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Abstract 

This study was conducted to assess the effectiveness oj deans on the 
selection oj leadership styles. The study was conducted on comparative 
basis in order to investigate the Jactors that influence leadership style 
selection by leaders (deans) in the private colleges and their 
counterparts in the government colleges. An al/empt was made to assess 
the effectiveness oj deans using Hersey and Blanchard's situational 
leadership model. 
The study was conducted in 5 government owned and in 4 privately 
owned TTC colleges Jound in Oromia Regional state. The samples were 
deans oj the 9 colleges, administrative and academic employees oj the 
sample colleges. The sample included 9 deans and 164 administrative 
and academic employees oj the colleges. /Joth quantitative and 
qualitative research methods were employed to analyze the data. 

Statistical analysis using ANOVA and t-test we;s conducted on major 
./Clctors that are thought to affect leadership style such as size oj the 
college as indicated by number oj staffs working in the college, 
knowledge in the field oj administration oj college deans, work 
experience and educational qualification oj deans and level oj 
motivation oj subordinates. 

The findings showed that size oj the college, work experience, 
edl/cational ql/alification and knowledge in Ihe field of adminislration oj 
college deans were not significant Jar Ihe seleclion oj a particular 
leadership style. However, levels oj motivation oj subordinates seem to 
affect the selection oj leadership styles oj deans oj' government and 
private colleges. 
The majority oj deans oj privately owned colleges exhibit initiating 
structure leadership style while some (20ut of 5) deans oj government 
owned colleges exhibit initiating leadership style. Most (301/ t 0/5) oj' 
government owned college deans exhibit transactional leadership style 
while one dean of privately owned college exhibit il'Onsactional 
leadership style. 
It was thus suggested that to improve the leadership CClpacity o.f deans; 
training Jor incumbent leaders, ejJarts to boost employee morale, 
training opportunities for both academic and administrative stafJ,' 
problems such as under representation oj female academe in colleges, 
appointment of deans in government owned colleges aild Jormulation of 
college charter must be tackled before deans effectiveness can be 
realized. 

VI 



CHAPTER ONE 
1. THE PROBLEM AND ITS APPROACH 

1.1 Background of the Study 

Colleges are expected to play an active role in the socio-economic and cultural 

transformation of a society. To this effect Colleges organ ize human and material 

resources to achieve their objectives. However, the issue of ensuring that these goals 

a rc attained rests mainly on the shoulder of the dean. Th c Dean ha s to select, train 

and motivate subordinates and provide resources in order to achieve the s tipulated 

goals of the college. 

Educational institutions, especially college and universities, are potentially the 

primary agents of Change in an unfolding world. Colleges contribute to society by 

creating a knowledge base Blake et al (1970:123). Thus, College Deans play major 

role for achieving this end. How these activities are executed is basic in determining 

whether a College dean is excellent, good, mediocre or poor. 

Measuring the effectiveness of the leadership style of deans of colleges is not an easy 

task. According to Zenebe (1992:19), effective leadership is to be judged by the level 

of contribution of the leader to higher worker morale ancl productivity. He further 

added tha t the level of achievement of planned targets a nd programs indicates the 

degrees of effectiveness the leader and his group hm'e attained under given 

conditions. 

However, according to O'Toole (1999:86-87) effectiveness in ieadership is not only to 

be judged by the accomplishment of goals but a lso by the stron g morale component 

exhibited by the leader. This is to mean that an effective leader achieves goals not 

tbrough some mischievous means but following a certain code of conduct such as not 

lying to employees about increment regarding saiary a nd non-salary benefits, 

professional growth and also other benefits that are beyond ones capacity to fulfill. 

Many authors on leadership list various characteristics or behaviors that a leader 

needs to have in order to be effective. Among these Birnbaum (1992:47) suggests that 

in ord er tn be effective formal leaders in their re"lY;c tive p '.l ,~ i l iol! need to have certain 

a bil ity which includes h a ving a strong vision and COlTI lTlu:-,ica ting it to subordinates. 

/ 



130rdas (1 995: 179 - 193), also expla ins that vision is the key requirement for one to be 

s uccessful in leadership. He adds that effective leaders must h ave strong sense of 

direction a purpose that inspires and guides their actions . 

Moreover, Lesourd, et al (1992: 35-36) further express that outstanding deans should 

have a strong vision and work enthusiastically towards its achievement. Further, 

Birnbau m (1 992:25 -67) adds that leaders must work in a collaborative relationship 

with subordinates, be close a nd communicate with. subordinates, should have a 

reasonable intelligence and high motivation, should have res pect and synthesize from 

transactional and transformational leadership models, in order to be an effective 

leader in educational institutions. 

Many author s on leadership (Clark 1996, Birnbaum 1992, Shackleton 1995, Cribbin, 

98 1) agree that there are three major styles suc h a s autoc ra tic, Laissez-faire and 

de mocratic but Ade s ina (1990 : 151-157) adds a nothe r s tyle called group-centered 

leade rship style . The explanation Adesina gave for group -cente red leader is the same 

with that of Laissez [aire leader except that in group-centered the leader is considered 

member of the group of su bordinates under him. 

Conte mporary ieadership theories advocate the u se of either one of the leadership 

styles :lS the si tuation dictates. However, the indiscriminate LIse of only one type of 

leadership style in all situations may lead to chaos in ma n agem ent of the College and 

fa ilure to achieve organizational goal s due to low level em p loyee m orale . 

. Thus the manager has to read the situation before seJcc Li n g a lea dership s tyle from 

a mong the available sty les and figure out whic h style is more appropriate. According 

to Shackleton (1995:23) leadership styles developed by He rsey & Blanchard 

co ncentrate on the characteristics of subordinates noL on the work itself or the 

ex.Lemal a nd interna l env ironmenL of organizulioll. 

Jll conclusio l1, college deans need to have adequate knowledge and ski lls of selecting 

.'Uld using appropriate leadership styles as the situation requires in order to 

success fully achieving the goa ls of their colleges . For this , these deans reqUIre 

adequ a te training and experience in the field of EducaLion a l management. 
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Thus, in light of what's d iscussed so far, this s tudy a lms to investigate the 

effectiveness of deans of government and private colleges of Oromia in terms of 

selecting leadership styles using the Hersey a nd Blanchard model. 

1.2. Statement of the problem 
Colleges are esta blish ed in order to cater h igher-leve l educational services to the 

society. Like any other high er educational institutions , they are expected to seek, 

explain a nd disseminate knowledge. Shouldering such responsibili ty , colleges assign 

deans to make sure that their goals a re achieved. 

The deans of colleges have th e fa te of their colleges in their hands. Should the dean s 

use th e a ppropriate leadership style suita ble fo r their college, th e college will succeed 

in achieving its objectives or otherwise, provided that other resou rces are adequately 

supplied . This is to mean that colleges achieve their goals best wh en their dean s use 

an effective leadersh ip style tha t takes the s ituation in which the college opera tes into 

consideration. 

An effective leader knows the need to take the s ituation into con s idera tion; he 

motivates subordina tes u s ing a ppropriate intrin s ic and extrinsic motivational 

patterns , such as giving recognition for their ach ievement, delegating au thority, 

provide mean s fo r their professional growth and provide salary and non-salary 

bendits, and ensu res that the objectives of the coll ege are met. Leadership styles that 

help fo r the achievement of goals and consideration for employees are importan t tools 

to the effectiveness of deans as a leader. However, th e u se of effective leadership 

styles res ts with the dean's knowledge of leadership theories and skill of selecting the 

best leadership style for the s ituation h e is in. 

O:'ornia is one of th e regiona l states in the PDRE with primm)' schools more tha n a ny 

other regional state in the country. Th ere a re 6 government owned and more than 20 

teacher training colleges in the region su pplying man power to these primary sch ools . 

For effective attain ment of th e goals of these co!leges , the dean has an importan t role 

to play . 

3 



Cognizant of this fact , this study made a comparative investigation on the leader ship 

styles exhibited by dean s of government and private colleges in Oromia and tried to 

answer the following basic questions; 

1. Is there significant difference between dea n s of government and private 

colleges; 

1.1. On leadership styles used 

1.2 . On experience and professional preparation 

2. Which leadership style is used most by deans of both types of colleges? 

3. What factors affect the choice of leadership styles by the deans of government 

and private colleges? 

1.3 General Objective 
The general objective of the study is to assess the effectiveness of the leadership style 

the deans of both government a nd priva te colleges in Oromia exhibit in their 

respective colleges and to investigate the su itabili ty of tll C leadership style selected in 

their respective environment and provide empirical ev idence on which leadership 

styles a re effective for different environments of the colleges. 

1.3.1 Specific Objectives 

• To find out the leadership style prevalent in government and private college 

• To find out Whether the deans ha ve selected effective leadership style 

appropriate for the situation they are in 

• To find out whether there is significant difference 111 selection of leadership 

styles. 

• To suggest best leadership style for each respective situation the college IS 

found. 

• To provide empirical evidence for would be college leaders (m anagers) on how to 

select leadership styles (on what criteria to usc when selecting leadership 

styles) . 

To find out whether there is significant difference in the criteria u sed to select 

leadership styles. 

4 
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1. i' . • l::l ignificance of the study 
Tile serv ices colleges provide to th e soclelY a re vita l fo r th e socio-economic a nd 

cullural transformation of the society. Therefore, college dea n s a re required to elicit 

appropriate leadership sty le in order to cater the services required of the colleges by 

inl1uencing the ir subord inates. Thus, the stud ent r'esearch er believes that this 

comparative study on leadership styles h as the followir,g significance: 

1. Th e '~ollipi l at ion of cla ta on leader,;h ip s \:yles el ic ited by Coliege dean s wi ll he lp 

p "c~c litioners and would be prac titioners in th e a rea o f college leade rs hip to have a n 

insigh t. on leadership styles of dean s fOf diffe rent subo!'dinate behavior and adopt 

:orr,":c ti ve le~,ders h.ip styles in their respective colleges. 

:! .. if 'diil also h elp Lo improve the knowledge of prac titioners on what factors they should 

. un,,;i('e; in ::,dn:-ting effective kaJcrsh ip ~,ly ics for iheir r~s pcc tive s ituation. 

'.) ' .. ,' :;: r"" I"rit " ~ite L"r, ill ':" [',·'Cfa'''L,!' r..> \)'" {·' ... ·, ll ,.,fJ(, ;"'''l-I-=-r'~''l;'''' · .... [I cl ca l1 be ' Ised a' s a • I '.< ~" .. , ,, .- .... ....... ~ .... 1 ,- 1.\ _I... , .... 1.-" ,\_<...l. l.. •.. , q~ ".l. ... L 

:-Liri.:.! < .. ·,~)()cd :-.: I..(i ~: () i.ctuc.:1. :-:;;; ' 1 '1,:> [' ~ l' ;'r l!V '-'1." " ~u;.J{, \ 'l 'l CI dr ' C l)c' I ' j '-'vel ' ...... .... l ... ~ .... ,t\.. _ ~'_ ' VY 'U "" 'C ., ' '- ''-r ' _ ...... . 

. J~ l)~li.ntit~. tj. f.H:.~ of th.e s tudy 
·.:·;l ··~~ . ·~. ::jCd:c·.::L :·~t l.l(jy fries '.0 (':onJuct U CGnlf.k1caL v(" :.k- ~ . '.· c ;'p ; ; \'t" .SliTVI:!y assessment on 

n t ld p-:,',:.... lXlscd 011 Hersey 
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1.6 Limitation of the study 
In a poverty-ridden country such as Ethiopia it would be a lie to say that certain 

major undertaking was free from limitation s. However , the studen t researcher would 

like Lo concentrate on the major limi tation s tha t this research u nde rtaking has 

encountered. From th e problems this research undertaking e ncoun te red the major 

ones a re the followin g: 

<if> The major problem was that literature in the area of college leaders hip and college 

management is scanty in the University library as well as other libraries to which I 

had access. 

(jp The funds earmarked for this particular study didn 't take area th at should be covered 

by the study . Thus it was much less than what was required . 

Gi" Due to delay for release of funds required for the study data collection 

started late. This caused workload at later stage of the research undertaking. 

Thus the major limitations of this study were time , cost and litera ture. 

1. 7. Definition of Terms 

Ability: - is the amount of knowledge, expe n cnce, a nd demonstrated skill 

s ubordinates (followe rs) bring to the task (Hersey cL a l ~~ 006 : 11 77 ). 

Consideration: - is the extent to which the leader es tabl ishes mu tu a l trust, rapport 

a nd communica tion with subordinates (Organ and Batem an , 1991) 

Effectiveness: . The ability to draw together a co mmunity of people on pursuit of 

commo n goals . It a lso involves in springs , stimula ting, motiva ting, directing and 

influencing as well as providing a n organization (a school) that supports the work in 

hand (Shackleton, 1995). 

Initiating Structure: .. Is the degree to which the leader defines the roles of group 

members and directs and puts in place controls (Cla rk , 1996). 

LBDQ: .. LBDQ or leader behavior descrip tion questionna ire IS a leadership style 

stuciy questionn aire developed by a team of researchers of Oh io S ta te University. 

Le adership: - [s th e process through which an ind iv icll.: 2.l (the leade r) secures the 

coop;:ration of o the r (follower s) towa rd goa l ac hiev:~mt:" l in a pa r ticu iar sett ing 

" 1 ' I 1 (JO c') !o Hl CK elO I1 , :'; J . 
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Re~i dines;;: - is the arnoun!; o f wi llingness a nd ability su bordinates demonstrate while 

perfo rming a specifi::: task (H ersey et al 2006:477). 

W.mingness: - is a combination of the varying degrees of confidence , commitment, 

ami motivation of s ubordinates to their job (Hcn; '~y c.: 1 ul ~~OOf) :477). 

1.8 Organization of the study 

In order to make quick reference easier and follow s ta nda rd set by the school this 

research paper is organized as follows. Chapter one discusses the problem and its 

approach. Chapter two presents the review of related lite rature. It presents overview 

of leadership theories and areas of concern in college management. Chapter three 

cieals with the methodology followed for t.his research undertaking .It deals with the 

instrument used, the sampling method employed for respondents a nd colleges and 

a lso it presents the way data collected were a nalyzed. Chapter four deals with the 

pn;,;clltati.oll, disc u:;sion and analyses of data colkctcJ through the use of 

questionnaire. The last chapter deals with the prcsc nt:alion of the summary, 

conclusion and recommendation . 
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2. REVIEW OF THE RELATED LITERATURE 

2.1 College Management 

The centra l importance of colleges and universities is that various societal, political 

a nd economic organizations and individuals can only apply what is a lready known. 

Colleges and univers ities contribute to society by creating a knowledge base . 

Su pporting this idea Blake, et a l (1 981 :28) describe that the central purpose of 

educational ins titution especia lly colleges and unive rsities is the creation of 

knowledge base from which other organization derive for implementation. 

As Fielden and Lockwood (1973:19) argu e colleges posses' cha racteristics common to 

most fo rms of organization s. They exist to accomplis h something; they h ave a 

purpose . A college exists in a cha nging environment in which it interacts with other 

organizations and ch a n ges its p riorities a nd development. Colleges as organization 

face many problems. They have to determine how to develop a systematic 

organization to coordinate all of the institutions resources to achieve their stated 

purposes. Colleges differ from other organizations in th a t they a re multipurpose 

organizations engaged in teaching, research and public services . And have outputs 

d ifficu lt to measure in m eaningful terms. 

Colleges and Univers ities p lay vital role in s ha ping the soc. ial, economic, political and 

induslrial deve lopment of a country . As Hommadi (1 989: 11 enuncia tes developing a 

country with a bunda nt natura l resources without trained manpower is a difficult 

task. Adding to this point a lso Blake, et a l. (1981 :28) describe that solving societal 

problems an d bringing new development: is possible only through true leadership 

which can only be exercised by educated citizenry. Co lleges a nd universities 

contribute to th e chan ge of a nation or development end eavors of a country by 

c reating a knowledge base. 

Different organ izations societal, political a nd economIc apply in their day-to day 

activities by soliciting from the knowledge base created by college::; and universities . 

Moreover learning has in trins ic value involving th e pursuit of knowledge and beauty . 

As a n academic ins titut ion whose primary task is educat ion and research, has 

~i:udents as intakes; teachi n g as the activities of Ute COI1Vt;I'S lOn process; 'lnd those 

\?:ho have lcarn (::d or have fadeLl to le ... l.rn , as OLl t pli !~ ;j . L':) \l( !gc or ulli ver:-) ily mu st 



develop an organization model to manage itse lf in order to a ttain excellence. Since 

colleges play a very different role from political, economic or service organization, they 

cannot be managed in the same manner as one manages these organizations. 

Moreover, colleges are exceptionally complex systems that interact with even more 

complex environments . Colleges are made up of component parts such as the 

administrative unit, the research unit and the teaching unit, each of which is likely to 

engage in different internal activities and respond to different parts of the world 

outside itself. The people, within these components fill different roles, have different 

experiences and expectations, and see different aspects of both the organization and 

the environment. No one in an organization can see all of it; much less understand 

a ll the ways in which its components are connected internally and externally. Besides 

today in every corner of the country most colleges are experiencing a dramatic rise in 

student enrollment incorporated with noticeable decline in the quality and quantity of 

educational and administrative services they provide. 

Thus, the way colleges managed should be one that can result in administrative 

practices essentia l for providing environment conducive for the creativity, 

commi tment and convictions essentia l for the pursuit of exce llence . 

In order to create an organizational management model responsive of a ll problem s 

colleges and universities encounter, deans play significant role. In order to make a 

difference Schein (in Birnbaum 1992:8) suggest that leaders or dean s should create 

a nd manage culture. Culture according to Birnbaum (1992:7-8) is a collective, 

mutually shaping patterns of norms, values, practices, beliefs, a nd assumption that 

guide the behavior of individuals and groups in an ins titution of higher education 

and provide a frame of reference within which to interpret the meaning of events and 

~n and off campus. Thus in order to effectively administrate a college, the 

tlean should study and understand the culture of his institution and must align his 

strategies with this culture. Likewise, Sporn (1996: 1, JHE, Vo1.32, No.1) argues that 

understanding the culture of a college is important for effective administration of a 

college. Also Tierney (1988:5, JHE, Vo1.59, No .6) observes that college dean s 

u nders ta nding of culture of the college is paramount in passing and impl ementing 

decisions that satisfy all constituencies of the college and which assist in avoiding 

conflict by helping to develop shared goals. However it is not a panacea for a ll 
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problems of a college. The management of a Collcge consists of two major a reas. 

These two major a reas college management cons ists a re th e administration of 

academic work and th e administration of non-academic ac tivities. 

2.1.1 Administration of Non-Teaching Activities 

The a dministration of a college is concerned with managing a ll the non-teaching 

activities of a college. As Kinseth & Miller (1983: 86) forward the administration of 

higher education is a very complex and cha llenging underta king. This is so becau se 

the adminis tra tor must dea l with ma ny groups. Thus, in order to effectively mange 

this task hel she must be familia r with rules, regulations and laws pertaining to 

higher edu cation . Moreover Dressel (1987 : 102, JHE, Vol. 58 , and No.1) a rgu es that 

successful administrator of a college mus t be able to enlis t the understanding and 

support of stakeholders in th e mission of the college. Likewise, Lawrence and Jones 

(1985: 57 , JHEM , VoLl , and No.1) contend that less t ra ined college administrators 

who lack self-es teem a ffect the effectiveness of colleges n egatively . For this reason 

Colleges require administrators of high caliber, with a wide spread expertise and of 

sufficient s ize to provide efficient and compreh ensive service. The major function of 

the adminis tration should be to provide an efficient service to su pport the operations 

and dcvelopments of the College a t the most economic cost. It works in accordance 

with the policies, procedures a nd principles laid down by main committees of the 

college . Though a ll the responsibilities for the administrat ion of a college affair don't 

solely res t on the a dministration , however, the contributions made by the 

adminis tra tion a re extremely important. Considering college . administrator as 

individuals who distribute resources and implement policies determined by the 

faculty would be undermining the role they can play in meeting current and future 

cha llenges of colleges. 

The major functions of a college administration according to Fielden and Lockwood 

(1 973: 189) include but are not limi ted to: 

Gen eral: committees ; legal a ffa irs: personnel work; offic ia l pUblications 

Academic: admission, registration; studen t record s ; examina tion s; lecture t imeta bles . 

Fina nce: accounts , audit, budgets, salaries and wages , fee collections . 

Estates : building, m aintenance and premises ; site deve lopment supplies 
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Thus, though these responsibilities do not directly fall under the s uperVlSlOn of the 

dean , he has to see to it that they are functioning accorda nce to their re sponsibilities. 

2.1.2 Managing Academic Work 

Academic work involves research and teaching but many aca demics are a lso caught 

up in the administration of their collective affairs and in counseling work. Most of the 

time of academics in colleges is taken by teaching, counseling and administration of 

coliective affairs. As Williams et a l (1987:631, JHE, Vol. 58, No . 6) observe instructors 

participate in the administration of colleges through academic departments. 

In a college each individual teacher/ lecturer is a n important decision maker in 

his/her own right. He/she designs and develops curricula , determines his/her 

teaching s tyle, monitors the academic performance of s tudents, marshals various 

resources to s upport teaching, and so on . The individual teacher is in practice a 

manager. According to Fielden and Lockwood (1973 :155), the instructor is the 

manager of the teaching-learning process involved in pianning a nd taking decision 

with rcgard to learning process involved in taking decis ion s with regard to learning 

sequc:'ice to be taken and arrangement of teaching associated with his course . 

Colleges employ academics of high education rank. Such high ranking and 

cOlnpdenl professionals can hardly be told what to do . Thus as Cleveland (in 

Deal'iove 1988:59-79) puts it the essential characte ristics of academic life is a fierce 

'.:unviction that each of its participants is in important sense free and equal, 

::mpowel'ed to decide within wide limits both the direction of his own scholarship and 

, h e composition of his own teaching load. 

When deans deal with academic, they me dealin g with people who expect to enJoy 

substan tial individual autonomy because they need to be ta ken seriously as 

professional employees. Thus they have to adopt a leadership styles that creates 

conducive environment for creativity, commitment :Jllcl convic tion for essential for the 

pursuit of academic excellence. 

2 .2 Basic Characteristics of Colleges 

Coileges a rc umquc bnds of professional org81l izul ions, differing 111 major 

chctl'actcristics from other organizations su cb a s industrial, business and government 

burea us. According to Baldridge (1970: 39-4 2) colleges have unclear and contested 

goa) s tructures; alrnost a nything can bc j \l s tified , hut a imost a nything can be 
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attacked as illegitima te . They serve clients who demand input into the decis ion 

making p rocess . They havc a problema tic technology, for in order to serve clients th ey 

demand a large measure of control over the institutions decis ion process. Moreover 

academic organizations are becoming more and more vulnerable to their 

environments. Likewise, Sporn (1 996:4 1-42 , JHE, Vo1. 32 , No.1) observes that 

organizations of higher learning are complex organizations with unique features. 

They have certain characteristics such as ambivalent goa ls, problematic standard for 

goa l attainment, professionals that are experts with a strong wish for autonomy and 

a re people oriented institutions. Academics in colleges and universities require more 

autonomy on matters re la ted to their job. They wan t to decide by themselves on 

ITl8.tlcrs perta ining to the ir job s ince they cons ider themse lvcs as professiona l based 

on th eir qualification s . These domina te the cul tu re of a cademic insti t u tion s. Thus , 

a ny administrat ive s tyle the dean implements s h ould take these in to consideration. 

2.3 The College Dean 

The statues of the dean as the chief executive officer of the college are measured 

b rgely by his C8 pacity for inst itutional leadership. He mus t share responsibilities for 

the definition and attainment of goals, for administra tive a ction, and for operating the 

cornnlUnication system that link the components of th e academic community. He 

must represent h is institution to its much public relation . Delegated authority from 

governing bodies and faculty supports his leadership role . As planner of the college , 

the dean can envisage short· te rm goa ls for hi s coliege ca n pe rsuade other to see them 

and co work toward s the m and thcse will often constitute the chie f m easure of his 

ad minis tra tion . 

The Dean mu s t a t t imes , with or w ith out SUppO I·t, infu se li fe into a depar tmen t or 

«d; n i!list rative u nit. The Dean will n ecessarily uttii ,.e the judgments , of the entire 

i'acultv bu t in the interest of academic s tanda rd s h e may ai ~ () seek outs ide evalua ti on - " 

by schola rs of acknowledged competence. According to Fielden and Lockwood 

(1973 : J06) it is the duty of the dean to see to it that the standards and procedures in 

operationa I u se within the college conform to the policy establish ed by the 

uc.vf' l'l1ment and to the s tan dards of sound academic practices . Th e dea n should a lso 

"" ,ic it t.he vie'ws of ::; t:udenl's, a clm inlstrators a n d facu lty a n d rf'port to gove rning 

b'l ci i.cs. He is largely res ponsible for r.h e maintena nce of ,~ "i s t i ng college resources and 
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creation of new ones. He has a lso ultimate ma nageria l responsibility for a large a rea 

of non-academic activities. He is expected to act as the chief spokes man of his 

college. The dean's function should receive the general support of the bureau of 

education or board of college, faculty adminis tration and public . The dean should be 

a creative, articulate and impressive leader and this leadership plays a key role in 

institution building. This leadership helps generate an a malgam of human and 

technological materials that in turn create an organism that embodies enduring 

va lues. 

The dean must be willing to accept a definition of educational leadership that brings 

a bout change to the academic life of the institution he mus t be fired by a deep 

concern for education. He should instill a spirit a nd keenness about growth and 

development in such a way that the academic as well as the administrative sta ff feels 

th a t their goals are interlinked with those of the college, tha t their success depends 

upon the success of the college. The lecturers should be given detailed information 

a bout the jobs they have to perform and their good performa nce should be given due 

recognition by administrative leadership. Even such small encouragement will boost 

the ir morale to greater heights. According to Fielden and Lockwood (1973: 55) the 

dean should have faith in his own abilities a s well as on the abili ties of other 

lecturers and a dministration and should provide guidelines a bout the kind of efforts 

he would like lec turers and adminis trative to ma ke , se tting on example by his own 

ac tion and exercises . Administration of college should be employed judiciou s ly u nde r 

no circumstances should the a pathy a nd be lligerence of the lecturers a nd 

administrators be aroused. These call for strong but Sym path etic leadership in the 

dean. 

The dean of the college presides over the meetings of the college council and he is the 

official medium of communication between the college and the College Board or 

higher government officials. Some of the functions of the dean a ccording to Hommadi 

(1989:79) are: 

• To provide leadership for the entire college 

• To a ssist the academic and non -academic units 111 the solution of their 

problem 

• To coordinate education a nd administration activitIes in the college 
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• To aid in dete rmining the effectiveness of the college program's of education 

a nd instruc tion 

• To address an a nnual report to the higher offi cia ls detailing out the 

programs and activities of the year gon e by a s well as proposals for the year 

lying a head 

• To vote degrees 

• To receive and review the annual reports of the faculty, departments and 

other institutional units 

• To su ggest the budget to the board or higher officia ls 

• To represent the college in the higher councils 

• To oversee and approve the kind of education offered by the college and 

make certa in that the education of the highest quality is imported 

• To select a nd su ggest the faculty members for appointment 

Accordingly, the job specifications of the college deanship call for a combination of 

material competence and talent for education leadership . These are two capacities 

that a re mutu a lly exclu sive . Besides the dean is an educaLor a nd a care-taker who 

heads a very complex orga nization composed of a series of s ub-divided departments 

according to specia lties- students, adminis tration (academic and n on-academic), 

libra rians, and service personnel ranging from secretaries, la b technicians, and to 

janitors a nd guards. 

2.4 Deans Leadership Role 

Deans serve a critical institutional role . Their job is complex and reqUIres highly 

competent individua ls to perform it. As Cote (1 985:667 JHE, Vo1. 56, and No.6) 

observes deans job is demanding, one of great and varied responsibili ty requiring an 

extraordinary individual to perform it effectively. As academic leaders; they have the 

a uthority to chart where a college and its programmes a re headed. Mercer, (1 997: 3 1) 

observes that by selecting which goals to pursu e deans h ave the potential to exert a 

tremendous influence on the direction of the unit. They have the a bility to control 

information, accumulate and a llocate resources, a nd assess the performance a nd 

productivity of their faculty a nd staff. Deans serve as acade mic facili tators between 

higher administration officia ls ' initiatives, faculty governa nce , and student needs . By 
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virtue of their midlevel placement they are in the ccnter nr controversy, co nflict, and 

debate they play the role of coalition builder. 

According to Dill (1984:69-99) deanship is a leadership role with overtones that a re 

more political and social tha n hierarchical or technical. Deans essentially serve two 

masters the higher administration and the faculty and are expected to bridge and 

join both perspectives. Deans' success is primarily measured by how well 

constituencies are stroked, cajoled, cultivated, and kept in line. 

According to Rosenblum (in Knight and Holen 1985 vo1.56, No. 6 JHE) Strength in 

leadership and human relations skills in the dean is essential for the development of 

educational excellence . There are certain leadership behaviors and specific activities 

of deans that seem to make a difference. 

Good leadership is considered to be one tha t facilitates collaboration, communication 

feedback, influence, and professiona lism in the followin g ways . 

• By providing leadership through establi shment of vision and value system 

• 

• 

• 

• 

By having consistent policies to delegate and empower other, thus sha ring 

leadership 

By modeling r isk taking 

By focusing on people, returning staff members, and helping them to grow; 

and 

By emphasizing the educational aspects of the school rather than the 

purely technical aspects of schooling. 

The performance of academic deans is pivotal to the success of their college. 

Academic deans are deemed effective or ineffective by informal assessment of their 

leadership style and the performance of their duties a nd responsibilities. Thus the 

quality of deans' leadership style is judged by the actio ns an d reaction s deans' take 

to the problems, opportunities and challenges they face . 

According to Heck et a l (2000: 1) leadership slyles of deans a re evaluated with respect 

to the expectations of the role and the institutional purposes. Any number of different 

aspects of the role could potentially be evaluated including on the job behavior, 

ability lo solve problems or make appropriate decis ions or results oriented activities 

such as increasing resources a nd improving the qua lity of programs. 
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Having elaborated on the administration of colleges and lea dership role of deans , the 

following pages present the leadership theories and styles from which leaders/deans 

derive to implement in their respective colleges. 

2.5 An Overview of Leadership 

Leadersbip cannot be conceived apart from influence as a n effective leader has a 

significan t effect on the behavior, attitude a nd performan ce of employees. For a 

formal leader leadership is the focus of activity through which on the concept of 

influence and influence itself concerns aspect of power. As Rue and Byars (1990:265) 

defined "leadership is a process concerned with the relation ship of two or more 

people in which one influences the other towa rd the accomplishment of some goal or 

goals ." According to Tierny (in Saiyadain 1988: 135) leadership is the activity of 

influencing people to strive willingly for group objectives. 

Accordingly leadership of two or more people in which one influences and it is a two 

way process meaning the leader and the subordina te inlluence one another for the 

achievement of some goals with influence comes the issues of forma l and informal 

influence. Formal influence is one exercised by a formal leader holding a formal 

position in an organization. An incumbent leader is entrusted to perform certain 

managerial activities as planning, organizing and controlling the work. He /she does 

these ac tivities because of the authority h e holds ill. the organization. Such a n 

influence is a formal one. On the other hand, informal influence refers to the 

influence exerted by people without position power such people according to Rue a nd 

Byars (1 990: 265) a re called emergent, informa l or peer leaders: informal exist in an 

organization if some group need a re not fulfilled by lhe formal leadership . Informal 

leadership originates from some special quali ty of the informal leader that is desirable 

for the group . The above authors a lso warn that informal leaders serve useful 

function, if their goal is congruent to that of the organizations . RaI::iasavaraj (1 980:79) 

likewise defines leadership as an influence of a person on others exerted through 

communication for the achievement of a specified goal. Also Gedney (1 999: 32) 

observe that a n effective leader motivates his / her subordinates so tha t they achieve a 

goal, which would be difficult to achieve without hi s/her involvement. 

From the aforemelltioned definition of leadership, it is quite obvious that for any sort 

of leadership to exist th ere has to be some sort of power, the power to reward, or to 
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coerce, or apply one's expertise. This a lso indicates that there are different forms of 

power base. Kreitner and Kinicki (1992:363) propose five different types of power 

base: reward power, coercive power, legitimate power , expert power, and referent 

power. 

However Kreitner and Kinicki (1 992:5 17) describe leade rship as "vis ion, cheerleading, 

enthusiasm, love, trust, verve, passion, obsession, and consistency ." Thus according 

to them leadership goes beyond exercising power a nd authority. It involves values, 

perception, motivation, reinforcement, socia lization , power, politics, teamwork, 

feedback a nd communication. 

Reward Power: refers to one's ability to obtain compliance by promising or gran ting 

rewards. Benfari (1999:125), likewise, asserts, "Some form of acompliment" is reward 

power. Reward power depends on ability to give other people something they value. 

However, when the award or compliment is indiscriminate , it loses its ability to 

influence . But when it is appropriate and genuine it is a useful tool to influence 

subordinates. 

Coercive power: is the power de rived from threats of punishments. It could be 

expressed in forms of verbal and non-verbal putdowns, slights , or symbolic gestures 

or disdain . According to Benfari (1999:1 26), demotions and prevention from use of 

resources are extreme forms of coercive power. Coercion works again effective 

influence and is not a good tool of a leader. 

Legitimate power: is power exercise by an incumbent beca use of his / her formal 

authority. Managers have a legitimate right to command, just as their subordinates 

h ave an accompanying obligation to obey . Benfari (1999 : 127) contends that giving 

constant orders to subordinates demands and prevents their growth. And it does not 

contribute to leadership. 

Expert power: valued knowledge or information gives an individual power over those 

who need the knowledge. It may include communication, interpersonal skill, 

scientific knowledge, and information. Supervisors influence their subordinates 

because they have knowledge about work schedules and assignments before 

subordinates. Expert power is a pos itive tool for icaclcr s hip when exercised in a 

proper manner. However Benfari (1999:1 30) argues (hal if it is exercised in an 
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authoritative manner or using it continually may limit its use to influence 

subordinates. 

Referent Power: refers to a power one has because of his / her charisma or it refers to 

power when one's own personality becomes the reason for compliance of 

subordinates. It requires one to be a role model for him/her to influence. A leader 

mayor may not h ave such power it is there or it is n ot. Thus it is not a lways there for 

leaders to influence subordinates. 

Generally, from all sources of power the one that leader may successfully use to 

influence subordinates so that organiza tion goals a re achieved is the expert power. 

Expert power associated with referent power a nd reward power will boost leader's 

ability to influen ce subordinates. Leadership is a n attempt at in terpersonal influence , 

which involves the use of power and authority. Authority and the basis of legitimate 

reward , a nd coerc ive power refer to organizationally sanctioned influence. Expert and 

referent power concern influence based on individu a l characteristics. In analyzing the 

influence process, attention should be given to his characteristics, resou rces, and 

decision role of the person exerting influence in compari son with the characteris tics, 

needs, and decision role of the target person. 

2.5.1 Leadership and Effectiveness 

For an organization to be successful in the achievement of its goals functioning 

variables are required. However the organization of the proper functioning of these 

inputs lies on the capability and competence of the leader. If the leader is capable to 

influence subordinates u s ing appropriate leadership styles in accordance with their 

level job maturity it is mos t likely that organizationa l goals will be achieved. Thus the 

attainment of organizationa l goals is attributed to the effectiveness of the certa in 

organization is successful it's the leader that is credited and when failure occurs it's 

the same person that is replaced . Through there a re a lso other factors that affect 

success of an organization, the influence the leader exert avails much . 

Zenebe (1992: 19) observes that "effectiveness is an expression of a given quality of 

performance : Effectiveness refers to a level Of achievement that result in high 

crnployee mora le and attainment of organizational goalG. In educational institution, 

particularly in a college leader effectiveness is defined in terms of the extent to which 

strategic constituencies a re satisfied is consistent wilh a cultural and interpretive 
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view of the organization
l 

Birnbaum (1992:56) con tend s that "a leader who is a ble to 

command support constituents ... has met the needs of multiple and conl1icting 

stakeholders and has a claim to be considered a good leader" and thus effective . 

Though the leader cannot be effective without the support of his/her superiors and 

subordinates, it's in his/her own hand that others can be made to contribute. 

Likewise, Drucker in Hersey et al (2001:2) observes that successful managers must 

achieve the results valued by the people who have a stake in their organizations 

accomplishment. Thus an effective leader commands the support of his/her 

superiors and subordinates for boosting employee morale and successful attainment 

of organizational goals. 

2.5.2 Theories of Leadership 

Leadership has been studied and researched for a number of years, resulting in 

numerous theories a nd models. However no universally accepted theoretical 

framework of leadership has been developed. Researches conducted on leadership 

from the early theories and the current situationa l theories have generally focused on 

identifying certain characteristics, behaviors, or situations that make one form of 

leadership more effective than any other form. From the time these researches began 

researchers were trying to develop a conceptual framework for thinking about 

leadership. However they are not able to develop a universally applicable theory of 

leadership. The various leadership theories developed express some aspect of 

leadership but are not adequate enough to provide a complete view. However, all of 

the theories in combination contribute to the understanding of what makes a leader 

effective. Leadership entails more than wielding power and exercising authority. It 

embraces many different managerial concepts as the following figure developed by 

Gary YukI (1989:274) describes 
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Fig.l managerial implications of leadership 

Leader 
characteristics/trait 
• Need for 

achievement 
• Need for power 
• Cognitive ability 
• Interpersonal skills 
• Self confidence 

Managerial behavior/Role Desi red End Results 
• Unit performance 

• Interpersonal role 
• Informational roles 

• Profitability 
• Goal attainment 

• Decision roles • Job satisfaction 

Situation Variables 
individual leve l 
• 
• 
• 
• 

• 
• 
• 
• 

Leaders position power 
Follower motivation 
Follower rol e clarity 
Follower ability 
organi zat ional level 
Resource adequacy 
Task! technology 
Organizational structure 
External environment 

Source: Adapted from Gary Yuki, "managerial leadership: A reVieW of theory and 

research," journal of management, June 1989, P.274 

The varioLls researches conducted on leadership resulted m three major types of 

theories . These theories are known as "trait theory", "Behavioral theory", and 

"situational or contingency theory" of leadership. The major points of each of these 

theories are highlighted as follows : 

2.5.2.1 Trait Theory of Leadership 

Earlier researches conducted on leadership focu sed on what the leader was like 

rather than what he does. Hence, proponents of trait th eory attempted to find a set of 

identifiable individual characteristics or traits that could differentiate successful from 

ull successful leaders. Researchers began to cxhaustively . Iist biographical, 
, 

personality, emotional, physical, and intellectual and other personal charjicteristics 

of successful Icaders. Proponents of trait theory believed lhat leaders were born, not 
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made . Hence, organizations were concerned In order to find traits possessed by 

leaders and for use as standards. 

However, research proved that these characteristics a re inco nsistent across different 

samples when examining leader effectiveness. Kreitner a nd Kinicki (1992:518) cite 

Stogdill and Mann's findings and observe that the two researchers independently 

working on trait theories reached on the same conclus ions . 

Stogdill conclude that five traits such as intelligence, dominance, self-confidence, 

level of energy and activity and task relevant knowledge tended to differentiate 

leaders from average followers. However Kreitner and Kinicki (1992:518) citing Stogdil 

observed that the traits did not accurately predict which individuals become leaders 

and which ones followers. Also these authors citing Mann observed that from the 

seven traits Mann examined intelligence were the best predictor of leadership. 

However, Mann warned that all observed positive relationships between traits and 

leadership were weak. Likewise, McGregor (1985:181) argues that leaders who have 

much different abilities can become equally success ful a t times when they succeed 

each other contrary to what trait theorists suggest. 

Likewise Sanford (in Halpin 1967:82) contends that the re are either no general 

leadership traits or, if they do exist, they a re not to be described in any of our familia r 

psychological or common sense terms. In a specific s ituatio n, leaders do have tra its 

which set them a part from followers, but what traits se t what leaders apart from 

what follower will vary from situation to situation. These findings sealed once and for 

all the issue of a born leader. 

However, once again leadership traits are receiving serious research attention some 

researchers such as Robert Lord and his associates conducting a Meta analysis 

concluded "personality traits are associated with leadership perceptions to a higher 

degree and more consistently than the popular literature indicates" . According to 

Kreitner and kinicki (1 992:5 18) recent research supports this finding. 

Generally, trait theories are not to be ignored . They playa central role In how we 

perceive leaders. Leaders need to determine the traits em bodied in peoples mental 

pictures so that inappropriate ones are corrected throu gh tra inin g a nd development. 
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2.5.2.2 Behavior Theory 

Dissatisfaction with the trait approach led researchers to exam me the actu a l 

behavior of the leader what the leader does a nd how hel she does it. According to 

Halpin (1966:41) leadership in behavioral theory is defined to refer to the exercises of 

leader behavior or his action in the group rather than the incumbents' personality 

traits. The major drawbacks "of theory assumes organizational variables to be 

constant and hence ignores leader flexibility is that it and makes no attempt to 

discover behavior determinants.f The major contribution of the theory is the 

identification of leadership styles. 

Several researches were made in order to identify patterns of behavior called 

leadership styles that enable leaders to effectively influen ce a positive impact on 

performance though- not necessarily true . But this paved the way for the belief that 

there is one best styles of leadership. 

Kurt Lewin (in Halpin 1966:41)) in his laboratory s tudy demonstrated that followers 

preferred leaders with democratic styles as opposed to authoritarian or Laissez-fa ire 

style . Moreover teams of researchers from Ohio state and Michiga n universities 

directed their efforts to identify the behaviors tha t diffe rentiated effective and 

ineffective leaders. 

The Ohio state university studies were conducted to investigate the determinants of 

leader's behavior and to determine the effects of leadership styles on work group 

performance. The major finding is the identification of two leadership styles-initiating 

struc ture and consideration. Initiating structure is the degree to which the leader 

organized and defined the tasks, assigned the work to be done, established 

communication network, and evaluated work group performance . While 

consideration on the other hand is the degree to which the leader responds to 

employees needs. It is the behavior that involves trust, mutual respect, friend ship, 

support a nd concern for the welfare of the employee. These dimensions were 

measured through the use of two ques tionnaires- one to measu re the styles of 

leadership as perceived by the leader (leadership opinion ques tionnaire) and one to 

measure the style of leadership as perceived by the subordinates of the leader (Leader 

Behavior Description Questionnaire). 
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Simil a r to the Ohio stale research ers the Michigan univf; [sily stu d ies a lso a rrived a t 

the same findings except used different terms . The ini tial ing structure of Ohio state 

study was called 'production centered' while the 'consideration' was called 'employee­

centered'. However, the Michigan studies as Tosi et al. (1986:557) observes, favored 

the 'employee-centered' style to be most effective. Vecchio (1 988:25-26) observes that 

Ohio state studies emphasize a leader to be high on both initiating and consideration 

to be effective . 

Fig. 2 Halpins two-dimensional leadership style 

c 
.S 
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Q) 
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High 

Mid 

Low 

Low structure 

High consideration 

Low structure 

Low consideration 

Low mid 

High structure 

high cons ideration 

high structure 

Low considera tion 

----------------------------------------- -
Initiating structure 

High 

Source: Andrew D. Halpin, theory and research 111 administration, page 112: New 

York, the Macmillan co. 

In another research Blake and mouton (1988 :24) developed a 'managerial-grid' in 

which they take the va rious combinations of concern for people and concern for 

production and define five major styles in 9x9 grids. They suggest that team 

management _. a 9,9 grids to be the best style. 

Leadership requires the leader to make decisions with subordinates. The decision­

making behavior of the leader and his /her practices of involving subordinates is 

defined as the leadership style of the leader. In his study Kurt Lewin identified three 

leadership styles-autocratic, democratic and Laissez-fa ire . 
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Nwankwo (1982:74) observes that the autocratic leader has no human consideration 

and takes all decisions by himself. Democratic leader is participative and 

communicates with. subordinates for shared decis ion making a nd team-work. The 

Laissez-fa ire . leader takes passive stan ce toward the problem of the group or 

organization. 

According to Griffith (in Zenebe 1992:26) contemporary practices in the leadership of 

educational organization (colleges) do not permit an autocratic or Laissez-fa ire style 

to domina te . Thus. according to him effective leadership style hinges on participative 

or democra tic style. 

Studies revealed tha t the formality of the organizational stru cture is a ll. important 

influence on the effectiveness of a given leadership styles. The major criticism of 

behavioral theory is that it doesn't consider the s ituational factors and the influen ce 

of these factors on the leadership effectiveness. Thu s the behaviora l theory of 

leadership emphasizes that all. effective leader should be high on one or both of the 

leadership styles irrespective of the s itua tion. However for a leader to be effective he 

should select a leadership style appropriate to the pa rticula r situation he is in. Thus 

deans need to take the situation into consideration wh en selecting a particular 

leadership style. For a man ager 's leadership style to be effective, other situational 

factors must be considered . 

2 .5.2.3 Contingency Theory 

Studies conducted to support 'trait' and 'behaviora l' theories indicated that 

s ituational factors affect leadership effectiveness. The s ituational factors that 

determine effectiveness of leadership styles, according to Rue and Byars (1 990:273) 

a re managerial characteristics, subordinate characteristics, group stru cture a nd 

nature of the task and organizational factors. 

Miner (1985:194), on the other hand, supporting the idea of contingency theory also 

observes that considera tion style is appropriate for routine tasks while initiating 

structure is appropriate when subordinates are of low a bility , authoritarian in 

personality, less confident and when the task is less structured . 

Leadership styles cannot be fully explained by beh avioral models . The situation lll. 

which the group is operating also determines the styles of leadership which IS 
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adopted . Severa l models which attempt to unders ta nd the relationship between style 

and s itua tion exis t, four of which are described h ere: 

• Fiedler's Contingency Model 

• Hersey-Blanchard Situational Theory 

• Path-Goal Theory 

• Vroom-Yetton Leadership Model 

2.5.2.3.1 Fiedler's Contingency model 

Fiedler's model, according to Hersey et a l (2006 : 11 9_124) assumes that group 

performance depends on: Leadership styles, described in terms of task motivation 

and relationship. Situational favorableness is determined by three factors: 

~ Leader-member relations- Degree to which a leader is accepted and supported 

by the group members. 

» Task s truc ture- Extent to which the lask is structured and defi ned, with clear 

goals and procedures . 

~ Pos ition power- the ability of a leader to control subordina tes through reward 

and punishment. 

High levels of these three factors give the most favora ble s ituation, low levels, and the 

least favorable . Relationship-motivated leaders a re most effective in moderately 

favorable situation. Task-motivated leaders are most effec tive a t either end of the 

scale. Fiedler suggests that it may be easier for leaders to chan ge their s itua tion to 

achieve effectiveness, rather than change their leadership style . 

2.5.2.3.2 Hersey-Blanchard Situational Theory 

According to Vecchio (1988:301) this model shows h ow leaders should behave in 

their interaction and influence with their subordinates so as to help them determine 

when it is a ppropriate to behave and in what way . This theory su ggests that 

leadership s lyle should be matched to the maturi ty of the subord inates. Maturity is 

assessed in relation to a s pecific task and has two pa rts : 

• Psychological maturi ty- their self-confidence and ability and readiness to accept 

responsibility 

• J ob maturily- their relevant skills and technical knowledge. 

25 

J 



High 

.... 
o 

j 
o 

:.a 
'" c: 
o 
.~ 

~ 

Low 

Low 

Low task and 

High relation ship 

High task and 

high relationship 

high task Low task a nd 

Low rela tionship Low relationship 

task behavior High 

Fig.3 A two dimensional model: Basic leader behavior styles. (Adapted from Hersey et 

a l (2006: 118) 

As the subordinate maturity increases, leadership should be more rela tionship­

motivated than task-motivated for four degrees of subordinate maturity, from highly 

mature to highly immature, lea dership can consist of: 

>- Delegating to subordinates 

>- Participating with subordinates 

>- Selling ideas to subordinates . 

>- Telling subordinates what to do 

However this model is not accepted by all. To this end, Boleman a nd Deal (1997:301 -

302) argue that the model has many problems . They further list the weaknesses 

saying that the model focus mostly on the relationship between manager and 

immediate subordinates and say little a bout issues of structure , politics or symbol. 

Likewise Barrow (1977: 236, AMR, Vo1.2, and No.2) contends that the model neglects 

s ituational varia bles influencing leader / subordinate relationship, provides a 

definition of maturity which would be difficult to measure, a nd has not been 

empirically tested. 
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2.5.2.3.3 Path-Goal Theory 

Evans and House suggest that the performance, satisfaction a nd motiva tion of a 

group can be affected by the leader in a number of ways: 

• Offering rewards for the achievement of performance goals 

• Clarifying paths towards these goals. 

• Removing performance obstacles. 

A person may do these by adopting a certain leadership style, according to the situation. 

• Directive leadership- Specific advice is given to the group and ground rules are 

established. 

• Supportive leadership- Good relations exis t with the group and sensitivity to 

subordinates' needs is shown. 

• Participative leadership- Decision-making is based on group consultation and 

information is shared with the group. 

• Achievement-oriented leadership- Challenging goals are set and high performance 

is encouraged while showing confidence in the groups' ability. 

Supportive behavior increases group satisfaction, particularly in stressful situations, 

while directive behavior is suited to ambiguous situations . It is also suggested that 

leaders who have influence upon their superiors can increase group satisfaction and 

performance. 

2.5.2.3.4 Vroom-Yetton Leadership Model 

This model suggests the selection of a leadership styles for making a decision. There 

are five decision-making styles: 

• Autocratic 1- problem is solved using information already available 

• Autocratic 2- Additional information is obtained from group before leader makes 

decision. 

• Consultative I-leader discusses problem with subordinates individually, before 

making a decision. 

• Consultative 2- problem is discussed with the group before deciding. 

• Group 2- group decides upon problem, with leader simply acting as cha ir. 
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Chapter 3 

Research Design and Methodology 

3.1 Research method 
The study was mainly concerned about the comparative descriptive survey 

a ssessment of the leadership styles of governmental and private college deans in 

Oromia using the situational model developed by Hersey a nd Blanchard. Thus, 

det;crip tive survey method of research study was used becau se leadership 

performance is effectively perceived from th e opinion survey of subordinates , 

s uperiors and the leader's role perception . It a lso enables to gather data from a 

[-elatively la rge number of s tudy subj ects within a short period of time and helps to 

a s:;ess the CUlTcnt practice a nd make generalizations. 

The !ltudy is deemed of the highest significa nce to the education sector of the region 

as the position the dean holds and his/ her intui tive sckcLion of effective style is of 

paramount importance for the success of the college. Success in educationa l colleges 

means the achievement of the goals of education s tipulated by the new education and 

t.raining policy of the country. As Peter Drucker in Hersey e t a l (2000: 2) observes, 

"fo r ma nager s to be successful they must achieve the resu lts valued by the people 

who have a stake in their organizations accompli shmen t." However, the dean is able 

Lo lead the college into su ccess only if he / she elicits a leadership :style appropriate for 

the subordinate work behavior. Thi s is to mean that he / she should select either 

d irecting, coaching, participative (supporting) or delegating styles depending on th e 

psych ological and work maturity of subordinates . With this in mind, the study a ims 

lo analyze the leadership styles of deans, the variations in leadership styles selections 

Ctnd what can be done to improve the erlectivenes~ of dean s in their respec tive 

To this effecc the LBDQ (Leader Behavinr Description Questionnaire) is 
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3.2 The Instrument 
The LBDQ- is an instrument that measures the opinion (attitude) of referent groups 
and the leader (dean) itself. It helps to collect data on leadership styles of deans as 
perceived by subordinates (academic a nd administrative staff), a nd as perceived by 
deans themselves . The LBDQ measures leader's effectiveness in selection of 
leadership styles taking the situation into consideration. By situ ation Hersey and 
Blanchard in Shackleton (1 995:23) mean 

• The willingness of people to do their work assignment 
• The ability of people to do their work assignment 
• The na ture of the work they do 

• The climate of the organiza tion 

Team of researchers of the Ohio state university has developed the LBDQ in 1957. It 
has been used to conduct research on leadership for the last 50 years. It is the most 
reliable instrument for leadership study. Halpin (1 957: 1). It con s ists of 30 short and 
descriptive statements. It is prepared to be administered to subordinates, supervisors 
und deans themselves with slight change in wording. The instrument was pre-tested 
in order to see whether it requires restatement of some itcms. And from what was 
learned from the pilot test some items were dropped a nd also to others, which 
required modification, some word s were modified to makc items easy fo r 
understanding. Likert scale with close ended q uestions and also open ended 
questions were prepared to collect data because it provides freedom to fill in whatever 
respondents think is right without external preStiure and' it a lso helped to collect 
information from a large sample size within limited time. Opinionnaires are used in 
research when opinion of respondents is required rather than facts . Best, et a!. , 
(1993:243) 
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In the questionnaire respondents were asked to ra te their responses along th e five­

point Likert Scale as follows: 

Response Scale Response Scale 

Strongly agree 5 Never 0 

Agree 4 Seldom 1 

Undecided 3 Occasionally 2 

Disagree 2 Often 3 

Strongly disagree 1 Always 4 

However for negative statements the items were scored in opposite order. 

3.3 Sampling method and sample population 

There are 24 (9 agriculture 9 health and 6 educationa l) governm ent owned and 107 

private colleges in Oromia. From these colleges, 5 government and 4 private, all in a ll 

9 TICs were selected to make the study manageable in the time and cost affordable. 

The sample population of the study included 9 deans of governmental and private 

colleges, 168 instructors and administrative staff that work in these colleges. The 

instructors and administrative staff were selected using systematic random sampling 

method. All of the deans of sampled colleges were also taken as respondents. The 

respondents were selected because they are immediate referent groups of the deans 

and their closeness to the deans enables them to observe the day to day performance 

of the deans . 

Purposive sampling method was u sed to select colleges Lo make the study 

manageable. The sampled colleges and respondents selec ted from each a re listed in 

Lhe table hereunder. 
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Table 3.1 Sampled colleges and college staff who participated in the study 

N Colleges Academic Administrative No. of Deans Total 
O. Sampled respondents staff selected selected 

selected 

1 Adama TIC 11 10 1 22 
2 Assela TIC 14 12 1 27 
3 Jimma TIC 12 10 1 23 
4 Nekemte TIC 10 7 I 18 
5 Robe TIC 11 10 1 22 
6 Chilalo TIC II 11 1 23 
7 Robe open 9 4 1 14 

2020 

9 Welisso 5 4 1 10 
Wisdom 

College 

10 Nekemte 4 9 1 14 
Linkage TIC 

TOTAL 87 77 9 173 

3.5 PILOT TEST 
The questionnaire adapted for this pa rticular research study was pilot tested 
selec ting two colleges-one government owned a n d one private ly owned teacher­
training colleges in Addis Ababa in order to test the consistency of the questionnaire. 
KCTE from government owned and St. Mary's facul ty of education from private ly 
owned higher education institutions were selected fo r the pilot test. From these two 
colleges 22 respondents, eleven from each college were ta ken for the pilot test. In 
each college, 10 college staff-5 administrative and 5 ins tructors and the two deans as 
well were selected as respondents for the pilot test. 
Since th ere was a n intention to include supervisors, 3 supervisors from Addis Aba ba 
educa tion bureau were a lso taken for the pilot test. Based on wh a t was found in the 
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pilot test two items were omitted entirely from the questionnaire while a ll items 
adapted for the dean were used with slight modification. 

3.4. Data Analysis method 

Relevant data analysis methods and relevant statistical methods were used in order 
to analyze the data. Accordingly, 

'if" Respondents were categorized and frequencies were tallied . 
'if" Percentage and frequency counts were used to analyze the characteristics of the 

population as it helps to determine the relative standing of the respondents. 
\ 

'if" In order to test whether factors such as size of college, staff motivation and work 
~ 

experience and educational qualification of deans a ffect the selection of leadership 
style one-way ANOVA, two-factors ANOVA and t-test were u sed respectively for 
testing these variables. 

'if" Mean subordinate ratings on a five -point scale were used to compare deans' 
performances with the leadership style used by those deans ra ted as effective by 
subordinates. 
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Chapter IV 

Data Presentation and Analysis 
This chapter con tains the discussion and analyses of data collected on 

leadership style of deans of governmen t a nd privately owned colleges through 
questionnaire. Data were collected from 9 TIC colleges in Oromia regional state, of 
which 5 were government owned and the other 4 were privately owned. The 
respondents of the study were Instructors, administrative employees and deans 
working in these colleges. 168 questionnaires were distributed to college staff and 9 
questionnaires to dean s of both groups of colleges in order to solicit data on the 
leadership styles of dea ns and to extract other relevant information for this research 
undertaking. From these questionnaires 164(97.6%) from college staff and a ll 9 from 
deans were collected and a na lyzed. 

4.1. Description of Sample Colleges 
The study was conducted in government and · privately own ed teacher trainin g 
colleges geographically d istributed in Oromia regional state. These colleges d iffe r in 
their student population, administra tive a nd academic s ta ff. Some Colleges has more 
than 2000 student popula tion and more tha n 100 academic a nd adminis trative staff. 
The fac t that some Colleges are larger as compared to the others implies that deans 
should devote more time for the additional responsibili ty- additional a rea of operation 
that requires deans' time and more concern in the College. 
As college size becomes large, the dean is ma inly restricted to form departments, a nd 
establish relationships be tween departments created to carry out the administra tive 
functions . He should a lso be engaged in formulation of rules a nd regula tions so tha t 
the departments created fun ction in a smooth and coherent ma nner. Such concerns 
a ffect dean's leadership style as he is engaged more in administering the College 
through departments rather than being directly involved in the day to day activities of 
the college . Accordingly, data obtained on college staff and student population is 
summarized in table 4.1 as follows 
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Table 4.1-college s ize 

No . College Student population College 

employees 
1 Adama TIC 1550 147 
2 Asella TIC 3132 152 
3 Jimma TIC 1821 142 
4 Nekemte TIC 5000 215 
5 Robe TIC 5100 143 
6 Chilalo TIC 1637 75 
7 Linkage TIC 550 27 . 
8 Robe Open 2020 650 23 
9 Wisdom Gate TIC 150 18 
All government owned Colleges h ave la rge student populatIOn and la rge academic 
an d administrative staff. On the other hand, a ll private colleges except Chilalo TTC 
have small s tudent population, academic and administra tive staff. Most private 
colleges carry out their teaching a nd learning process by hiring part-time instructors 
from local colleges and seconda ry schools in addition to the few s taff th ey employ on 
permanent basis . Thus, Deans of these colleges have few staff to look after and have 
plenty of time to establish maximum contact with each one of their employees . 
However, government owned colleges h ave large student population, academic as well 
as administrative staff. Since the dean can establish only minimum contact with 
subordinates, in su ch la rge colleges as Miner{ 1985: 194) observes his leadership style 
would be that of structuring rather than lead the college by esta blishing friend ship, 
contact, mutual trust and respect. In private Colleges, however, du e to the small s ize 
of subordinates present it is easy for the dean to establish friendship, warmth, 
mutual trust to influen ce subordina tes. Thus, as the data indicate s ize of the college 
favors deans of private colleges to establish maximum contact, address n eeds of 
employees personally and influence subordinates more throu gh friendship, respect, 
warmth, etc .{or consideration leadership approach than by stru cturing approach). 
However, the leadership style a dean exhibits depends on th e maturity level which 
implies job motivation and educational qualification of subordinates. Regarding this 
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a n analysis was conducted in the next section to tind out whether size of the college 
has an impact on the selection of a particular leadership styles . 
Deans were asked to indicate how often they are engaged in different leadership 
behaviors in order to find out their leadership ideology or how they think they should 
behave while they are working with their subordinates. And subordinates were a lso 
asked to describe their dean to find out how the dean acts in his encounter with 
subordinates. Their response is summa rized in table 4.1.1. 
Table 4.1.1 College size a nd leadership styles 

I Nu'T College-- Stude College Mean scores of Mean scores of leadership , 

nt Staff leadership styles as styles as indicated by 
Popul indicated by deans themselves 

I 

alion subordinates 

h~ iti atin g . Initiating I Consid. Consid. 
I stru cture structure 

TTC 11--
1

' Adarna 

1'2 Asella TI 

13 Jimma 
h:---'-Nekem 

1550 147 2.75 2.86 2]-
2 .87 

'C 3132 152 2.67 2 .56 2.53 3.4 
TI'C 1821 142 2 .92 2.65 3.4 3.2 

~ .. 
te TI'C 

-- S -IOO 143 2.69 2.24 2.67 2.93 
-15 i Robe Tl 

;6 _yhil"iO 
'C 5100 143 2.69 2.1 2.67 3.53 
TTC 1637 75 3 .06 3 3 .2 3 
pen 2020 'I Robe 0 

8 , Wiscion 1 Gate 

.~I Linkag eTTC 

650 23 

150 18 

550 27 

3.04 2.74 2.87 2.93 
3 .1 2 2.64 1.07 1.93 

2.55 2.24 3 .33 3.07 
In order to determme wh ether size was one of the fac tor s that make the difference in ." 
the selection of a particular type of leadership style a n analyses was conducted by 
d ividing colleges into sma ll and large s ize by the nu mber of employees they have. The 
J lotion of this analys is was that when a college has large n umber of academic a nd 
adlrlinis trative s taff, in order to properly manage the staff; organizing different 
department::;, formulating laws and regulations would be required. Thus leaders 
(deans) leadersh ip style tends to be more of s tructur ing than consideration Miner 
(1985:194) . Thus to answer the third basic question the following hypothesis was 
formulated and analyzed using one-way ANOVA for both leadership styles . 
For con s ide ration 
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HO: Size has no significant effect on th e selection of consideration leadership style. 

Thus to conduct the analysis colleges were classified into small (those having 

less than 100 staf!) and large (those having more than 100 staf!) and tested at 

u =0.01. 

Table 4.1.2 Summary of ANOVA table for considera tion 

Source of variance ss df S2 fobt 

Between groups 0.07 1 0.07 0.722 

Within groups 0.68 7 0.097 

Tota l 0.75 8 

The ferit value at a=O.Ol IS 12.25. Smce fobt IS less than 1 there is no need to compare 

Fobt with Ferit value as it is not significant enough to reject the null hypothesis. Thus, 

we retain the null hypothesis and conclude that size of a college has no statistical 

significance on the section of cons@eration leadership s tyle. 

The same analysis was conducted to find out whether s ize has effect on selection of 

initiating leadership style based on the above-mentioned notion. The F- Value wa s 

tested at a= 0.01 level. The analysis was conducted in the same manner for initia ting 

s tructure as well. The null hypothesis formulated for ini t iating s tructure was 

For initiating structure: 

HO: Size has no significant effect on the selection of initia ting structure leadership 

s tyle. 

Table 4.1.3 Summary table of ANOVA for initiating s tructure 

Source of variance ss df S2 fobt 

Between groups 0.14 1 0.14 2.86 

Within groups 0.34 7 0.049 

Total 048 8 

The value of ferit at a= 0.01 level IS 12.25. Here Lhe decis ion rule is to reject the null­

hypothesis if F obl .::Fcl'it. However Fobl is less th a n Ferit at (1 = 0.01 we fail to reject the 

nu1l- hypothesis but rather retain it and conclude that s ize of a college has no 

s ignificant effect on the selection of initiating s tructu re. For both leadership styles the 

F Ob! was not s ignificant enough to conclude that size has sUJlist ically s ignificant effec t 

on the selection of leadership styles . Thus, it is possibl e to conclude that deans ' 

selection of leadership style does not depend on s ize of the college . 
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Table 4.2. Characteristics of Respondents 
! No. -- '[;;;-m------- -cN--=-1 0- 7----- --N~-=-5-8°----------,.,-N-=-S-----'-:"N'"C"=-· ,'-\ ----l 

Employees of Employees of Dea ns govl. Private dealls 
gov!. co ll ege private , 

-No-- %--- -No -- -% - '-{ NO % 
~1 ---~~----------r--1-----"-----+----+----+---~--~--~ Sex 

-c-- Ma le 

Female 

Total 

99 

8 

107 

92.52 

7.48 

100 

43 

14 

57 

75.44 _5"--_-+-'-"10""0_+4'--__ +-'-1"'00"--_1 
24 .56 

100 5 100 4 100 
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The respondents included in this study are of two groups. One group included the 
dean's themselves in order to find out their leadership ideology or how they think 
they should behave in their respective college. The other group included sample of 
subordinates taken from each government owned colleges while all subordinates from 
privately owned colleges were taken as they have very few employees working for 
them. All in all 164 subordinate and 9 deans from 9 colleges were included in the 
study. 

As the table 4.2 depicts large proportion of subordinates included in the study 
are males. There are only 3 females instructors included- 2 from government owned 
and 1 from private colleges. The other females who participated in the study were all 
from the administrative staff. This implies that higher edu cational establishments in 
Ethiopia in general and in Oromia regional state in particular are dominated by 
males. Thus, the study made no attempt to assess if there is leadership attitude 
variation between males and females. Furthermore, a ll the deans included in the 
study a re males limiting the study to one gender only. Thus, if gender makes any 
difference in selection of leadership styles its not investigated. 
As shown in table 4.2, the vast majority (71 %) of employees in the government owned 
colleges and 14% of employees working in private colleges are of age 30 and above. It 
is believed that having the required qualification and practical knowledge enables 
employees to execute their job at a higher level of efficiency and effectiveness, other 
things held constant. However, when these two groups of colleges are compared 
government owned colleges by far have a well-experienced staff than privately owned 
colleges . This is due to the fact that some of government owned colleges were 
established earlier than privately owned colleges a nd due to high demand for second 
cycle primary teachers the regional government has worked for the past ten years 
towards their growth as compa red to privately owned colleges whose growth is 
determined by the market. Further examination of data reveals that from these 
employees of private colleges having more than 30 years of age 5(8.8%) of them are 
administrative staff who got employed in the colleges after retirement. Moreover, it is 
quite evident that experience of the instructor has an impact ' on the quality of 
training, provided that other inputs are adequately supplied. However, no attempt 
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was made to investigate how much experience of the instructors in these colleges 
a ffected the quality of training they provide . 
In addition, table 4.2 depicts that 4(80%) of the deans in government owned colleges 
have 36-40 years of age and at least 14 years of working experience. Detail 
examination of the data collected shows that from these years of working experience 
they have spent 9 years on average on some other administrative position before 
assuming deanship. Moreover all of the deans of government owned colleges have an 
MA degree. Further, it has been understood tha t 2(33%) of the deans a re Ed PM 
graduates while the rest 4(67%) are subject area graduates. On the other hand 
2(50%) of deans of privately owned colleges are in th e age category of 31-35years, 
having a minimum experience of 1 year and maximum experience of 10 years and 
only 1(25%) spent four years as a supervisor. When the two groups are compared 
deans of government owned colleges have the required experience and training to 
serve as deans as compared to deans of privately owned colleges. 
Also many authors (Birnbaum1992, Sporn 1996 & Tierney 1988) on the area of 
college administration observe knowledge of the internal environment of the 
organization (college) and the administrative practices of the college is of high 
importance to be successful before one considers taking the responsibility of 
deanship. To this end, government owned college deans have ample experience and 
a re mature enough to cope up with the highly complex a nd demanding respons ibility 
of college deanship. 

However whether such traip.io.gs, expeneJl.Ge and educa tional qualification make a 
difference on the selection of leadership style is tes ted u s ing two factors ANOVA in 
the following section. 

From the deans of privately owned colleges 2(50%) are graduates majoring pedagogic 
a nd the rest Bed. graduates and a lso one of them has no prior administrative 
experience . This implies that deans of privately owned colleges are employed on the 
ground that graduates majoring pedagogic a nd education are fit for the job than 
subject area graduates. 

For s uccessful achieve ment of college goals placeme nt of deans with adequate 
training in the field of a dminis tration and practical expe rience is of paramount 
importance. If such people are not to be found in colieges giving short-term tra ining 
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to incumbent deans is important to boost their leadership potential. To this end 

deans were asked to find out whether short-term trainings were organized by 

concerned higher officials or not. Accordingly a ll dea n s of government owned colleges 

a nd 1(25%) dean of privately own ed colleges replied affirmatively and disclosed to 

have participated in severa l leadership tra inings of short duration . 

In order to determine whether educational qualification (MA or BA) and work 

experience of deans of government and private colleges were s ignificantly different 

and whether these differen ces h ave significant effect on the selection of leadership 

styles, a n analysis was ma de using a two way ANOVA. This a n a lysis was conducted 

to answer the third basic question listed under the statement of the problem . The 

hypoth eses formulated were: 

HI= deans with more than 8 years of working experience and those with less than 8 years 

of working experience have no significan t differen ce in the selection of leadership 

style. 

Fb ~ deans with MA and those with BA have n o significant difference in the selection of a 

particula r leadership s tyle . 

H3 = deans having more than 8 or less than 8 years of workin g expenence do not 

s ignificantly differ whether they a re MA or BA graduates on the selection of a 

particular leadership style . 

After formula ting the above hypotheses the analysis was conducted for both 

leadership styles- initiating structure and consideration. 

Table 4.2.1 summary ANOVA table for Con sideration 

ce of Variance fSOur 
ls'etw --. 

een treatment 

Fact or A work experience) 

1 Fact 
r -,,-"'xB=-

or (edu cational qualification 

in teraction _ .. 
in treatment 

~.~'~­
I W~~l 

. __ ._------ -_._- --I Tota 
'---_.-

I 
------ - --

ss d f m s [obt 

6.84 3 

4.08 1 4.08 2 .47 

0.22 1 0.22 0.133 

2 .54 ~ ~~~ ~~~~4 _1 
19.84 1 12! 1. 6 5 I I '-1'---+---._\ 26.68 ! 15 : .L . __ L _._ -.J __ J 

The value of Fcrit at a= 0.0 1 level is 12.25 . Th e decisio n I uk is to reject the null 

hypotheses listed above for considerat.ion leadership st.yle if F'obl ~ FCri'. However the 

40 



result indicates that fob ' for the two main effects a nd also for the inlerac tion effect is 
less than Ferit. Thus the hypotheses are retained . 

Similarly a two factor analysis of ANOVA was conducted for initiating structure 
leadership style. 

Table 4.2.2 summary AN OVA table for initiating structure 
Source ss df ms Fobt 
Between treatments 7.42 3 
Factor A( Work experience) 4.03 1 4.03 2.02 
Factor .B (education qualification) 0.18 1 0.18 0.09 
A x B interaction 3.21 1 3.21 1.61 
Within treatments 23.96 12 1.99 
Total 31.38 15 

.. Thus for both mltlalmg structure and consideratIOn leadership styles the fobt is less 
than bit at a= 0.01 level. Therefore we fail to reject the null hypotheses and conclude 
that work experience and educational qualifica tion have no significant effect on the 
selection of a particular leadership style for both government and privately owned 
colleges. 

The two factor analysis of vanance showed no significant mam effect for work 
experience F (1, 12) =2.47; and no significant main effect for educational qualification 
F (1, 12) = 0133 and no significance for interaction between work experience and 
education qualification on the selection of leadership style. 
Moreover in order to test whether knowledge in the field of administration makes a 
significant effect on the selection of leadership style suitable for the particular 
situation of the college, statistical analysis was conducted using the t-test for 
independent groups. In order to carryout the statistical test the deans were grouped 
into two as EdPM graduates and non-EdPM graduates to make the data amenable for 
the test. The deans were grouped into two on the ground tha t in order to select 
appropriate leadership style a dean should be familia r with the field of a dministra tion 
and those trained in the field of administration (EdPM graduates) are better trained 
in the field and are in a better position to select a leadership s tyle appropriate for 
their particular situation. In support of this Blake et al (1981 :28) a lso describe that 
true leadership can be exercised only by educated citizenry . Thus to conduct the 
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analysis and determine what factors college deans use to select leadership styles the 

following hypothesis was formulated based on the basic ques tion : 

Ha: knowledge in the field of administration has no s ignificant effect on the selection 

of a particular leadership style. 

The analysis was cond ucted using the t-test at a=0.05 confidence level. The summary 

table is: 

Table 4.2.3 Summary table of t-ra tios of mean differences for Ed PM and non-EdPM 

graduates (for both leadership styles) 

Leadership style 

Initiating structure Consideration 

No. Field of study Mean SD t-ratio Mea n SD t-ratio 

1 EdPM graduates 2 .8 1 0.04 0.05 2.38 0. 15 0.93 

2 Non-EdPM 2.80 0.08 2.61 0.09 

graduates 

The decision rule is to reject the null hypothesis if /tabt/ ?' /tcritj. The t-table value for 

a= 0.05 and degree of freedom 7 is 2.365. Since the value of tabt is less than the value 

of terit, the null hypothesis is reta ined. Thus based on the result obtained from the 

statistical analysis of the data it is possible to conclude that knowledge in the field of 

administration has no significant effect on the selection of leadership style. However 

this finding is in contradiction to what is stated in Blake et a l (1981 :28) perhaps due 

to small sample size of deans that are graduates of EdPM . The suggestion of the 

student researcher on this finding is that to establi sh thi s finding further study with 

la rge sample size need to be conducted. 

4.3. Leadership style of deans' vs. motivation of subordinates 

According to Hersey a nd Blanchard (2006: 18) to be successful as deans of a 

college, deans need to vary their leadership style with the level of matu rity of 

subordinates. Accordingly, deans were asked to find out the level of motivation of 

their subordinates and to find out whether their subordinates have adequ a te 

educational qualification required for the job they are assigned to . To this end deans 

disclosed that, though some of their subordinates do not have the required 
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educational qualification for the job, they a re hi ghly motivated towards their job. This 

was compared with deans' leadership style in order to find out whether dean s match 

their leadership style according to th eir subordina tes maturity level or not. The 

responses a re indicated in the following table. 

Table 4 .3 Level of motivation and leadership style 

~~ 
~I 

Ada ma 

TI'C 

Asella 

TIC 

Jimma Nekem Robe Chilal Linkage 

TIC t TIC TTC 0 TIC TTC 

Robe 

Open 

--;-t- ,---t-:""'---:,..-t-:-;c-;'- -1-;-:-- --- -;~.,__,___t__;c;7"7--t-_;_;7__;__-_r._--
I I Level of motivation of High Good High HIgh HIgh t HIgh High High low 

I employees 

I
2jMan- or- deam+-- ---+---+----t---

I Ilc:dershiP style 

A·" initiating structure 2.75 2 .6 7 2.41 2 .69 2 .9'2 3 .06 2.55 3.04 3.12 

B~ Consideration - +-::2:-.8:::-6o--tr-2:::-.-=-56' 2 .24 2.1 2 .92 3.0 2.24 2.74 2.64 

+.-:-----------;-I----+--------------- t----t----t---,---+---
3 Mean values of 

4 .35 3 .08 

" 

motivation level of 4.17 3 .42 4.25 4.42 4.83 4 4.33 

I Sll bordinates as , 

L_.Gbs~rV~~bY dea~~_--,: _____ .-'--__ ---' ___ ~ ____ L_LJ ___ __'_ ___ _1__ __ 

As can be observed m table 4 .3, dean s were asked to respond to a closl~d ended 

questIOn in order to fi nd ou t the level of motivation of their subordinates and a bove 

'17% of ;;overnmenl owned and privately own ed college deans replied tha t their 

'; L,boJ'ci'nales are h ighly motivated towards their job. Moreover, deans were a lso 

·_·,;;,cd to raLe the ir s ubordinate s on R 12-i tem q\1e~tionnaire to find ou.t the level of 

, !1011VcU ,cm of subordinates. Accordingly, as th e mean values of the responses in table 

' I ~; indicate &u bo[cJ;;-,ates of Qlmosl ai l colleges exc~pt l IVO (on e governmental a nd one 

:" '''hl<;j were highly motivated towards [heir job. 

1 u! the ochcr 'two collcges one governmellt owned coilese dean 's response indicated 

, it<;l sulxlrdinatcs have motivation for their' job considered as good . 

l-10W (;vcr in ()n ,~ private ':olI ege, contrary to a ll convic lions tha t employees of privately 

,. ,,'11(;0 cuii eges a re well paid and a re thus highly m otivated, t he dean d isclosed that 

". )( lrdiE8.Ll":S hcu·e luv\" ir~ve l of ro.()tiV8 l.icn for the ir Job. A.iso when dea n s \vere 

,1,, ",i 'eLi ;.lS i.o cducat:ioI1cl.l qualificaLion of their subunlmale ::> they d isclosed m both 
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government and private colleges tha t except some of th e adminis tra tive s ta ff most of 

the academic staff have th e required edu cational qu alification for the job. Moreover, 

instru ctors consider themselves as mature and proressionals based on their 

educational qualification and thus desire to be treated in li ke ma nner. Cleveland (in 

Dearlove 1988:59-79). 

Thus for subordinates with high job motivation a nd with differing edu cational 

qualification deans to su ccessfully influence and become effective in their College 

need to vary their leadership style accordingly. However, in order to find out whether 

deans vary their leadership styles based on the level of employee motivation, the da ta 

collected were tested statistically in the following section. 

In order to statistically analyze whether deans vary th eir leadership style based on 

th e motivation level of subordinates the following hypothes is was formulated based 

on th e third bas ic question stated under statement of the problem and statistically 

tested using one way ANOVA at a= 0 .05 level. The hypothes is is: 

Ho= deans selection of leadership style does not depen d on motivation level of 

subordinates 

f or both initiating s tructure an d cons idera tion leadership sl"yles the hypoth esis was 

tested . 

Table 4.3.1 summary of ANOVA table fo r initiating structure 

I Source of variance ss df S2 Fobl 

Between groups 26.03 2 13.02 15.82 

~thin groups 14.81 18 0.82 

40.84 20 Total 

The value of felit at a=O.5 is 3.55. The decision ru le is to ' reject the null hypothesis if 

lobt,:::, feri t .since for this particular a n a lysis fobt > fefit we rej ect 

lhe null hypothesis and co nclude tha t deans usc initiating s tructure style depending 

on the motivation level of subordinates . Further ro r considera tion s tyle the same 

an alysis was condu cted . 
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Table 4 .3.2 summary of ANOVA for consideration 
Source SS df S2 Fobt 
Between groups 22. 1 2 11.05 16 .25 

Within groups 12.32 18 0.68 

Total 34.42 20 

The value of Fecit at a ; 0.05 is 3.55. The decision rule is s imilar to the above - that is 
the null hypothesis is rejected if Fobt ~Ferit. Since, for the consideration style Fobt ~ Ferit, 
the null hypothesis is rejected . The conclusion therefore is deans select their 
leadership style depending on the motiva tion level of subordina tes . Thus government 
owned and privately owned college dean s a like select a particular leadership style 
(initiating s truc ture or consideration) based on subordinates level of motivation 
supporting with the situa tional leadership mod el developed by Heresy and 
Bla nchard . 
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4 .4. Communication of the dean with subordinates 

Adama Ascla Jimma Nekemte Robe Chilalo Linkage Open Wisdom 
No % No % No % No % N % No % No % No % No % 

:i Item 
0 

I For bow long 

I 
have you known 

I the dt.:an in his 
I current position? I , 
I 

I 
I 1\"-' Ll:sS than I 21 100 - - - - 5 29.4 - - I 4.5 3 23. 1 I 7.7 4 

44 \ 
I 

! year 

r 13- for 1·2 years - - 6 23 20 91 3 17.6 17 81 6 27.3 10 76.9 3 23 .1 3 33 Ii c- for 3-5 ) "ars - - 17 65.4 I 4.5 9 53 I 4.8 15 68.2 - 9 69.2 2 22.: 
I 0 = otht.:r - - 3 11.5 I 4.5 - - 3 14.2 - - - - -
Ttotal 21 100 26 100 22 100 17 100 21 100 I-I low often do 

. ou I I 
I with the deans I 

t Oil matcrs related 

I 
to th\.' job 

I 

'rJ-- --'- 9.6"--1-, I A= Once a week 2 4 15.5 2 9.1 I 5.9 3 14.2 2 9. 1 - - 2 15.4 3 33.: ---~----- - - ---B= oner. a moth 13 50 13 59.1 13 76.5 7 33 .3 1 13.6 - 2 15.4 - --·--1- -_. -.. ------.- .. _-
I c -..: 1\\ ic('. a W l "ck 5 23.8 I 1.8 I 4.5 - - 2 9.5 I 4.5 2 15.4 I 7.7 - -f--+.-

66. 1 
' [)'"'" h ~l yday 10 47.6 5 19.2 4 18.2 I 5.9 4 19 13 59.2 I I 84.6 8 61. 5 6 -I . 4 19 3 I 1.5 2 9.1 2 11.7 5 23 .8 3 1 3~-__ 

E-· olher 
- - - - ---,------- ------

-Tol:11 
-L __ l L._~ __ . _____ i ;n order to a dequately describe the work behavior of a head of a n ins titution (college) 

subordinates need to see him exhibit the behavior while performing some task in the 
coll ege with members of h is group . Moreover, he shou ld have assumed power for 
some period of time so that his leadershi p style IS exh ibited HI his day to day 
encounter with subordina tes . To this end , subordinates we re asked to find out h ow 
ofte n they communicate with their dean on ma tters related to their job and fur how 
long they kn ow the dean In h is curren t position . Had the dean assumed powe!" for 

46 



quite some time and subordinates had more encounter with him on matters related 
to their job , they will be able to observe his work behavior day in and day out and 
a ble to describe him. Accordingly, the response they provided to these questions is 
summarized as follows. 

Most of the data in table 4.4 indicate that except one government owned college all 
the other government owned colleges' staffs know the ir dean in h is current position 
for more than a year. This indicates that there are fewer turnovers of deans in 
government owned and privately owned colleges. In one government owned college 
t.he dean was assigned to this position during the curren t year. Likewise in private 
colleges, a ll deans assumed power for at least 2 years but they do have n ew staff who 
participated in the study. Thus some described to h ave known the dean in his 
current position for a year or less. However in private colleges due to high academic 
s taff turnover and establishment of some colleges in recent years, most of them (44% 
in wisdom and 23% in linkage) disclosed that they know the dean for a year or less. 
In addition, in order to describe deans work behavior adequately subordinates need 
to encounter their dean on matters rela ted to th e j ob. To thi s end , su bordinates were 
asked how often they communicate with their dean and they res ponded that more 
than 60% of subordinat.es of privately owned colleges have dai ly encounter with their 
dean with high percentage (84%) of su bordinates with daily encounte r with their 
dean in Linkage College. However in government owned colleges most of the 
s ubordinates (about 80% on average) disclosed that they h ave a t least once a month 
encounter with the dean while small percentage (11 %-19%) disclosed that they 
discu ss matters related to their job with the dean on occasional basis . Thus, the 
majority of subordinates described their dean' s leadership style from what they 
observed him perform in the college. 

4 .5. Performance of deans and leadership style 
The main purpose of selecting appropriate leadership style is to influence 
subordinates and achieve the objectives of the organization . A leadership style that is 
considered best for a particula r situa tion should be one that results in motivating 
subordinates or one that is regard ed as best by s ubord inates . If subordinates 
cClnsider their dean as successful, it's most likely tha t he is Llsing a leadership style 
that resulted in motivating his subordinates . To this end, subordinates were asked to 
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ffl te their dean on a five-point scale containing items stipulated as duties and 
responsibilities of d ean s on proclamation No. 351/2003 of the FORE. This was done 
to find out the leadership style used by a dean regarded as effective by his 
s ubordinates. Their responses are summarized in the following table: 
Table 4.5 Dean's performance and leaders hip style 

Mean values of deans leadership style Mean values of subordinates ratings 
of the ir deans performance 

--No. College 
-~ , 

Structuring Consideration 

1 Adama TIC 2.75 2 .86 4.27 
-- -c-' 

:2 AselIa TTC 2 .67 2 .56 3.88 

3 JimmaTTC 2.4 1 2 .24 3.43 
r-

4 Nekemte TIC 2 .69 2 .1 3.78 

~' Robe TIC 2 .92 2.65 4.27 

'6 --jchilalo TIC 3.06 3 4.3 
rc::-'-~---- 2.55 2.24 3.63 

'7 Linkage TIC 

r-s--- Robe Open2020 3.04 2.74 4.39 

[~ .. '_,GiSdom Gate -
-----,~.---.. --- --3.12 2.64 3 .68 

- ------_.-

As table 4 .5 indicates college deans of Adama a n d l~obc fro m government owned 
colleges and deans of chi la lo and Robe open 2020 colleges from privately owned 
colleges got a mean score of more tha n 4 while deans of other government and 
privately owned colleges we re rated by their subordinates with a mean score of less 
tkln 4 on the items taken from the proclamation m entioned above. 
From the dean s who earned a m ean score of above 4, three of them exhibit more of a 
~i:ruc turing leadership style than consideration. This find ing however is in 
c(mtradiction with what Cleveland in Dearlove (1 988:59-79) observe stating that each 
o r lhe participants in academic life a re free and equal and can h a rdly be told wh at to 
do. However, the leadership style of on e of them w::!s ol)sc rved by s ubordinates as 
·nun .: of consideration than structuring , Thi~ is so because as Hersey e t a l (2006:477) 
cit: ;;c ribe newly ~1P IJf) i ntcd deans carryc>u t theil' ,j of) w ilL rmlch e nthusiasm a nd 
\'.'D 1'111 ell lowarrl S subordina I es. 
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5 . SUMMARY, CONCLUSION AND RECOMMENDATION 
S.1. Summary 

This comparative s tudy of the leadership s tyles of deans of government and 
p l'ivate colleges was conducted in 5 government owned a nd 4 privately owned teach er 
t raining colleges. The study was conducted with the notioll tha t formal leaders of an 
organization can exert maximum effec t toward s the su ccess of their organization 
throu gh the selection of appropriate leadership style lor the particular situation they 
eire in . Deans as formal leaders of their colleges a re the m a in agents of the success of 
(he ir college. 'fhe success of the college reSLS highly on the ability of the dean to 
.notivute subordinates towards the ach ievement of college obj ec tive, other things held 
::"tlsl.n.ni. Thus the study was conducted to compa re government owned and private 
'. 01lege deans on (h eir effec tiveness of selecting a ppropriate leadership style suitable 
,',)! ! .. ' )" ir par ticular sitU&Lion and answer the hil Sic qu es ti ons formulated. The data 
u ,J kc (.(,(; fn)m a ll colleges were subject to v8r ifJ\j G st.alis ti('a l a nalyses taking size of 
,·. ,he,:;," , rn,)tiva t i()" of c:mployees, qualifica t ion dn c! work L::xperience of deans as 
; Hcl0 ~' ::; for the selec tion of a ",')articular le3dcr~h il) sty le , 'rhe bas ic questions 

l. I.s there s ignificant difference between deans of government: a nd private colleges 
u. On leadershi p style Llsed'? 

b . 0:.1 experience and professional prep?.ration·? 
'2. Whieh leadership style is used most by dea n s o f bo th types of Colleges? 
:;. \Vhat fac to rs affect thc choice of leadership style by the deans of 

Government and privately owned colleg,~s:; 

To " nswer these basic questions s tatistical anaJy:-; is was conducted taking the 
!o~iov/ ing variables , 

'. Si:::c of college slaff and selection of lea den ll ip s tyle 
• ~)tafr rnotivation level and select ion or leaders bip "'yle 
<l \Vork expct·icnce and cducatinnal quali ri(::.::,lioll ( ) f rl'~~d! J.: ; ~t'-;; fuc tor~i for affec ting 
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Findings 

• All Government own ed colleges have large s tudent population and thus large 
college staff than privately owned colleges. In addition to the large number of regular 
students they h ave, they a lso h ave evening students that pose additional challenge 
for th e dean. However, evening classes serve as extrinsic motivational factors to 
attract qualified academic s taff to colleges. Th ough small size favors privately owned 
college to establish mutual trust and friendship (consideration style) with 
subordinates, they have not capitalized on this opportunity . 

~ / The proportion of fema le employees in government owned colleges were very 
insignificant. Moreover, the proportion of female academic staff in government 
colleges was negligent (less than 1 %). Most of those present are with below the 
educational qua lification required to teach in colleges . Also m privately owned 
colleges except a negligen t proportion of adminis trative staff who work as j ani tors 
and secretaries , a ll the oth er administra tive and academic staffs were males . In a 
country that promotes affirmat~ action in a ll of its sectors, such n egligent number 
of female academicians in colleges is a disquieting scena rio. 

• Almos t all academic staffs of privately owned colleges are inexperienced as 
compared to highly experienced academic staff in government owned colleges. In 
add ition deans of privately owned colleges have no prior cxpcrience on some other 
adminis trative position before assuming deanship while deans of government owned 
colleges have many years of adminis trative experience than th eir counterpa rts in 
privately owned colleges. Moreover, all deans of government owned colleges a re MA 
graduates and highly experienced while deans of private ly own ed colleges a re BA 
graduates and less experienced. 

, Almost a ll deans (75% of privately owned and 60% government owned) u se 
structuring leadership s tyle. Few others 1 dean of private college and 1 government 
o\\'ned college u se transactional leadership--a balance between both structuring and 
c0nsideration leadership styles and one newly appointed dean exhibit.s a 
cO!lsideration type of leadership style. 

• D~ans of government owned as well us priv;.\ kly O\'.'l1 ccI collcg';s V8. 1"y their 
:,.:"k rship style depending on the levd of lTl oLivalion or !11<·'1" subordinate :,; . 
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• Except one government owned college all the res t assu med power fo r more than 

a year and had adequate encounter with employees of their college . However, in one 

government owned college, the dean assumed power for quite a short-while. 

• It was learned from the data collected that opportunities for professional 

growth of academic staff is s canty 111 government own ed colleges and there is no 

opport,mity for professional growth 111 privately owned colleges . Moreover the sma ll 

"Limber of educational oppor tuniti es ava ilable is not for the adm Jl1i s trative sta lT bu t 

only for academic sta ff. 

• Most government owned colleges have charter for thei r a dminis tration while 

som e (40%) of them do not have a charter similarly privately owned colleges do no t 

have a charter which would state appointment, te rm of office etc. of the college dean 

a n d other concerns of college administration and thou gh it is made compulsory 

dming college establi shment by proclamation 351 /2003 . 

• -J As the size of a college becomes large deans u sually become concerned on 

roa;li ng depa rtments , establis h ing their relationships a nd setting rules and 

!Tgu lation s [or adminis tration of the college. Thus statis tical a n a lysis was condu cted 

"sing one way l\ NOVA 1:0 determine whether dean s ' selec ti on of leaders hip style was 

affc(:Led by size taking colJegr. s ta ff as a desc r ip tion for college s ize . Thc F'- tcs t 

('()rlriuc ted showed that college size is not a s ignifican t factor fo r the selection of 

in itia ti ng str ucture as well as consideration. Dcan s of small co ll ege staff a nd dean s of 

large cOliege staff a re not a ffected by coll ege ~"jZ( when selecting a particular 

j,::adership s tyle 

"' One of the major factor deans nced to cOllsider when select ing a pa rticular 

ieaderdrip style is the motivation level of subordinat.es . Subordinates tha t are highly 

!!10tivatcd a nd a re a dequately tra ined fo r their job need more discretion or author ity 

f'nr Ihe ju b they ca rry out than less moti vated and les o; tra ined ones . On the other 

blilel, employees tha t h ave low motiva tion for their job bu t are adequately trained 

pced prope r follow up a nd involvement in the job they do than highly m otivated ones. 

'l'hw; deans need to m a tch their leader ship s tyle with the level of motivation of 

', '. lbonli na tes . In order to statis tically tes t wh ether motiva tirm of su bord inates affec t 

" huice or leadership s tyle; ANOVA test was COlldudu; 0il the! r:8.ta (:o llected. The F­

':D Lj i ~~.~ .:lbLained were sign ificant at. a:O .01 con fi dence !~vt'J i"Dr both cO!lsideration and 
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• 

initiating structure leadership styles . Thus empirical eviden ce provides that level ,,[ 

motivation of su bordinates is the major fac tor for the selection of a particular 

leadership style for deans of both groups . 

To test the notion that dean s that a re better t rained (with MA) a nd have m<l':l:y 

years of working experience a re more effective in the selection of approprial,­

leadership style for their colleges than those that are less tra ined (with BA) ane! \vj ', i , 

less working experience , a two- factor a nalysis of variance was conducted Lakiil g 

edu cationa l qunli iieuLion and wo rk experience as determining fac to rs for the "e\ee\if);' 

of a particular leadership style. It was a lso considered that the main hctors a~"' · ". 

show interaction effects. That is small working experience with BA or with MA rest '" 

in different leadersh ip style. However, when the data were tested a t l1 =O .Cll. the" 

values obtained show no s ignificant effect for both leadership s tyles. 

5.2. Conclusion 

The analysis of data revealed that size of the college has no significan t eircct on the' 

selec tion of leade rsh ip s t.y le. From this it is poss ible to in ter that sma ll colleges C'" 

Increase their student population well over 5000 and their academic <ll'1 ( 

a dministrative sta ff well over 200 without a ffecting the effectiveness of their cle m}:' 

leadership effectiveness . 

Moreover, the analysis of data revealed that factors such as subject a rea imow1cc\w" 

in the field of administmtion, a relatively higher work experience (more tha n 8 year ' 

and having a n MA degree a re insignifican t for the selection of a particular type (J 

leadership style. Thus from this it is possible to conelude that owners of colleges c1l'ld 

higher officials concerned with oversight of colleges could assign dea n s that hal' e rH' 

prior training in the field of administration without affecting deans ' lea derfC,)-I',' 

effectiveness . Moreover they can opt for deans of lesser training (wit.h BA) over tl'i o:< 

with MA for administration of colleges as there is no difference in the effectiveness :'I 

selecting a particular leadership style. 

However, it was learned from the a n a lysis of the da ta gathered that dean s leadcl :,h :!, 

effectiveness hinges on the level of motiva tion of their subordinates . 1'1'11lS it is 
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possible to infer from thi s that boosting the morale of cmployees Improves the 

effectiveness of their leadership. 

5.3. Recommendations 

Based on the findings, the following are recommended; 

1. Deans are accountable to the success or failure of a college, thus they 

should be allowed to work on their own towards the achievement of college 

goals. As interference in the day-to-day operation of the college makes the 

dean powerless and result in demotiva ting dea n s any sort of in te rference in 

to the day to day administration of colleges by board, higher officials and 

owners must be stopped if they want the effectiveness of the dean. 

2 . Attempts must be made by owners of priva tely owned colleges to attract 

experienced staff/ instructors by providing attrac tive job packages such as 

opportunities for professional growth, lucrative salary and non .. salary 

benefits, o ppor tunity for participa tion in the admi nistration of the college, 

etc . 

3. Colleges require administrative staff of high cali ber. Also they require highly 

qualified instructors. Government owned and privately owned colleges mus t 

widen the educational opportunities they provide to their academic and 

administrative sta ff for upgrading the educational qualification of their 

academic and administrative staff. Thi s helps to reduce turn over of 

employees and positively affect quality of education. Moreover concerned 

bodies must a llow regular salary incremcn:. Ivhich considers inOation in the 

country and othe r fringe benefits s1.,ch ll:; hou si ng a llowance, free m ed ical 

care, etc . 

4. In order to boost t.he ir m orale ll nu impr,wc ,hel l' le::tcicrsh ip potent.in] the 

governn:en t and private owners of colleges iLU ',1 exert. D con certed effon to 

provide leadership training to deans of coll eges. 

5 . Government highe r officials in t he OED m :d private co llege ('wners must 

exert their level best to formulate the cl',a !' Li~ r 1'0 1- eaeh coil ege. And in the 

clue course they should consider to limit tern; or of:icc of college deans. 
\" 
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1. Background Information 

Instruction: Please indicate your response by making a circle around your 

response or by writing as required 

I. 1. Name of the college 

I. 2. Your gender A. male B. female 

l. 3. Your age A. 20-25 B.26-30 C. 31-35 D. 36-40 E. 41 and above 

4. What is the tola l academic and administrative staff of your college? Academic 

staff administrative staff ___ _ 

5. How many years of working experience do you have? ____ _ 

6. For how many years have you worked a s a dean _____ ~_ 

7 . Ha ve you wo rkeJ on some other administrative pos ition before being 8 df':!!'" 

A. yes B. No 

8. If you response to Q7 is yes, wha t was the position you held ___ _ 

9. If you respo nse to Q7 is yes, for how many years have you workecl ::15 ;.,\ 

department head _____ _ 

b) Faculty head 

C) Other, please specify _____ _ 

10. For how many years have you worked as a lecturer _ _ ____ _ 

11. Have you been a dean in some other college before coming to this college A. 

Yes B. No 

12. If yes to Q11 , for how many years _ _ _ _ ___ _ 

13. On average, bow ma ny students do you enroll in your college each year? 

Regula r _____ ... ___ _ 

Exten s ion _ .. ____ . __ 

Summf: l' . _ ... __ .. 

14. What is the h igbes l educational qualification you have attained? 

A. BA/BSc/ Bed degree B. Masters degree 

C. PhD D. Other, please specify ______ _ 

15. What was your undergraduate major field of study? _ _ ____ _ 

16. If you have a master's degree, what was your field of study? __ _ 

17. How often do you review or evaluate your subordinates' work? 

A. Once a semester B. Twice a semester C. Every month 
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D. Eve:y vvef'l< E. Other. please sp::cify ____________ . _________ _ 

[8. Ho'.'.' of tee do you ccn fe~- with your subordi nates regardin g their job? 

B. Twice a semes ter 

C . EvelT nlo t:t h. D. EVGry 'weck 

P~_rt Two 

1 '? Please ineEcecte the "!xtent to which you agree to the followil,g 'j ' :", :.- . 
regarding employees work behavior . Please reply by making a n 'X' marl'_ ; . 
appropria te column using thf> followin g rating scale: 

Strongly agre e , ( ~)p,), Agree (A) undecided (UD) disagree (DA) strongly dis 'tgJ e' :.""h 
~rTiem·-------------"----- - -- ----- -.--------.-----.--.- -------- -TifAi A-Turj f (:)"\ ~ ;,' 

~~t~:1~~-:Oo;~~r:r't~;c:~1~6:~~ ~~~~~~~;~.~~=-~,;;~ -~;;.~~ ~~~~: ,--~~;o~~-and-jl=:=:+~~.+=::·-t= J • 
~--~--i .. ~~!l~~~;.~~~~;!~e. ~~~j:;~-~:)~·e __ ~~o\~~ _.:~)~~i~ __ ~-:-~~:_=~:=-.~:: __ -... __ ·~=-___ I ~:.: •. JI =i~~~t 
rei I ; n f n c uJt~' lllee!.iur;:..:. \ j ,I,' ;C is l l ·. (~ ree11l ~~ of "!C! 'fl get lhmgs d()!H'~ l' r j i 

f e
-.. -' -1"1 ;\'~';~I:\-J r;,-) \''="· · -:;,::~·· \-n·-;"·(-· -. ~ I' -,';-~ I t~-\·;·;~·I--l ~:\, )-:-, ~. '- -'r,~'1'-:' -<:' ·t:·\-d·-~-Il--l~:--a-,l--(j- - l-\-S-e---J-I:~· .. ---·I·· __ ... L . _ .. t 

1 I . " . • . L 0;> < • <. c · ' .,, ' . ~ I. .U .J.' • \ - '" l 'l .::. \,. - '-' c 1 •.. ! I 1 

I ~ t !"lcc livdy I : 1 
f""r-' _ ... " ;6;·(,-1·~;-~·~1·:·:; ·,"r;;~.~;Yl;;·; \' ... :r:.... '. (t; )l·;·:;~-: ·~·~~ ( ~r 'ji~~ ·(;·~:xl{~g~.:·~·--- --... - .. _ .... ---- i .. -----t---.-.-r-
f-~~' E rnl~ .. i ·(~:Y~;f:;;· 'tC·. ~\ '!:~' .',.\ ' "1 (II !'!t : f~n~~ I~~-· .. rl· : i..;;·s·i-~;r,-·~1;1'ct--~ i sion .. -(;{" :.I-!;·;-·· .. · .. -l-·····_·j·_- ; 
I : ·_"' :ege ! 1 \ : 

rf -_!~ ___ J~-~~;~~'~(:~:-~ '_" ( 0""".' , (~. -,~ -(~,,~,, ~::;; l_~g;:_!~-~(~~c:;-__ ~~=:~-=~=_=~~~!I.~-..=~.ll·.~=-~·~}~~~. -- r_ 
j Empl o) c r-~, tn' Li lGJ' k. c: ';)(~Sl tc tr,Hkc th(: colk,?(; a center of I 1 : 

, I I ' 

.!i-'~l~:~~:~~~~~~~:~;;~;l~r,;-,c;; , -(;;';i~(:-(IUlies rmdresj)oi1sibiii:ies expected- i --+-+-- -:-
! of th e m I I ! : 

-"" -I - ---- -- - .- ---- -. - - .-. ------ - ----- --- ---- - -------.----- .- --------- ,- --- ,,------1-------1- -
k ! 1.::H1 ploy\~c o.: urf ( {'. 0...t'J II':, $1.~""! s"m ;,; r r 3J)tm s ibilit.! w hell deJegatC'd to i ll I 

i -t~~~Jgh;Ye-(--;~ -i;;~ rr o;;;l-Tc;z(~Z: ;_;t :'! --ti1';c;:rt-::~ ;;~,~lsit) il i ly w ith high--iC~Ct~rI- --+--t--- t .. - : 
l __ _ ._ .. _L~() IJl I:'."!£.':l(."-_____ . ___ __ " " __ __ _ _ .. ________ . _________ ___ --1_..1 _____ 1__.-1 ____ : 

·1 

20 . In general: ttle ,i on :n otivat iun or subordinates is 

A. Vr:. ry jow C. OOO-:1 1'.:. vep; high 



~No ~ems ------- -- .------- , 5 14 3 2 - r j -l 
u- --- Maki-;;g (;~e 's-attitude clc';;:-i'; tJ"l~-staif .--- -- '---l--" : --.- -----.-- .. - .-----.-.. ---.------- .---+-- ----1 b Trying out one's n ew idea wi th the staif I I 

-·----i 

d __ .tCntlCIZe po~~~vor~~ _____ . __ . ____ .. ___ -- T---~- -- -- ' 
e _.LSpeaking in a ma~_ne ~_~ol ~~ __ be ~l uesti~ned r ___ ~ ____ I____ L __ .: ~ ___ ~~SSigllin g sta.iT_~n~~lb_cl~> ~.~ _pa~~c~l aJ' ~as~~_ I ----J.---m- ~. ___ - ~t ....... I I _~ -rPlan ning th e work I.e h" ((one , ,1 . -I-:;"-- -r~;rain tain "d eiini ~~;t3;~f3ids-o[-pc-rt:o;nllU1C--------"------+-·----4----- --- --- : 

_. __ ._-­
-- ---_. __ ._--_ ._---_. 
k Make s ure tha t one's parl in the organiza tion is I 

understood by all stan members I · , 
1 Ask that~ :>tair-member s follow st~;nc1ard rules aXHl ----·-----r----j---I 
--_re_gu~~tion~ _ __________ ____________ +___1--t__-t__-.. _ -l-'-l ,ii, m Let s taff members kno\\' whnt is expected of them I ------ -_ ... _-_ .. 
n See to it th at st8f f members are working up to I I I' ! 
0==1 :::~;i:~ thal ~~-:ork _~_~~f m~mber~ is COOrdll1at~~--~:j=: __ J:-_=-.::~ 

22, P1e3se ino.icatG 11 [r,,; I'e are also other things you do to achieve the objec tives "l-
the col\ege ___ _ ... _ ... ___ ______ ._ .... _ _ __ . ________ _ 

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

23. Please indicate how often you are engaged in the following activities. 
Please respond to a ll items. Respond by making an 'x' mark against your response ill 
the appropriate column. Rate your responses as Always=5, often=4 , soriletimes=3 , 
seldom=2, never= 1 
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