 5.00 are high effective principals. Besides this,
responses from close-ended items and interviews were summarized to validate the findings

during the process of presentation and analysis of all data.

The strategies are largely associated with various kinds of guidelines that were implemented
to different tasks and measures such as assignment, dismissal, evaluations and promotions

of principals. Moreover, these rules were also applied to govern supervisory support and

provision of various capacity building programs for school heads.
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Table 14: Mechanisms Used T Improve Leader

Al ship Effectiveness by SEO
No | Items BN T Respondents
\_
Z I:‘;‘l‘_gﬂ Supervisors [ Principals | PSTA | W M
N=5 N=21 chairs
| Mean | =6
| Regular supervisory support B 12\4;5111 Mean Mean
from SEO 20 2.24 233 [2.24
2 | Application of clear and proper | 2.73 |
assignment strategy for : 260 270 2.67 | 2.69
principals
3 Making practical clear and 2.92
proper career structure R A8 2SN 281
4 | Guaranteeing stability in 2.68
= b= : 3.
assignment of principals 20 £33 28322t
5 | Provision of adequate trainings | 2.70 3
. . .00
on leadership for principals by 248 20/ 2167
SEO
6 Application of proper o [£2-56 3.20 2.29 2.50 2.64
performance evaluation criteria
for principals
7 Provxs_non of financial and 2.09 2.80 2.48 2.33 2.42
material support by SEO
8 | Applying merit based 2.66 3.20 3.14 333 308
assignment strategy of
principals

1.00 - 2.60 low, 2.61- 3.40 medium, 3.41- 5.00 high

Certainly, regular and planned supervisory support from SEO is one of the essential
ingredients for effective school leadership. These supervisory supports could be
instructional as well as administrative so as to help principals acquire and implement
diverse sets of skills and knowledge during planning, organizing, communicating and so
forth. Taking this into account, respondents were presented a question to indicate the level
of supervisory support from SEO to the problems that school principal are facing these days.

Item 1 of Table 14 indicated that teachers’ and department heads’ mean scale was 2.19,

supervisors’ mean score was 2.20, principals’ mean scale was 2.24 and PSTA chairs’ mean

scale was 2.33. These scales revealed that supervisory support from SEO is least to support

principals.
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recruit Well capable human resource for principal-ship The concerned bodi
0.5 . . & m ~ . .
policies and regulations in the system shoylg develop proper guideli €s in designing
in

. o es in order to select
effective principals from among teachers and department heads in schools. Regarding thi
. Kegarding this,
respondents were asked to what leve] dg they recommend the strategy of putti
putting proper

guidelines for principals® assignment in the government secondary schools at Nefas Selk
Lafto sub city. As depicted in item 2 of Table 14, mean scales of teachers and de artn:en;
heads on the question was 2.73, supervisors’ was 2.60, principals’ was 2.76 anlcjl PSTA
chairs’ was 2.67. These scales indicated that putting in place appropriate strategy for

incipals’ assi i e
principals’ assignment in the sub-city was a moderately recommended strategy to current

problems of school leadership.

Respondents were inquired to indicate their level of recommendation on the question of
putting in to action principals' career ladder by SEO as a remedy to the current problems of
leadership effectiveness in government secondary schools of the sub-city. As depicted in
Table 14 of item 3, teachers' and department heads’ mean scale was 2.92, supervisors' was
3.00 and PSTA chairs’ was 2.83 whereas principals’ mean scale was 2.48. Based on the
weight mean (2.81), it can be verified that making practical proper career ladder for
principals got moderate level to upgrade effectiveness in leadership which was taken as
one of the best strategies to improve principals' success in leadership. Responses from
interviews of experts concerning ‘Making practical clear and proper career structure’ were at
moderate level of recommendation. In line with this, head of the SEO also showed that
‘demotivation and frustrations were largely observed among principals due to failure of
application of career ladder’. Therefore, practicality of career ladder was among the

highly recommended strategies that would boost their effectiveness in leadership.

Guaranteeing stability in the assignment of principals brings psychological stability and it

is likely that this will lead to increased motivation for achievement. When principals feel

stable in their position, there is a strong possibility that they plan for long term and exert

much effort for its attainment. Considering this, a question was posed to show the level of

recommendation on ensuring stable assignment of principals as a strategy whether being the

current problem of ineffectiveness in school leadership. Item 4 in Table 14 indicated
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secondary schools of the sub-city.

As indicated in item 5 of Table 14, respondents Were requested to indicate the level of

reCommendat‘lon SEO provides training on leadership to school principals as a strategy to
update effectiveness of school leadership. The mean scales for teachers and department
heads was 2.70, supervisors’ was 3.00 for PSTA chairs’ was 2.50 and for principals was
2.67. The weight mean (2.67) implied that provision of training programs were moderately
strategies to the current problem of less effectiveness of principals. During the interview
with SEO heads and experts they indicated that they strongly believed that training
program involving school leadership is vital to their job. Thus, provision of trainings by

SEO was taken as highly recommended strategy to deal with problems of less

effectiveness in leadership.

The immediate objective of performance evaluation is to improve performance by rewarding
those who deemed high performers and among the requirements of annual performance
evaluations is its practicality (Gibson et al, 1984). With this in focus, a question was posed to
respondents on what extent would they recommend as a strategy for the problem of
performance appraisal of principals. As shown in table 14 of item 6, the mean values of
teachers and department heads, supervisors, principals and PSTA chairs were 2.83, 3.20,
3.10 and 2.67 respectively. These data indicated that making practical performance criteria
was moderately recommended strategy to alleviate problems principals were facing at this
time. During the interview it was indicated that, “there was a problem in evaluating
principals and their indicated a strategy was also highly recommended to improve
effective leadership” (SEO head and experts, on April, 2013).

It is clear that resources are vital to realize plans of schools. When we look at school physical
and material resources, they could be obtained

share of school expenditure has its source

from various sources. As a matter of fact, large

s from government agent, education office.
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Depending on th%s, # question was posed and provided to respondent i

o recommendation they propose on allocation of financial and mat S':) T R
as a strategy to the problem of effective 1eadership principal face :: d ri“jSOUI‘Cf:S me T
Table 14, teachers' and department heads’ mean scale was 2.09 S'upe”’izzzed lln item 7 of
Principals’ mean scale was 2.48 and PSTA chairs’ mean scal,e on the samica: v:as .
2.33. It is understood from these mean scales that allocation of sufficient tc'lm:;c:l :nafl
material resources was moderately provided on the side of supervisors whereas least

provided on the side of the other respondents in the government secondary schools of the
sub-city.

In item 8 of Table 14, respondents were asked on the extent of applying merit-based strategy in

principals’ assignment as useful to improve leadership effectiveness. The data indicated that
the mean scales of teachers and department heads was 2.66, supervisors' was 3.20,
principals’ was 3.14 and PSTA chairs’ was 3.33, These results clearly indicated that adopting
merit-based strategy by the education offices was found to be a moderately recommended

mechanism and useful to enhance effectiveness of school leaders.

Table 15: Mechanisms Used To Improve Leadership Effectiveness by Principals

Respondents
N | Items -
0 T and DH | Supervisors | Principals | PSTA | WM
N=172 N=5 N=21 chairs
N=6
Mean Mean Mean Mean
I | Exercising shared leadership 2.90 3.40 3.29 283 |3.10
2 Securing adequate staff 2.69 2.80 3.05 3.50 3.01
cohesion
3 | Securing adequate local 2.72 2.80 3.38 3.00 |297
community participation

1.00 - 2.60 low, 2.61- 3.40 medium, 3.41- 5.00 high

The objective of this sub-title was to find out the levels of recommendations put forwarded
by respondents on strategies in enhancing effectiveness of school leadership. These strategies

were believed to be put in to action by principals themselves. As it is clearly understood,

; g P ible for their
e iien principals behaviors, actions, and decisions are responsible
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ineffectiveness in leadership

rincipals as a strategy to current
problems that held back effectiveness of school leadership in the government secondary

schools in Nefas Selk-Lafto sub-city. Teachers’ and department heads’ response for item
1 Table 15 has a mean scale of 2.90, supervisors with a mean scale of 3.40, principals’
mean scale was 3.29 and PSTA chairs’ mean scale was 2.83. From these data, it was
indicated shared leadership was practiced by the secondary school principals in the sub-

city. This strategy is important and principals need to give due attention during exercising

leadership in order to maximize their effectiveness in leadership.

Maintaining cohesiveness of the staff is another task of principals that is useful to bring
about their effectiveness in leadership. Cohen et, al. (1983) note that the greater the
cohesion of the group, the higher productivity will be if the group supports the
organization's goals and the lower productivity will be if the group resists the organization's
goals. As indicated in item 2 of table 15, the mean scales teachers' and department heads’,
supervisors’ and principals’ on strategy of maintaining adequate level of staff cohesion
for the prevailing problem of ineffectiveness of school leadership were 2.69, 2.80, 3.05 and

respectively whereas the PSTA chairs’ was 3.50. These data indicated that staff unity was

found to be exercised moderately among principals in the sub-city.

Family-school collaboration is a cooperative process of planning that brings together, school,
staff and community members to maximize resources for achievements and development
(Cheng, 2005). Taking this concept in to account, respondents were asked to provide on the
prevailing problems of leadership in securing adequate local community participation and
support, In item 3 of Table 15, teachers' and department heads’, supervisors’, principals’ PSTA
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chairs ¢ mean scales were 2.72, 2.80, 3.38 and 3.00. From the data it could be observed that
secondary schools principals in the sub city secured moderate level of community participation.
pata gathered through interview indicated that, “principals were participating the
Community at moderate level to the prevailing problems of leadership ineffectiveness” (SEO
head and experts, on April, 2013). From these data, it was known that community

parﬁcipation has to be given higher emphasis by school principals in order to tackle the problems
of being less effectiveness of principals.
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CHAPTER Fivg

Summary, Conclusions ang Recommendatio
ns

On the basis of the analysis and interpretations of the data gathered through questionnai
questionnaire and

interview, the following summar; - :
intervi g €s of major findings, conclusions, and recommendations are drawn

5.1 Summary of findings

. l . ~ ”
In t}us st'udy, ess effectiveness of Principals that were related to processes of planning
participation of the local community, instructional leadership roles, accomplishment of
elements of effective leadership, strengths and weaknesses on

. e application of leadership styles
and skills by principals was addressed.

To meet the objectives, the basic questions of the study were prepared. These were focused

on:

1. What does the extent of principals’ leadership effectiveness imply in government

secondary school in the sub city?

2. What are the factors affecting principals’ leadership effectiveness in government
secondary schools?
3. What can be done to improve principals’ leadership effectiveness in government
secondary schools?
To choose subjects who, in their opinion, are relevant to the project and the choice of
respondents’ purposive sampling technique was employed. Seven government secondary
schools, 21 government secondary schools principals, one SEO head, two education
experts, five supervisors and seven PSTA chairs were selected by availability sampling
techniques because the numbers of respondents were small. 180 (35%) teachers and
department heads were selected among the total teachers by using simple random
sampling techniques.
The method employed was a descriptive survey to collect and generalize the respondent’

opinions. The major data sours were also SEO head, education experts, supervisors,

principals, PSTA chairs, teachers and department heads. The data was gathered through

questionnaire and interview. Finally, the data gathered were orgEe A

using frequency and mean scales.
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Assessing the level of leadership effectiveness

1.

Most respondents participated in the research were

: 1
experienced and fulfi males, matured, well

lled the educationa] requirement.

incipals of
Princip the government secondary schools in the sub city were less effective

in participating the community and stakeholders in the process of school planning.

Ll covemment secondary School principals were less successful using the

community supporting for the growth and developments of the school.

Principals of government secondary schools in the sub city were least effective in

carrying out planned and frequent classroom observation.

Principals of the government secondary schools were least effective in building

trust relation among teachers and themselves.

Principals of the government secondary schools were least effective in empowering
staff members for leadership tasks, ensuring collaborative work among staff
members, in creating and communicating shared vision for the schools, and

developing the capacity of staff for better professional task accomplishment.

Factors affecting leadership effectiveness

Most of the principals (WM = 2.93) in the government secondary schools of the

sub city applied autocratic leadership style

Principals of the government secondary schools have knowledge in the science of

instruction and have knowledge regarding the educational system of the country.

But they have least skills in resolving conflict

In the sub city, secondary schools Principals;
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got less regular :
2L dtg SUpEIvisory support from SEQ in the sub city when
€ e
P o the expected principals leadership effectiveness

o there were not
adequate clear guidelines to evaluate principals and

teachers performan
ce, there were no ’
e proper strategies for i
of principals, g the assignments

i e
e most of secondary schools principals were frequently reshuffled by SEO
th ,
e sub' S.EO head and experts unwisely intervened in the duty and
responsibility of secondary school principals, SEO head and experts also

could not put in to action the career structure of secondary school
principals

4. Principals of secondary schools have heavy workload, with less self-confidence

commitment and to exercise leadership, teachers participate in school leadership
was less.

Mechanisms to improve leadership effectiveness

The level of exercising mechanisms that improve principals’ leadership’s effectiveness in

the sub city;
1. Regular supervisory support was least performed by SEO experts

2. Application of principals’ assignment, Carcer ladder, training principals, clear

guidelines was poor.

3. Application of proper performance evaluation criteria for principals was least

performance, provision of financial and material support by SEO and applying

merit based assignment strategy for principals.

5.2 Conclusions

Many of the factors responsible for less effectiveness of principals in leadership imply

that principals lacked the theoretical knowledge of

: ive in man
study indicated that principals were Jeast effective 10 y

school leadership. The results of this
tasks and elements of
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Based on the findings in chapter four, it Was clearly indicated that there were |

effectiveness problems of principals that Were associated with the SEO and th;eAzdaj:
Ababa education bureau. Some of these problems were very much related to decisions
and actions taken by the education offices. Problems in decisions making and actions

takes emanated from the unclear guidelines set to govern the activities of school heads.

As indicated in the findings of the study, these guidelines had short comings during

implementations. Some guidelines were not properly put into action or disregarded
during taking actions and decisions related to principals. At times some of key activities
of principals did not have guidelines. The bureau did not prepare guidelines for managing
some key activities of principals such as guidelines for performance evaluation of
principals. There is no doubt that these short comings could have serious negative impact
on the effectiveness of principals. Therefore, it can be concluded that the education office and
the bureau performed less in fulfilling their responsibilities in conducting regular assessments

on the practicality of guidelines once they were set and took no amendments on the short

comings discovered.

In the study it was revealed that principals were surrounded by a pool of these members
each possessing varieties of knowledge and skills relevant to effectiveness of school

leadership, these were often ignored or underestimated by principals. Principals also did

not allow teachers and community members to take an active participation in school

leadership. This also would have a far
principals’ leadership. It can be concluded th

the necessary credits for the knowledge and s

reaching negative impact on effectiveness of
at as a result of this failure of principals to give

kills of teachers and community members
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5.3 Recommendations

Based on the findings and conclusions arrived, the following possible recommendatio
ns

geeRmadeiso that ffectivencs of principals’ leadership is achieved in the level

understudy.

From the finding and conclusion of the study, it can be inferred that many of the problems
of ineffectiveness of school leadership emanated from lack of basic knowledge and skills

of leadership and management. These conditions make various kinds of leadership
training programs highly desirable.

1. Therefore, the SEO and Education Bureau is highly recommended to make
assessment on areas of training needs, plan, and provide on-the-job and/or off-the-
job leadership training programs that are directed at filling the knowledge and
skill gaps largely observed among principals already on the post. They need to
conduct short or long term training sessions/ programs depending on their feasibility

on principals’ leadership effectiveness.

2. The SEO and Education Bureau has to assess the needs of schools in the level in focus
for trained principals in the field of EdPM, prepare a plan of action, and work on it
in collaboration with educational institutions (colleges and universities) in order to

produce as many graduates as possible who would take the post of school leadership

in the future.

3. School principals should communicate their staff properly, respect their ideas and

m and maximize their participation, and build trustful

opinions, encourage the '
e due course, they should organize adequate venues

relationship with them. In th
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. Schools as an open system need impute (resources) from |
m

. 0 % g
to produce and provide output (skilleq manpower) to th _—_——

: € outside environme

al co 9 nt or

o mmunity. Therefore, principals shoulq thoroughly understand th
ese

mutual benefits and establish and maintain close relationship with the local

community at large. Thus, in order to get the most out of the local community, it

] principals need to set a plan for participation provide

adequate trainings that would enhance the capacity of community representatives

and encourage and maintain their active involvement in key leadership activities
By making the process of community involvement planned, principals also need

to use SEO and PSTA members as a means of reaching to the entire community

members.

. The Addis Ababa Education Bureau is an institution entitled to issue directives and
guidelines that govern the overall activities of the education system in all the sub-
cities. It should also make the necessary amendment and reforms on the short
comings and gaps were observed through working jointly and conducting field

assessment, workshops, checklists, training, conferences etc.

. The Addis Ababa Education Bureau should clearly state the job analysis and job
description and consequently issue a new guideline that govemns the whole

process of performance evaluation of principals.
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SDDIS ABABA UNIVERSITY
. ARIT?GIIE;%GE OF EDUCATION
OF EDUCATIONAL PLANNING

Questionnaire to be Filled by School Teachers and Department Heads

General Direction

Dear: Teachers and Department Heads

The purpose of this Questionnaire is t

: e o coll : '

effective principals’ leadership in Nefas Selk E;}ﬁg’;tsbor_lt th?r lpractgces and problems of
o : ey 3 -city. The informatio i

23 thésse(;ue\?ggfl 12119,. will be kept confidentially and will be utilized onl]ynfczjrO ECZ?;]‘EE
Puer o f%} m“g? arl_d frank response to the questionnaire is highly valuable for the
achievement of the objectives of this research. Please provide your ?esponses as per the

instructions of each section. Indicate ; i
: n. your response by putting this mark
prowded. Note that there is no need of writing your nanfe : S

Jtem one: Personal Information

1. Name of the School

2. Sex Male [y Female (|
3. Age 21 to 30 years [ ] 51 to 60 years =
31 to 40 years [__]
4] to 50 years [ |
4. Educational Qualification

Degree (BA/BSc/Bed) ] Second degree (MA/MSc) [ Diploma (12+2/10+3) ]
5. Work Experience

Below 10 years [__] 11 to 20 years [] 21 yearsand above (2]

Item Two: Principal Performance in the Process of Planning

ow, a five point scale ranging from very Jow to very high
, 5. Please, rate level of extent on the

process of running the school by

~ On the right end of the table bel
is given with respective number
actual duties performed by you
putting (x) that reflects your opinion.
The rating is:

Very low =1, low =2, medium =

s running from 1 to
r principal during the

3. high = 4, very high =>



No | Your school principals.

| | Have prepared a workable p| : z
during planning HRby allowing Participation of the staff R A LA

Have prepared a workabe school plan b

: allowi SR
PSTA. and sub-cj educationa] ofﬁcey; m:r:g;g Participation of
Have implemented the schoo| lan £2 during plannin

|

Have created opportunity for evaluation of the plan

2
3
1 \_P\
g Have pr epareW
7
8

Have provided training and sy

ort for PSTA me;
mbers
Have conducted regular and planneg class room observati
Have planned and conducteq meetings rvation
=)

: : Wi
instructional problems 1th the staff to address
9 | Treat every staff members as equals

10 | Respect teachemiions\
11 | are regarded asW

Give your responses for the following open-
1. Please, write if any other crucial roles you

A.
B.
€.

B

ended questions
think your principal fail to apply during leading.

Item Three: leadership styles and the skills applied by principals

On the right end of the table below, a five point scale ranging from very low to very high
is given with respective numbers running from 1 to 5. Please, rate level of extent on the

actual duties performed by your principal during the process of running the school by
. putting (x) that reflects your opinion. ;

The rating is:
Very low =1, low = 2, medium = 3, high = 4, very high =5

Your school principals: 5/4)3]2]1
Mostly use an Autocratic Leadership Style
Mostly use a Laissez-faire Leadership Style

Mostly use a Democratic Leadership Style
Apply all the three interchangeably whenever suitable to the situation
Have sufficient knowledge of science of instruction

Are competent in resolving conflicts
Have sufficient knowledge of education system of the country
Give your responses for the following open-ended‘questl.ops 24 :
1. Pl)t;ase if gny other skill and style of leadership exhibited by your principal during
leading.
A.
B.
€.

| B[N —
(@)




putting (x) that reflects your
The rating 1s:
Very low =1, low =2, medium

e

> l i = :
No |Your school principals have: 1gh = 4, very high = 5

Opinion,.

—
)

Empowered staff members 514 (3 2|1
Ensured collaborative work

A derive for improvement

Created a positive organizational climate

1
2
3
4
5 |Developed and communicating a shared vision
6
G
1.

Developed others for leadership

ive your responses for the following open-endeq questions
Plea.se, if any other key elements of leadership exercised by v S ,
leading. y your principal during
A.
B.
€

Item Fi\'/e: Problems of Effectiveness in School Leadership
Qn .the r1ght end of tl_le table below, a five point scale ranging from very low to very high
is given with respective n.umbers running from 1 to 5. Please, rate the level of seriousness
on the problems of effective school leadership by putting (x) that reflects your opinion.
The rating is:

Very low =1, low = 2, medium = 3, high = 4, very high=5

No Problems of Effectiveness in School Leadership:

Lack of regular supervisory support from sub-city educational office
Absence of clear guidelines for performance appraisal of principals

Lack of proper strategy for assigning of principals

Lack of training of leadership for principals

Frequent reshuffling of principals by sub-city educational office
Lack of financial and material support to schools from sub-city
educational office

7 Unwise interference of sub-city educational office in the functions of
principals

8 Heavy work load on the part of principals 5

9 | Failure to put in to action career structure of pI’lI‘lClpE.lIS .
10 | Lack of confidence on the part of principals to exercise leadership
11 | Unwillingness of principals to allow shared leadership .
12 | Lack of commitment on the part of principals to exercise leader ship
13 | Inadequate support from the local community to school leaders

9]}
-
W
[\
o

N[ ||




Give your responses for the followin
‘S 8 open-ended ;
1. Please, if any other ¢d question
e TR problems of schoo] leadership : ou thj :
A You think your principal face
B.
C.

Item Six: Strategies to Tackle those Problems

given with respective numbers runni

. ng fro 5
recommendations as strategies (o e & Irom 1 to 5. Please, rate the level of your

rove principal leadership effectiveness for

problems of school leadership b : ; current
The rating is: P by putting (x) that reflects your opinion.
Very low =1, low =2, medium = 3, high = 4 very high = 5
No Strategies to Tflckl,e 3
- 2 those Problems 3
1 | Regular supervisory support from sub-city educational office e

Application of clear and proper assignment strategy
Exercising shared leadership =
Application of proper career structure
Guaranteeing stability in assignment

Corroding adequate leadership training
Application of proper performance appraisal strategy
Providing sufficient financial and material support from sub-
city educational office

9 | Securing adequate staff cohesion

10 | Securing adequate local community participation and support
11 | Applying merit based assignment strategy

Give your responses for the following open-ended questions
1. Please, if any other strategies you think that should be applied by all concerned bodies in

(=N || Ko\ KU} [N HUS R O

the education sector to improve current level of school leadership.

A.
B.
(G




Appendix XX

AR e o L OREDUCRHION
OFEDUCATIONAL PLANNING

Questionnaire to be Filled by School Principals
General Direction

Dear: principal

The purpose of this Questionnaire is to ¢ '

effective principals’ leadership in Nefas selgllf;;t databor_l i i al'ld P

in this questionnaire will be kept confidentially Oarslg ;Silllly-bThet‘FfO;l nat;onfyou s
_ | e utilized only for academic

pUIPOSES- Yourf glenung-e aqd frank response to the questionnaire is highly valuable for the

achievement of the objectives of this research. Please provide your responses as per the

instrt.lctlons gin SEeons Indicate your response by putting this mark(X) on the space
provided. Note that there is no need of writing your name.

Jtem one: Personal Information

1. Name of the School

2. Sex Male ] Female (|
3. Age 26 to 30 years 3] 41 to 50 years =]
31 to 40 years [_] 51 to 60 years [

4. Educational Qualification
Degree (BA/BSc/Bed) il
Second degree (MA/MSC')D Diploma (12 + 2/10+3) [
5. Work Experience
Below 10 years [l 11 to 20 years [_| 21 years and above [

Jtem Two: Principal Performance in the Process of Planning

On the right end of the table below, a five point scale ranging from Very low to very high

i of extent on the
is given with respective qumbers running from | to 5. Please, rate level

1 ing the school b
actual duties performed by your principal during the process of running the s¢ y
putting (x) that reflects your opinion.
The rating is:

1 hi = ioch = 5
Very low =1, low =2, medium = 3, high = 4, very hig



No | In your school:
1| Prepared a workab]e p|
[ anb i ici ?
during planning DDy allowing participation of the staff =SS
Prepared a workable s
100l plan by allow; ici
. Wl 1
% fSTA and sub-city educationg] office dtr:g P
mplemented the school plan P
4 | Created opportunity for o
! €valuation of the |
5 P{ep-au ed a plfm which involves commlll)n?t1 Icipati
6 | Provided training and Support for PSTA mergbeg:mmpatmn
S
7 | Conducted regular and |
anned class room obsg i
§ | Planned and conducted mestings i fpmemsendion
instructional problems DR
9 | Treat every staff members as equals
10 | Respect teachers' idea and opinion
} 1 | Are regarded as honest by the staff
Give your responses for the following open-ended questions
1. Please, if any othe ' i i
L y r crucial roles you think as a failure to apply during leading.
B.
@

Item Three: leadership styles and the skills applied by principals’

‘ Qn jche rigl_lt end of t}}e table below, a five point scale ranging from very low to very high
is given with respective numbers running from 1 to 5. Please, rate level of extent on the

actu.al duties performed by your principal during the process of running the school by
putting (x) that reflects your opinion.

The rating is:
Very low =1, low = 2, medium = 3, high = 4, very high=§

No | In your school: Shiir4 8 E3TIEORIST
1 Mostly use an Autocratic Leadership Style

2 Mostly use a Laissez-faire Leadership Style

3 Mostly use a Democratic Leadership Style

4 Apply all the three interchangeably whenever suitable to the situation

9 Have sufficient knowledge on science of instruction

6 Are competent in resolving conflicts

7 Have sufficient knowledge on the education system of the country

Give your responses for the following open-ended questions RPN
1. Please, if any other skills and styles of leadership exhibited by you during L

A.
B.
C.

Vi




' ranging from very low to very high
Y your pripe: _ - Icase, rate level of extent on the

_ rin
putting (X) that reflects youy opinion? pal during the process of running the school by
The rating is:

Very low =1, low =2, medjum

= 3, high=4, very hioh =
No | As a principal: det

Empowered staff members for leadershi 28148 SR it

Ensured collaborative work

Derive for improvement

2
3
4 | Created a positive or anizational climate
|5 | Developed aIM

a shared vision for
‘ all stak
| 6 | Encourage others for leadersh —_

(@8

1
Give your responses for the following open-
1. Please, if any other key elements of leader

A.
B.
@:

ended questions ;
ship exercised as a principal during leading.

Item Five: Problems of Effectiveness in School Leadership

On the right end of the table below, a five point scale ranging very low to very high is

given with respective numbers running from 1 to 5. Please, rate the level of seriousness

on the problems of effective school leadership by putting (x) that reflects your opinion.

The rating is:

Very low =1, low = 2, medium = 3, high = 4, very high =5

No Problems of Effectiveness in School Leadership: Sillad 30 20T
| Lack of regular supervisory support from sub-city educational office

members

Absence of clear guidelines for performance appraisal of principals

Lack of proper strategy for assigning principals

Lack of training on leadership for principals

Frequent re-shuffling of principals by sub-city educatiogal office

Lack of financial and material support to schools from sub-city

educational office e

7 | Unwise interference of sub-city educational office in the activities of

principals

8 | Heavy work load on principals £EA

9 | Failure to put in to action career structure of pnnc_tpals '

10 | Lack of confidence among the principals to exercise leadership

11 | Unwillingness of principals to allow sl_lared leadersI}IP =

12 | Lack of commitment among the principals to eXercise leadzrs 1p

13 | Inadequate support from the Jocal community to school leaders

| w2

VII



Give your responses for the followj
- INg open-e .
1. Please, if any other problems you face as“dtlad questions
. a leader during |

B.
€

eading.

Jtem Six: Strategies to Tackle those Problems

On the right end of the table below
given with respective numbers
recommendations as strategies to
problems of school leadership by p
The rating is:

Very low =1, low = 2, medllum = 3, high =4, very high=5

Strgtegles to Tackle those Problems 5
Regu.lar SUPETVISOry support from sub-city educational office
Application of clear and Proper assignment strategy
Exercising shared leadership 3
Application of proper career structure
Guaranteeing stability in assignment
Providing adequate leadership training
Application of proper performance appraisal strategy

Providing sufficient financial and material support from sub-city
educational office

9 | Securing adequate staff cohesion
10 | Securing adequate local community participation and support
11 | Applying merit based assignment strategy

a five poi i :
! pomt scale ranging from very low to very high is

runnin 5

35 rogv frorp _1 0 5. Please, rate the level of your

uttp € prncipal leadership effectiveness for current
ing (x) that reflects your opinion.

oo-qo\mwa\)_g

Give your responses for the following open-ended questions
1. Please, if any other strategies you think that shall be applied by all concerned bodies in

the education sector to improve current level of school leadership.

A.
B.
E.

Vil



Appendi,( IXYX

ADDIS ABABA UNIVERSITY
oioaCOLLEGE OF EDUCATION
OF EDUCATIONAL PLANNING
Questionnaire to be Filled by School Supervi ,
General Direction upervisors of Sub-City

Dear: Supervisor
The purpose of this Questionnaire is

; 5 3 12 to collect data on th i ,
t'affec_twe pr1r§01pals' 1eac'1ersh1p in Nefas Selk-Lafto sub-city ?r}?;i;tflces a1:1d prOblemS.Of
in this questionnaire will be kept confidentially and will b o IOl P

0SeS. Your oenui G utilized Only fOI' academic
It genuine and frank response to the questionnaire is highly valuable for the

: achievement of the objectives of this research. Please provide your responses as per the

instructions of each section. Indicate \
. n. your response by putting thi
provided. Note that there is no need of writing your ngn?e g this mark(X) on the space

Item one: Personal Information

1. Name of the School

2. Sex Male ey Female =
3.Age 26 to 30 years [__] 41 to 50 years [
31 to 40 years [ ] 51 to 60 years =

4. Educational Qualification
Degree (BA/BSc/Bed) ] Second degree (MA/MSc) [ ]

Diploma (12 +2/10+3) (==
5. Work Experience
Below 10 years = 11 to 20 years = 21 years and above =]

Item Two: Principal Performance in the Process of Planning

i ' high
1 table below, a five point scale ranging from very low to very
O o s bers running from 1 to 5. Please, rate level of extent on the

is o i jve num :
is given with respective the process of running the school by

actual duties performed by your principal during
putting (x) that reflects your opinion:

The rating is:

Very low =1, low = 2, medium = 3, high = 4, very high =5



No | In your sub-¢j S
e b) Chool r' s
1 | Have prepared Incipals: b
taff d R lan by allow; e S(4(3]21/1
stall during planning WINg participation of the ]
Have prepared a work

PSTA‘ and sub-city edycat: Y al]o""mg participation of
Have implementeq the

Treat every staff member
10 | Respect teachers' ideas ansdas:i?llil;tss
11 | Are regarded as honest by the staff
Give your responses for the fo]]
1. Please, if any other crucial role
A.
B.
€.

owing open-ended questions

$ you think your principals fail to apply during leading,

Item Three: leadership styles and the skills applied by principals’

Qn the 1‘}ght end of the table below, a five point scale ranging from very low to very high i
given with respective numbers running from 1 to 5. Please, rate your level of agregme:t (l)i
disagreement on the actual styles and skills exhibited by your principal during the process
of leadership by putting (x) that reflects your opinion. A

The rating is:

Very low =1, low = 2, medium = 3, high = 4, very high=5

No | In Your sub-city, school principals: 514 (3|2 |1

Mostly use an Autocratic Leadership Style

Mostly use a Laissez-faire Leadership Style

Mostly use a Democratic Leadership Style

Apply all the three interchangeably whenever suitable to the situation

Have sufficient knowledge of science of instruction

Are competent in resolving conflicts
Have sufficient knowledge of education system of the country.

N N B LN —

Give your responses for the following open-ended guestipqs e _
1. Please, if any other skill and style of leadership exhibited by your principals during

leading.

A.
B.
C




Item Four: Major Elements of Effective Pripe;
ncipals?

On the rigt}t end of the table below, a f
is given with respective Numbers r:mnilng from |
om I to 5. p

ctual duties perfor :
a periormed by yoy, Principal during the o e evel of extent o he

putting (x) that reflects your opinj process of : ,
The rating is: Rlon: running the school by

Very low =1, low =2, medium = 3 high =4y
>} TRV O

V€ point i
Scale ranging from very low to very high

y high=5

No | Your school principal Have:
Empowered SW S|4(3]2]1

Ensured collaborative work

Derive for improvement

1

2

3

4 Created a positive organizational climate
'| 5 | Developed and communicateq a

6

G

Ik

shared visj 3
Developed others for leadership Seutonal 22 GOl

Ive your responses for the folloyy

Please, if any other o e

s ig, key elements of leadership exercised by your school principals
A.
B.
C.

Item Five: Problems of Effectiveness in School Leadership

_On .the “gl_lt end of the table below, a five point scale ranging from very low to very high

is given with respective r{lebers running from 1 to 5. Please, rate the level of seriousness

on the problems of effective school leadership by putting (x) that reflects your opinion.

The rating is:

Very low =1, low = 2, medium = 3, high = 4, very high =5

No Problems of Effectiveness in School Leadership: Sila4nE30E2.
1 Lack of regular supervisory support from sub-city educational office

members

Absence of clear guidelines for performance appraisal of principals

Lack of proper strategy for assigning principals

Lack of training of leadership for principals

Frequent reshuffling of principals by sub-city educational office

Lack of financial and material support to schools from sub-city

educational office

7 Unwise interference of sub-city educational office in the functions of

principals

8 | Heavy work load on the part of principals

9 Failure to put in to action career structure of prmcnpgls ‘

10 | Lack of confidence on the part of principals to exerc_lse leadership

IT | Unwillingness of principals to allow shared leadership '

12 | Lack of commitment on the part of principals to exercise leadership

13| Inadequate support from the local community to school leaders

|| fw |t

Xl



Give your responses for the following ope
n

| -ended questions
1. Please, if any other problems

: X of sch :
during leading. ool leadership you think your principals face
A.
B.
(s

Item Six: Strategies to Tackle those Problems

On the right end of the table be] : :

given with respective nuniberzw;uilgi\;lzpcf);gf SC?IC M g i O

recommendations as strategies to improve n?; i EO ; Pleg'lse’ e e ot

St lers ot scliool leadership by S (X)pth flpa leadership ;ffectweness for current

o at reflects your opinion.

Very low =1, low =2, mec.llum = 3, high =4, very high=5
Strategies to Tackle those Problems

Regu'lar _supervisory support from sub-city educational office

Application of clear and proper assignment strategy

Exercising shared leadership X

Application of proper career structure

Guaranteeing stability in assignment

Providing adequate leadership training

Application of proper performance appraisal strategy

Providing sufficient financial and material support from sub-city

educational office

Securing adequate staff cohesion
10 | Securing adequate local community participation and support
11 | Applying merit based assignment strategy

N} oo-qo\um-hww_.ioz

Give your responses for the following open-ended questions .
1. Please, if any other strategies you think that shall be applied by all concerned bodies in

the education sector to improve current level of school leadership.

A
B.
@

Xl
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Appendix W
RGO oT e
UATE
DEPARTMENT OFEDUCATIONAL PLANNING ANDMANAGEM

pear: Sub-City OfficeHeads and Experts
The objective of this research is to assess the problems of effective principal leadership in the

secondary schools of Nefas Silk-Lafto sub-ci
: : ; -city and to prove recommendations on strate ies of
enhancing effectiveness in school leadership at this given level. Hence, this interviewgl

session \'Nlll be qonducted to pbtain your ideas regarding prevailing problems of your
leadership effectiveness. The information you provide in this interview session will be kept
cc_mﬁde_n LR wﬂ! be-utlhzed only for academic purposes. Your active participation in the
discussion, therefore, is highly valuable for the achievement of the objectives of this research.

Thank you in advance for your cooperation!
Section one

Background Information
1. Name of the sub-city

2. Sex Male (Lol Female [
3, Age 26 to 30 Years [__| 41to0 50 Years []
31 to 40 Years [ | 51 to 60 Years =
4. Educational Qualifications
Degree (B.A/B.Sc/B.ED) ] Second degree (Masters) [

Diploma (12+2/ sy |
5 A/Total work Experience
10 years and below[ ] 11-20 Years [_| 21 years and above i

Section Two
Interview Questions
1. What problems do you observe among pr'mcipals regarding allowing participation of

staffs, sub-city educational office and PSTA members during planning?

2. How do you assess the efforts by principals 0 build trust ship relations with

: 3 >
themselves and their staff members 11 schools’

XVI



5

What problems are observed among principals concerning conduct of

regular classroom observations and post observation meetings?

Which of the three leadership styles are dominantly applied by principals and is there
any flexibility with change in the situation in application of these styles?

How are performance evaluations and carrier promotions of principals carried out by
your office?

How do you assess local community participation and support in school activities in
your sub-city?

What are the problems principals face during exercising leadership which
are impediments to their effectiveness in leadership?

What strategies do you suggest to improve effectiveness in school leadership?
Would you like to add any comment or suggestion regarding problems and

mechanisms of maximizing principals' leadership effectiveness?

Date of the Interview

XVl



Appendix WX

Summarized results of the data from the respondents (principals

teachers, department heads, sub-city supervisors and PSTA chairs)

XVl

NO | Research Questions
1Very low | medium | high | Very
Q.1 | Have prepared a workable plan by allow] = high
participation of the staff during p:lyannion‘;mg 72 95 |28 9 2
Q2 I-{?ve prepared a workable school plan by 36 60 133 73
allowing part-mlpatlon of PSTA members = >
during planning
Q.3 | Have implemented the school pl
: plan 70 91 |30 10
Q4 lez\r/le created opportunity for evaluation of the | 61 109 | 27 6 :‘:
Q.5 | Have prepared plan for community participation | 61 96 |33 3
Q.6 | Have provided training and support for PSTA 61 85 1 :
members e e
Q.7 | Have conducted regular and planned clas
i g sroom | 80 76 |30 16 |2
Q.8 | Have planned al_ld cond}lcted meetings with the | 63 82 |31 A
staff to address instructional problems
Q.9 | Treat every staff members as equals 61 74 | 46 22 |1
Q.10 | Respect teachers' ideas and opinions 51 88 | 44 lg 3
Q.11 | are regarded as honest by the staff 51 700183 32 18
Q.12 | Mostly use an Autocratic Leadership Style 31 42 | 38 44 | 49
Q.13 | Mostly use a Laissez-faire Leadership Style 52 53 |48 37 114
Q.14 | Mostly use a Democratic Leadership Style 74 60 |37 26T
Q.15 | Apply all the three interchangeably whenever 81 L I T 11 |4
suitable to the situation
Q.16 | Have sufficient knowledge of science of 3 35 |63 67 36
instruction
Q.17 | Are competent in resolving conflicts 24 102 | 56 19013
Q.18 | Have sufficient knowledge of education system 10 I5HRIESS 66 |40
of the country
Q.19 | Empowered staff members 54 71 |43 24 |12
Q.20 | Ensured collaborative work 64 58 |40 350N
Q.21 | A derive for improvement 33 81 |68 22 |-
Q.22 | Created a positive organizational climate 30 92 |60 152057
Q.23 | Developed and communicating a shared vision | 55 77 |43 25 |4
Q.24 | Developed others for leadership 71 79 139 L0558
Q.25 | Lack of regular supervisory support from sub- | 9 CEI e 2ol
city educational office
Q.26 | Absence of clear guidelines for performance 2l 2|2 P
appraisal of principals =
Q.27 | Lack of proper strategy for assigning of 16 caRiEd v 22
principals




Q.28 | Lack of training of leadership for principals 21 40 | 54 51 38

Q.29 Freque_nt reshuffling of principals by sub-city 19 60 | 50 4251832
educational office

Q.30 | Lack of financial and material support to 12 37 | 62 50 |43
schools from sub-city educational office

Q.31 | Unwise interference of sub-city educational 16 58 | 41 LORNIRIS
office in the functions of principals

Q.32 He_avy work load on the part of principals 11 40 | 58 56 39

Q.33 | Failure to put in to action career structure of 19 60 | 49 41 [35
principals

Q.34 | Lack of confidence on the part of principalsto | 13 37 | 44 62 |48

S exercise leadership

Q.35 | Unwillingness of principals to allow shared 17 42 |50 56 |39
leadership

Q.36 | Lack of commitment on the part of principals to | 10 SZ 839 32NN
exercise leadership

Q.37 | Inadequate support from the local community to | 15 36| E5T 52 | 44
school leaders

Q.38 | Regular supervisory support from sub-city 36 113 | 38 13 |4
educational office

Q.39 | Application of clear and proper assignment 8 80 | 80 s 4]
strategy

Q.40 | Exercising shared leadership 32 43 | 47 67 TS5

Q.41 | Application of proper career structure 21 54 |62 64R0 83

Q.42 | Guaranteeing stability in assignment 19 55 |93 SIS

Q.43 | Corroding adequate leadership training 17 60 |95 31 1

Q.44 | Application of proper performance appraisal 37 40 |44 SO
strategy

Q.45 | Providing sufficient financial and material 67 THEL 2JS(L6
support from sub-city educational office

Q.46 | Securing adequate staff cohesion 30 52 | 63 ST 2

Q.47 | Securing adequate local community 15 66 | 74 43 | 6
participation and support

Q.48 | Applying merit based assignment strategy 38 56 |50 41 19

XIX
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