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Abstract 

This study was conducted to oplore the major managen"al proble ms encouTltered 
by geneml secoTldary school pn'lIcipals in SNNPRS and to fonvard possible 
recommendatioTls. To this effect, descn'ptiue research me thod was employed. 
Questionllaires were used as data gathering tool. The data were collected from 
two zones aTld one special woreda of the region using purposive sampling 
teclmique for riley had more untmined pn"ncipals rlWlI others. In rile sample 
s tudy areas, eight general secondanJ schools were selected by 10ttenJ sampling 
technique. A total of 151 teachers, 13 pn"ncipals and 41 woreda education 
officers were included as subjects of the study using by availability sampling. 
The data tabulated were analyzed with tile help of percentage, mean, weighted 
mean, chi-square test and t-test. The findings of the study revealed out tlwt 
GSSPs in the study areas were lIot qualified . Besides, they did not have 
sufficie nt trainiTlg to run the schools. Funlle r more, they w ere assigned by WED. 
Due to the se, untrained principals fa ced many problems. For illstaTlce, 
marwgement fUTlctions (planning, s taffing, alld reportillg) were rarely practiced. 
More oue r, the y lacked appropn"ate alld rele vant sk.ills to carry out their day to 
day activities. Specifically, teachers w ere not interested by management styles of 
pn'ncipals; parents, NGOs and employers w ere not motiuelted to participate in the 
school activities; and the attention given by those pn"ncipals to professional 
d e velopment was minimal. 11111S, van"ous interventions are important to save the 
endange red school manageme nt. Accordingly, the appointment of school 
pn"ncipals should be on the basis of profession and principals slwuld be trained 
and qualified before they become prin.cipals . 
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CHAPTER ONE 

INTRODUCTION 

1.1. Background of the Study 

Schools are institutions where citizens acquire knowledge and skills formally 

which help them solve their day- to-day problems. (Ayalew, 1991: 11).For 

citizens to acqUlre knowledge and necessary skills, schools in general 

secondary schools III particular need efficient and effective principals 

(Sharma, 2005:34).This is because the administration of secondary schools 

today is different from the past and there are different and complex roles that 

principals play (Fuance, 1955and Joseph and Jo, 1994,63). 

Efficient and effective principals are mainly the result of education and 

training. Among other variables, educational background and training enable 

principals to be more effective and efficient in achieving their goals (Oereje, 

2007: l).The ability to lead efficiently and effectively depends on the ability to 

understand the ·desires of others(Naftalys, 1986: l).To understand the desires 

of others, training and relevant educational background in the area of the 

profession is mandatory. In this respect, Buckley and Stayan( 1988: 1) stated • 

that schools need to be managed and senior staffs should receive 

management training. 

The grounds for essence of training are many. Training enables principals to 

find practical solutions to day- to-day tasks of pedagogical and personnel 

management, to improve curricula, to optimize organizational and 

admi n istrative processes (IIZ/OVV, 2006:88). 

Besides, principals have a lot to accomplish managerial functions. The 

principals' task can be described in terms of bas ic functions that are 

performed in order for the secondary schools to achieve their purposes. Kast 



and Rosenzweig (1988:401) and Swindle(2004:25) identified the following 

major functions that principals carry out: 

• Identifying organizational goals 

• Developing an overall strategy 

• Organizing school activities 

• Solving school problems 

• Establishing and implementing activities 

• 'Measuring a nd evaluating school performance, and so on. 

According to Ethiopian Ministry of Education (MoE,2001,:33),there are about 

twenty-two major managerial tasks that principals should perform. Therefore, 

since managing general secondary school is a complex process, principals 

should have the necessary administrative skills: conceptual, human and 

technical skills (Donelan, 1993:419 and Kas t and Rosenweig, 1998: 401). 

Different scholars agree that managerial skills are important to accomplish 

the schools' goals and principals should be trained to be more effective 

leaders on the basis of competence assessm ent and skill development (Law 

and Glover, 2000:15). Generally speaking, Zenebe (1992:133) suggests: 

Specific training in school administration helps principals to 
become more sympathetic towards staff development and morale 
and thereby become more supportive and understanding 
particularly in time of stress and work constraints which militate 
against high performance and school improvement attempts. 

Lack of appropriate, relevant and specific training make general secondary 

school principals face cha llenges which negatively influence the major 

function of the sch ools i.e, teach ing and learning process (F'eseha, 

2005:71) .ln Ethiopian s ituations, asslgmng training profession als 

(educationa l m a nagers) in principalship position seems to be given little 

consideration; a nd as result, problems of serious nature are reported (MoE, 

2005:21 and SNNPR, 2007:22). 
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Scholars in the area s trongly argue that competent educational leaders who 

are based on sound management principles and techniques ena ble the school 

and education system to accomplis h their role effectively and efficiently 

(Okumbe , 1998:25; Maurie, 1989:1 and Misganaw, 1993:26) . In view of such 

competent problems, the student researcher is initiated to identify the major 

manageria l problems of principals in secondary schools of Southern Nations, 

Nationa lities and Peoples' Regional State. 

1.2. Statement of the Problem 

It is obvious that qualified, trained, skillful for development and successful 

citizens are m a inly the result of schools. Schools generally provide to a given 

society with necessary manpower to assure its existence the changing 

environment. Hence, schools do have responsibility in enha ncing sustainable 

development. To do this, they need effective and efficient principals (Adesina , 

1990:39 and Brundrett and others, 2003: 15). 

For principals to gain managerial skills, training contributes much. 

Educationa l managers can be trained to more effective leaders largely on the 

basis of competence assessment and skill . development (Law and Glove, 

2000: 15).Moreover , according to Dubale (1997:3), a trained principal 

contributes much in improving his/her school by solving routine problems 

and by applying management functions well. 

In a nutshell, appointing principa ls with relevant principles and theories of 

management is a perquisite factor to crate strong and committed school 

leadership. Strong leadership is a characteristic of instructionally effective 

schools (Demoze, 2007:1). 

However, this modern assumption seems to be interpreted paradoxically in 

Ethiopian situations and rules and regulations have been made to appoint 

untrained principals lil principalship pos ition which is not policy 
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option(SNNPR,2004: I).This in turn highly a ffected the general aim of 

education system though there IS a new attempt to change the 

trend(Dereje2007: 1 and MoE,2007:30). Due to this practice, most of the 

general secondary schools in the Southern Nations, Nationalities and 

Peoples' Regional State a re now led by teachers who have little or no 

leadership training(SNNPR,2007:4).As result, problems a re reported which 

ind icate that the school achievement is n ot as expected(SNNPR,2005: 5 I). 

Thus, this study will be a iming at iden tifying the major problems of the 

general secondary school principals in SNNPRS. In order to study the 

problem, an a ttempt will be made to answer the fo llowing basic questions . 

1. To what extent do the general seconda ry school principa ls accomplish 

the major fun ctions of management? 

2. To what extent do general secondary school principals apply the 

appropriate m a nagerial skills to promote staff performan ce? 

3. What a re the major ma nagerial problem s that the principals encounter 

when they manage their schools? 

1.3. Significance of the Study 

This study is assumed to be important since it is expected to h elp the 

following groups: 

1. Principals in the general secondary schools may get 

some ideas on how training of school leadership helps improve 

management functions. 

2. Educational authorities in regional, zon a l and woreda offices may 

appreciate the problems and change. the trend of assigning untra ined 

principals in pricipa lship positions. 

3. Other researchers may use this study as a reference material. 

4 . This study may initiate researchers to make further investigation in 

the area. 
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1.4. Delimitation of the Study 

The main purpose of this study was to assess the major managerial problem 

of general secondary school principals in SNNPRS-Guraghe, Siltie and Yem. 

But the result of the study would have been more reliable, had it been 

conducted in the whole rcgion or national level. 

As a matter of fact, involving all this was d ifficult due to high requirements of 

money, time, human resource and energy. Therefore, the study was 

geographically confined to Guraghe Zone, Siltie Zone and Yem Specia l Woreda 

where relatively' more number of untrained principals. are found (SNNPREB 

2007:6). It is a lso narrowed to management func tions and skills of principa ls 

becau se these are importa n t management process where principals need to 

develop awareness. 

1.5. Limitations of the. study 

It is clear that research work could not be totally free from drawbacks. Due to 

this fact, lack of cooperation from some woreda education offices, hesitation 

of some principals and teachers to fill in and re turn the questionnaire as 

planned were the major ones. Besides, some teachcrs' positive or negative 

attitudes towards their principals might have had sUbjectivity problem in 

responding the items as su spected by the student r<:searcher. 

1.6. Research Design and Methodology 

1.6.1. Method of the Study 

This study was carried out using descriptive research method. This method 

was employed because the intention was to assess the current existing 

problems of school principalship performance . Thus the method mentioned 

was appropriate to carefully identify the problems and to describe what is 

currently going on as far as principalship is concerned. 
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1.6.2. The Sources of Data 

The sources of data for the study were principals of general secondary 

schools, teachers who were working with principals a nd woreda education 

officers where the sample schools were available. The ground for selecting 

these groups as source was that they would be more helpful to have relevant 

information. The groups of the sources of data were three which comprised of 

13 principa ls , 41 WEOWs and 151 teaching staffs which a ll make a total of 

205. 

1.6.3. Sample and Sampling Techniques 

There are 13 zones and 8 special woredas in SNNPRS with a total of 84 

general secondary schools (SNNPRS, 2007:223). Most of the zones and the 

special woreda s are widely distributed through out the region. To make the 

study manageable, Guraghe Zone with 18 untrained principals (which is the 

largest number in the region), Siltie Zone and Yem Spcial Woreda were under 

the study. In Guraghe, Siltie and . Yem respectively there were 15, 8 and 2 

totally 25 general secondary schools most of which were led by untrained 

principals or principals with little training (SNNPRS, 2007, 10) . 

Hence, a total of eight general secondary schools or 33% of the total number 

of schools in the sample areas were selected for this was supposed to 

represent the popUlation. The number of schools to be included in each study 

area (Guraghe, Siltie and Yem) was determined by stratified random 

sampling. That is, the number of schools to be included were 4.,3 and 1 in 

Guraghe, Siltie and Yem respectively. Once this was accomplished, particular 

sample schools were selected on the basis of lottery sampling method. Before 

doing so, all the schools h ad been listed down in their respective zone/ 

special woreda. Then, the lottery method was applied which school or schools 

to include in the study as the number predetermined by stratified technique. 
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In order to get reliable information about the performance of principals in the 

sample schools, all the principals (including the vices), teachers and woreda 

education officers were included in the data using availability sampling 

technique. Besides, the total numbers of the respondents were likely to be 

manageable. Table one below shows the sample schools in the study areas. 

Table1: List of Sample Schools 

No Zones/spe Woreda Schools Total Number 
cial teaching of 

woreda staff pnncip 
als 

1 Guraghe Ezha Kotter Gedra 15 1 
Yedege 8 1 

Gumer Jemborow 14 2 
Cheha Aba Francua 22 2 

2 Siltie Alicho- Kuterie 16 2 
wuriro 
Hulbarag Hulbarag 12 1 
Silti Silti 40 2 

3 Yem Yern Fofa 35 2 -
Total 162 13 

Source: respectlVe zones/ especial woreda educatlOnal department/ office. 

1.6.4. Procedure of Data Collection 

1. Data gathering tools 

Questionnaires were employed for the three groups of data sources, i.e, for 

principals, teachers and woreda education officers. Most of the items were 

almost similar for the three groups. The similarity is chosen to identifY the 

attitudinal differences among or between the groups. Besides, some questions 

were addressed only to the one or the two groups. This was done due to the 

assumption of that particular group or groups might have better and 

consistent understanding on the issue. Open ended items designed helped to 

encompass the untouched ideas of the respondents. 
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2. Pilot test 

In order to make necessary corrections and maintain validity of the 

instrument, the instrument of data collection was piloted. That IS, the 

questionnaires developed on the basis of basic questions were given to the 

three groups of respondents in Ezha Woreda to cheek to what extent the 

items were clear and understood. Accordingly, totally 125 items were 

dispatched to 14 teachers,7 WEOWs a nd one principal. And responses were 

examined. Based on that , ambiguity on 5 items was improved. Finally, the 

improved ones were distributed to a ll the respondents in the study area. 

1.6.5. Methods of Data Analysis 

To determine the major managerial problems of secondary school principa ls, 

appropriate statistical tools such as percentage, mean and weighted mean 

were employed . These were used to determine the proportion of the 

respondents towards responding the specific item. 

Besides, chi-square and t-tests at the significance level a (alpha) =0 .05 

employed with respective degree of freedom to find whether there is a 

significant difference between the groups of respondents as per the basic 

questions raised. In some cases, Welch Satterthwaite Solution was computed 

for average degree of freedom when the ordinal application fails. 

1. 7. Definiti<m of Key Terms 

Principal: The administrative head and professional leader in charge of 

secondary school (Good, 1973:436). 

Planning function: is an activity which involves decisions about ends, 

organizational aims, means, policies and results (Rue and 

Byars,2003:5). 

Short term orientation: is a kind of awareness creation program helps to 

aware of some factors in the school as rules, tradition and 
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educationa l offerings only for short period of time (adapted from 

Good, 1973:402). 

Untrained principal: A person assigned as a principal with out having 

training or qualification in school administration. 

General secondary school: The school division fo llowing the elementary 

school, comprising grades 9 -1 O(MoE, 1994 

General secondary school principal: Is a person or a manager in charge of 

general secondary school pe rformance. 

Managerial problems: are those problems happened due to m a n agement 

process; for example, unable to plan or organize. 

Management Skills: are the three skills namely technica l, human and 

conceptual which enable man agers to do their job effectively. 

1.8. Organization of the Study 

Thi s thesis consists of four chapters. The first chapter deals with problem 

a nd its approach , and research method. The review of the rela ted literature is 

prepared in chapter two. Then in chapter three, the data gathered is 

statis tically m a nipulated and analyzed so as to make objective judgm ents. 

Finally chapter four summa rizes the inves tigation upon bringing forth the 

findings obtained, the conclusions drawn and the recommendations made. 
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CHAPTER TWO 

Review of the Related Literature 

This chapter attempts to review some mam theoretical aspects of 

management in general and school management in particular based on 

different scholars' views in different time. Management concept, theories and 

functions are presented by relating with educational management. Besides, 

educational management and its major pitfalls in the secondary schools are 

also included. Then principals in Ethiopian context, qualities of good 

principals and the importance of training for performance of secondary school 

principals are highlighted. 

2.1. The Concept of Management 

Management is a profession; and is getting jobs done with or through people. 

It has an organized body of knowledge (Schoderbek and others, 

1991:5).However; it is conceptualized differently by different people (Cole, 

2000:1). For instance, Atchison and Hill (in AyalewI991:1) defined as a 

common set of activities that are designed to promote and direct purposeful 

work. In order to have purposeful work, the so-called managerial activities 

such as planning, organizing, controlling, staffing and ... etc. are considered 

essentia ls (Cole, 2000:4; Otto and Sanders, 1964:387). Similarly, other 

scholars also present their definitions. According to Robbins and others 

(2000:7), it is the process of coordinating and integrating work activities. 

Whether management is an art or a science is another debating issue as far 

as concept of management is concerned. However, there seems to be reached 

general agreement that a good part of management is both art and science 

(Schodarbek and others, 1991 :8). According to schoderbck and others, the 

term 'science' refers to a ny body of knowledge that has been systemized and 

formulated with reference to the establishment of general laws. The existing 
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management knowledge clearly qualifies the field as a science. On the other 

hand, the term "art" is synonymous with skill when it pertains to the 

systematic application of knowledge . The scholars further discuss that there 

is little question that some people possess more skill than other in managing 

organization. 

2.2. Theories of Management - An overview 

Awareness about management began many years ago. In its long run, it 

developed organized body of knowledge. The classical school of managemen t 

thought is one. 

2.2.1. Classical School of Thought 

Based on writings of Schoderbek and others (1991:39) and kinard (1988:3 1), 

the following are the major branches of classical school of management 

thought. The classical or traditional school of thought at first focused on 

scientific principles of management (Kinard, 1988:31). 

Scientific Management Thought 

Kinard explains that scientific management is systematic and analytical 

study of work and its objective was to find the most efficient method for 

performing any task and to train the workers in that method. It looked at 

management from the perspective of improving productivity and efficiency of 

operative personnel and it describes the use of the scientific method to define 

one best way for a job to be done (Robbins and others, 2000:42). 

The most important contributors to scientific management were Frederick 

W.Tayor (Who is called the father of scientific management); Henry Gantt, 

Frank and Lillian Gilbreth, a nd Harrington Emerson (Kinard 1988:32). 

According to Robbins a nd others (2000:7) Frederick Taylor proposed four 

principles of scientific management. 

1 1 
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a) Developing science for each element of an individual's work 

b) Scientifically selecting and training workers 

c) Cooperating with workers, and 

d) Allocating responsibility to both management and workers. 

Besides, the scholars further indicate that Gilbreths (Frank and Lillian) were 

best known for their study of work arrangement to eliminate wasteful hand -

and-body motions and their design of proper tools and equipment for 

optimizing work-performance. 

Though scientific management had more acceptances at its evolution, later it 

failed due to the following drawbacks (Cole, 2000:20 and Jibril, 2006:5). 

l. The theory failed to consider complex nature of human being (social, 

Psychological, spiritual, etc) and considered man as oiled machine; not 

reactive. 

2. It redu ced the worker's role to that of a rigid adherence to methods and 

procedures over which he had no discretion. 

3. It put the planning and control of work place activities exclusively in 

the hands of the management, and etc. 

Bureaucracy 

Bureaucracy is one of the classical management theories which refer to 

system of management characterized by rules and regulations, hierarchy, 

division of labor and procedures (Jibril 2006:2). According to Schoderbek and 

others (1991:42), the classical writers sought to correct inefficiencies in the 

rapidly growmg organizations. To improve the functioning of this 

organization, Max Weber proposed the ideal bureaucracy which had five 

features. The scholars mentioned the features as follow: 

Well- defined hierarchy of authority 

l. A comprehensive system of rules and procedures 

2. A clear division of labor based on fun'~tional duties 
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3. Impersonal employer- employee relationships 

4. Promotions and selections based on technical competence 

Based on the writings of Stoner and Freeman in Jibril (2006:2) and 

Schoderbek 1991 :43), bureaucracy is a system of administration by means of 

departments on bureaus each headed by a chief. They further explain that 

through long use, bureaucracy tends to imply excessive or complicated official 

routine, red tape and long chain of work unlike Weberian meaning. Though 

bureaucracy has the advantages of efficiency, impersonality and 

predictability, its negative effects are rigid rules, slow decision making and 

incompatibility with values (Jibril 2006:3). 

Administrative Management 

The other branch of classical theory is Administration management (General 

principles of management). This was mainly developed by Henri. Fayol. Fayol 

was the first person to identify the five components of management functions 

which still define the Job of the manager (Schoderbek and others, 1991 :41) . 

According to Robbins and others (2000:47), the time when Fayol wrote his 

theory was at the same time as Taylor. However, Taylor was concerned with 

management at a supervisory level and used the scientific method; Fayol's 

attention was directed at the activities of all managers. Besides the 

managerial functions, Schoderbek and others (1991 :42) stated that Fayol 

proposed 14 Fayol's principles of management. Among the most important 

were: 

1. Authority 

2. Unity of command 

3. Subordination of individual interest to the general in there 

4 . Scalar chain of command 

5. Equity 
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Schoderbek and others a lso revealed that Fayol was the first to. 

1. Identify the u niversality of management across all organizations. 

2. Offer a comprehensive theory of management, and 

3. Identify the need to teach management in schools and colleges . 

2.2.2. The Behavioral Approach 

The Behavioral Approach is the other main branch of management thought. 

This theory mainly criticized the previous thought classica l ma n agement 

thought. Schoderbek a nd others (1991 :44) wrote that 

Although classical management theory certainly did not ignore 
the human element in the work place, it did emphasize the 
nature and structure of work itself and the techniques of 
management. However, some early management writers argued 
that the individual was the key element in any organization and 
developed theories of management based on human behavior 
that became known as the behavioral approach. 

Mary Parker Follet, Chester Barnard and Hugo Munsterburg studied the 

behavioral approach. According to Schoderbek and others (1991:44), Mary 

parker Follett emphasized the importance of motivation in the or-ganization. 

She emphasized tha t managers need to coordinate and harmonize group 

efforts. She stated that authority is effective only if it is accepted by th ose who 

are being managed . 

Elton Mayo was another contributor to the behavioral approach . Professor 

Mayo and his associates reported that the Hawthorne Studies conducted at 

the Western Electric plant in Cicero, Illinois. The studies represent "the 

transition from scientific management to the early human relations 

movement." Mayo a nd his groups tested that if improved lighting would 

improve productivity at the Hawthorne plant. In their tes t/ s tudy what was 

clearly shown was that the importance of informal huma n elements within an 

organization including the increment of production with its lighting. 
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Chester Barnard was also another remarkable theorist as long as behavior 

approach is concerned. Barna rd wh o is considered as the father of 

behavioral approach by many ma nagement scholars felt two responsibilities 

of executives; which laid found ation for many contcmporary approaches to 

managem ent. These were 

(1) Establishing and maintaining communication system by hiring, tra ining 

and rewarding the best people ava ilable, and 

(2) To formulate objectives and purposes of the organization (Schoderbek and 

others, 1991 :45). 

The pioneer and father of indus trial psychology, Hugo Munsterberg was 

another contributor to the behavioral approach. According to George in 

Schoderbek and others (1991 :46), Munsterberg proposed that the role of 

psychologists in industry should be: 

1. To help find the men best fitted for the work 

2. To determine under what psychological conditions the greatest output 

per man could be achieved, and 

3. To produce the influences on the human mind desired in the inte rest of 

m anagement. 

2.2.3. Human Relations Management 

Huma n Relatiorts managemen t movement IS another main branch of 

management thought. According to Jibril (2000:6), the mam concept of 

human relation school is' men are first'. Jibril further explains tha t the 

members of human relations movement advocate that as the manager gets 

activities done with and through people. The study of management must be 

centered on the workers and their interpersonal relationship. 

Robbins and others (2000: 54) on the other hand believed in the importance 

of employees' satisfaction. Satisfied worker was believed to be a productive 

worker. 

• 
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Robbins and his colleaguesj associates for the most with this movement: 

Dale, Carnegie,· Abraham Maslow and Douglas Mc Gregor-were individuals 

whose views were sha ped more by their personal philosophies than by 

substantive research evidence. 

2.2.4. The Contingency Approach 

Other than the previous theories, there are other theories that emerged in 

modern times. Kinard (1988: 48) Points out that many new theories 

explaining the behaviors of managers and organization ha ve emerged in 

recent years. He further mentions that contingency theory, system theory and 

Theory Z are more recent theories. On the other hand, Robbins and others 

(2000:57) list the three recent approaches: process, system and contingency 

approaches. 

Ayalew (1991 :20) a lso stated that recently systems and contingency 

approaches are emerged. Though these approaches are considered as a 

separate approach, Cole (2000:78) indicates the distinction between the two 

approaches is not clear. He further explains that the systems approach 

developed out of the findings of the contingency approach. Besides, a systems 

approach highlights the Complexity of the interdependent components of 

organizations within equally complex environments. A contingency approach 

builds on the diagnostic organizational design and management style for a 

given set of circumstances. More details about the two recent theories namely 

contingency and system theories are presented below based on the idea of 

various scholars. 

A system view of organization 

According to Schoderbek and others (1 99 1: 48), most contemporary writers in 

organization or management theory implicitly or explicitly advocate system 

approach to the management of complex organizations. The writers define 

the systems approach as a philosophy or a view point that conceives of an 
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enterprise as a system-a set of objects with a gIven set of relationships 

between the objects and their attributes , connected or related to each other 

and to their environment in such a way as to form a whole or entirely. 

Kast and Rosenzweig (1981 :98) have a lso defined the system as an orga nized , 

unitary whole composed of two or more interdependent, components or 

subsystems and delineated by identifiable boundaries from its environmental 

supra systems. According to Ayalew (1991:21), the definition of a system 

contains the following significant points. 

a) Systems contain sets of components which interact with each 

other. 

b) Systems have an identifiable boundary 

c) Systems draw inputs from the environment, transform them 

some how, deposit outputs back in to the environment. 

d) Systems are designed to accomplish a purpose purposes). 

e) System is made up of several subsystems and they are a la rger 

aggregation of systems called supra system. 

The aIm of this approach is to develop a method or technique that a llows 

researchers from a variety of disciplines to study different phenomena 

whether these phenomena are physical or social (Schoderbek and others 

1988: 49). Schoderbek and his colleagues elaborate that the systems view 

point emphasized the relationship between the organization and its external 

environment. They also believe that managing this relationship requires the 

identification of the main inputs, processes, outputs, and feedback. 

Systems may by closed or open. Cole (2000:70) defined closed systems as 

those which for all purposes are completely self supporting, and thus do not 

interact with their environment. Open systems are those which do interact 

with their environment, on which they rely for obtaining essential inputs and 

for the discharge of their system ou tput. 
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Silver (1 983: 52) states an open system as a one with a highly permeable 

which imports information, energy a nd materia ls a t a higher rate from its 

environment and makes use of these inputs for the interaction among 

components in the production of diverse output. Whereas closed system is 

one with a relatively impermea ble boundary. The boundaries a re very tight 

and only few elements from the environment penetrate it. 

The fact that theories and practices are changing co nstantly, authorities 

identified the limitations of systems approach. Brown and Moberg (in Ayalew, 

199 1 :31) mentioned some of the problems a nd limitations of system s 

approach . 

1. Systems notions a re very abstract. The concern for the totality of a 

system may not be translated into meaningful specifics for problem 

analysis . 

2. There are problems with notion of interdependencies. When one 

con siders 

that everything else depends on everything else, it is difficult to 

determine precisely what to do to affect the system in particular way. 

3. The systems approach may underestimate the importance of people in 

the system. Systems specialists are a t times gui lty of treating human 

and social factors s imply as m anipulatble m echanical elements in the 

system. 

Due to these reasons, another kind of approach known as the contiguity 

approach was emerged. 

Contingency Approach 

This approach proposes that ma n agement is n ot based on s implistic 

principles . The approach has become influential in recent years in replacing 

the simplistic principles of management that were su gges ted earlier by 

schola rs (Robbins and others 2000 :58) 
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Based on the writings of Kast and Rosenzweig (1981: 15), the contingency view 

of organizations and man agement suggests that an organization is a system 

composed of subsystems and delineated by identifiable bound areas from its 

environmental supra-system. The au thorities further expla in that the 

contingency view seeks to understand the pattern interrelationships within 

and among sub systems as well as between the organizational and its 

environment and to define relation ships or configuration of variables (Robbins 

a nd others 2000:58). Besides, the contingency approaches are ultimately 

directed toward suggesting the organiza tion designs and m anagerial action s 

most appropria te for specific situations. 

To end the idea of contingency, Cole (2000:79) suggests that unlike the ideas 

of classical and huma n rela tion approaches, the contingency approach does 

not seek to produce universal prescription or principles of behavior. The 

scholar further elaborates that the approach deals in relativities, not 

absolute. It is a situational approach to management and adapts the earlier 

approaches accordingly (Kinard, 1988:48). 

2.3. Management Process 

Rue and Byars (2003:5) suggested that there are several ways to examine how 

management works. One way is dividing the tasks managers perform in to 

categories. A second way is to look at the roles managers play, and the third 

way is looking at the skills managers need to do their jobs. They furth er 

propose that these ways of thinking help to understand the management 

process. On the' basis of the aforementioned scholars, an attempt is made to 

present the management processes as follows. 

2.3.1. Key Functions of Management 

The French indus trialist, Henri Fayol, was the first person to mention 

managerial functions (Robbins and others, 2000: 10). According to Fayol 

managers plan, organize, command, coordinate and control. Other schola rs 

19 



a fter Fayol also came up with other functions of management (Ayalaw, 

199 1:14) . For instance, according to Gulic and Uric (1950),managers plan, 

organize , s taff, direct, coordinate, report and budget. Robbins and others 

(2000) m entioned planning, organizing, leading and controlling. Recently, Rue 

and Byars (2003) listed planning, organizing, s ta ffing, leading and controlling 

. However, the basic man ageria l functions are highly interdependent (Kast 

a nd Rosenzweig, 1988:405). They a re typically not carried out in a s imple 

s tep by step fashion. 

One of the fun ction s a lso overlaps to a nother (Rue a nd Byars 2003 :6). 

Besides, they are interrelated, intertwined and interfused tha t they are going 

on simultaneously (Robbins and others, 2000:10). This could be a reason for 

why scholars came up with lists of different managerial functions. 

No matter how the manageria l functions are listed, formally or informally, 

managers are ultimately responsible for carrying out the basic managerial 

functions that are the mea ns to achieving organizational performa nce and for 

en suring a continuing capabili ty to do so (Kast a nd Rosenlwcigh 1988:405). 

In spite of the diffe rences in the kinds of managerial function:;, the following 
, . ' 

are the basics as proposed by Cofe (2000:9), Rue and Byars (2003:5) and 

Kinard (1988:7). 

Planning Function 

Cole (2000:9)and Rue a nd Byars (2003:5) defined Planning function as an 

activity which involves decis ions about ends, organizational aims (objectives), 

means (plans), ' conduct (policies) and results. Planning decides what 

objectives to pursue during a future period and what to do to achieve those 

objectives. It also provides a framework for integrity decision making through 

out the organization and time, a nd a mean s for managers and organization to 

cope with challenges. It is a primary management function an d is the 
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form ation of fu ture courses of action. Pla ns a nd objectives on which they are 

based give purpose and direction to the organization (Jibril, 2006: 6 ). 

Planning does not occur in a vacuum. It is done in light of budgetary 

constraints, p er sonal requirements and other factors; and it encompasses 

determining specific objectives and how to accomplish them (Kinard, 1988:7) 

According to Cole (2000:9), planning takes place with serious analysis of: 

a) The organization's external environment, and 

b) The organization's internal strengths and weaknesses. 

Kast and Rosenzweig (1 988:44) write that planning involves developing an 

overall strategy and general policies plus specific programs and procedures. 

Planning can be classified as long-term or short- term on the basis of time. 

Long term plan usually implies a time h orizon of about five years to twenty 

years. Short- term plan can be any period from immediate future up to one 

year (Cole, 2000:9) . 

Organizing 

Organizing is the other a rea of focu s in management functions. Many 

scholars consider organizing as a basic element in management (Cole, 

2000:8, kinard 1988:8 and Jibril , 2006:6). 

Organization is grouping and assigning ac tivities and providing the authority 

necessary to carry out the activities. According to Rue and Byars (2003:6), a 

manager groups related activities together and assigns employees to perform 

them. The plans prepared have to be put in to practice . This involves 

organization a nd coordination of tasks (Cole, 2000:9). Cole added that with 

fo rmal communication and huma n a nd ma terial resources, organizing helps 

achieve the goal. It is through organizing that a manager develops a system in 
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which people can perform tasks tha t lead to the desired results . According to 

kinard (1 988: 8), the following are the major important points in organizing. 

a) Creating job positions with defined dutie s, responsibilities, 

requirements and salary ranges based on job requirements. 

b) Arranging. positions into a hierarchy by establishing authority-reporting 

relationships. 

c) Determing the number of subordinates each manager should have 

reporting to him/her; the number of hierarchical levels in the 

organization and the most appropriate way to set up departments. 

Structural considerations such as the chain of command, division of labor, 

and assignment of responsibility are part of organizing function (Jibril, 

2006:6). According to Rue and Byars (2003:6) and Jibril (2006:6), careful 

organizing helps ensure the efficient use of human resource, well defined 

roles and coordination. Thus, each position in the organization will be 

accountable for identifiable tasks that contribute to its overall purpose. 

Controlling 

Controlling is one of the basic management function which can be technically 

defined as measuring performance against objectives, determing the causes of 

deviations, and taking corrective actions where necessary (Rue and Byars, 

2003:6). Measuring and evaluating organization's results are necessary to 

assess the organizational performance and determine how well management 

has carried out its tasks. 

According to Cole (2000:8), the basic functions of control are: 

a) To establish standards of performance. 

b) To measure actual performance, and 

c) To take corrective actions where needed. 
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Normally, resul ts a re different from the desired results becau se our desires 

are many. However, there a re requirements that need most attention in 

controlling process a re product quality, worker performance and cost (Kinard 

1988: 10). Therefore, control is required when employees fa il to meet the 

desired performance standards. Employees' performance standards are 

formulated through experience, judgment and observation. Cost a lso needs 

attention in controlling. Cost control involves comparing expenditures with 

budget fund s. Actual costs are compared with standards set before actual 

production for such items as materials, labor and overhead. Variations from 

the standards help managers' final problem areas and can lead to cost-­

reduction progra m. (Kinard, 1988:10). 

According to Kast and Rosenzewig (1988:405), controlling is intertwined with 

and dependent on plannin&. Planning provides the framework against which 

the control process works. 

Leading 

Leading is the other function of management. Kinard (J988:9) considers 

leadership as heart and soul of management and kinard reveals that leading 

is the one area where most managers are weakest. 

Rue and Byars (2003:6) defined leading as directing and changirig human 

behavior toward the accomplishment of objectives, Leading involves 

developing a climate of individual integrity, corporate, honesty and high 

productivity (Kinard 1988:9). 

Effective leadership is built on a foundation of mutual trust and respect. To 

be effective leader, a manager must do a number of things. Kinard (1988:9) 

mentioned the following instances . 

... he/she must make certain that everyone in the unit knows 
exactly what is expected in tenns of perfonnance. Objectives 
must be identifiable, measurable I and individually attainable. 

23 



The manager also must recognize and reward out standing 
performance... managers also must surround themselves with 
competent employees and ask their advice when making 
decisions that affect them. 

Moreover, managers become inspiring leade rs by servmg as role models, 

command respect and followership (Jibr il 2006:7). Therefore, ' managers 

should adapt their style of management on the basis of the situation in which 

they are in. They should provide guidance employees need to perform their 

tasks which ensure the organization's goals are met (Rue and Byars, 2003:6). 

To lead the organization effectively, the role of communication must not be 

ignored. Communication in management functions in general, specifically in 

leading plays a great role for healthy management. Thus, managers must 

develop relationships that ensure adequate communication with their 

subordinates (Kinard 1988:9). Rue and Byars (2003:6) tell that a manager 

leads by keeping the lines of communication open. 

Staffing 

It is the people. who run organizations; and the fate of the organization is 

dependent up on them. In other words, organizations are only as good as the 

people in them (Jibril 2006:6). That is why staffing is one of the manger's 

most important duty. 

Staffing involves the recruitment, selection, development and retention of 

employees with appropriate qualifications for positions created by the 

manager (Kinard, 2988:9). And, it also determines human resource needs, 

and training and development. A manager in an organization decides how 

many and wh at kind of people the organization needs to meet its goals and 

then recruits , selects and training the right people (Rue and Byars, 2003:6). 

The fact that organizations are only as good as their employees, managers 

must choose their employees very carefully. 
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Kinard (1988:9) men tioned the following activities of staffing. 

• Human resource planning 

• Announcing and advertising vacant positions 

• Receiving applications 

• Preliminary and final interviewing 

• Testing 

• Medical examination 

• Final selection and orientation 

2.3.2. An Informal View of the Mangers' Job 

In above sections, an attempt was made to present managerial function s. As 

mentioned earlier, the managerial functions are different from author to 

author. More over, managers do much more complicated jobs. The list made 

lack comprehensiveness to include all activities carried out by managers 

(Kinard 1988: 11). As a result, Professor Mumford (1993:9) categorized the 

managerial functions on the basis of management thought. According to 

Mumford, five stages are presented under which different activities are stated. 

The stages are the generalization stage, the scientific stage, the management 

by objective stage, the contingency realistic stage and the competency stage. 

For example, in generalization stage, managers forecast and plan, orgamze, 

motivate, coordinate and control. In scientific stage, the functions are pot 
.'.~ 

necessarily agreed or integrated. Instead, they are found through research 

and theory. Kinard (1988: 11) and Schoderbek, (1991: 12) listed complex and 

different jobs that managers do. 

2.3.3. Roles of Management 

Management roles could be the second way which helps to examine 

managers ' work. According to Robbins and others (200: 11), management 

roles refer to specific categories of managerial behaviour. Managers have 

power/ authority in their organization and they use their power In many 
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ways. To use this effectively, they play different roles (Rue and Byars, 2003:6). 

It was in late 1960s when Mintzberg studied detaily the roles of manager. 

According to Robbins and others (2000: 11), Mintzberg concluded that 

managers perform ten diffe rent but highly interrelated roles. Other authors 

including Robbins and his colleagues also reflect the same ideas on the roles 

of management (Schoderbek and others, 1991:12; Rue and Byars, 2003:6). 

Accordingly, the ten interrelated management roles are categorized in to three 

main groups: interpersonal roles, information related roles and decision­

making roles. 

Interpersonal Roles 

Intrapersona l roles include a manager relationship with people . Robbins and 

others (2000: 13) and Rue and Byars, (2003:6) indicate that all mangers are 

required to perform duties that involve people (Subordinates and person 

outside the organization) and other duties that are ceremonial and symbolic 

in nature. These are interpersonal roles. 

Interpersonal roles include figurehead, leader and liaison. Figurehead is a 

symbolic head, obliged to perform a number of routine duties of a legal or 

social nature. A leader is responsible for the motivation and activation of 

subordinates and responsible for staffing, training and information . And, a 

liaison maintains self developed networks of outside contacts and informers 

who provide favors and information. 

Informational Roles 

Robbins and others (2000: 13) state that all mangers, to some degree, have 

informational roles: receiving, collecting and disseminating information. The 

manager's informational roles are monitor, disseminator a nd spokesperson. 

Schoderbek and others (1991: 16) explain the three informational roles in the 

following ways. The monitor role allows the managers to keep abreast of what 
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IS gomg on both internally and externally. Information is acquired through 

formal or informal meeting; and managers share the information they have to 

their subordinates. Managers disseminate or distribute information to their 

subordinates daily. The fact that a manager is a nerve center implies that he 

or she has information that others need but do not have. This is disseminator 

role. 

Decisional Roles 

Finally, four decisional roles are identified by Mintezberg for the first time. 

These are entrepreneur, disturbance handler, resource allocator and 

negotiator. The.entrepreneur is often characterized as being a person who is 

his or her own boss. To guarantee organizational survival, entrepreneurs 

must provide a product or initiate a service that is wanted by consumers. 

The decisional role of the resource a llocator refers to a decision which 

involves who gets what and who will do what tasks. Various types of 

resources (money, equipment, and people) are distributed via the decision 

process (Rue and Byars, 2003:7). 

A disturbance occurs when something is not working as planned. It could be 

as simple as an interdepartmental conflict or as complex as a major plant 

malfunction. These disturbances arise at all managerial levels and require the 

same degree of attention from the disturbance handler. 

The fourth decisional role is that of a negotiator. Managers negotiate with 

supplies, customers, unions, individual employees, the government and other 

groups. Decisional making roles are those a manager plays. when making 

changes in policies, resolving conflicts, or deciding how best to use resources 

(Rue and Byars, 2003:7) . 
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2.3.4. Management Skills 

According to Rue and Byars (2003:7), a third way of looking at the 

ma n agement process is by examining the kinds of skills required to perform a 

pa rticular job. Ma nagem ent skills answer the question why some ma nagers 

su cceed a nd others fail (Schoderbek and others 199 1 :27). It is obvious that 

effective managers are essential to the performa nce of all organizations. 

Whether mangers have the a bility to plan, organize, s ta ff, lead and control 

organization, operations effectively can determine its ultimate success or 

fa ilure. But, more important, good management prac tices can be learned and 

applied . Man agement success depends on both on a fundamental 

understanding of the principle of management and on the application of 

technical, human and conceptual skills (Kina rd , 1988: 15, Robbins and 

others , 2000: 15, Schoderberk and others, 1991:28). 

According to Robbins and his colleges (2000:15), Katz during the early 1970s 

found tha t the relative importance of these skills varied according to the 

manager's level with in the organization. Katz in Ayelew Shibeshi (1991:4) 

also su ggested that the skills are essential at all hierarchical positions and 

their rela tive importance seems to vary with the level of administrative 

respons ibility (level of management). 

The level of management includes top management, middle level and lower­

level management (Ayalew, 1991: 16). The skills are also used relatively by 

these levels of management. 

Technical Skills 

Szilagyi in Ayalew (1991:3j and Robbins and others, (2000:15) indicate that 

technical skill refers to the ability to use tools , techniques, or approaches in a 

specialized manner. Technical skill implies a n understanding of proficiency in 

a specific kind of activity particularly on involving methods, . processes, 

procedures or techniques . 
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Katz in Robbins and others (2000: 16) also proposed that technical skills 

become less important as a manager move into higher levels of management, 

but even top mangers n eed some proficiency in the organization's specialty. 

Interpersonal Skills 

Interpersonal skill sometimes called human skill which represents the ability 

to work well with and understand others, to build cooperative effort within a 

team (tha t is to lead to motivate) (Robbins and others, 2000: 16). 

Other authors like Sergiovanni and Carver in Ayalew (1991 :3) explained that 

human skills as the executive's ability to work effectively as a group member 

and to build cooperative effort with in the team he heads. Ayalew further 

elaborates that a technical skill calls for the ability to select, motivate, work 

with and lead employees either individually or in groups. Skill is primarily 

concerned with things (processes or physical objects), and human skill 

mainly focuses on people. 

According to Robbins a nd others (2000: 16) interpersonal skills are important 

for managers a t all levels. The scholars added that managers need to be 

aware to their own attitudes, assumptions and beliefs as well as being 

sensitive to their subordinates' perceptions , needs and motivations . 

Rue and Byars (2003:7) on their parts suggested that interviewing job 

applicants, forining partnership with other organizations (groups), and 

resolving conflicts all require good human relations skills. Thus, human 

interpersonal skill is part and parcel of managerial skills which enables to 

run organizations in the way the situation dictates. 

Conceptual skills 

Aya lew (1991 :3) relates conceptu al skills to the ability to integr,ate and 

coordinate the organization activities. Conceptual skills refer to the ability to 

see the organization or the problem as a whole. They require an 
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understanding of how the various functions of the organizations are 

coordinated-of how the parts depe nd on each other.(Schderbeck and others, 

1991:29) . 

Due to these views, conceptual s kills a re needed by all managers at all levels. 

However, Katz in Robbins and others (2000: 16) proposed that these ' skills 

become more important in top ma nagement positions , They reasoned out that 
,/ 

upper level mangers often deal with abstract ideas, which need conceptual 

skills where as lower level mangers normally spend more time dealing with 

observable objects and processes . Decis ion making, planning, and organizing 

are specific managerial activities that require conceptual skills (Rue and 

Byars, 2003:7). 

All management levels require skills. However, the degree of the requirement 

may be varying from level to level. For example, top management, or at the 

top, conceptual skills become most important (Aya lw 1991 :4). 

2.4. Educational Management at School 

Sharma (2005:36) indicates that educational administration is developed later 

than related fields, such as business administration and public 

administration. Sharma further expla ins that many of the concepts relevant 

for educational administration are originated from these fields and from basic 

disciplines such as political science, psychology and sociology. However, 

educational organization and management is increasingly recognized as a 

vital instrument in enabling the teaching learning process to take place 

meaningfully (Ayalew 1991:1 and Sharma 2005:31). Ayalew further 

elaborates that for educational organiza tions to meet student needs, parents 

and employee exceptions, effective management and organization is essential. 
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It is not only late discipline and field of study but a lso its significance 

was a rgumentative . That means its significance was debate able 

Burdett and others (2003) ensure that 

The early y ears of twenty-first century have been a lively debate 
about the relative significance of leaders hip and management for 
education. But it is now all ideas are accepted that educational 
leaders and mangers need sp ecific preparation if they are to be 
successful in leading schools. 

Bezzina (1998:245) a lso suggests that indeed in the light of research 

literature which supports the ideas of principa ls hip are essential factors in 

determining school effectiveness (Whetten and Ca meron, 1991 :3). 

2.5. The Essence of Educational Management at Schools 

It is obviou s tha t schools in general seconda ry schools in pa rticula r become 

complex organizations nowadays. The ideas of Ha nnay and Ross (1997:597) 

and Holmes (1993:9) indicate that secondary schools are complex 

organizations with powerful enduring cultures. Consequently, the change 

process experienced in these schools is complex and difficult. The essence of 

ma nagement a t school could be seen from this perspective, i.e. effective 

principals who can handle the situations (complexity and difficulty) are 

needed. 

In talking a bout school effectiveness and related issues of school educational 

management in m anagement, school management in particula r takes the 

front-line positions. To understand clea rly the essence of m a nagement at 

school, it is be tter to see the respon sibilities, roles and jobs principals 

shoulder on, becau se these duties a re not accomplished as easily as we 

expect. Therefore, in the following sections, an attempt will be made to show 

what principals do and their responsibilities. 

In the discussion part of World Bank (1 990 :4) a nd Brunderett and Ian 

(2000: 13) about improving edu cational effectiveness, one of the worth 
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mentioned point is strengthening educational ma nagement. Under the issue, 

organizational restructuring, strengthening information system and 

deve lop ing managerial competence are the strategies set to improve 

educational effectiveness. World Bank further reveals that weaknesses in 

ins ti tutional man agement have been in a lmost developing countries. The 

absence of effective m a nagers is a lso evident at intermediate a nd school 

levels . 

At school level, principals are selected from the ranks of teachers on the basis 

of seniority, and they revive little, if any, sys tematic training. As a result, 

effectiveness is low (World Bank, 1990: 32). 

Other scholars named Holmes (1 993 :19) and Mary B. Anderson (1 992:37) 

identified administra tion a nd ma nagement as one of the nine building blocks 

for effective education. The nine building blocks for effective education 

mentioned were place, time, learner, teacher, parents and community, 

curriculum, pedagogy, administration and management and financial 

support. 

To introduce acceptable innovations in education in schools, the role of 

school managers or principals is valuable. Managers of the schools facilitate 

the new accepted changes. For instance , to practise decentralization in 

Ethiopian context , successful principals with new skills of management and 

leadership is required (World Bank, 2005). 

2.6. Major Functions of Secondary School Principals 

As indicated in previous attempts, secondary school principals are 

accountable for the overall operations of the school. According to Peter and 

others (2001:40) the job of principals of a school is the most crucial in the 

education system. They run the educational a nd administrative functions. 

Because of these facts, th ey do a number of tasks. 
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According to th e MOE (2007:50) Amharic version secondary school principals 

are required to coordinate in and outside the school's community to fulfill the 

school's requi rements; plan the school improvement and implement it 

successfully, improve the students' ethics a nd inculcate the spirit of self 

confidence and get them motivated to earn good results, assure the quality of 

education in th e school, increase the participa tion of female students, and 

create learning a tmosphere. 

In technical terms, the most important functions of principals are also 

supervision, goal clarification, and staff development, provision of educational 

materials, research, evaluation and creating conductive climate (Mintzberg, 

1989: 10 1; MOE, 2007:50; Adesina, 1990:53; Bennet and Anderson, 

2003:115). 

Bezzina (1 998:244) and Otto and Sanders (1964:346) listed the roles and 

responsibilities of principals as proper management of the staff, the 

organization of the school, the maintenance of discipline, ordefliness and 

cleanliness with in the school, the up keep of the school plant, the keeping of 

up-to-date records of pupils, staff and other relevant documents, information 

concernmg the school, the timely requisitioning school's utilities 

requirements, the proper management of school's stores and other material 

resources, liaison with parents, staff and officials at head office, carrying out 

any duties compatible with the job, setting vision and purpose, being goal­

oriented, curriculum design and development, staff development, school 

planning, evaluation, budget and finance. 

Analysis made in seven Asian countries by Kandesamy a nd Blaton (2004:62) 

mention the ma in functions of head teachers which fall under the following 

categories: 

1. personnel management 

2. student management 
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3. finance management 

4. administrative management 

5. genera l management 

6. curriculum management 

7. teaching responsibilities 

8. logistic 

According to the authors, each function listed above has functions under it. 

There are a number of functions that principle performs. For example, 

personnel ma nagement function by itself requires the principal to evaluate, 

recruit, select, plan and support to teachers. In the same token, other 

categories cons titute other functions under them. 

As it has already been mentioned in previous section, the basic functions of 

management are categorized under five points . However, it does not mean 

that managers only practice such points. There are many tasks that they do. 

Similarly, in few words, the functions of educational ma nagement can be 

categorized under five basic functions of management. 

In line with this idea, Adesina (1990:8) states · 

I often like to remember the basic functions of management by 
the word posed (plan, organize, staff, evaluate and develop). In 
other words, to save my self from remerging either 356 functions 
of the president or 77 functions of the vice-chancellor, I would like 
to remember only five basic functions of any manager in any 
situation ... all other functions would come under these five major 
categories. 

2.7. Qualities of Good principals 

To accomplish the complex and major functions of the schools, secondary 

school principals need to have some qualities. The qualities · successful 

managers or principals own are reflected in identifying the ne~ds and 

preferences of their teachers and students (Ayalew, 2000). According to 

Donelan (1 993: 49) high quality leadership is based upon a dedication to 
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higher or successful principals which helps to continuously elevate a leader's 

VlSlOn. 

Brundrett and others (2003: 16) identify four interrelated components of key 

qualities for leadership. 

1. Educational values. These include: 

• Learning cen tered 

• Innovation 

• Lifelong learning 

• Service orientation 

• Equity and fairness 

• Whole person development 

These values serve as fundamental principles on which to develop and design 

schools and to provide constancy across a ll aspects of their leadership. 

Shukla (1983: 147) analyzed that through these qualities objectives of 

teaching learning can be effectively achieved. 

2. Professional Knowledge : This body of knowledge relates tci the roles 

identified earlier, or expressed in a different way to each of the following. 

• Strategic direction and policy environment 

• Teaching, learning and curriculum 

• Leader and teacher growth and development 

• Staff and resource management 

• External communication and connection 

A school lea der / Principal should have professional knowledge which is a 

quality of good principal. This would help the principal to handle the complex 

and difficult activities of the school. In line with this idea MOE (2007:6) the 

Amharic version states that principals should have the quality of professional 

knowledge. 
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3. Skills- In previous sections, an attempt was made to show the importance 

of the three skills (namely human, conceptual and technical) in management. 

According to Brundrett and others, the achievement of the ski lls 

distinguishes effective leaders. 

4. Attributes- In the context of school- based management and school 

improvement program, certain attributes seem to assume prime importance. 

According to the scholars mentioned above, the following are the quality of 

attributes. 

• Adaptability and responsiveness 

• Courage of conviction with regard to their values, principles and 

actions and resilience in times of adversity and opposition 

• Self confidence 

• Tough- mindedness 

• Collaboration 

• Integrity 

2.8. Major problems Facing Secondary School Principals 

These days, organizations are growing complex and complex. As a result, the 

modern managers face ma ny problems. Educational administrators as well as 

people in management positions in the school system have often argued that 

the problems of their institution and systems are so different from those of a ll 

other institutions that they do not require the application of general 

principles of management (Adesina, 1990:39). 

The problems that were of little concern in earlier decades also merit great 

attention today (Schoderbek and others, 1991 :9). In this regard, educational 

leadership as a field of study and practice is currently undergoing serious 

challenges from the school reform movement and the accountability 

establishment (Burnett 2004: 18). 
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The challenges fac ing instructional leaders vary from a uthor to author as well 

as place to place. In the research made on the analysis of seven Asian 

countries Kandasamy and Biaton, (2004: 133) explains three core problems. 

2.8.1. Autonomy and Support 

One of the firs t complaints by head teachers in all countries, irrespective of 

their deve lopment, concerns their lack of autonomy in certain areas which 

they consider to be crucial to their autonomy, and a lso the need for more 

support, especia lly from the local administration (AdesinaI990:39). 

The authors further explain that the effectiveness of head teachers is limited 

by the fact they are not involved in curriculum development or syllabus 

modifica tion. Lockheed, Verspoor and associates (1991:134) indicate that 

granting authority to principa ls must be coupled with giving them adequate 

and appropriate training and resources. They also explain that a uthority 

helps principa ls to manage the schools effectively. To do so, they require a 

high degree of control over matters such as allocating instructional time and 

etc. 

2.8.2 Specific Management Issues 

The researchers indicate that the management of the profession of head 

teacher remains of a rather traditional nature and this is raising more and 

more problems. The recruitments of principals profile stresses qualification 
. . 

and teaching experience than management and human relation skills. This 

might not necessarily make the best school leader. This idea does not suggest 

that qualification and experience are of no importance, but that the 

recruitment process could use a wider range of selection criteria. There are 

very few induction programmes and in-service tra ining programmes are 

seldom focused on their specific training. 
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The Effect of Training in Principalship 

Training helps managers or principals to carry out their activities. According 

to IIV IDVV (2006:88) news letter, training enables people to find practical 

solutions to the day-to-day tasks of pedagogical and personnel management, 

to improve curricula, optimize organizational and administrative processes. 

Managers are also obligated to come to their positions equipped with skills 

and values acquired through both manage ment training and academic service 

(Lawrance and Jones, 1985:60) Wossenu (2002: 126) indicates that training 

and development programs are the methods of improving principal's 

knowledge, skiIIs and abilities. If training is properly carried out, it provides 

organization with several advantages. Leap and Crino in Wossenu (2002: 127) 

identified the advantages of training which includes the improvement of 

services, increase principals morale and commitment. 

The training provided to principals must be systematic and must ensure the 

future success of the principals. In this regard, Lockheed and associates 

(1991:135) state that training must be linked to clear, long term strategies for 

school development. The authors a lso suggest that to maintain managerial 

competence, countries must develop specialized institutes for training 

educational managers at all levels. All school managers should have the 

training to do their job effectively. 

Training topics to school principals are identified by the aforementioned 

scholars including educational policy and practice, managing human, 

financial, material and information resources; setting objectives and 

strategies; motivating, training, counseling and developing the careers of 

staff, supervising and controIIing the unit's work and evaluating its results, 

managing financial systems and procedures; defining the nature of 

accountability, delegation, communication and decision making. Thel';e topics 

enable them carryout their job, and create awareness in their management 

functions. 
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In answering the question "who should be secondary school principal?" , 

scholars consider training in general, pre- induction training in particular as 

the main and the most import ingredient. 

The process of selecting school manager should be more 
systematic. Selection s hould be improved by establishing a larger 
pool of candidates than the current needs. Candidates would be 
teachers who combine seniority and a record of achievement. 
Finally candidates could then be chosen based on their 
performance in an intensive pre induction training program 
(Lockheed and Others, 1991:136). 

The Effect of Experience in Principals hip 
According to Ayalew (1991 :9), the tra ining and expenence of mangers a nd 

most staff in schools is usually similar. Their qualifications too a re more or 

less equal. Duba le, (1997:38) also states that the two ideas namely training 

and experience of leadership are closely related. He further explains that most 

training progra ms try to relate and reflect the experience of others in 

integrated and easily digested form. 

Fiedler and Chemers (1 983 :90) believe that with out adequate tra ining and 

experience, principal 's task s tructuring ability will be lower. The scholars 

further point out those principals' should possess long period of experience to 

cope with problems before they come to principalship positions. 

Principals' Educational Background 

It is clear that formal educational background is the very determinant factor 

to run an organization like school s ince individuals acquire basic knowledge , 

skill and attitude through educations (Dubale 1997:39). Individuals can 

easily understand , if not, recognize what their organization need s and how it 

operates if they earn relevant educational background. In line to this idea, 

Silver (1983:41 ) remarks that the major professional obligation of a ll school 

administrator a nd other educator is to obtain and u se the necessa ry 
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educational background that are knowledge and skills required to maximize 

the school outcomes. 

For secondary school management the relevant educational background is 

suitable including that ingredient which helps them run secondary schools 

properly. One of the greatest problems of the seven Asian countries was tha t 

considering m erely qua lification a nd experience with out taking in to 

consideration of r elevancy as well. As a result problem s happened 

(Kandasany and Bla ton, 2004: 135). Once, this idea was quiet related to our 

country's s ituation. Principals are selected on the basis of qua lifica tion with 

out considering the releva ncy (SNNPR, 2004 :5; Dereje, 2007:21; Misganaw 

1993:26). But this circular seems to be substituted by the new one which 

apprecia tes educational management qualification for principalship position 

for secondary school (MOE, 2007:30). 

2.8.3. Relations with the Community 

Relations with the community do not a lways work. Problems are perceived 

while interacting with parents. Th e election of mangers of secondary school 

appears to be not with out problems, as political and personal influence is 

used to get a ppointed . 

2.9. The Importance of Training for performance of Secondary 

School Principals. 

It is obvious that training has great significance for individuals who engage 

them selves in a certain job. The significance has been discussed in previous 

a ttempts. Once -again the importance of tra ining will be presented in brief in 

the following section. 

To begin with, Henary Mintzberg (1989: 104) defined training as the use of 

fo rma l instructional programs to establish and standardize in people the 

requisite skills and knowledge to do particular job in organization. Mintzberg 
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field were ma de to manage secondary sch ools. Later, Addis Ababa University, 

Department of Educational Administration now called educational plann ing 

and management was doing its best in training graduates for secondary 

school principalship and for other areas of requirement in the country. 

(Dubale, 1997:4). 

However, things were changed for a while. According to Ahmed (2006:23), 

qualification and professionalism and or training in the secondary 

principalship were given little attention. And a new thought which says any 

degree graduates ca n manage the schools came to stage (SNNPR, 2004: 5). In 

this regard, educational management was not considered as profess ional 

(Fessiha, 2005:27). Nevertheless, recently professionals in the area of 

educational ma nagement are invited to be a principal of secondary schools 

(MOE,2007:30) . 
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CHAPTER THREE 

PRESENTATION AND ANALYSIS OF THE DATA 

This cha pter deals with two p a rts. The first part presents the characLerisLics 

of the s tudy groups and the second part dea ls with the analysis of issues 

related with management of secondary schools in four section s . 

3.1. Characteristics of the Study Participants 

In order to get relevant and reliable information on the issu e, three different 

and appropriate categories of respondents were involved in the study. The 

categories included school principals, general secondary schools teachers and 

woreda education office experts and supervisors. The respondenLs were 

targeted in responding to the questionnaires. 

The respondents included in this study were believed to be relevant and key 

actors directly or indirectly by the virtue of their qualifications a nd their 

responsibilities in the issues of general secondary school management. 

Accordingly, 223 copies of questionnaires were prepared and distributed to 13 

general secondary school principals, 162 teaching s taff in the mentioned 

grade level and to 48 WEOWs where the sampled genera l secondary schools 

were selected in the SNNPR State. However, the anticipated number of 

questionnaire was not filled in and retuned to the researcher for the 

respondents ' various reasons . The rate of return was 91. 9 percent which was 

205. Of these, 41 Woreda education officials comprised of 20 percent and ISl 

teaching staff a nd 13 principals respectively comprised of 73.7 percent a nd 

6.3 percent (Ta ble 3 page 45). 

44 



No 

1 

2 

3 

4 

5 

T bi 2 R a e : espon d ents b >y Sex an d 'bTt' Responsl I lies _.-
Sex 

Respon s ib ility / pos ition Male Fem a le Gra nt Total 
N % N % N % 

Princi]Jals 13 10 0 - - 13 6 .3 
Teachers 136 90. 1 15 9.9 151 7 3 .7 
WEOWs 39 95 . 1 2 4 .9 41 20 
G r a nt Total 188 91.7 17 8,3 205 100 

Regarding the sex of the respon dents , Table 2 a bove s h ows th at only about 

8.3 percent were female ou t of the tota l respondents. Wha t was not n ew h ere 

is none of the p r inc ipals was female . The number of teachers and offi c ia l 

fe ma le responden ts a lso seemed m in ima l (8 .3%) compared with ma le 

responden ts (91. 7%). 

T bi 3 R a e : espon d t b A en s >y ~! e, Ed uca t ' Ion an dW kE or xpenence .-
R espondents 

Cha r ac teristics Teachers Princi als WEOs Grant Tota l 
N % N % N % N % 

Age (in years): 64 42.4 I 7 .7 - - 65 3 1.7 
Below 25 
25-30 48 31.8 7 53.8 5 12 .2 60 _~9.3.._ 
31-35 22 14.6 3 23 . 1 10 24.4 35 17.1 - --.-
Above 35 17 11.2 2 15 .4 26 63.4 4 5 .~~-
T ot al 151 100 13 100 41 100 205 100 
Educationa l level: 61. 5 
BA/BSc/ BEd 80 53 8 14 34.1 102 49.8 -
Diploma 68 45 5 38.5 22 53 .7 95 46.3 ----- .. -- . -. 
lTI - - - - 5 12.2 5 · 2 .4 
Unspecified 3 2 3 

.. -.....:..~ 
- - - - 1~~ 

Tota l • 151 100 13 100 41 100 205 ~09_ 
Field of specializa tion: 
La nguages (English , Amharic) 29 19 .2 3 23 .1 7 17.1 39 19. 0 
Natura l sciences: 
(Physics, Chemistry, Biology, Ma th) 43 28.5 7 53.8 16 39 6 6 32.3 
Socia l sciences: 23 .1 
Geography, History, Civics, HPE) 69 45.7 3 7 17. 1 79 .31!2...... 
Managemen t: 
(EdPM & others) - - - 5 12.2 5 2 .4 
Others : 
(La w, IT, Accoun ting, etc. ) 10 6.6 - - 6 14 .6 16 2..L. 

To t a l 151 100 13 100 41 100 205 _1.9.L... 
Total work experience (in years ): 
1-5 79 52 .3 2 15 .4 2 4 .9 83 ~Q,~ _.-
6- 10 33 21.9 2 15.4 2 4.9 37 1 ~4-
Above 10 years 39 25.8 9 69.2 37 90,2 8 5 4 1.5 
Tot a l 151 100 13 100 41 100 205 100 . _ 
Total work experience in teach ing (in 
years): - - 1 7. 7 2 4 .9 3 5.6 
1-5 
6- 10 - - 5 38 .5 19 46 .3 2 4 44 .4 
Above 10 years - - 7 53.8 20 4 8.8 27 50.0 .... 

..19.0.=:=1 To t a l - - 13 100 4 1 10 0 54 
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As can be noted from Table 3 item 1 page 45, 47.4% of the teachers were 

below the age of 25 years . 3 1.8% of them were from the year range 25-30 

years. Other teachers ranged from the age of 31 to 35 and above 35 years 

were 14.6% and 11.2% respectively. 

The same item on page 45 Table 3 also depicts the age of principals and 

WEOWs. Likewise, only 7.7% of the principals were below the age of 25 years. 

Among the respondents, 53.8% and23.1percent of the principals were in the 

age ranges 25-30 and 31-35 years. The rest 15.4% of the principa ls were 

above the age of 35. Others aged from 25 to 30 were 12.2% of the woreda 

education officers; and 24.4% and 63.4% were in the age ranges from 3 1-35 

and above respectively. 

From the table, 'one can observe that relatively more number of the teachcrs 

was below the age of 25 years. This implies that they were youngs ters with 

qualification of medium or above medium standards. Therefore, they were 

advanced enough to fill in the questionnaire. 

Generally, regarding the age of principals and WEOWs, they were foun d lO be 

right for the purpose . 

In item 2 page 45 Table 3, 53% of the teachers, 61.5% of the principa ls and 

34.1 % of the WEOWs were first degree holders which all made a percentage of 

49.8% out of the tota l respondents. Other 45% of teachers, 38.45% principals 

and 53.7% of WEOWs were diploma graduates. Besides 12:2% of the WEOWs 

obtained TTl certificates. The rest 2% remained unspecifiying their 

educational level. How ever most of the respondents (95.93) had above TTl 

qualification. This indica tes that the respondents were likely to have 

capability of providing the researcher with the required information . 
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According to item 3 of p age 45 Table 3, 93% of teachers, 100% of principals 

and 73.2% of the WEOWs specia lized in school subject a reas. The rest only 

12.2% of the WEOWs specia lized in management (Ed PM and developmenta l 

management) while the 21.2% specialized in other fields a ll made 7.8% out of 

the total. 

From the item, it is seen that only 12.2% of the WEOWs were man agement 

(Ed PM) graduates .This indicates that officials running the education system 

were not gra duates from the field. Bes ides, none of the principals who a re 

running the general secondary schools is a graduate from the field . This 

implies that schools did not gain what they n eed to gain through relevant 

skilled manpower. 

As can be seen from item 4 page 45 Table3, 52 .3% of the teachers, 15.4% of 

principa ls and 4.9% of WEOWs totally 40.5% of the respondents h ad been 

working for lto 5 years. 2 1.9% of teaching staff, 15.4% of principals and 4.9% 

of WEOWs served for 6-10 years while 25.8%, 69.2% and 90.2% of teachers, 

principals and WEOWs respectively had above ten years' experience. 

According to the table, more number of the respondents were grouped in t he 

first and third ranges. This means they are less experienced and more 

experienced. However , it was not believed that these groups could not give 

relevant information for the purpose because a year may be sufficient to 

consider the way a principal acts. 

In item 5 Table 3 of page 45, the two groups of respondents (WEOWs a nd 

GSSPs) were asked if they h ad experience in teaching. Accordingly, all lhe 

principals and officers were relatively experienced in teaching. This indicates 

that there is a tendency of assigning principals and WEWOs from the,schools . 

This may a lso imply two things. One may be principals, supervisors a nd / or 

experts were serving without having relevant knowledge for the positions. Th e 
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second, outstanding teachers may be initiated to serve in office rather than 

helping students. 

Table4: Respondents' Areas of Experience and Current Assignment 

Respondents 
No Item Teachers Principals WEOW 

N % N % N % 
I previous or current post other than 

teaching 
Principal . - 5 38.5 

Unit leader 17 11.3 1 7 .7 
Department head 32 21.2 5 38.5 . 
Committee's /club's head 76 50.3 2 15.4 
Unspecified 26 17.2 - -

Total 151 100 13 100 
2 Current job assignment 

WEO head 5 12.2 
Education program head 7 17.1 
Supervisor 8 19.5 . 
Expert 16 39.0 
Unspecified 5 12.2 
Total 41 100 

As can be seen from Table 4 item 1 above, 38.5% of the principal respondents 

were principals in the same or another school before they had been principal 

of the same school. The same percentage of the principals (38.5%) had been 

serving as a department head before . The other 7.69% and 15.39% of them 

had experience as a unit leader or committee's /club's head respectively. 

Teachers' current posts other than teaching are listed in Table 4 ' of item I 

above. The table shows 11.3% and 21.2% of the teachers were unit leaders 

and department heads respectively. Others (50.3%) have been serving as 

committee's / club's heads though 17.22% remained unspecifying their 

current assignment. Such positions pI:obably help teachers to practice 

management. As result, teachers would have a better understanding in the 

completion of the questionnaire. 

In item 2 Table 4 page 48, 39 .0% of the WEOWs were experts while 19 .5% 

were assigned as supervisors. Other 12.2% and 17.1% were the educa tion 

48 



offices head and education program heads . All the WEOWs were in good 

positions to have an idea in the way general secondary schools in the woreda 

function. 

3.2. Analysis of Respondents' Attitudes towards Principals' 

Interest, Success and Training 

Table 5: Interests and Achievement of the Principals 

Responses 
.. .. - -, 

No Items Responses Teachers WEOWs Pri;';~.!'p~l~ -
N % N % N 'X _ 0 _ 

13 31.7 I Did you (the principal) Yes - 4 .~~ 
want to be a principal? No 10 24.4 9 .69}_ 

I don't know 18 43.9 - -.. - ----- - -
Total 41 100 13 100 ----- - . 

2 Is the principal (you) Yes 93 61.6 23 56.1 10 76.9 
interested in managing No 30 19.9 18 43.9 3 23.1 
the school now? I don't know 28 18.5 

-- _ .. ... . -
- - -

Total 151 100 41 100 13 100--
~-

3 Are teachers interested Yes 30 19.9 9 21.9 9 69.2 
in the management style No 80 52.0 32 78.1 4 30.8 
of you (the principals) To some extent 29 19.1 - - - -

I don't know 12 8.0 - - -
Total 151 100 41 100 13 100--

--
Are you (the principals) ves 23 15.2 10 24.4 7 53.8 

4 successful in your (their) No 83 55.0 28 68.3 6 46.2 
Inanagement ---- ----

To some extent 30 19.9 - - - -
_ .. - . --

I don't know 15 10 3 7.3 - -
Total 151 100 41 100 13 100 ._-

As can be seen from Table 5 item 1 above, 69.2% of the principal respondents 

revealed that they had not had interest before they came to principals hip 

positions. And, the rest 30.8% indicated that they were interested to be a 

principal. However, 43.9% of the WEOWs said they did not know about their 

interest while 31.7% and 24.4% respectively suggested "yes" and "no" for 

principals' eatlier interests. This item was accompanied by an open ended 

question which sought a reason for why principals did hate or like to be a 

principal. Accordingly, about 63.1 % of the principals suggested that ~hey had 

disliked that because of small amount of salary paid, lack of concepts of 

management, its criticism and not to suffer much were mentioned. The rcst 
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few reasoned out that they liked to serve their society with fair management. 

From the item, it is understood that the principals a nd the other respondents 

were not interested to be principals. This implies that leadership is not 

considered as a profession. 

In item 2 Table 5 page 49, respondents were asked if GSSPs were interested 

in managing/running the schools nowadays. 6 1.6% of teachers, 56.1% of 

WEOWs and 76.9% of the principals assured that principals were interested 

in managing the schools. The rest 19.9%, 43.9% and 23.1% tcac h ~ r s, 

WEOWs and GSSPs respectively responded negatively while 18.5% of the 

teachers expressed their unknowingness in the matter. The responses 

indicate that most principals developed interes t after their assignm~nt III 

principalship positions. From this, one may note that interests may be 

developed when one starts exercising the act, which needs further 

investigation. 

Item 3 Table 5 page 49 shows the attitude of respondents towards teachers' 

interest on the management style of the principal in the schools . On the basis 

of this, 19.9% of the teaching staff and 22% of the WEOWs answercd 

positively. This response was assured by 69.2% of the principals. However, 

53% of teachers, 78.1 % of WEOWs and 30.8% of the principals indicated that 

they were not interested by principals' management s tyles. Besides, this item 

required principals to indicate the reason why teachers were not interested in 

their management if they were not really interested. The reasons written were 

due to conflicts created, teachers' vast needs and interests are difficult to 

satisfy; and some also cited lack of management skill and experience. 

Moreover, to see the significant difference among the responses of the 

respondents' opinion, chi-square statistical tool was employed. Accordingly X2 

calculated was 36.67.This shows significance difference at a =0 .05. (Appendix 

D). 
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In item 4 of Table 5 page 49, 15 .2% of the teachers and 24.4% of the WEOWs 

believed that principa ls were successful. Teachers and WEOWs ideas were 

supported by 53.9% of the GSSPs. However 55% of the teachers and 68. 3% of 

the WEOWs and 46.2% of principals reacted negatively. They believed that 

principals were not successful in their management. According to the 

majority groups of the respondents (Teachers and WEOWs), the GSSPs were 

not successful. 

The chi-square test was u sed to check the significance difference between the 

two groups of the respondents. That is X2 (3, n=205) =27.0 1, P<0.05 . This 

means the calculated X2 is greater than the table value (Appendix O).This 

indicate that th ere is significance difference. 

Table 6: Principals Training and Ways of Appointment 
..... -- . . -

Principals 
No Items Responses ---_. 

N % 

--
I How were you assigned m this By competition 2 15.4 

position? Being a member of that :2 15.4 
particular societv 
By higher authority 6 46 .2 .-
Unspecified 3 23.0 . __ . 

Total 13 100 --j -- .. 
2 Are you trained as a principal? Yes 2 15 .4 , 

No 11 84.6 __ 
T otal 13 100 __ 

3 If your answer above is " no" ,have Yes 7 63 .6 
you had short term orientation? No 4 36.4 ._---"-

T otal 11 100 __ 

As can be noted from Table 6 above, 46.2% of the principals were selected or 

assigned by higher authority. 15.4% each were appointed on the basis of 

merit (their proficiency) and by the fact that they were born or they were a 

member of that particular society. From this one may infer that more number 

of GSSPs is assigned by higher authority which may have SUbjectivity and/ or 

political implication . In this rega rd, appropriate and fit able applicants rnay 

not get a chance of being employed which in turn may harm the ge neral 
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pu rpose of teaching learning process. This is because identifying as well as 

developing effective leadership is a crucial and salient concern (Somech and 

Wenderow, 2006:747). 

Item 2 of Table 6 above depicts whether principa ls got training or not.. 

Accordingly, most (84.6%) of the principal s were not trained as a 

principalship to mange GSSs. However, in item 3, more (63.6%) of the 

principals responded that they had short-term orientation while the 36.4% of 

the principals had neither training nor short-term orientation. In this respect, 

the schools efficiency may be affected nega tive ly due to the principa ls ' 

minimal training or orientation. This is true of Melesew' s finding(2005:92). 

3.3. Analysis of Major Managerial Functions 

The major managerial functions: planning, orgamzmg, controlling, staffing, 

directing and etc. are still considered as the modern ways of rendering 

responsibility of employees though they were evolved from traditional school 

of thought with meaning difference. In line with idea, Kerzner (2002:224) 

confirmed practitioners' tendency towards the application of such functions 

in modern management system. According to Jeilu (2006:105), management 

staffs need to be enabled to carry out management tasks in areas of planning, 

program preparation, implementation and monitoring. Therefore, the 

functions of managements presented below are believed to reflect the 

performance of GSSPs. To see to what extent GSSPs practice them, the 

frequency indicators always=3, sometimes=2, and l=never were used. For 

a nalysis simplicity purpose, the ranges of the weighted means are categorized 

as follows: 

1.00-1.7 Never (low level of performance) 

1.8-2.3 Sometimes (medium level of performance) 

2.4-3.0 Always (frequent level of performance) 
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The responses given by the respondents on the management funcLions () r 
principals were a n a lyzed accordingly as follows . 

1. Analysis of Planning Function of Management 

Plannin g is one of the front line management function through which a ll the 

other functions a re carried out. The need for planning to · GSSPs IS 

unquestiona ble. This is why professionals in the field strongly recommend Lo 

have qua lified planners in addition to administrators (Eshiwani 1989: 122). [I 

is also considered as a management pitfall (Kerenz, 2002:262), Holmes, 

1993:19). The following table illustrates briefly to what extent GSSPs earry 

out p lanning and its related activities . 

Table: 7 Planning functions of Principals 

Respondents 
._.-._ . . - - .. --I 

. _.--- _. --- . 
No Planning functions " " 

Principals WEOWs Teachers 

" --_ .. .. _ .. -
~ 
0 

'" N % N % N % 
" " ..: ._-_ .. -

1 The principa l identifies the 3 9 69.2 18 43.9 48 31.8 
weakness and strength s of the 2 4 30.8 21 51.2 75 49.7-
school before planning 1 - 2 4.9 28 l 8 .S--_ .. _-

Total 13 100 41 100 151 10_~_ 
2 The principal prepares a plan 3 12 92.3 23 56.1 89 58.~_ 

according to nationa l and 2 1 7.7 16 39.0 34 22.5 
regional goals 1 2 4.9 28 

ro·----,---
- - 18.6 ... " .. _ .. _ .. ----. 

Total 13 100 41 100 151 100 
3 The plan is made known by 3 8 6 1.5 18 43.9 

ro---c.-
50 3~:..!.. ._ 

every member of the school 2 5 38. 5 20 48. 8 71 ...:!JeD __ 
clearly and m a de to accomplish. 1 - - 3 7.3 30 _~.~2l ___ 

Total 13 100 4 1 100 151 r!-~~.-
4 The plan is shared to each 3 9 69.2 21 51.2 74 49.0 

department con cerned body to 2 4 30 .8 18 43.9 48 3 1.8 
accomplish 1 - - 2 4.9 29 1'L~ __ 

Total 13 100 41 100 . 151 100 ._ 
Key: 3=Always 2= Sometimes l=Never 

As can be seen from Ta ble 7 item 1 above, 69 .2% of the principals indicated 

that they a lways identified weaknesses and strengths of the school as a 

situ a tion a n a lysis before they started to plan. The rest 30.8% indicated tha t. 
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The responses given by the respondents on the management funcLion~ of 

principa ls wer e a n a lyzed accordingly as follows. 

1. Analysis of Planning Function of Management 

Planning is one of the front line management fun ction through which a ll the 

other functions are carried out. The need for planning to · GSSPs IH 

u nquestionable. This is why professionals in the fie ld strongly recommend to 

have qualified planners in addition to administrators (Eshiwani 1989: 122). It. 

is also considered as a managem en t pitfall (Kerenz, 2002:262), Holmes, 

1993: 19). The following ta ble illustra tes briefly to what extent GSSPs ca rry 

out planning and its related ac tivities. 

Table: 7 Planning functions of Principals 
--_ .. _ .... - .. --

Respondents .--- -- -- ... - --. 
No Planning functions '" " 

Principals WEOWs Teachers 

'" -_._--_ .. -
t: 
0 

'" N % N % N % 
'" " ll: ---_ .. -

1 The principal identifies the 3 9 69.2 18 43.9 48 31.8 
weakness and strengths of the 2 1 51.2 

c -
2 4 30.8 75 49.7 __ 

school before planning 1 - 2 4.9 28 18 .5_._ 
Total 13 100 41 100 151 100 

2 The principal prepares a plan 3 12 92 .3 23 56.1 89 58·2 ___ 
according to nationa l and 2 1 7 .7 16 39.0 34 ~.?_. 5 __ 
regiona l goals I - - 2 4.9 28 18_6 

.•. - -. --_. ---
Total 13 100 41 100 151 __ 100 

The plan known by 8 6 1. 5 18 43.9 
I-;--- - ~.-

3 is made 3 50 33.~_ 
every member of the school 2 5 38.5 20 48.8 71 ~~O __ 
clearly and made to accomplish. 1 - - 3 7 .3 30 _ !.~2 __ 

, Total 13 10 0 41 100 151 100 -----
21 5 1.2 4 The plan is shared to each 3 9 69.2 74 49 .~_ 

department concerned body to 2 4 30.8 18 43.9 48 3 1.8 
accomplish 1 - - 2 4.9 29 _+J_'L~_ 

Total 13 100 4 1 100 . . 151 100 __ 

Key: 3 =Always 2= Sometimes I=Never 

As can be seen from Table 7 item 1 above, 69 .2% of the principals indicated 

that they a lways identified weaknesses and strengths of the school as a 

situation analysis before they started to p lan. The rest 30.8% indicated that. 
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they some times identify the weaknesses and strengths before plann ing was 

taking place . WEOWs and teachers' responses support the idea of the 

principals who rated sometimes and below. That is 56.1 % of the WEOWs and 

more number of the teachers (68 .2%) replied sometimes and below. Al though 

43.9% of the WEOWs and 3 1.8% of the teachers agreed with a lways, 

inconsiderable number of the principals and 18.5% of the teachers responded 

that principals never accomplish the activity. From this, it is unders tood that 

the respondents either did not have equal understanding or the re was 

sUbjectivity in responding the item. 

To see the significance d ifference between the respondents' attitude , x? 

s tatistical tool is used. The calculated chi square-test for independent 

variables with degree of freedom four is 9.86 at alpha=0.05 . The table va lue is 

9.488. This shows that respondents showed significance diffe rence 

concerning the item involving s itua tion analysis x 2 (4,n=205)=9,86 ,p < 0.05. 

Further more, weighted mean was employed to confirm the tendency of the 

respondents to which direction or side their opinion categorized. The tool 

sh ows 2.2 (Appendix D). That is, their opinion is some where between Ll s ua lly 

and sometimes. What is vivid h ere is tha t principals did not carry ou t 

situation analysis always. In line with this idea, Kemmerer (1994:1 2) s tated 

that situation an alysis should be taking pla ce all the time before planni ng. 

Item 2 Table 7page 53 depicts that most (92 .3%) of the principals, 56.1% of 

the WEOWs and 58.9% of the teaching staff all together assured that the p lan 

prepared was on the basis of national and regional goals for the academic 

year. On the other hand , some respondents did not h esitate to indicme that 

the plan was sometimes prepared according to the national and regional 

goals. Considerable number of teachers (13.9%) and WEOWs (2. 4%) a lso 

indicated 'never'. This implies that principa ls d id have good understanding to 

which a reas the plan should focus. 
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Nowadays , due to the introduction of the result oriented performance plan, 

objectives of the school are objectives of the region and the nation wh ich 

should be drawn from the mission and vision of the nation strategic plan. It: 

would be this ideology and practice or principle that leads the respondents to 

the same agreement (SNNPEB, 2004:9). 

In item 3 page 53 Table 7, 61.5% the principals, 43.9% WEOWs and :l:l. 1'1'0 of 

the teaching staff agreed that the school plan was always made known by the 

school members in the school. Nevertheless, 38.5% of the principa ls, 48.8% of 

the WEOWs and 47.0% of the teachers indicated that the plan is sometimes 

made known by the members of the school a nd had clarity. The rest 18.5% of 

teacher forwarded that the plan was never made clear and known by the 

school members . In the item, it is observed that more number of th e: 

principals positively replied the item while the teachers and officials reacted 

negatively. This .could be due to misunderstanding or subjectivity. However , 

the xw (2.21) shows sometimes. 

To see the variation among the respondents opinion x2 (chi-square) statistics 

was used. The calculated x2= 17.05 (Appendix D) is greater tha n to that of the 

table value a t a lpha level= 0.05 which assures significant difference among 

the responses. The difference tells us that school plan is not made clear to the 

member of the schools. This may imply tha t teachers know little about what 

they should do in the school and simultaneously, the principa ls' commitment 

in doing so seems minimal. As result, the schools' objectives were not to be 

executed. However, respondents were asked how often they shared the plan 

in the following item. The responses obtained were discussed as follow . 

In item 4 Ta ble 7 page 53 69 .2% of the principals, 51.2% of the WEOWs and 

49.0% of the teachers answered 'often' to indicate that the school, plan is 

sh ared to each concerned body accord ingly while 30.8% of principals, 43.9% 
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of WEOW and 3l.8% of teachers responded 'sometime ' in reacting the item. 

This item seems to be applied due to the newly introduced result oriented 

performance plan principle. As introduced earlier, one of its principles states 

that plans should be shared to each member (SNNPREB, 2004: 9). 

2. Organizing 'school activities 

Organization is another important element in school management which help 

to identify activities that will bring out the results desired. In this function , 

the principal decides and affects what jobs would have to be filled and the 

duties and responsibilities attached to each one (Adesina, 1990: II; and 

Pounder and others, 1995:565).The following table (Table 8) shows principals' 

practice of organization. 

Table 8: Principals' Participations in Organizing School Activities 
- --

No Functions of Responses Respondents -
organizations Teachers Principals WEOWs 

N % N % N 1% 
1 The principal specifies 3 47 31.1 10 76.9 I 

the school plan for easy 2 78 51.7 1 7 .7 t~==~, accurnplishnlent .-
1 26 17.2 2 15.4 

i-i3 
._"_._--_. 

Total 151 100 100 ---.---
Staff members have 3 79 52.3 13 100 

2 clear understanding to 
2 53 35.1 - -

whom to report and 
1 19 12.4 

---
work with 

- - -------
Total 151 100 13 100 

3 The principal arranges 3 22 14.6 6 46.2 8 19.5 
experience sharing 2 62 41.0 5 38.5 29 70.7 -_._-
program and school 1 67 44.4 2 15.3 4 9.~ __ 
level training with in or Total 151 100 13 100 41 100 
other school 

--
Key: 3=Always 2= SometImes 1=Never 

Table 8 item 1 above presents that principals who accounted for 76.9% and 

3l.1 % of teachers felt that principals always specifY the activities of the 

school for ease performance. However, more of the teachers (5l.7%) ancl less 

of the principals (7.7%) reported that principals sometimes spicify the 

activities for ease performance. Others, 17.2% teachers and 15.4% of the 
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principals responded that the principals never specify plans in the way starr 

members perform them easily. The weighted mean, x w (2.17) shows th at the 

performance was above sometimes. On top, the chi-square reveals that Lh c 

presence of significant difference (Appendix D). 

In item 2 Table 8, the two groups were requested to what extent starr 

members know to whom to report and to work with. Consequently, 52.3% of 

the teacher and all the principa ls (100%) indicated their confidence thaL starr 

members always know to whom to report and work with where as 35.1 % and 

12.4% of the teachers respectively replied that staff members never know to 

whom to report and work with. Regarding to this majority response, it may he 

possible to say one means of communication is practical in the schools which 

may cause success (Kerzner, 2002: 265) . 

According to · item 3 Table 8 page 56, more number of all the groups of the 

respondents replied that experience sharing or school level training programs 

with in or other school were not a lways he1d.38.5%, 70.7% and 41.0% of 

principals, WEOWs and teachers respectively assured that (i.e. principals 

sometimes arrange school level experience sharing programs.44 .4'Your 

teachers, 9.8% of WEOWs and 15.3% of principals themselves also believed 

that the activity was never held at school level. This item was tested by 

statistical tools. The chi-square at x2 (4, n=205)=25.75, p <0.05 indicates that 

the respondents showed a significant difference on the question concerning 

experience sharing program at school level. The weighted mean also showed 

that the activity was performed below medium frequency. This implies that 

the ability or the commitment of principals in giving or arranging training and 

experience sharing program was small which has impact on the school's 

efficiency (pounder and Merrill, 2001:36). However, the agreed consensus is 

that principals perform a major role In the professional developmen t or 

teachers (Addi-Raccah, 2006:291). 
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3. Controlling Function of Management 

Controlling is a three step process of measuring progress towards educational 

objectives such as measuring, evaluating and correcting (Kerzner, 2002:224). 

These steps are widely applicable in edu cation system. GSSPs also apply the 

s teps to measure the performance of their subordina tes. In the foll owing 

ta ble, an a ttempt is made to show to what extent GSSPs used them. 

Table 9: Principals' Controlling Roles 
._----

No Controlling functions Res Respondents 
po nse Principals Teachers WEOWs --_ .. _-
s N % N % N % 

1 Clear standards for the 3 8 6 1.5 56 37. 1 15 36.6 
performance of plans are set 2 4 30.8 58 38.4 21 

-- --- -
5 1.2 

1 1 7.7 37 24.5 5 12 .2 --
-- --

Total 151 100 13 100 41 100 __ 
2 Actual results performances are 3 9 69.2 57 37.8 ---

checked on the basis of agreed 2 3 23.1 54 35.8 ---standards I 1 7 .7 40 26.4 ------
Total 13 10 0 151 100 

3 Corrective actions and feedback 3 9 69.2 42 27.8 
--_·---·-1 
- --

are given after the 2 4 30.8 63 41.7 -----
accomplishment of a plan/task 1 46 30.5 --

Total 13 10 0 151 100 
•.... .. _-_ ._- -

4 Climate of honesty and integrity 3 8 61.5 63 41.7 --
is created in the work 2 4 30.8 53 35.1 
environment. 1 1 7.7 35 23.2 --

Total 13 100 151 100 

5 There are s tep by step 3 18 43 .9 
procedures to control school 2 20 48.8 --
members. I 3 7 .3 

Total 41 100 

Key: 3=Always 2= Sometimes l =Never 

According to Table 9 item 1 above, 61.5% of the principa ls reported tha t the 

principals always set standards for the performance of plans. However, 

<always> was chosen by only 37.1% of teachers and 36.6% of WEOWs to 

indicate the frequency of setting standards. More number of WEOWs (51. 2%), 

38.4% teachers a nd 30.8% of principals agreed that clea r standards were set 

sometimes/occasionally. From the responses, it is noticed that amon g the 
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controlling mechanisms the so called preparing or setting standards found Lo 

be less. This widens the chance for less controlling system because the work 

done is measured against the standards or objectives established (Stoner and 

Freeman, 1989). 

In item 2 of Table 9Page 58, more number of principals (69.2%) and 37.8%, of 

teachers responded that they always check/ measure the actual performance 

of teachers on the basis agreed standards set. However, 35.8% teachers and 

23 .1 % of principals indicated sometimes while 26.4% of teachers and 7.7% of 

principals replied 'never'. 

In this item, chi-square x2 (2, n=164) =7.45, p<0 .05 indicates the significant 

difference. This means that checking teachers' performance actually was not 

as expected. This may imply that either principals did not share the plan 

clearly or they may have ignored how much of the plan they should achieve. 

This may also be a source of conflict between teachers and principals during 

performance appraisal due to the ambiguity they have on the amount 

/quantity of accomplishment. 

Item 3 of Table 9 page 58 reports that 69.2% of principals gave corrective 

action and feedback after the accomplishment of a certain plan. Nevertheless, 

more number the teacher respondents (41.7%) and 30.8% of the principals 

supported that sometimes principals gave correction and feedback while 

30.5% of the teachers responded never. 

Item 4 in Table 9 page 58 shows how frequently principals created a climate 

of honesty and integrity in the working environment. 61.5% of the principals 

and more number of teachers (41.7%) responded that they always create the 

atmosphere while 30.8% of principals and 35.1% of the teaching staff 

answered sometimes for the item. The rest, 7.7% of the principals and 23.2% 
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of the teaching staffs replied principals in the selected GSSs never created 

honesty and integrity in working environment. 

A Chi-square u sed in this item indicated that there is significant diffe rence. In 

this regard GSSPs' a bility/commitment to create conducive working 

environment in the way respondents understood was small; which is essentia l 

element for controlling school management (Rinehart and others, 1998:6:13). 

The last item in Table 9 page 58 was answered by WEOWs to indicate thei r 

opinions as fa r as the presence of step by step procedures were concerned . 

Accordingly, 43.9% of the WEOWs reported that there were always SlCP by 

step procedures for successful control while more (48.8%) of the Wf".OWs 

indicated their 'sometimes' presence. The rest responded n ever. The statistical 

tool, mean (2. 2) assures the situation that principals prepare working 

procedures is some times (Appendix D). 

In the blue print of school improvement program, the item is set as an activity 

to be done every day not sometimes (MOE 2007: 17).There fore, the GSSPs in 

the sample study a reas had a problem of preparing or making clear 

procedures of work accomplishment. 

Generally, Table 9 illus trates that the performance of GSSPs with weighted 

mean ranging from 2.00-2.22, which is below the expected. 

4. Reporting and Motivating Functions of Management 

Reporting and motivating a re the other elements of management unction 

through which GSSPs get jobs done (SNNPREB 2004:3). As result, se lected 

items distributed to respondents were presented in the following table-. 
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Table 10: Respondents' Responses on Reporting and Motivation 

Respondents . . 
No Item Responses T eachers WEOWs 

N % N % 
1 The principal initiates 3 58 38.4 14 34. 1 

stakeholders (community, 2 66 43.7 25 61.0 
NGOs and WEO) to 1 27 17.9 2 4.9 
accomplish their activities in 
the cognizance of the Total 151 100 41 100 
school's objectives. 

2 Actu a l results performances 3 13 31.7 ... 
are checked on the basis of 2 24 58.5 
agreed s tandards 1 4 9.8 

Total 41 100 j 
Key: 3=Always 2= Somebmes I=Never 

As can be seen from Table 10 item 1 above, more number of WEOWs (6 1.0%) 

an d teaching staffs (43.7) responded that the GSSPs sometimes initiated 

stakeholders(community, NGOs and WEO) to accomplish their respec tive 

concern in the cognizance of schools objectives . However, 38.4% of teachers 

and 34. 1% of the WEOWs believed that GSSPs often initiate stakeholders to 

accomplish their activities. Others, 17.9% of teachers and 9.78% WEOWs 

never thought principals initiate the stakeholders mentioned.Totally, a bout 

60% of the teachers and 65%of the WEOWssaid tha t principals initiated the 

s takeholders below sometimes scale value. The x2 and weighted mean used 

proved the situation (Appendix D). That is the accomplishment of the item 

was below sometimes. This implies the role GSSPs play to · motivate 

stakeholders is minimal. However, literature reveals that this should be 

practiced regularly (Datnow and Castellano, 2002:221; MoE, 2007:17). 

According to item 2 of Table 10 page 68, 31.7% of the WEOW selected u s ually 

and 58.5% responded sometimes while each 9.8% replied never to indicate 

the extent of reporting from school to woreda was clear, complete a nd timely. 

From this, it could be understood that WEOWs were not satisfied by their 

reporting style and in turn this may indicate their low performance, tao. 
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3.4. Analysis on Management Skills 

According to Davis (1 998:66) a nd Datnow a nd Castellano (200 1:221), because 

of the complex nature of principals' roles, they require appropriate skills 

which may rescue them from doing evilly. They must be capable of inquiring 

into the problem they face (Larson, 1997:348) .The management skills namely 

conceptual, technical and interpersonal help principa ls accomplish their job 

appropriately. Therefore, the respondents' views towards the skills of GSSPs 

were categorized of in to 5 scales, namely, 5~ strongly agree, 4~ agree 3~ 

undecided, 2~ disagree and 1= strongly disagree . Table 11 shows to what 

extent principals use these major skills following their analysis. Although the 

degree is not the same (among agreements), the first and the last two indicate 

nearly the same opinion. Therefore, for the sake of convenience, and to avoid 

confusion, frequencies of responses given to the first a nd las t two scales are 

combined. By so doing, most of the rating scales are minimized in to 3 i.e. 

Agree, Medium and Disagree for percentage interpretation a nd the weighted 

means are scaled as; 

0.5-15~Strongly Disagree 

1.6-2.5=Disagree 

2.6-3.5~ Medium (undecided) 

3 .6-4.5= Agree 

4.6-5-5.00 ~Strongly Agree 
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Table 11: Views of Respondents towards GSSPs Management Skills 

Respon 
dents Responses 

No Managerial skills 5 4 3 2 1 Total 
N % N % N % N % No % N % 

1 Conducting frequent A 7 53.9 4 30.8 1 7.7 1 7.7 
.. 

- - 13 100 .. , '" 

classroom observation and 
giving rele vant feedback C 23 15 .2 59 39 .1 21 13.9 27 17 .9 21 13.9 l SI 100 

2 Creating conducive climate A 6 46 .0 6 46.0 1 8.0 13 100 
for teaching and 
1ea rning/ school's B 8 19.5 20 48.8 7 17.1 4 9.8 2 4 .9 41 100 
objectives 

C 40 26.5 60 39.7 15 9.9 21 13.9 15 9.9 151 100 

3 Cooperating well with A 8 61.5 4 30.8 1 7.7 13 100 
other members of the staff 
and WEO 

B 15 36.6 17 41.4 4 9.8 4 9.8 1 2.4 41 100 

C 32 21.2 66 43.7 20 13.2 15 9.9 18 11.9 151 100 
4 Involving PTA and A 9 69.2 3 23.1 1 7.7 13 100 

concerned bodies in the B 13 31.7 17 41.5 6 14.7 4 9 .8 1 2.4 41 100 
school improvement 

C 38 25.2 65 43.1 21 13.9 17 11.3 10 6.6 15 1 100 
program 

5 Checking the lesson with C 32 21.2 46 30.5 30 19.8 22 14.6 21 13 .9 151 100 
real life s ituation of 
student 

6 Encouraging teachers to C 30 19.9 52 34.4 28 18.5 22 14.6 19 12.6 151 100 
conduct research 

7 Looking for a mechanism C 22 14.6 52 34.44 28 18.5 22 14.6 27 17.9 151 , 100 

I to develop the profession of 
teache rs 

8 Communica ting the C 37 24.5 55 36.4 23 15.2 22 14.6 14 9 .3 15 1 100 
school's rules and policy to 
the stakeholders clearly 
and regula rly 

9 Considering the opinion of C 36 23.8 55 36.4 28 18.5 21 13.9 11 7.3 151 100 
students as a vital input in 
evaluating the school plan 

Key:A= Principals, B= WEOWs , C= Teachers 
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As can be seen from Table 11 item Ipage 63 , 53 .9% of the principals and 

15.2% of the teachers strongly agreed (believed) that principals frequently 

conduct classroom observation and give relevant feedback after observation. 

Others , 30.8% of the principals and 39.1% of the teachers agreed on that 

principals frequently conducted classroom observation and give relevant 

feedback while 13 .9% of teaching staff and 7.7% of the principals unable to 

decide on the condition. The rest 13.9% of the teachers strongly disagreed on 

the act of frequent classroom observation. Regarding to this item, it seems 

that principals perform the activity in a better way which may result good 

learning-teaching conditions. Besides, t-test is applied to check the 

s ignificance difference at a lpha=0.05 with average degree of freedoml9. 

The calculated t-value 0.12 is less than the table value 2.093 which means no 

significance difference is observed. 

In item 2 table 11 page 63, 46.15% of the principals, 19.5% of WEOWs and 

26.5% of teachers strongly agreed that principals create conducive 

atmosphere for teaching and learning process; and 46.0%, 48.8% and 39.7% 

of principals, WEOW and TS respectively answered 'agree'. Others, 

considerable percentage of Teachers (13.9) and 9.8% ofWEOWs and 9.93% of 

TSs and 4.9% of WEOWs respectively responded disagree and 'strongly 

disagree'. From the item it is seen that more number of the principals' 

responses lean towards positive side comparing to other respondents' 

responses i.e., the percentages of the principals who selected (5) and WEOWs 

who selected (5) were vary largely. This may indicate there is no clear 

consensus among the respondents. Any how, the weighted mean (3.66) 

confirms that the conducive climate created was above the medium. This 

implies that GSSPs in the sample GSSs attempted (if not succeeded) to make 

the environment attractive for quality education to students. This is one of 

the profiles that principals should fulfill (MoE, 2004:32). 
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According to item 3 Table Ilpage 63 , 6 1.5% GSSPs, 36.6%WEOWs and 

21.2% of Teachers strongly believed that principals cooperate well with other 

staff members and WEO too. Moreover, relatively more percentages of 

WEOWs and Teachers (41 .4% & 43.7% respectively) and 30.8% of the 

principals selected "agree". However, a few of the respondents replied (2) and 

(1) to indicate their disagreement and strong disagreement. Gencrally, 

principals had good cooperation and rela tion with staff members and WEOWs 

though the extent of respondents' belief on this matter is different. 

In item 4 Table llpage 63, 69.2% of principals, 31.7% WEOWs and 25.2% of 

Teachers strongly agreed that principals involve Parent Teachers Association 

in school improvement progra m. Besides, 23. 1%, 41.5% and 43.7% of 

principals, WEOWs and Teachers respectively said 'agree' with the idea. 

Others 13.9% of Teachers and 14.6% of WEOWs remained undecided the 

situation. The rest few of the respondents indicated their disagree men t. 

Though the respondents' attitude in this specific item seems positive or above 

medium (3 .79 in weighted mean measurement),scholars believe thal the 

activity should be practiced regularly and principals often must spend 

increased time promoting the school's image a nd working more closely with 

parents, teachers, school boards and other external agents (MOE, 2004: 32; 

Da tnow and Castellano, 2001:222). 

In item 5 Table 11page 63, only Teachers were asked to what extent they 

agree that principals check whether the lesson of the students relate with real 

life situation. The assumption giving the items only to the group was tha t 

they might have better unders tanding. Accordingly, 21.2%, 30.5%, 19.8%, 

14.6%, and 12.6% of the Teachers respondents answered (5), (4), (3), (2), a nd 

(1) respectively. Though more of the Teachers indicated (4), further statistical 

tool was used. Consequently, the mean (3.1 6) indicates the agreement is 
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around the medium scale or undecided zone. This reflects that the 

performance was not as expected. 

Likewise, in items 6, 7, 8 and 9 Table Ilpage 63, similar scenario is observed 

as item 5. The responses are distributed randomly among the scales without 

showing a clear tendency of respondents' emotion about the issues raised. 

The statistica l tool used shows the attitudes respondents had on the 

particular issue was around medium scale or undecided zone. In these items, 

it may be concluded that the respondents ' views on the issue seems a 

constituent of ambiguity. 

Table 12: Responses of Respondents about Management Skills 

.... _. __ .- .--
No Item ResDonses ----,--...., 

~ 5 3 2 Tota l v 4 1 
"0 No % No % No % No % No % No c 
0 
0.. 
(/) 
v 
~ 

The plan is B 8 19.5 24 58.5 4 9 .8 3 7.3 2 4.9 
I-c-. 

41 
accomplished -With harmony at A 8 61.5 4 30.8 1 7.7 - - - - 13 
school 
The principal comes B 5 12.2 23 56.0 7 17.1 4 9.8 2 4 .9 41 
with innovative ideas 

Key:A~ Principa ls, B~ WEOWs, C~ Teach ers 

As Table 12 item 1 above depicts, 19.5% of the WEOWs and 61.5% of the 

principa ls strongly agreed that there is harmony in accomplishing objectives 

while 58.5% and 30.8% of WEOWs and principals respectively answered 

'agree'. Considerable numbers of the respondents remained undecided or 

disagreed with the issue. 
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The t-test at alpha=0.05; df=30, confirms that the majority of the respondents 

answered positively in responding the item. In item 2 page 66 table 12 more 

percentages (56.0%) of the WEOWs agreed that principals come with 

innovative ideas. The table generally shows that principals in one or another 

way may accomplish the objectives. However, the responses are distri buted 

a long the scales. 

3.5. Major Managerial Problems 

In the situation wh ere appropriate education and training are limited , it is 

obvious that problems in management are likely to occur. This is true in 

American education, too (Pounder and Merril, 200 1:27). In our situation , the 

problem seems serious due to lack of proper education and qualification in 

the field. Therefore, in the following sections, an attempt was made to ana lyze 

the common problems GSSPs face based on the attitudes of the respondents 

turn by turn using the same scale as the previous section. 

3.5.1. Qualification and Knowledge Related Problems 

Educational background or qualification can be one of the determina nts 

which help principals to discharge their responsibility. Experience, tra ining 

and qualification all increase our understanding to the way object.ives 

achieved(Dubale, 1997:39).Accordingly, in Table 15 respondents" attitudes 

were presented and analyzed to show to what extent qualification and 

knowledge related problems (qualification, knowledge, experience and 

tra ining)influenced principals to carry out their duty. 
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Table 13: Qualification and Training of Principals as perceived by Respondents 

No 
... 
I': Responses 
" problems '" I': 
0 

'" '" " P:: 
-

5 4 3 2 1 Total 

N % N % N % N % N % N % 

1 Lack of proper training A 6 46.1 4 30.8 1 7.7 2 15.4 - - 13 100 
B 13 31.7 11 26.8 5 12.2 7 17.1 5 12.2 41 100 
C 43 28.5 61 40.4 11 7.3 26 17.2 10 6.6 151 100 

2 Lack of basic knowledge of A 7 53.8 4 30.8 - - 2 15.4 - - 13 100 
educational mgt. B 10 24.4 18 43.9 3 7.3 7 17.1 3 7.3 41 100 

C 30 19 .9 52 34.4 19 12.6 31 20.5 19 12.6 151 100 
3 Lack of clear A 2 15.4 2 15.4 - - 6 46.2 3 23.0 13 100 

understanding of B 9 21.9 5 12.2 7 17.0 12 29.3 8 19.5 41 100 
educational policy C 21 13 .9 44 29.1 18 11.9 43 28.5 25 16.6 151 100 

4 Absence of experience to A 1 7.7 8 61.5 2 15.4 1 7 .7 1 7.7 13 100 
tackle challenges B 9 21.9 21 51.2 3 7.3 4 9.78 4 9.8 41 100 

C 30 19.9 48 31.8 23 15.2 32 21.2 18 11.2 151 100 
5 Unable to give convincing C 21 13.9 33 21.9 23 15.2 45 29.8 29 19.2 151 100 

comments after the 
accomplishment of a plan 

Key:A= Principals, B= WEOWs, C= Teachers 

"" .. ' 
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According to Table 13, item 1 page 68, tota lly about 77% of the principals, 

57% of WEOWs and 68% of the Teachers indicated their agreement tha t the 

GSSPs have a problem of proper training that impede their duties to perform/ 

accomplish. Among the respondents, in the particular issue 7.69% of 

principals, 12.2% of WEOWs and 7.3% of the Teachers remained undecided. 

The rest, 15.4%, 29.3% and 23.8% of GSSPs, WEOWs and TS respectively 

answered that principals of general secondary schools in the zones a nd 

special woreda did not lack training. However, according to the majority or the 

respondents, GSSPs lack training. The responses of the respondents were 

proved by weighted mean (3.66) which mea ns above the medium (strongly 

agree zone)(Appendix O).This situation was proved by Hassen (2005:82 and 

Melesew,2005:92) which says majority of the principals were not trained in 

school administration. However, Lockheed and others (1991: 134) 

recommended that managers at various levels should have the training to do 

their jobs effectively. 

Principals ' main problem is not only lack of proper lraining but also lack of 

basic knowledge of management. As can be seen from item 2 of table 13 page 

68, about 84% of the GSSPs themselves, 68% of the WEOWS and 54% of the 

Teachers all together agreed (if not strongly agreed) that the leaders of the 

GSSPs lack basic knowledge of management. The weighted statistical mean 

(3.41) also confirms the situation (Appendix D) . From this , it might be 

possible to say that the GSSPs who were working in the schools ' used their 

experience or their short term orientation to run the school. Nevertheless, the 

impact created on the school improvement program and students' result in 

general would be damaged (World Bank, 1990:32). 

In item 3 of table 13 page 68, respondents were asked if know!cdge of 

edu cational policy was a problem of GSSPs in the zones and special worcda in 

sam ple GSSs . As result, 30.8% of the principals, 34% of WEOWs and 43% of 
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th e Teachers a greed that principals' knowledge of educational policy was 

limited while 69.2% of the GSSPs, 48.8% of WEOWs and 45% of the teaching 

staff where the selected principals were working with disagreed with s pccific 

ma tter. 

It is seen that more of the respondents were to disagreement position. This 

means that principals did not have a problem of educational policy 

understanding. Further more, the weighted mean (2 .91) assures the 

disagreement position. The respondents might have considered that 

principals understood the policy because of the exposures they had or there 

had been some ways that crate awareness to GSSPs. 

According to item 4 of table 13 page 68, about 69.2%, 73.2% and 5l.7% of 

the principals, WEOWs and teachers all agree that principals were not well 

experienced to solve the problem that faced the school or them.15.4% of 

principals,7.3% of WEOWs and 15.2% of the teachers on the other hand 

remained undeCided while about 15.4% of principals, 19.5% of WEOWs and 

33 .1 % of teachers responded negatively. From the responses of this item, 

principals were not experienced enough for principalship positions. This is 

perhaps most of the general secondary schools are nowadays established in 

the remote areas of the zones. In developing countries, like ours, the great 

majority of educational managers lack experience and training they need to 

fulfill their professionals' roles effectively (Lockheed and others, 1991: 135). 

The last item in Table 13 of table 13 page 68, depicts that the views of 

teachers towards convincing comments given by GSSPs after the 

implementation ' of a plan. In this respect 35.8% of them agreed that 

principals were unable to give convincing comments after teachers 

accomplished their respective objectives while 49.0% of them re spo nd ed 

disagree. The res t 15.2% of the teaching sta ffs rema ined undecided. The 
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calculated m ean also shows that the accomplishment is below medium (2.8 1). 

Therefore , it can be said that principals had problems in this area. This 

indicates that the presence of problem on planning functions. Regarding to 

this idea, Stephen H. Davis concluded that one of the reasons for the failure 

of principa ls is poor planning and decision making (Davis, 1998:65). 

3.5.2. Principals' International Problems 

It has been stated that principals do in collaboration with stakeholders 

(teachers, employers, parents, students and non-governmental organizaLiol1s) 

in previous sections. In the day-to-day interactions, principals need 

interpersonal skills which may be acquired through training though it can be 

acquired by natural (Davis, 1998:66). In the following table, it was tried to 

present interactions related problems following analysis . 

71 



Table 14 : Int ernational Problems of Princ ipals as Perceived by the Respondents 

Respons es 
.... 

No prob lem s <: 
" 'tl 
<: 
0 

'" " 
I 

" P:: 

5 4 3 2 1 Total 

N % N % N % N % N % N % 

1 Principals lack autonomy to 
make decisions A - - 3 23.1 3 23.1 3 23. 1 4 30.7 13 100 

2 Unnecessary interface of 
woreda education officers A 3 23. 1 5 38.5 1 7.7 4 30.8 - - 13 100 

3 The society is not coopera tive 
in the school activities A 1 7.7 1 7.7 1 7 .7 6 46.1 4 30.8 13 100 

4 Communication from WEO to A 4 30.8 3 23. 1 - - 3 23.1 3 23.1 13 100 
school is slow and vice versa B 7 17.1 17 41.5 5 12.2 8 19.5 4 9 .8 4 1 100 

5 Lack of su pport from WEO A 4 30.8 4 30.8 - - 4 30 .8 1 7.6 13 100 

i 6 u na. lh t: to create good reiaLivrl b I i u ~4 . 4 ' 16 :09.0 
1

5 :l2 .2 

I
Y : L2.U 1 I ~A 41 i 00 , 

! 
I with s takeholders(teachers , : 

parents , WEOWs) C 25 26.6 28 18.5 24 15.9 46 30.5 28 18.5 151 100 
7 Lack of acceptance by 

stakeholders(NGOs,employers, B 5 12.2 10 24.4 7 17 .1 13 31.7 6 14.6 41 100 
I parents) 

Key:A= Principals , B= WEOWs, C= Teachers 

.\"" 
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As can be seen from item 1 Table 14 page 72, principals did not believe that 

they had problem on autonomous. Only 23.1 % of them agreed that they lack 

autonomy while about 53.8% of them disagreed with the idea. The reSl 23 .1 % 

remained undecided due to their own reason. However, the problem does not 

seem serious. The arithmetic means (;- =2.38) proves that below the medium, 

which means more number of the respondents disagree with the idea. 

However, in item 2 Table 14 page 72, 23.1% and 38.5% of the principals 

respectively responded strongly agree and agree in replaying the unnecessary 

interference of woreda education office. The agreement side makes a total of 

61.5%. The rest 30.8% showed their disagreement while 7.7% remained 

undecided. The arithmetic mean (;- =3.54) also shows that above the 

medium. Principals believed that there has been unnecessary interference of 

woreda education officers in the school management. But items 1 and 2, in 

Table 14 page 72, seem contradicting with each other. This may be because 

principals did not understand the item. If principals did have interference 

problem, it is difficult to say they are autonomous. ~ 

According to Dimmock and Walker (1998:58), principals are powerful and are 

seen as a chief executive of autonomous units in some countries and others 

loose this autonomous in other countries. In Ethiopian situation, it is clearly 

stated that principals are given autonomous (MOE, 2002:33). However, the 

responses show the 'autonomy' is only on paper. 

Item 3 Table 14 page 72 presents that the attitudes of principals towards the 

society they served in relation to cooperation in the sample zones and special 

woreda in the region. The principals (76.9%) indicated that they disagreed (if 

not strongly disagreed) with the idea. That is, the society was cooperative. 

Others, 15.4% and 7.7% of the principals agreed and remained undecided 

respectively. According to the majority of views, society is cooperative. This 

implies that principals have good conditions to run the school smoothly; and 
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it also shows that the society is used to having a spirit of ownership unlike to 

that of Melesew's finding (Melesew, 2005) 

According to item 4 Table 14 page 72, 53.8% of the principals and 58. 5% of 

the WEOWs indicated that communication from school to woreda was slow. 

Besides, the t-test at alpha=0.05 and average degree of freedom by Welch 

Satterthwaite Solution is 12 and t-test= 0.34. Therefore the calculated t-test 

is less than the table value 2.179. This implies that there is no significant 

difference with the hypothesis communication from WEO to school or from 

school to woreda is slow. 

Principals, in item 5 Table 14 page 72 were also requested to show t.heir 

agreement on the extent of support they got from WEO. Accordingly, 6 J .6%, of 

the principals agreed that the support from the WEO was not enough. Others 

30.8% and 7.7% forwarded their disagreement to the contrary. Generally, 

from the responses the support seems low. This implies the profess iona ls' 

relation between the two organizations is loose. Following the support 

principals got from the WEO, respondents were asked to suggest their 

relation. 

Hence, totally 63.4% of the WEOWs and 45.1 % of Teachers responded 'agree', 

while about 24% and 49% of WEO and teachers respectively responded 

negatively. Thus, more number of WEOWS and TS respectively responded 

positively and negatively. From this it is observed that respondents either 

reflected subjectivity or teachers may not have clear understand to what 

extent the action was taking place. However, the t-test (3.5) shows that there 

is significance difference at alpha=0.05 and 100 degree of freedom with the 

idea proposed. 
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According to the last item of Table 14 page 72, WEOWs were asked if 

stakeholders · did not accept the GSSPs with their own various reason s . 

Thus, 36.6% of them responded that stakeholders did not accept 

principals. About 46% of them disagreed. The x =2.88 assures that their 

less acceptance. This may be due to the interactions principals had wilh 

stakeholders . 

3.5.3. Personal and Situational Problems of Principals 

The cause for poor instructiona l leadership may not always be the 

qualification of the principals hel she acquired but also the character of 

the principal itself and some situational factors. Showing commitment, 

interest; or the availability of all kinds of resources are examples of such 

kinds (Griffith in Dubale: 1997:41).Likewise, respondents were requested 

to comment on principals' personal and situational problems. 
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Table 15: Respondents' Views Related with Personal and Situational Problems 

, 
.,, ' U .. 

I: 
No " Responses '" I: 

0 
problems '" III 

" ~ 
5 4 3 2 1 Total 

N % N % N % N % N % N % 

1 Lack of commitment B 7 17.1 14 34.2 6 14.6 11 26.8 3 7 .3 41 100 

I 

C 29 18.2 37 24.5 16 10.6 42 27.8 27 18.0 151 100 

2 Unable to utilize resources 
properly C 32 21.2 44 29 .2 10 6.6 34 22 .5 31 20.5 151 100 

3 Unable to create fund A 5 38.5 7 53.8 I 7 .7 - - - - 13 100 
creating mechanism 

C 34 22.5 49 32.4 17 11.3 34 22 .5 17 11.3 151 100 

4 Lack of interest in B 6 14.6 9 22.0 8 19.5 11 26.8 7 17.1 41 100 , 

principa1ship position ! 

C 16 10.6 30 19.8 35 23.2 35 23.2 35 23.2 151 100 

5 The decisions made are not B 8 19.5 14 34.2 5 12.2 14 34.1 - - 41 100 
on the basis of factual C 26 17.2 54 35.8 17 11.3 40 26.5 14 9.3 151 100 
information 

6 Great number of students to A 5 38.4 2 15.4 2 15.4 2 15.4 2 15.4 13 100 
manage 

Key:A~ Principals, B~ WEOWs, C~ TSs 
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According to item 1 Table 15 page 76, about more than half of the 

WEOWs and 42% of the Teachers indicated their agreemen t that the 

GSSPs in the selected schools lack commitment. On the other hand, 

about 34% of WEOWs and 45% of the Teachers did not think principals 

lack commitment. The t-test (t cal; 1.22 and t table; 1.988) show no 

significance difference, i.e. the tool proves lack of commitment. 

According to item 2 Table 15 page 76, about 50% of the teaching staff 

said principals were not able to utilize resources properly while 43.0% 

disagreed with the idea. Thus, the response suggests that principals werc 

unable to manage resources where their shortage has been a larmingly 

increased and created frustration (Grubb and Joseph, 2006:519). 

In item 3 Table 15 page 76, the problem of fund raising mechanism was 

raised. Most (above 92%) of the principals and 54.9% of the Teachers 

responded that fund raising mechanism was not created due to their 

unknown reason or reasons. The item was also checked by t-test and 

does not show significant difference. This implies that the schools 

expected every thing from the external bodies to run each of their 

programs. (MOE. 2005: 158). 

As can be seen from item 4 Table 15 page 76, about 36% of the WEOWs 

and about 30% of the Teachers answered agree in responding their 

respective opinion about interest in principalship position. About 43.9% 

the WEOWs and 46.4% of TS forwarded their disagreement. However, the 

principals' interest was found to be low in previous discussion (Table 5) . 

As far as the decisions made by principals are concerned, item 5 Table 

15 page 76 presents that about 53.7%of WEOWS and 53% of TS agn,ed 

that the decision made at school level by the school principals were 

without evidence while 34.1 of WEOWs and 35.7% of TS disagreed with 

the idea. The weighted mean indicates that the agreement is above the 
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medium (3.28). Therefore, it can be said that the decis ions made did not 

create satis faction by the Teachers in the school. Literatures in the areas 

of decision ma king appreciate shared decision making process which 

provides factu a l information (Devos and others, 1998:70 1). 

In item 6 Table 15 page 76, 53.8% of the· principals felt a problem of 

large number of s tudents others equally, 15.4% selected (3), (2), and 

(1).From this, it is possible to say student size was a nother problem for 

more of the GSSPs in the sample s tudy areas. Open ended questions 

presented to respondents were summarized in brief as follow. 

Among the lists of the major managerial problems, political influence was 

reported. Under this, the points mentioned were principals ' assignment 

on principa lship position on the basis of political active participation 

rather tha n merit became a big problem. Due to this, principa ls could 

not run their engagement properly because they were not assigned by 

merit. The second big problem is principals were not staying at school to 

facilitate teaching and learning program. They are usua lly working for 

political issues . This coincides with the idea of Ethiopian Ministry of 

Education (MoE;, 2005: 158).Besides, work load and economic problems 

were worth noting problems mentioned. 
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CHAPTER FOUR 

4. Summary, Conclusions and Recommendations 

4.1. Summary 

The main purpose of this study was to look into the major managerial 

problems of general secondary school principals in SNNPR State and 

point out the prevailing problems and suggest possible solutions. 

In order to achieve this purpose, the study attempted to answer the 

following three basic questions: 

1. To what extent do the general secondary school principal s 

accomplish the key functions of ma nagement well? 

2. To what extent do general secondary school principals apply the 

appropriate managerial skills to promote staff performance? 

3. What are the major managerial problems that the untrained GSSPs 

encounter when they lead their respective schools? 

The study was carried out in SNNPRs in eight selected GSSs- Guraghc 

Zone, Siltie Zone and Yem Special Woreda. These were selected u sing 

purposive sampling technique followed by random sampling technique. 

The necessary information from GSSPs, WEOWs and Teachers were 

collected using sets of questionnaires. 

A total of 223 copies of questionnaire were distributed to 13 principals, 

48 WEOWs, and 162 teachers. The returned were 205 (90.7%) which 

comprised of 13 principals, 41 WEOWs and 151 teachers. The data 

obtained were tabulated and analyzed using various statistical tool s: 

percentage, mean , weighted mean, chi-square and t-test where they were 

appropriate . After a thorough analysis had been made on gathered data, 

the following main findings were brought to the fore ." 
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1. Among the forty-one WEOWs, there were only two femalc 

supervisors in the eight WEOs . Similarly, no female principals in 

eight of the GSSs; and among the 151 GSS teachers, only 15 were 

female teachers. 

2. None of the principals III the study areas was a gradua te 01" 

relevant field for principalship position nor had relevant and amplc 

training except 15.4%. Similarly, woreda education officers 

(experts, programmers) who were running the system in local level 

were not profess ionals for the pos itions except 5(12.2%) . 

3. In relation to principa ls' interests, before they became principals of 

the schools, majority (63.1 %) of them were not interested due to 

lack of concepts of sch ool management, its poor payment, and its 

criticism. However, all the groups of the respondents (61.6% 01" 

Teachers, 56.1% of WEOWs and 76.9% of GSSPs) indicated that 

principals became interested after they had been assign ed in the 

positions. 

4. As indicated by 78. 1% of WEOWs and 53% of the TSs, teachers 

were not interested in the management or leadership style ·of the 

principals and 55% of Teachers and 68.3% of WEOWS thought 

principals were not successful in managing the school. 

5. Majority (46.2%) of the principals were assigned by higher 

authority for principalship pos itions while others were assigned by 

other means. 

6. As fa r as planning functions were concerned, majority of WEOWs 

(51.2%) and 49.7% of TSs responded that GSSPs sometimes 

analyzed the s ituation before planning was taking place. The 

weighted mean (; w=2 .2) as well as x2(4, n =2 05) = 9.86, p<o.o5 

assures the significance difference (Table 7). 

7. Concerning flow of objectives from na tional to local, 92 .3% of 

GSSPs, 56.1% of WEOWs and 58.9% Teachers indicated that thc 
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plan was always prepared according to the national and regiona l 

goals. 

8. As indicated by a ll the principals and 52.3% of Teachers, staff 

members knew to whom to report and work with. 

9. In relation to professional development progra ms In training a nd 

expenence sh a ring activities in school level, majority of the 

respondents (85.43% of TSs ,53.8% principa ls and80.5% Lh " 

WEOWs) revealed that the activity of experience sharing and school 

level training progra ms were arranged below medium a nd m ediu m 

frequency. The chi-squ are test x2 (4, n=205)= 25.75, P<0.05 proves 

the difference. 

10. According to the 61.6% of Teachers and 65.9% of WEOWs, 

principals sometimes initiated stakeholders to accomplish the 

schools' activities in the cognizance of schools' objectives (Table 

10). 

11. As indicated by more number of WEOWs and Teachers, actual 

performance were sometimes checked against the agreed 

standards. 

12. The data finding revealed the problems of qualification , 

knowledge a nd training in educational management. Accordingly: 

• About 86% of GSSPs, 52% of WEOWs and 69% of Teachers 

indicated lack of training. 

• About 84% of principals, 68% of WEOWs and 54% of 

Teachers indicated that principals were not experienced. 

13. In relation to problems related from day to day interactions : 

• 61.5% of the principals pointed out that the unnecessary 

interferen ce of WEO. 

• Most of the groups (principals and WEOWs) indicated that 

communication from woreda to school or vice-versa was a 

problem. 

81 

.. 



• Unabling to create good relation with stakeholders was a lsu a 

problem a s indicated by respondents. 

14. As pointed out by the result of the study, the following are the 

major problems created due to personal and situationa l facturs . 

According to: 

• 51.2% of the WEOWs, principals lacked commitment. 

• 92.3% of principals and 55% of Teachers, principals were 

unable to crea te fund creating mechanisms 

• 53.7% of WEOWs and 53% of Teachers, principals decided 

without factual information on teachers' affairs. 

• 53.9% of the principals, great number of students beca me a 

problem for their leadership. 

15. Respondents a lso explained the other major managerial problems 

through open-ended questions. Among the lists, assigning 

principals without their actual merit, principals' work load and 

lack of finance were setbacks for good management at school. 

4.2. Conclusions 

Based on the major findings presented above, the following conclusions 

were drawn. 

1. As the data finding revealed, none of the principals and only 12.2% 

of WEOWs were graduates of related field from their appointment. 

Besides, it was only 15.4% of the principals who trained for 

principalship. From this, it is possible to conclude that education 

system in general secondary schools and in woreda level is led by 

persons with no or little training or qualification in the related field. 

2. A good number of WEOWs (78 .1%) and 53% of Teachers believed 

that neither teachers were interested in the leadership styles of 

principa ls nor were successful. This means that principa ls' 

interpersonal and technical skills were found to b e low. 

82 



3. Assigning principals for principalship position by WEO with out. 

clear criteria m ay h ave a tendency of subjectivity or emotion. This in 

turn harms the education system. 

4 . The majority of the respondents indicated that th e weaknesscs m ,d 

strengthens of the schools were not identified before a plan is 

prepared for the next academic year. From this, it is possible to say 

that principals plan wha t is irrelevant or they strictly adopt the higher 

level plan or they plan that it seems relevant for them. 

5. According to all groups of the majority respondents, expenence 

sharing a nd training programs held at school level found to be 

minimal. This implies that principals had not capa bili ty or 

empowering teachers a nd every training was expected from higher 

level; and the attention given for professiona l development is 

inconsiderable. 

6. In the finding, it was showed that principa ls rarely initiated 

stakeholders in the accomplishment of school activities in the 

cognizance of school's objectives. This implies that principals do not 

consider the role of stakeholders in achieving the school's goals or 

principals may consider themselves as the only person for the school. 

7 . Though agreed s tanda rds were set for the accomplishment of plans, 

the achievements were not checked/ measured against the 

standards set. From this, it is possible to state principals are not in 

the position to identify who perform what and to what extent. 

S. According to all groups of the respondents, generally, principa ls 

have serious problems 111 the areas of profession, experience, 

interactions with concerned bodies, and situational and persona l 

factor which include heavy work load, lack of financial · resources 

and negative a ttitude towards principalship. From these, it could be 

concluded tha t GSSs a re not producing what is exactly expeGtcd 

because the "en gin e" has got trouble. 
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4.3. Recommendations 

Depending on the findings obtained and the conclusions drawn from the 

study, the following suggestions are forwarded to remedy the problem so 

that the management of general secondary schools in the study area~ 

would be improved. 

1. Educational man agement IS a profess ion which has its own 

theories, principles and application . Logically, people who run tile 

education system must be aware of these theories, principles and 

application. As a matter of fact, school principals should be trained 

and qualified in the field. Therefore, principals in general 

secondary schools and WEOWs as well in the study areas should 

have relevant qualification and training when they come to their 

respective job positions. The qualification and/or training they 

acquired will help teachers to be interested by their leadership 

style and .leaders can be successful. Two urgent and situationally 

appropriate options might help to do so. One would be introducing 

the existing principals with relevant training program through in ­

service training; or the second option is assigning professiona lly 

qualified principals for the positions. 

2 . Assigning principa ls for principalship positions by WEO might 

cause subjectivity and emotion. Therefore, the concerned bodies 

should have clear criteria on the basis of merit which can result 

effective leaders. 

3. Situational analysis helps to assess the strong and weak sides of 

the organization. Plans should be prepared on the basis of this. 

However, the effort shown to do so was small. Therefore, GSSPs 

should have awareness a bout the significance of situation analys is; 

the way it is conducted and they should practice it. 

4 . The attempt made to empower teachers at school level through 

experience sharing or tra ining was small. Hence, principals should 
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try to arrange peers learning, short term training and experience 

sharing program for their professional development at school level. 

5. Stakeholders are concerned bodies in the school improvement 

program. It is the principal who plays a role in participating them. 

The principals' role in this matter was not much. Therefore, 

principals' have to initiate all the stakeholders in the way they 

participate meaningfully by using their own mechanism. 

6 . Principals' role in who performs wha t a nd to what extent wmi 

another problem. The agreed standards were not in use to measure 

the actual results . Therefore, principals ought to check or measure 

the actual performance against the standa rds. 

7. Generally, principals running GSSs had problems in many areas of 

management functions and skills. The mam reason was 

qualification and/ or training. Therefore, to minimize the problems, 

government should re facilitate situations for the appointment of 

GSSPs on the basis of merit and should provide them with 

necessary training which can eqUip them with necessary 

management skills. 
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Addis Ababa University 

School of Graduate St udies 

College of Ed ucation 

Department of Educational Planning and Management 
J ,~' 

Questionna"ih to Principals 

Dear Respondent! 

This quest ionnaire is prepared to assess the major functions, skill s and problems of 

Secondary School Principal s in SNNPR State: and to suggest possible recommendations. 

Yo ur genuine involvement in providing data becomes important. Please answer the 

questio ns accordingly by reading the instructions se t ca refull y. 

Thank yo u ve ry much for your cooperation. 

1. Background Information 

Instruction 1: Please indicate your answer by encircling the letter of your choice or wri te 

your opinion where it is necessary in the space provided. 

I. Name of zonal (special woreda) Education Department/office ________ _ 

2. Name of yo ur scl1ool __ _ 

3. Sex: a) Male b) Female 

4. Age (in years): 

a) Below 25 

5. Your qualification: 

a) B.A.lB.Sc/ B.Ed/ 

b) 25-30 

b) Diploma 

6. Your major area of stud y: _____ _ 

7. Total experience in teaching: 

a) 1-5 years b) 6-10 years 

c) 31-35 d) Above 35 

c) Other(specify) ___ _ _ 

c) Above ten years 

8. Your work experience other than teaching is _ __________ , 



9. Before you were a principal of this school, did y?U w~nt ~o be a principal? 

3 , -res b)No , I , "". 

c) If your answer is 'yes' or 'no', why? ~ 

10. How were you assigned! appointed in thi s principalship positioa? 

a) by competition on the basis of your merit 
J .~ 

b) because you were born in ill·iS area and the society is ' yours ' 

c You arC appointed by higher authority 

" 

d) Other (please specify) ______________ ___ _ 

II . Are you now interes ted in managing (running) this school? 

Ii': Yes b) No c) If ' no' why? _____ ________ _ 

12. Do you th ink your colleagues (teachers) are intere:;ted in your management styl e? 

a (es b) No c) If 'no ' , why? _ _____ ____ _ _ 

13 . Uu you think tf,at you are successful in managing this school? 

, 1i Ycs b) No c) If ' no ' why _____________ _ 

14. Are you trained as a principal ? 

b 'es b. No 

15. 1f " no", have you had sufficient short- term orientation and work shop on school 

leadership? 

a ' ies b. No 

16. Total students ' enrollment in this school is 

~ . .3elow 800 

0) 801-1200 

c) 1201-1600 

d) Above 160 I 

17. Total number of teaching staff in the school: 

. a) Below 26 b) 26-35 c) 36-45 d) A':Jove 46 

:i 

\ 

\ 

----------



Instruction 2: To what extent do you practice the following specific roles? Show your 

agreement using the rating scale: . . 

3. Often 

2. Sometimes 

I. Never 

o Don ' t know 
, [ 

I 
Often Some Never 

I 

No Response Items times 

I y 2 I 

J You identi fy the weaknesses and strengths of the I 
... _--

school as situation analysis before the school 's plan is 
I prepared. ! 

2 You prepare the plan according to the national and I 
regional goals for the academic year. 

3 You allow every member of the school to know the I 
school's plans wel l to enable them accomplish the 
objecti ves. i 

4 The plan is shared to each department, committee, club ! 
and teacher to assure the achievement of the school 's 

I goals. 
5 You specify the activities of the school in the way that I 

the perfo rmance wiJl be easy and manageable. 
6 Staff members have clear understanding to whom to 

report and work with . 
7 Standards for the performance of plans are set. 

8 Actual perfomlances (results) of the teachers are 
checked on the basis of agreed standards. 

1

9 Correcti ve actions and feedback are given after the 
perfonnance of the department's, club 's or teacher's 

I plan_ r--w .. 
You create the climate of honesty, integrity and I 

productivity in your school. 
--:c-:-.. 
II You make great effort to retain outstanding teachers 

I 12 You arrange experience sharing program with in or out 
! school teac11ers 

-~~-----' ----------- ... =-=".------ ~------ . 

Don't 
know 

(f ' 
. -

l 

--

i 



Instruction 3: The following questions refer to managerial skills that general secondary 

school principals need to apply to promote staff performance. Please read carefull y each 

item and mark an "X" in the column to indicate that you strongly agree (SA), Agree (A), 

undecided (UD), disagree (D) and strongly disagree (SD) scales against the statements 

to show your managerial skill s. 

No , t'o' 

DA I SD 
f ; 

Response Items SA A UD 
+--

" 

I You conduct frequent classroom observation and give 
necessary feedback to teachers. 

2 A conducive climate of teaching-learning process is created 
between teachers and students. , 

3 You work well with other staff members cooperatively. 
4 Staff members work with you well cooperatively 

, 5 The principal involves PTA and concerned community 
I members to work together toward school improvement 

Instruction 4: The following are the lists of some assumed managerial problems that the 

'secondary school principals face. Please mark an '!:):' in the column against where you 
c· - . , 

. strongly agree (SA), agree (A) , undecided (UD), Strongly disagree (SD) and 

disagree(D). 

No 
Suggested problems 

SA A UD 
1 Woreda education office does not give necessary and relevant 

support to the schools' principals. 
2 Lack of relevant training on management issues. 
3 Lack o{necessary skills of management. 
4 Absence of experience to tackle challenges. 
5 Educational background on educational management is weak. 
6 • Lack of autonomy to make decisions 
7 Great number of stude!1Js to manage. 
8 Lack of availability of financial resource 
9 Unnecessary interference of woreda education officers. 
10 , Lack of clear understanding of the policy of education 
11 The society is not cooperative in the school activities. 
12 Communication from education office to school is slow 
13 WEO does not regularly monitor, evaluate or support to 

accom['lish the school ['Ian . " 

-. 

I I 
I 

i 

- i 

DA SD i 
-j 

, I I ---j 
----------.J 

-

r --- - _. _-, ! -t--._--

o;;C ______ ..... -:;::·a.i..atibUL 
----------~------------------,~ 



Instruction 5: Below arc some open ended questi ons re lated to principal ship 

performance, Please Slate them in brief as much as possi ble in the space provided 

I , In your po int of view, what are the other major facto rs affecti ng your principal 
ship performance in accomplishment of the school's objectives other than the 
points mentioned above- rV ? ____ ___ _____________ _ 

, e ' 

2, What solutions you think shou ld be taken to so lve the problems you menti oned 

above0 

J, Additional comments ifyO ll have __________________ _ 

Thank You, 

- ----_....-_._ ._,---------_ .... .. --_._----'----- - ----- -------_ .. _-



- - A PPEN] I A - f3, 

Addis A baba Uni ve,-s ity 
Sch oo l of G rad uate S tud ics 

College of Edu cation 

Depa,-tmcnt of Educational Pla nnin g a nd M anage ment 

Ques tionnaire to W9 ,~ed a Edu ca ti o n Offi ce rs 
fl . 

J 

Th is questionna ire is prepared fo r the secondary schoo l-s superviso rs and offi ce rs in 

Wo reda Education offi ce in which sampled general secondar\ ' schoo ls are available. The 

purpose of the questionnaire is to gather re levant data o n the function, ski ll s and 

prob lems of untrained pri ncipa ls. The responses will be used fo r research purpose onl y. 

Hence, you are ki ndl y requested to answer the fo ll owing questions based on your 

observat ion. 

Thank yo u for your kind cooperation 

I L Background Information 

I nst r uction 1: Please indicate yo ur answer by enc ircling the letter o f your choice or write 

your op inion where it is necessary in the space provided. 

I . Zone (special woreda) Educatio n Depart me nt IOffi ce _ _ _______ _ 

2. Name of (spec ial) Woreda _______ _ 
, 

Sex : a. Male b, Female J. 

4. Age (in years): a. Below 3 1 b, 3 I -35 c . Above 35 

5. Your qualification: a. BA/B.Sc/BCd b. Diplo ma c. Certi fi cate 

6. Fie ld o f spec ia lization 

7. Tota l work ex perience ( in yea rs): a , Be low 6 b. 6- 10 c. Above ! 0 vea rs. 

8. Ex perie nce in teachi ng (if any) __ yea rs 

9. Experience in pri ncipal ship (if an y) __ years. 

J O. Your current job assignment: 

a . Woreda education head d .Expert 

b. Educationa l program head f. Other (spec ify) __ _ 

c. Supervisor 

5 

---'~~------------~----------------------=-___ ~ _____________________________________ --J 
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Instruction 2: The foll w ing are some questions about the direc tor( s ) or the sample school 

in your woreda.Please indicate yo ur opinion about them based on the ques tions . 

II. Do yo u think that the principal(s) of the sample school \\as/were ime res tecl in the 

position before they became to principalship position? 

a.Yes b.No c. 1 does not know. 

12 Do you think that the princi pal(s) are i ~}., rested in manag ing the schoo l no w') 

a. Yes b .No c. I do not know 

13. Do you think the principal s are successful ? 

a. Yes b. No c. I do not know 

14. Are teachers interested in the management style of principal s? 

a. Yes b. No c. I do not know 

Instruction 3: To w hat exte nt does the principal of the sampled sc hool do the fo ll owing 

spec ifi c roles . Please show your agreement using: 

3= Always 2= Sometimes I = Never 

No _. I\e~ponse Items A lways Sometimes Neve r 
I The schoo l princ ipal ide ntifi es the weaknesses and 

strengths o f the sc hoo l as a s ituation anal ys is -t---before the school 's plan is prepared. 
2 The school plan IS prepared on the basi s of 

national and regional goals for the academic years. I .. _-- _. . . . - - -- . - .--
3 The plan prepared has clarity. 
4 Departments, c l ubs and etc. of the school prepare 

the plan o n the basis of the school plan. 

S Standards for the performance of plans are set. 

6 There are step by step procedures of work to 
control school members' daily duties . 

7 The school acti v iti es are categorized into 
departments and units of work for effective 
management. 

8 Reporting from sc hool to woreda is clear complete 
and timely. ..-.-- -

9 School leve l trainings /experience sharing 
programs are arranged to develop staffs 
proficiency. --

10 The principal of the school initiates the concerned 
bodies of the school to accompli sh their acti v iti es 
in cognizance of their school objectives. 

6 
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Instruction 4: The fol lowing questions re fer to manage ri al skill s that genera l secondary 

schoo l princ ipal s need to apply to promote staff performance. Please read ca re ful ly each 

item and ma rk an "X" in the column to indicate that you strongly agree (SA), Agree (A), 

undecided (UO), disagree (D) and st rongly disagree (S O) sca les against the statements 

to sho\\' yo ur managerial ski ll s. 

-:-;-. -- -_. 
No Response 

lflr-------
Icms ---'SA A UO 0 

I The schoo l members accomplish the plan in harmony. 
2 The princ ipal has good relationship with woreda education 

offi ce. 
0 The conce rned bodies of the school are made to participate in the J 

school act ivities we ll. 
4 The schoo l principal encourages teachers and other members of 

the schoo l to accomplish the school's objecti ves . 
5 The principal invo lves PTA and concerned communities 

members to work together toward school im provement program. 
6 The princi pa l of the school always comes wit h in novati ve idea in 

the school improvement program. 

Kcy:PTA=Parent Teachers Association 

Instruction 5: The following are the li sts of some ass umed managerial problems that the 

secondary school principals face. Please mark an 'X' in the co lumn aga inst where you 

st rongly agree (SA). agree CAl , undecid ed (UO). S trongly disagree (SD) and 

disagree(O). 

No Assumed problems SA A UO 
I The principal lacks training on school management. 
2 Lack of basic knowledge of management to so lve situational prob lems. 
, 

Absence of experience to face challenges that encounter the school or J 

him/her self. 

~ 
The principal lacks commitment 
Unab le to create good relation with stake holders to mange the school 
effec ti ve ly. 
Lack of_c lea r understanding of educationall2o li cy. 

7 Unabl e to invo lve the society in the school improvement program. 

8 The decisions made are not on the bas is c f factual info rmation. 

9 Unable to send clear, complete and current reports to wo reda education 
office. 

10 Unable to cool2erate w ith Woreda education offi ce as eXl2ected. 
I I ~ack of interest in principal shiE Eosition. 
12 Lack of accel2tance by the stakeholders. 

7 
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! 
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Instractio n6: Answer the fo llowing open ended questio ns. 

I. Please, brieny mentio n the maj or managerial prob lems that sampled general secondary 
school pri nc ipa ls face in your Woreda other than the poi nts mentioned above . 

2. I.i sl l"r ol11 vo ur ex perience whal COUI~1!be done to improve the pe rformance of the 

ge neral secondary schoo l principal? 

3. What other ge neral comments do you have? 

Thank yo u 

8 



Addis Ababa University 

School of Graduate S tudies 

College of Education 

Department of Educational Planning and Managemcnt 
;. ", 

Questionnaidfto Tcac hing Staffs 

Dca r Responden t! 

Th is questionnaire is prepared to assess the major functi ons, ski ll s and problems of 

Secondary School Principals in SNNPR Sta te; alldto suggest possib le recommendations, 

Yo ur genuine invo lvement in providing da~a becomes important. P lease answer the 

questio ns acco rdingly by readin g the instructions sel ca re/til"', 

Thallk \'o u ven much fo r you r cooperatio n, 

I. Background Information 

Instruct ion I: Please indicate YO llr answer by enc ircli ng the letter of your choice or write 

your opin ion where it is necessary in the space prov ided , 

1, Name of zonal (special woreda) Educa~ion Department/office ______ _ 

2 , Name of your school ___ _ 

3, Sex : a) Male 

4, Age (in years) 

a) Below 25 

5, Your qua lificat ion 

b) Female 

b) 25-30 c) 3 1-35 eI ) Above 36 

a) BA /BSc/ B,Eci/ b) Di ploma 

6, Yo ur major a!-ea of study , __ _ 

7, Total experience in teaching 

a) 1-5 years b) 6-10 years c) Above ten yea rs 

8, Your current post other than teaching is: 

a) Department head c) Committee 's! Club' s head 

b) Unit leaner eI) othe r (specify) ____ _ 

,- --- ---- - -------,---



In stnu.' lioll 2: I-he i"o llo\\-ing arc some quest ions abollt you r principals .P k'lSl' read tllL'lll 

Cillc' li ilh ' lI1d nns\\cr the questions accolding l) , 

9, 1)0 \ o u th ink that the dilecto r(s) o f th is school is(a le)i nte res tcd in lead ing thi s sc hoo l" 

b) No cl l do no t know, 

10. Ale il1lc' re'ted in the ir manage ment stfi.e? 

b) No c)To some ex tent eI)1 do not ~no\\ ' 

I I . Do \ (1 11 thin~ that the di rector(s) of this schoo l is(are)s llccess fu l') 

b) No c)To some ex tent d) 1 do not ~no\\ 

In s truction _, : The lollowing a re some statemen ts about manage men t func tions that the 

SChUll I I'l inclJ1: I1 pe rlClrlllS , Please indicate to what cxtent thc Plinc ipal 0 1' ) o ur sc hool 

does the 1,, 11,)\\ ing specil'ic ro les, Show your agreement using the rating sca les : 

3= , \ 1\\ ;\\'5 

2- So metimes 

~-r--- A lways SO lll etim es Never 
N0b S tatements on managerial function s 3 2 I 
I The princ ipa l identifies the weaknesses and strengths 

o f the sc hoo l as s ituati on analysis be fore the school' s 
~ plan is prepared 

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

~ I The pr inc ipa l prepares the plan acco rdi ng to the 
__ nati onal ami reg iona l goa ls for the academic yea r. I 
3 I The princ ipal allo\\'s eve ry member of the school to I 

t k lll )\\ the schoo!· s plan we ll to cnab le th em I 1 

I 

---
acco lllpl i; h tlie o bjec ti ves . 1--'--f--~-. I --j 

<+ The 1'1 ,111 shared to each depart ment , comllli \ tec, I S 

~ 
club and teacher 10 assure the ach ievemen t of the 

, schoo l' s goa ls. 
) The principa l spec ifies tbe acti vities o f the schoo l in 

, the way that the ir performance w; 1I be easy and 

I manageable 

16 Sta fT lllcmbers have clear understa ndin g to whom to 

-:-~ I t7 
report and work wi th. 

. ~ 

Standards fo r th e pe rfo rmance of Elans are set. 

i 8 Actual pe rfo rma nces (res ul ts) of teache rs a re ciled ed 
011 the bas is 0 1' ag recd s tandards, I I-..J ,-- ~- - .--___ ~ __ I -

- .. - - .- . --.. --~'- ----.. ~--.---- .;... - ._----- , 

I 
J 



- --
9 Correct ive actions and feedback are given after the 

performance of the depmtment' s, club' s or teacher 's 
plan 

10 Your schoo l principa l cre:lt", the climate of honest)', 
integrity and producti vity in the schooL 

II The principal makes effort to retai n good teache rs. 
12 The principal initi ates the concerned bodies o f the 

school to accomp lish their acti vit ies in the school to 
J " accompli sh their ac ti vities in cdghizance of the 

school's objecti ves, 
13 The principal arranges ex peri ence sharing program 

among teachers in the school or wi th teachers of other 
schools. 

Instruction 4: The foll owing items refer to some of the manageri al skills that secondary 

schools principal s need to appl y to promote staff perforlnance. Please read carefull y each 

item and mark an "X" in the column to indicate that you strongly agree (SA), Agr ce CAl , 

undecided (UD), disa gree (D) anel st rongly disagree (SO) scales agai nst the statements 

to show your manageri al sk ill s. 

No Items SA A U [) TS[) 

I The school pr incipal conducts frequent classroom 
observation and gi ves necessary feedback to teachers, 

2 Conducti ve cl imate of teachi ng- learning process is created 
between teachers and students. 

, 
The principal works wel l with other staff mem bers J 

cooperative ly. 
4 The principal in vo lves PTA and conce rned community 

members to wo rk toge ther towards school improvement 
program. 

S The principal checks that .he lesson of the school is related 
with students rea l Ii fe situatio n. 

6 Your school principa l encourages you to conduct action 
research on the school's real problem. 

7 The principal looks a mec hani sm for stafr memoers deve lop I i I 

their profess ion. 
8 The principal communicates the school's rules, policy and 

regulations to the stakeholders clearl y and regularl y, 
9 The principal considers the opinion of students as a vital 

'--' in Eut in evaluating the school plan, 
Key: PTA=Parent teachers Association, ( 

3 
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Instruction 5: The fo ll owing are the li sts some ass umed manageri al problems that 

mai nl y face the untrained pri ncipal s or principa l with relati ve ly low knowledge or 
principal ship . There fore . please ind ica te you r agreement against the co lumn using the 

rati ng sca les: 

No 
I 
2 
3 
4 
5 
6 
7 

8 
9 
10 
II 

12 

SA= strongly agree 

A = agree 

UD= undec ided 

SD= strongly di sagree 

D= ,~J5agree 

S lI""cstcd Problem 
Lack of proper training on school- management 
Absence of experience to tackle challenges 
Lack of qualificati on in pri ncipalship 
Lack of commitment 
Unab le to uti li ze resources (man power and mater ial) properl y 
Unab le to create fund rai sing mechani sms 
Lack of interest in princ ipal shi p position 
Lack of coordination dec ision making process 
Lack of clear understa ndi ng o f educational pol icy 
Policies and rul es of the schoo l a re not formulated clearl y 
Unable to involve stat ho lders (society) in the accomplishment 
of school activiti es 
Unable to give cOllV lnc lng comments after the 
accompli shment of a plan (eg. Lesson plan) 

SA A UD D 

-- - -~-. ~-

-~- ~. 

---

--

~J_ 

Instruction 6: Below are some open-ended questions related to principa lship 

performance. Please state them in brief as much as poss ible in space provided. 

1. In your point of view. what are other fac tors affecting your schoo l pri ncipal to 

accompli sh the school's object ive effective ly? 

2. What so lution yo u think should be takell to solve hi s/her problem, men ti oned 
above? ___ . _____ _ 

3. Additional comments is yo u have ________________ _ _ _ 

Thank You. 

4 
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SO 
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Appendi x-D 
SOJlle S ialislicalitluis used for analysis 

I. C hi- square IC SI (:\ 21 

_--T"'-:-------~--- - -
--:-" 0 1~ ll1s R espolld~llt Scales ,-

s 3( high) 

~ I J~ ntification of 
\\laknesses and 

I f-'-----, 
° strengt hs. TOlal 

I 
9/. 

-
~8 .-
75 

18 
Th plan IS l11 ad" I 

k l'O wn by ever' l2---
mml be r of the _._ 

, -j 
school ~ __ _ 50 

; '1 01:11 76 
~--Spec ifi ca ti o n or Ille~._ 10 

-
sc l'Ool plan f-C0::....... _____ _ -17 

--, 
) , 

-_. 

- --

-.- --

1 __ -+~~~------rl~-o~ta~,I - - ----
- , A rrangi ng I 

.--t f-'------ 6 
eX peri enee 2 
shari ng&traing 3 ---'-'- r K ,-, 

--

Setting clear 
standards 

Towl 
I f-"--- -.---
7 
, 
.) 

~-l--;:;;--.:;-:--~~;- - _ 1 T ~ wi ---
e--::- Checki ng actua l I_ I 
, 6 I ' -performances I ° 

agai ns t standard" r-; - ----~-
. l otd I 

, 1---'--- -
~- ::- --I Taking '.:orrcct i \ ,: I 

I acti ons and gi ving 13 --------
I , h-- --I I feedbac k Towl I ___________ --- - -

"1 ~6 
-
g 

15 
56 - -

79 
-"----

I
'-r+c-;-ea tin g c llll~ate or ,l. .. _ 

I honeSty rnteg llty I J - ----I 6-3---
--'--1' TOla I ---i II 

16 -~ining 

I
e; 

outstanding 
I tteac hers 

J 
Tala 

f- Inili alion of 
I 10 
I sta kehOl ders tL.. 

I 

I I Total __ . ___ • ___ L. __ 

---

----

L- Ke Y: 
n rincipa ls !. ~ WFOWs >-

.. .. 

I 66 I 

n -
14 
-

2 (medium) 

4 
75 
100 
. 

_._-----
20 

71 
1 9S 

I - - --- - -' 

I 
78 
79 
5 
29 
62 
96 
4 
21 
58 ---- - - ---
83 

.---
53 
57 
5 , 

47 -
.1? 
2 

,-
X- T l-,;I'1c 

I (low) calcu l I val ue 

ate. I 
I 

0 I 

I 28 9.86 
30 

' 0 
------
3 17.0 5 

30 I 'J _I ') 

! " 00 
- -

2 
76 13.9 
28 
2 
4 25.7 
67 
73 
I 
5 ~ 37 7.~5 - - ---- --I 43 

I 5.8') I 9.-'+9 

f-:;-;:-
0) 

'}6' 
2 
38 
40 . 
41 
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t- test, S2 and other stat ist ics 

I No I I tems Mean We ighted teal t S2, s:;- I 
I I 2 3 mean table I 

13. 1 Conducting frequent classroom 4.31 3.24 ' '7 0.12 2.093 1.69 0.9 

i 
-' .-'-

observation 
14 .2 The pri ncipal comes with 4.54 3.80 3.98 

innovative ideas. ' ,~' 

I 
.-: ; 

15.1 Lack of proper training . 4.08 3.49 3.67 3.66 
15.2 Lack of basic knowled ge of 4.23 3.61 3.28 2.91 I 

managenlenl I -------, 
15.3 Lack of understand i n g of 2.54 6.88 2. 95 2.91 

I educational policy. bJ:rI Lac k of experience 3.54 361 3.26 .J .:3 5 
-~-- .-- -~~ : I S~l Lack or proper training, 12.8 1 I I 

-_. _. - _.---~ -~. 
, 

-- ------

16.1 I Lack of autonomy 2.38 I 

16.2 Un necessary interference 3.54 I 
16.3 The society is not cooperative 2 .1 5 I 

16.4 Comm unication is low. 3.15 3.37 ' '7 I 1.97 2.4 1 -0.34 2. 179 , 
.J . .J _ 

! 

16.5 Lack of support from WEO . 3.46 ! 

16.6 Un ab le to crate good relation 3.6 1 2.84 3.00 1.34 1.88 3.5 1.988 
I wi th stakeholders . 

-- - -_. 

16.7 Un ab le to cooperate with 3.07 , 

I WEOWs. 
16.8 Lack of acceptance by 2.88 

stakeholders , 
! 

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

17.1 Lack of commitment. 3.27 2.99 3.05 1. 55 2 .02 1. 22 1.988 
I 

I 17.2 Un ab le to utili ze resource 3.08 , 

l~_ 
Un abl e to crate fund crati ng 4.3 1 3.32 3.4 0.4 181 2.61 2.06 j 
Inechanisms. I , 
---~~~. _.--- --- - .- - -- ----_ .. 

i 154 Lack of interest 2.9 2.72 2 .76 1.79 1.71 0.82 2.00 -, 
17.5 The decis ions made are not on 3.39 3.25 3.28 1.34 1.63 0.63 2.00 I 

the bas is of facts. I 
, 

17.6 Great number of students to 3.46 I 
J11anage I 

. J 

~.----====~=",J 



-

Yem special woreda education office 

General information about schools in the lVorerla. 

I. Total number of schools in the woreda = 27 
2. Primary schools in the woreda are = 25 
3. To tal general secondary school = 1. 
4. Total preparatory and general secondary school = 1. 
5. trained principals in general sec. schools are none. 

Secondary schools 

Name No of teaching No of Untrained 

f-c-+:c:-: _ _ _ --t--:S:-:t.:..caf=:f'-----___ --t-s:ct-:--u.::.de"'n"'t-=-s-t-LC==-== __ -t-':"'ri nc pals 
I Saja 9 86 No 2 

L2~~Fo~D~a ____ ~~3~5 ________ -L~11~2~8 __ ~~N~o~ ______ ~2 ____ ~ 

.'---'---/ . , 'll /un ' 
, \ ;\'" ... . (~Pp.. 

.' ' J\ I \ -t -,. o .:'\ 1 ' ". , \ • )to I 0\" ' v' .\ ' 'l 'I .. 
~' " ,. 
~ ~, 

<;. 

""'" =,...:;, .. _r.;;:..;::=-• .-;:;=_ ....... ___ ..... ,_ ........ _ ............ "'"_. __ ~_ ........... ____ ~.~~ .. ~_~ ________ ~ 
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Gurage Zone Ed ucation Department 2000 KC General Secondary Schools 

NQ Lists of Schools Number of Number of Number of The condition of 

teaching slaff students Principals the principals 

1 Kotter Gedra 15 945 1 Untrained 
--

2 kebena 7 234 1 

3 1emboro 14 865 1 

4 Aba Francua 22 1178 2 

5 Yedege 8 212 1 

6 Gedebano 9 414 1 

7 Dinku la 14 621 1 

8 Enseno 13 959 1 

9 Zena~ner 5 161 1 

10 M/Cheza serer 15 755 1 

12 Darge 6 482 I 

13 Mike 10 397 1 

14 Koshe 17 577 I 

15 Kuante 13 645 1 

- ...... ,.....,'--- --,------=-



No 

I 

2 

3 

4 

5 

6 

7 

8 

9 

SILTIE ZONE EDUCATION DEPARTMENT 2000 E.C LISTS OF GENERAL 

SECONDARY SCHOOLS AND GENERAL INFORMATION 

Li sts o f Schoo ls Number o f Number o f Numbers of Remark 
teaching Student s principals 

s ta ff 
Mitto 14 354 I 

Tora 27 1372 2 

Sankllra 16 669 1 

Hulbarag 12 225 I 

Lera 17 11 06 I 

Killo 8 . 366 I 

Klltere 16 11 60 2 

Kawokoto 15 11 9 1 2 

Si lli 40 1706 2 

I. Total number o f schools in the Zone = 243 

2. Primary Schoo ls in the Zone = 236 

3. Total general secondary schoo ls = ~ 

4. Total genera l and Preparato ry schoo ls= 11 

. ' ....... . 
. ~. ~ ~ .. .. . ~~ .. . 
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