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ABSTRACT 

The purpose of this study was to investigate the practices and problems of school leadership 

in secondary schools of Hadiya Zone, SNNPR. To this effect, a descriptive survey method was 

employed. To collect the relevant data questionnaire, interview and document analysis were 

used during the study. The data were collected from 7 secondary schools which are found in 

seven woredas of Hadiya Zone. The schools and woredas were selected by simple random 

sampling technique. Based on this, a total of 172 teachers were selected by simple random 

sampling technique. 16 principals, 7 secondary school supervisors, 7 WEOs and 7 PSTA 

leaders were selected by purposive sampling technique and included as a subject of the study. 

Questionnaire was prepared to be filled by teachers and principals, and interviews were 

administered for PSTA leaders, secondary school supervisors and WEOs heads. The 

collected quantitative data were tabulated and analyzed with the help of frequency, 

percentage, mean, weighted mean, and t-test. The qualitative data were analyzed by using 

thematic analysis method. The finding of the study revealed that school leadership practices 

like inspiring a shared vision, aligning school goals with the national educational statement 

preparing the school plan, analyzing the school environment before preparing school plan, 

and encouraging teachers to use different instructional strategies were 

performed sufficiently. However, creating consensus with stakeholders and staff about the 

school's goals,  encouraging new ideas and creativity,  encourage the staff to participate in 

the school planning,  the ability of school leadership to delegate and share responsibilities, 

and create effective communication between the school and parents practices the school 

leaderships were deficient to play their respective practice and responsibility. Finally, based 

on the findings and conclusions, recommendations were the principals must be capable and 

prominent in the schools to bring common and shared values among the stakeholders 

through regular meeting, discussion, motivating and developing collaborative activities and 

provide opportunities for staff members, students, parents, and community members 

participate in school decision making for the success of teaching learning and achievement of 

expected result.  
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CHAPTER ONE 

1. INTRODUCTION 

This chapter of consists of background, statement of the problem, objectives, significances, 

and delimitation of the study, definition of key terms, and finally organization of the study. 

1.1. Background of the Study 

As to the World Bank (2011), education occupies a unique position in the life of any nation, 

because it is one of the most powerful ways to reduce poverty and inequality, to promote 

peace and to lay foundation for sustainable economic growth. In Ethiopian context, education 

is highly expected to contribute for the overall development of a country. Realizing this, the 

government of Ethiopia is placing great attention on education with firm belief that the long-

term development of the country rests up on the expansion and provision of quality education 

(MoE, 2005).  

According to Krug (1992), the schools are the bases for the production and provision of 

qualified human resources. They are in charge of achieving educational objectives to shape 

pupils in accordance with the needs and interest of beneficiaries. It is generally believed that 

a society‟s future layer depends on the success of schools in effectively carrying out their 

objectives Similarly, Phillips (2011) states that schools are basically consisted of people: 

community, students, teachers and support staff and administrators. They are agents of 

transmitting knowledge, skills and desired attitudes to students. They also produce skilled and 

trained man power that could solve the problems of a country. It is generally believed that the 

society‟s future depends on the success of schools effectively carrying out their objectives 

(Musaazi, 1998). 

 In line with this, attentions were given to educational leadership as a major concern, because 

it plays a considerable role in the process of change and development (Musaazik, 1988). 

Confirming this idea, the authors (Anderson & Ahlstrom, 2004), asserted that leadership is 

the second most important school-based factor in children's academic achievement. There is 

increasing evidence that within each individual school, school leaders can contribute to 

improved student learning by shaping the conditions and climate in which teaching and 

learning occur. Moreover, Ethiopia, is strategically devising various programs to improve 

educational quality. Among the various over all strategies of ESDP-III to improve quality of 
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education, one is the need for establishment of efficient school leadership and management 

(MoE, 2005).  

However, in implementing educational strategies and in bringing changes in the educational 

systems, principals in the secondary school face many problems due to their position Morphet 

et.al, (1982). Their position is vulnerable to many types of role conflicts. They are under 

pressure from their superordinate to meet the goals of the organization on the one hand and 

from the teachers to meet their personal needs on the other. Moreover, schools are formal 

organizations and are staffed predominantly by professionals. This has implications for the 

nature or management in educational institutions because professionals seek a measure of 

control over their working environment. In professional organization, then there is an 

authority of expertise which may come into conflict with professional authority. 

According to McLaughlin (1987), the school leaders are expected more to facilitate sound, 

productive teaching-learning environment. To address this leadership ability, skill and 

knowledge is critical. Thus, educational leaders are expected to be strong, responsible, 

committed and visionary. In addition to this, Davis et.al (2005) in today's context, the roles of 

educational leaders are primary characterized as coping with changes and complexities. 

Accordingly, the educational leaders need professional skills and are expected to be competent in 

various dimensions. They need to be educational visionaries, instructional and curriculum 

leaders, assessment experts, disciplinarian, community builders, public relation and 

communication aspects, budget analysts, facility managers, special program administrators as 

well as guardians of various legal, contractual, and policy makers and initiatives.  

On the other hand, according to Fullan (2001) the more complex society gets, the more 

difficult leadership becomes. In addition to this, (James Tobin, 2014) stated that school 

principals are confronted with a variety of issues as they provide leadership and organization 

to their schools. Evidence is growing that successful school leaders influence achievement 

through the support and development of effective teachers and the implementation of 

effective organizational practice. According to Musaazi (1988) in adequate leadership at the 

school level is the one that adversely affects the progress of education because success in any 

educational institution depends significantly on effective and sound leadership.  

Hence, principals must have the necessary skills, knowledge and understanding in their major 

functions like, identifying organizational goal, developing and implementing best practices, 

organizing school activities identifying and solving school problem to be influential leaders 

in the schools. 
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In line with this, in the Ethiopian case, an attempt has been made to make the educational 

management system decentralized and professional, different individuals were allowed to 

involve in the education decision making affairs and leadership and managerial trainings 

were provided to those on leadership positions and others. But, still a lot remains to be done 

particularly in the area of training and professionalizing principal ship. Owing to this fact, 

principals failed to play their key leadership role (MoE, 2002). Moreover, still educational 

leadership and management will be the focus of the system as indicated in the ESDP IV 

(2010). 

With regard to the Hadiya Zone in which this study was conducted, the practices showed that 

there were some attempts to involve the various practitioners in leadership activity and 

practicing school leadership both at primary and secondary schools levels. At regional level, 

as the information obtained from the regional education bureau, many principals were sent to 

higher education to attend their leadership trainings at in-service program. Special training 

was also provided to leaders and other stakeholders in relation to instructional leadership in 

combination with British Council (HZED, 2018). However, the changes observed and the 

results obtained in schools were very low. The problem of effectively implementing school 

leadership was still one of the several challenges in the zone according to the Zonal 

Education Department. The purpose of this study, therefore, is to investigate the practices and 

problems of school leadership in selected secondary schools of Hadiya Zone. 

1.2. Statement of the Problem 

The essential role of leadership in any organization has been pointed out by Sharma (2005), 

all successful organizational activity is a result of the exercise of creative leadership towards 

some mutually accepted attainable objectives. Lassey (1971) also states that school leadership 

is one of the several significant variables in the life of the institution. Initiative must be taken 

by school leaders, because they act as a catalyst in the overall efforts of bringing about 

effective implementation of school plans and performing other managerial roles. 

To do so school leadership particularly principals have the necessary skills and knowledge. It 

is also stated that principals should have a profile of possession of various trainings on school 

leadership and management (MoE, 1999). Therefore, according to the Ministry of Education 

the principals who are going to be assigned as principals of the school must have the 

necessary understanding, ability and significant preparation for school leadership.   
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 The major cause of failures for organization including schools can be ineffective leadership. 

It is essential to provide effective leadership at the school level as schools are the scene of 

implementing educational programs. Based on the study, McEwan (2003) has found out that 

lack of skills and training, teacher cooperation, vision and good will, and shortage of time are 

common impediments to educational leadership effectiveness. Inadequate leadership at the 

school level is the one that adversely affects the progress of education because success in any 

educational institution depends significantly on effective and sound leadership. Similarly, 

another local research indicated that most of secondary school principals did not have the 

required qualification for secondary school principal ship and they did not get educational 

leadership training which make them adequate in instructional leadership practice (Mulugeta, 

2005). Moreover, Huber (2010) conducted a research on many school leaders and categorizes 

the school leadership as good and bad, in which the bad one is characterized by low student 

achievement, poor results in national and international achievement tests, little value added, 

and a high rate of absenteeism among students and teachers. 

Regarding the practices in the secondary schools of Hadiya Zone, since the researcher 

himself has been working in some of the secondary schools as teacher, department head and 

school principal, he has faced a lot of problems of school leadership. In addition, there was a 

bitter complain from educational officials at the Woreda and Zonal levels regarding the poor 

performance of principals in relation to their leadership responsibilities, lack of training and 

inefficiency and lack of commitment. However, to the best of my knowledge, no studies were 

identified that show the degree of the practices and problems the prevalent in the schools. 

This by itself initiates the researcher to undertake this study in order to identify the major 

problems in the implementation of school leadership and recommend some remedies that 

could better address the problems. In order to attain the objective, the following basic 

research questions would be raised in the process of the study.  

Therefore, the researcher attempted to answer the following basic research questions: 
 

1. What are the current practices of school leadership in the secondary schools of Hadiya 

Zone? 

2.  What are the problems encountered by secondary school principals in exercising 

school leadership in the study area? 
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 1.3. Objectives of the Study  
 

This research work has the following general and specific objectives. These are mentioned 

here below:  

    1.3.1. General Objective 
 

The main objective of this study was to assess the practices and problems of school 

leadership in the secondary schools of Hadiya Zone. 
  

   1.3.2. Specific Objectives 
  

1. To identify the current school leadership practices in secondary schools of Hadiya 

Zone. 

2. To identify the major problems encountered in school leadership of secondary 

schools in the study area. 
  

1.4. Significances of the Study 
 

The final results of the study may help to create awareness among secondary schools leaders 

by indicating what sort of school leadership roles they lack while they lead their schools and 

how they should fill these gaps in order to bring changes in their respective secondary 

schools. Therefore, the researcher strongly believes that the findings of this study report and 

recommendations have the following contributions: 
 

 It may provide valuable information to all stockholders about how leadership is 

practiced in secondary schools.  

 It may enhance understanding of principals and teachers about the contribution of 

leadership practices and its outcome.  

 It provides insights as to the problems in practicing effective leadership, and also may 

provide some suggestion on how to improve the leadership practices.  

 It can serve as a spring board for those who want to conduct further study in the area. 
 

1.5. Delimitation of the Study 
 

In Hadiya Zone there are 12 woredas and 4 towns administrative with sixty five government 

secondary schools and it is difficult to cover all these schools in the study, because it needs 

large amount of human, financial, materials and time resources. Thus, to make it manageable, 

the study was delimited only to six woredas and one town administration of the zone and 

seven secondary schools.  
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1.6. Limitation of the study 

Some of the limitations faced in the study were financial constraints, lack of means of 

transportation and some of the respondents were not cooperative to fill the questionnaires on 

time and consequently the student researcher was forced to go to the schools more than two 

times to get questionnaires back. Despite these limitations, the study was plainly managed 

and completed. 

1.7. Definition of Key Terms 
  

Leadership: The process of influencing the activities of an individual or group in effort 

towards goal achievement in a given situation (Krug, 1992) 

Principal:-the administrative head and professional leader in charge of secondary schools 

(Good, 1973). 

School Leadership: a process of influence based on clear values and beliefs and leading to a 

vision for the school (Glover, 2003).   

Secondary schools: The second educational level from grade 9 to grade 12 subdivided in to 

two cycles grad 9-10 ad grade 11-12 (MoE, 1994) 
 

1.8. Organization of the Study 
 

This study consists of five chapters. The first chapter is the introductory part which includes 

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

and delimitations of the study. The second chapter presents literature review pertinent to the 

area of the school leadership. The third chapter details the research design and methodology 

employed in the study. Analysis and interpretation of the research findings were presented in 

the fourth chapter. Lastly, discussions, conclusion and recommendations are presented in 

chapter five. 
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CHAPTER TWO 

REVIEW OF A RELATED LITERATURE 

2. Introduction 

This chapter deals about the review of literatures that are closely related to the problem under 

the study. Accordingly, the underlined issues that deserve critical discussion in this chapter 

include, an overview of the leadership concept, the importance of leadership, the concept of 

school leadership, theories of leadership, leadership styles, elements of effective leadership, 

leadership skills, leadership in education, functions of school leaders, school leadership 

development in Ethiopia, the role of school principal in Ethiopia, and major factors that 

challenges school leadership.   

2.1. An Overview of the Leadership Concept 

There are several definitions given to leadership. The term leadership can define in different 

aspects by different scholars as they perceive what leadership means. For example, Yukl 

(2010) stated that leadership is a way of influencing an individual to work toward the 

personal or organizational goals or objectives willingly. It is also a process of bringing people 

together to strive to achieve shared goals. While willingness to be influenced and shared 

objectives are key issues to Yukl, McManus (2006), on the other hand, argues that leadership 

is a process of establishing a team, and team spirit using empowerment as a tool to get 

positive outcomes. Likewise, Koontz et al (1984) define leadership as the process of 

influencing people so that they will strive willingly and enthusiastically towards the 

achievement of group goals. It also implies making people perform up to their full capacity. 

Beare, Caldwell and Millikan (1989) also defined that leadership is viewed as a process that 

includes influencing the task objective and strategies of a group or organization; influencing 

people in the organization to implement the strategies and achieve the objectives, influencing 

group maintenance and identification, and influencing the culture of the organization.  

On the other hand, McGregor (1966) defines leadership as a property of individuals, but a 

complex relationship among those variables. It follows that leadership is the natural and 

acquired property of an individual manifested in the process of influencing individuals or 

groups to attain a certain common ends through common grounds and on equal footing. 
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According to Northouse (2001), state that leadership is a process whereby an individual 

influences a group of individuals to achieve a common goal. Since leadership is a large part 

of the influence, the idea of power comes into play. Every instructional leader within the 

school system has this type of power. Power is the capacity or potential to influence. People 

have power when they have the ability to affect others beliefs, attitudes, and courses of 

action. 

Despite varied definitions of leadership, a central working definition may help us to have a 

common understanding. Leithwood and Riehl ( 2006), noted that at the core of most 

definitions of leadership are two functions; these are providing direction and exercising 

influence. Moreover, leaders mobilize and work with others in order to achieve the common 

goals. To this end, leadership is an influence process in supporting others to work 

enthusiastically at the aim of shared goals or objectives. Leadership is a broader concept 

where authority to lead does not reside only in one person, but can be distributed among 

different people within and beyond the school. Thus, considering the basic principles and 

concepts of leadership the school leader‟s role is therefore to encourage the teaching and non-

teaching personnel to work together and to fully cooperate in the development and 

implementation of educational policies, directives and plan for effective and efficient 

management which ensure proper teaching learning process. 

2.2. The Importance of Leadership 

Organizations today are constantly evolving and changing. They interact with the 

environment as external and internal changes happen. Sashkin (2003) maintains that 

leadership matters because leaders help reduce ambiguity and uncertainty in organizations or 

society. Leaders take constructive acts to achieve long-term goals and provide clear positive 

reasons for their actions, goals, and accomplishments. In essence, leaders add clarity and 

direction to life and make life more meaningful. These scholars say that leadership matters 

because effective leaders make a difference in people‟s lives; these empower followers and 

teach them how to make meaning by taking appropriate actions that can facilitate change. 
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Educational practitioners have recognized leadership as vitally important for education 

institutions since it is the engine of survival for the institutions. This recognition has come at 

a time when the challenges of education development worldwide are more demanding than 

ever before Nkata, (2005).The rapid growth of educational institutions and the ever-

increasing enrollment will require improved management. Mass education at different levels 

will also require new leadership approaches in order to enhance efficiency and effectiveness. 

Schermerhorn, Hunt & Osborn (2000) maintain that leadership is the heart of any 

organization, because it determines the success or failure of the organization. Oyetunyi 

(2006) posits that in an organization such as a school, the importance of leadership is 

reflected in every aspect of the school like instructional practices, academic achievement, 

learners„ discipline, and school climate, to mention but a few.   

Building a sense of educational development in school structures leads to the realization that 

a shared vision focusing on the relationship between school leadership and performance of 

schools is the only prerequisite for effective standards. Blazing the trail and dominating the 

field in this direction, scholars and researchers like Mullins (2002), and Steyn(2005)  note 

that the study of school leadership is necessary to make school activities effective. School 

leadership can be situated within the larger framework of institutional leadership where 

leadership skills are necessary for effective management and performance.  

To sum up, the research and practice revealed the importance of the leadership in securing the 

sustainable school improvement and the dependability of school success will depend up on 

the ability of leaders to harness the capacity of local, to enhance sense and meaning and to 

build community of responsibility as well as the effective leadership is at the core of every 

successful organization. Indeed, leadership has a significant effect on student and quality 

curriculum and teachers instruction in which currently administrators and teachers provide 

most of the leadership in schools but other potential sources of leadership exist. Successful 

school leaders respond productively to challenges and opportunities created by the 

accountability oriented policy context and education in different group of students. 
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2.3 The Concept of School Leadership 

According to Smith and Riley (2012), school leadership is viewed as a strategic, forward-

looking process that involves the development and communication of a strong vision and 

attendant goals or  

objectives, along with a relevant plan for implementation, monitoring and review. Leadership 

entails convincing others of their value, and influencing the way they think, feel and behave 

in order to realize their potential. Successful school leaders are motivated and motivating 

visionaries skilled communicators who listen, reflect, learn and empower their staff. School 

leadership can encompass people occupying various roles and functions such as principals, 

deputy and assistant principals, leadership teams, school governing boards and school level 

staff involved in leadership tasks (Pont and others., 2008).   

As Bush and Glover (cited in Pont et al., 2008) depending on country contexts, the term 

school leadership is often used interchangeably with school management and school 

administration. Although the three concepts overlap, they are used with a difference in 

emphasis. While leadership involves steering organizations by shaping other people attitudes, 

motivations and behaviors, management is more closely associated with maintenances of 

current operations. Dim mock provides one of the few distinctions amongst these concepts 

whilst also acknowledging that there are competing definitions: school leaders (experience) 

tensions between competing elements of leadership, management and administration. 

Irrespective of how these terms are defined, school leaders experience difficulty in deciding 

the balance between higher order tasks designed to improve staff, student and school 

performance (leadership), and routine maintenance of present operations (management) and 

lower order duties (administration), (Dim mock, 1999). 

The clear purpose of leadership is common to all organizations. This purpose is organizing 

and influencing every stake holder of the organization towards the achievement of goals. 

School leadership offered that the school‟s mission must be achieved with in boundaries of 

law and professional competence. Judgments of the effectiveness of school leaders should 

include information regarding compliance, professional competence and the achievement of 

desired learning outcomes (Duke, 1992). Similarly, effective school leadership tends to 

believe that the purpose of the school is to meet the instructional needs of all students; 

expected an academic emphasis and task orientations in classrooms built encouraged teachers 
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to implement a broad curriculum and implemented a more narrowly defined curriculum and 

allocated more time for basic skill instruction (Hallinger & Murphy 1986). Hence, school 

leadership is a process that involves influencing the school societies that is, teachers, parents, 

community, students and other by one person or group of peoples (school leaders) for the 

overall school effectiveness and achievement of the school goals. 

2.4. Theories of Leadership  

 Over the past decades, a number of theories have been proposed to shade light on the nature 

and meaning of leadership. The need to lead and the need to be led is a pervasive feature of 

human being therefore leadership has great value in human society. Since the coming into 

existence of leadership, many studies  

have been conducted and various scholars, authors, educators, and others have said a lot 

about leadership on its various aspects such as duty of leaders and characteristics of effective 

leaders. In order to express their ideas, different theories were developed. 

2.4.1 Trait Theory of Leadership  

Trait Theory is one of the earliest leadership theories. It assumes that leaders share certain 

inborn personality traits, or that some people are born with certain traits that others do not 

have. This approach dominated the study of leadership up until the 1950s, but failed to 

produce evidence that personal characteristics influence leadership success (Yukl, 2010).  

Traits are unique characteristics of a leader, such as intelligence, values, self-confidence, and 

appearance. These approaches focus on traits and skills with the assumption that some people 

are endowed with certain physical qualities such as height and appearance, aspects of 

personality which include self-esteem, dominance, conscientiousness, and emotional stability, 

and aptitudes which comprise general intelligence, verbal fluency, and creativity (Hargis, 

2011).  

According to Kruger and Sheerens (2012), personality traits appear to play a rather 

deterministic role in leadership. The suitability of a trait or set of traits depends on the 

situation of leadership. On the other hand, the same traits may not apply to all leaders or 

situations. From the late 1940s to mid-1960s emphasis shifted to the behavioral styles that 

leaders demonstrated in schools and non-school contexts (Maritz, 2003). 
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2.4.2 The Behavioral Theory 

Behavioral theories may help managers develop particular leadership behaviors they give 

little guidance as to what constitutes effective leadership in different situations (Bolden, et 

al., 2003). After the publication of the late Douglas McGregor's classic book, The Human 

Side of Enterprise in 1960, attention shifted to „behavioral theories‟. McGregor was a teacher, 

researcher, and consultant whose work was considered to be "on the cutting edge" of 

managing people. He influenced all the behavioral theories, which emphasize focusing on 

human relationships, along with output and performance. 

Although not strictly speaking a theory of leadership, the leadership strategy of effectively-

used participative management proposed in Douglas McGregor's book has had a tremendous 

impact on managers. The most publicized concept is McGregor's thesis that leadership 

strategies are influenced by a leader's assumptions about human nature. As a result of his 

experience as a consultant, McGregor summarized two contrasting sets of assumptions made 

by managers in industry. That is theory X and Y managers (Weindling, 2004). 

The dissatisfaction of researchers with the trait approach led to a shift in focus from the traits 

which effective leaders should possess to how effective leaders should behave resulting in the 

emergence of the behavioral approach to leadership studies. Advocates of behavioral 

approach saw leadership as an aspect of behavior at work. They, therefore, sought to 

determine what effective leaders do (e.g. how they take decisions, how they delegate tasks or 

motivate their followers etc.) rather than what they are. In attempting to identify the personal 

behavioral associated with effective leadership, behavioral theorists assume that individuals 

who display appropriate behavior will emerge as leaders. 

2.4.3. Contingency Theories 

The contingency theory on leadership attempts to identify which of these situational factors is 

most important and to predict which leadership style will be more effective in a given 

situation (Yukl, 2006). The contingency theory is often referred to as the „it depends‟ 

approach to effective leadership. It assumes that there is not one best approach to leadership 

and stresses the influence of the total set of conditions or circumstances in which the leader 

must function. Contingency theory suggests that the situation determines which leadership 

approach will be better rather than saying that one of the two (or a combination) of the 

approaches is most valuable. 

Fiedler‟s contingency theory proposed that leader effectiveness is not determined by leader‟s 

ability to adapt to the situation, but by the ability to choose the right leader for the situation. 



13 
 

This implies that some principals are simply better for specific situations than others are and 

the situation determines the identified principals‟ success (Stone & Patterson, 2005). 

Principals must find the style and structures most suited to their own local situation 

(Hallinger, 2003). Moreover, in order to lead a school effectively, the principal must 

understand the context in which a school operates.  

2.5. Leadership Styles  

 Leadership style is the patterns of behaviors which a leader adopts to influence the behaviors 

of his/her followers. Strengthening this idea, Kinard, (1988) wrote that “leadership style is a 

behavior pattern, which a leader exhibits in directing the behavior of the employees toward 

the attainment of personal or organizational goals.” Thus, effective principals use a wide 

range of leadership styles adopted by leaders. But many authors and researchers on leadership 

agreed that there are three major styles of leadership such as autocratic, democratic, and 

laissez-faire. 

  2.5.1. Autocratic Leadership  

Dubrin (1998) describes the autocratic leadership style as a style where the manager retains 

most authority for him or herself and makes decisions with a view to ensuring that the staff 

implements it. He or she is not bothered about attitudes of the staff towards a decision. He or 

she is rather concerned about getting the task done. He or she tells the staff what to do and 

how to do; it asserts him or herself and serves as an example for the staff. This style is viewed 

as task-oriented (Dubrin, 1998). In the case of secondary schools where autocratic leadership 

is practiced, its application is most likely to be characterized by arbitrary advances, arbitrary 

disciplinary measures, and termination of services. The effect has always been dissatisfaction 

with work on the part of the employees. Balunywa (in Yusuf, 2008) argues that autocratic 

leaders in schools are more concerned with despotic influence in order to get the job 

accomplished rather than with the development and growth of subordinates.  

Autocratic leaders create a situation where subordinates who do not want to realize the 

importance of work are forcefully led to work (Mullins, 2002). According to Mullins (2002) 

autocratic leaders supervise subordinates very closely to ensure compliance and the 

completion of work in the designated time. Leadership is meant to be influential even where 

the situation seems harsh so as to drive organizational intentions towards goal achievement. 

Other studies by Rowley (1997), however, noted that leaders, who use authority to get things 

done, are too strict in the formality by which things are done. This hinders teacher creativity 
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especially in instances where creativity and planning are imperative to secure the academic 

program in schools.  

2.5.2. Democratic Leadership  

Oyetunyi (2006), points out the major point of focus is sharing of authority. The manager 

shares decision-making with the subordinates. Even though he or she invites contributions 

from the subordinates before making a decision, he or she retains the final authority to make 

decisions (consultative). The manager may also seek discussion and agreement with teachers 

over an issue before a decision is taken (consensus). He or she may allow the subordinates to 

take a vote on an issue before a decision is taken (democratic). He or she coaches 

subordinates and negotiates their demands (Dubrin, 1998). This type of leadership is viewed 

as an important aspect of empowerment, teamwork and collaboration.  

As pointed out by Kouznes & Posner (2003), school heads know that no one does his or her 

best when feeling weak, incompetent or alienated. They know that those who are expected to 

produce the results must feel a sense of ownership. Democratic leadership can be effectively 

utilized their influence to extract the best from people and the most effective and efficient 

educational climate can be created in a school when democracy is employed. The democratic 

leadership practices in secondary schools outline procedures to develop and use the potential 

of all the stakeholders of a school in order to create and foster academic achievement of 

students by adding quality education.  

The principles of democratic leadership are flexibly applied in order to create a climate in 

which all stakeholders are able to express themselves freely and hence feel that they are part 

of the democratic decision-making process. Stakeholders need to feel that they are able to 

have an influence over what should happen and not happen at the school rather than to be 

subjected to the decisions of those placed in positions of hierarchical power (Rowley, 1997).  

2.5.3. Laissez-Faire or Free-Rein Leadership Style  

The laissez-faire leadership style is sometimes called the free rein or individual-centered 

leadership style. This style makes the presence of the leader felt but gives workers freedom to 

make individual or group decisions. The manager delegates almost all authority and control 

to subordinates. There is no person of authority in the organization. The manager leads the 

organization indirectly, he or she does not make decisions; rather he or she abides by popular 

decisions. There is no setting of goals and objectives by the manager. Tasks are done the way 

the manager thinks it should be done, but he or she gets involved on request and this may 
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lead to the digression from broad organizational policy. Thus, this style of leadership may be 

effective with well-motivated and experienced employees (Dubrin, 1998), but could lead to 

failure when subordinates are deceptive, unreliable and untrustworthy.  

2.6. Elements of Effective Leadership  

Effective leaders should acquire and maintain valuable and essential ingredients to score high 

level of effectiveness in the process of leadership. Scholars have different views on the kinds 

of these elements. Although different scholars proposed various kinds of elements of 

leadership, the most common elements are treated as follows:  

2.6.1 Empowerment  

Different views were delivered by various writers that empowerment is an act which is 

performed by school leaders to share authority and responsibility with teachers on matters 

related to classroom instructions. Ubben & Hughes (1997) stated that empowerment is giving 

teachers and even students a share in important organizational decisions giving them 

opportunities to shape organizational goals. They also added that too much control over 

teachers or centralization of authority over the classrooms might produce some uniformity, 

but negatively affecting teachers‟ motivation and reducing the quality of instruction. Every 

school leadership activity ultimately directed towards improving the quality of instruction 

taking place between teacher and students.  

The appropriate empowerment of teachers must lie in the amount of authority granted and the 

organizational leadership should create a conducive working environment to maintain the 

proper communication flow necessary to keep up the desired tasks  

2.6.2 Schools Leaders as Change Agents  

Successful school improvement projects focus specifically upon the teaching and learning 

processes and the conditions at the school and classroom level that support and sustain school 

improvement. Some literatures give a great deal of attention on the issue that school 

improvement has to be one of the primary tasks of school leaders. The aim of school 

improvement initiatives highly suggests that leaders are key persons to introduce changes in 

schools. Hence, it can be viewed that school leaders should be indicators and agents of 

change. Accordingly, school leaders are able to introduce new culture and climate so as to be 

agents of change processes in schools. Gamage (2006) pointed that if the educational 

administrator functions as a change agent is taking the stuff with him/her, such a program 

will give the leader and the teachers more, not less control of the school program. Therefore, 
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school improvement is a systematic and sustained effort aimed at change in the effect of 

students‟ broad outcomes.  

2.6.3 Creating an Orderly Conducive Environment  

School leaders can play a key role in efforts of creation of sustainable and conducive school 

environment that ultimately promotes effective teacher professional development and student 

learning. Schlechy (cited in Tigistu, 2012) made remarks that the leader of the school has a 

particular responsibility to lead the staff in developing school policies to control student 

behavior. There are different reasons as to why it is valuable to establish an orderly 

conducive environment in the school. It is very difficult for principals or school leaders to 

plan and implement any school activity within a state of turmoil conditions. In this regard, 

school leaders are in charge of preparing and changing into action the school improvement 

plan, therefore, need to sense themselves that they are working on a condition of relatively 

stable job environment. Ubben & Hughes (1997) enumerate about two of the most vital 

premises: i) learning occurs best in an orderly environment and ii) the environment enhanced 

when the staff behaves in an orderly and internally controlled way. Cooperativeness among 

every school community, proper student behavior control system and  encouragement of 

leadership for high achievements of teachers and students are indicators among others 

conducive environments of schools.  

2.6.4 Being a Visionary Leader  

An effective leader is highly expected to have ability to create and communicate his/ her 

organizational vision. Because of the success of any organization depends on having a clear 

vision which is accepted by the staff and other stakeholders. The definitions given to the term 

vision are similar in the way that writers explained. However, Cheng (2005) defined vision as 

an image of a future that the school staff wants to achieve or care about. This tells us that an 

agreed vision is a stimulant to work hard towards the desired common goals. Cheng (2005) 

also stated that anyone who is aspiring to be a good school leader need to have some sense of 

what she or he values; something to be committed and in relation to this, school leaders are 

responsible to create vision to which reflect their own school situations.  

2.6.5 Human Resource Development  

Human resource development is a process that uses developmental practices to bring about 

more quality, higher productivity and greater satisfaction among employees. It is a complex 

process and sometimes not a very well accomplished one often because of lack of focus on 

the part of heads. School leaders are personnel‟s in charge of supporting teachers in their 
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profession. Supporting this idea, Harris (2005) confirms that school leadership must build the 

capacity by developing the school as a learning community. Moreover, the HRD program 

must be a continuous process and should not be an overnight task. 

2.7 Leadership skills 

Tedesco & Mitcheu, (1995) described skills as follows; a skill implies an ability that can be 

developed is not necessarily inborn, and is evident when one works. How much of these 

skills an individual need depends on his/her job, the level of management at which the job is 

classified and the type of responsibilities assigned and the size of the organization. Thus, the 

skill of the principal is referring to his/her over all abilities to exercise the authority and 

power equivalent to his/her position expertly to bring about effective changes in the school 

he/she assigned. 

 From this perspective, principals having the necessary skills of lacking of them could have a 

positive or negative impact in the attainment of the educational goals of the school. Being 

this, Katz (1974) has suggested that successful managers must exhibit three district types of 

skills. Although these skills are interrelated in practice, they can be considered separately. 

The three basic kinds of skills are; technical skills, human relation skills and conceptual 

skills.  

2.7.1. Technical Skills  

According to Bell (1992) technical tasks are those, which are specific to primary purpose of 

the school. The primary purpose of the school is the education of its people. Since the most 

important and major purpose of the school is teaching learning activities, principals should be 

competent in their specialized areas. School principals need to possess adequate knowledge 

of methods, procedures process and techniques that could be applied in interpreting the 

curriculum by all teachers. A technical skill is the ability of applying knowledge, methods 

and techniques that are necessary for the performance of the given tasks (Katz, 1974).  

Technical skills are generally associated with the ability to use tools, procedures, and 

techniques of specialized areas. Therefore, school principals as leading practitioners should 

be able to be competent in technical skills such as in scheduling, managing curriculum, and 

supervisory activities.    

 

 



18 
 

2.7.2. Human Relation Skills  

Rue & Byars (1992) stated human relation is one of the most important aspects of managerial 

skills of principals. A human skill refers to the school executive's ability to work effectively 

and efficiently with other people on a one-to-one basis and in-group setting. The skill 

requires considerable self-understanding and acceptance as well as appreciation, empathy, 

and consideration for others. Similarly, Hersey and Blanchard (1982) described human skills 

as the ability and judgment in working with and through people including an understanding 

of motivation and application of leadership. If good human relations are to be prevailing 

among the school personnel, principals must have the desire to see the group must reduce 

conflict. In a position in which success depends upon working through others, friendliness 

must have an outgoing quality. Hence in order to work with and through people, principals 

are required to acquaint themselves with the knowledge of what motivates the staff, how to 

work cooperatively with them and how to create common networks in the school so as to give 

fresh impetus to the provision of instructional to clients. Therefore, in order to be effective in 

the human relation aspects of school, principals should be competent in applying the concept 

of motivation, seek to exert the relevant style leadership and need to be good communicators.  

2.7.3. Conceptual Skills  

According to William‟s et al (1985) conceptual skills involves the ability to understand how 

the parts of an organization depend as each other. Conceptual skills involve understanding the 

part of a business to one another and to the business as a whole conceptual skill, therefore, 

enable organizational leaders to see the overall features of organization to understand 

interrelationship, interaction and interdependence of various components of a system. In 

terms of leadership it means sensitivity to the organization. Rue and Byars (1992) stated that, 

managerial skills are so closely interrelated that in practice that is difficult to determine where 

one begins and another ends. However, it is generally agreed that supervisory management 

needs more technical skills than managers at higher levels. Human skills are essential to 

effective management at all levels. Conceptual skills become increasingly important as a 

person moves up the managerial hierarchy. Similarly, Katz (1974) suggested that although 

each of these skills are important to school executive's at all hierarchical level, technical skills 

are most important to administrators at lower levels, and conceptual skills are more important 

to those at the upper levels. The emphasis on technical and conceptual may vary with 

management level, but human skills are the common denominator that appears to be crucial 

at all levels. To sum up, conceptual skills include the school executive's ability to see the 

school, the district, and the total educational program as a whole. The skill includes the 
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effective mapping of interdependence for each of the components of the school as an 

organization. 

2.8. Leadership in Education  

Schools are complex environments where a number of planned and unanticipated situations 

occur every day. The complexity of these situations emanate mainly from moral issues, 

interpersonal relations, instructional and managerial demands and conformity to social and 

political pressures dictated by the local communities served by the schools (Lucas & 

Valentine, 2002). School leaders take on their roles because they want to make a difference to 

children„s and young person„s lives and learning. Leadership is not an end in itself, rather, it 

is a means to enabling children and young people to learn achieve and develop (Bill Mulford, 

2008).  

 Educational researches on school effectiveness have recently been dominated by the concept 

of principals as leaders. As to Sergiovanni (1995) Principals‟ key functions in effective 

schools in establishing goal consensus among staff and developing an institutional identity. 

Therefore, it is a fact that a school principal‟s leadership behavior has a subtle influence on 

the progress of the school. Effective leadership is at the core of every successful organization. 

It is relatively recognized by:  

2.8.1. Creating a Vision 

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

which guides the present action and decision to create a desirable future. Chance (1991) 

described vision as being the force of the dream towards which effective administrators strive 

in the development and shaping of their schools. Chance also explained vision as a statement 

which captures an ideal state of affairs. Effective leaders communicate the vision and direct 

all actions towards achieving the vision. They cultivate and focus the strengths of colleagues 

to achieve the shared vision. And such leaders seek counseling and advice to learn from the 

knowledge and experience of others, while they freely offer their expertise to those who seek 

it. 

2.8.2. Setting High Expectations 

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

proactive in changing schools to prepare students for the Future in which they live. They 

focus on students‟ achievement data and measure success in terms of positive student 
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outcomes. They provide the motivation and encouragement that lead to success and they 

manage effectively in a changing educational environment.  

2.8.3. Leadership Capacity Building 

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

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

encourage shared decision–making with the school community including staff, students and 

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

that all groups are engaged in a common goal and moving in the same direction.   

2.8.4. Demonstrating Ethical and Moral Leadership 

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

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

for    others to emulate. They also tend to make difference in the lives of students, and impart 

a philosophy their positive relationship built on trust improves the quality of life for all 

individuals. Leaders with integrity are focused and purposeful, and are always attentive to 

being consistent with what they pay and what they do. 

2.9. Functions of School Leaders  

The roles and responsibilities of school leaders are changing frequently due to a wave of 

reforms which cause leaders to face continuous challenges in their jobs. As there are 

ambiguities about the activities which may actually be considered leadership, it is difficult to 

sketch the boundaries of leaders‟ work (Mayrowetz, 2008). Depending on the school situation 

and personal characteristics, leaders may work alone or collaboratively to reach their goals. 

Heroic forms of leadership, where leaders work mainly alone, tend not to use the leadership 

capabilities and aptitudes of others (Duignan, 2006; Riley & MacBeath, 2003). As noted 

many times in this study, principals play an important role as leaders of the school and they 

influence different functions within the schools with their behaviors, personal characteristics, 

and biases. Researchers have attempted to define different characteristics of a successful 

principal (Hughes, 1999). Though there is a wide range of characteristics listed by these 

researchers, there are several commonalities. Most importantly, nearly all of these studies list 

the following characteristics as being important: the principal as a learner, planner, visionary, 

politician, advocate, organizational developer, manager, leader, and agent of change.  

 

Though these characteristics are described in slightly different manners, they all demonstrate 

that to support the leadership style and work effectiveness, the following elements of 
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management are functions of the leader to make the teacher to be effective in an organization 

(Adedoyin, 2013).      

1. Planning: among the line of action in an educational administrator can be the Process of 

preparing a set of decisions for action in the future. Planning is aimed at goal achievement in 

respect of a particular thing or situation and hence it involves pre-thinking, predication and 

forecasting the future expectations in administration.  

2. Organizing: this is next to the planning. It has to do with the group of people and activities 

into a defined unit and trying to establish a relationship with them. A formal structure is 

established and there is a division of labor among the people in order to attain stated goals in 

the organization. Here, work is scheduled among members of the establishment following the 

organizational chart, in this respect, it is required of a manager to delegate, establish the 

appropriate procedure for accomplishing the work, provide requirements in terms of 

materials, fund, information and other resources to where and when needed.  

3. Directing: a leader directs to ensure that workers obey and perform their duties 

appropriately. However, to direct effectively, adequate motivation and effective 

communication system in the establishment is required. A leader will direct others 

successfully by setting the pace i.e. leading by good examples. Coordinating: this is referred 

to as the ability of a leader to advice a method of unifying the institution for goal 

achievement. Coordination has to do with the integration of various parts of the work in order 

to ensure a match between the operating result and the goal to be achieved. Equally, it 

involves managing the use of personnel and material resources to operate an organization. A 

good leader will always ensure that things are done in sequence in the organization (school). 

That is, doing the right thing at the right time, in the right place using the appropriate method 

for good attainment.  

4. Supervision: a leader needs to guide the operational activities of the workers. Educational 

supervision is a process, which aims at helping the professional growth and cooperation 

among the teachers so that they can be self-directive, creative and more productive. As a 

school leader, legitimate effort should be made in assisting the classroom teacher to improve 

on their own in order  for them to be self-propelling practitioner as well as ensuring favorable 

setting for effective teaching and learning.  

 

5. Controlling: this refers to the ability of a leader to have the subordinate subjected to him 

in order to achieve the institutional goals and objectives. Controlling is to ensure that results 
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are as planned. It involves the setting of standard, which provides the basis for comparing the 

actual output against the intended output in order to make corrective measures.  

6. Staffing: this implies the ability of a manager or principal to employ the right people at the 

right time and have them placed on the right job. The need for personnel in any organization 

is indispensable. Organizational goals can only be achieved through people and it is the major 

duty of the principal to service, train, maintain, assign and supervise the personnel 

requirement in his goal achievement.  

7. Reporting (Communication): the principal must realize that he or she must be excellent 

communicator and develop positive relationships not only with the superintendent but with 

members of the community, the staff, and the students. Report and acceptance are important 

to have survival of the new principal. If the principal is going to have any goals achieved, he 

or she must able to gain acceptance and articulate the vision to willing followers.  

8. Motivation: The key to effective management is the ability to get results from other 

people, through other people and in conjunction with other people. If the underlying 

psychology is wrong, the most carefully constructed system and techniques will fail. Efficient 

head teachers are not necessarily effective. But if relationships and motivation are good, 

people will readily accept and overcome some administrative or environmental flaws. 

Motivation is the drive, energy or degree of activities and individuals displays towards goal 

achievement, there are many means that can be used by the school manager in motivating 

personnel in the school system for a higher productivity and these factors range from 

payment of good salaries and wages, good incentives system, work ethics and social value. 

Motivating the personnel by the school manager will help in achieving quality control in the 

school, improve level of co-operation among the staff and enable the school personnel in 

putting in their best in the work they do.  

9. Evaluation: Among the major indispensable functions of an educational manager is the 

programme evaluation. In any educational institution, there is need for the school 

administrator to evaluate the performance of his school against the goals and objectives of the 

society inform of annual report. As the school head, one must be prepared to take the pains of 

assessing the success and failures in the achievement of the school aims and objectives for 

necessary improvements.    

Furthermore, Everard, (2004) state that inspectors have become more experienced in 

evaluating the quality of management and leadership in school, using different criteria. For 

leadership, they look for: Clear vision, sense of purpose, high aspirations and relentless focus 

on pupil achievements, Strategic planning, Leaders inspiring, motivating and influencing 
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staff and pupils, Creation of effective teams, Knowledgeable and innovative leadership of 

teaching and curriculum, Commitment to an equitable and inclusive school where each 

individual matters Similarly, Stronge, (2008) states that today‟s principals concentrate on 

building a vision for their schools, sharing leadership with teachers, and influencing schools 

to operate as learning communities. Accomplishing these essential school improvement 

efforts requires gathering and assessing data to determine needs, and monitoring instruction 

and curriculum to determine if the identified needs are addressed. Consequently, principals 

are expected to promote and develop the school vision, empowering stakeholders to build and 

maintain the conditions necessary for the success of all students. 

2.10. School Leadership Development in Ethiopia  

Principal ship in schools is one of the influential administrative positions in the success of 

school plans. With respect to the historical background of principal ship, the authorities give 

their own argument. According to Knezevich cited in Ahmed (2006), the origin of principal 

ship can be traced back to 1515 at the time of Johann Strum of USA. The position developed 

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

supervise principal. 

However, the western type of education system was formally introduced in to Ethiopia in 

1908 with opening of Menilik Secondary School and there was no government owned high 

school in this country until 1943. And it was in this year that the first high school which was 

dominated by expatriates was opened. According to Ahmed the history of principal ship in 

Ethiopia, at its early stage was dominated by foreign principals. In all government owned 

schools that were opened before and few years after the Italian occupation expatriates from 

France, Britain, Sweden, Canada, Egypt and India were assigned as school principals. 

 After the restoration of independence in 1941, education was given priority which resulted in 

opening of schools in different parts of the country. As there was not enough educated 

Ethiopians to teach and run schools, most of the teachers and principals in schools were from 

foreign countries such as UK, USA, Canada, Egypt and India (ICDR 1990). According to 

MoE (2002), prior to 1962, expatriate principals were assigned in the elementary and 

Secondary Schools of different provinces of Ethiopia during the 1930‟s and 1940s‟. During 

this time Indian was given the principal ship position which may be for their higher 

educational level and experiences in principal ship. However, the history had developed in to 

a new phase where Ethiopians began to replace expatriate which started in 1964. According 
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to Teshome (in Ahmed 2006).This new phase of principal ship started with supervising 

principal such a person was responsible not only for one school but also for the education 

system of the community where the school was located from the second half of 1940‟s, 

documents prove that Ethiopian school Heads were directly assigned in elementary schools 

without competition among candidates. Only educational level and teaching experience were 

given highest priority of principal ship. After 1960 it was known the Ethiopians who 

graduated with B.A / BSC degree in any field were assigned as principals in schools by 

senior officials of the ministry of education. The major selection requirements were 

educational level and work experience (MoE, 2002).   

However, in the first, few decades of 1960„s graduates of BA degrees in pedagogy were 

directly assigned in secondary schools. On the other hand, career structure promotion 

advertisements which were issued from 1973 to 1976 showed that secondary school 

principals were those who held first degree, preferably in educational administration (EdAD) 

field. In addition to these teachers who had experience as a unit leader or department head 

were candidates for principal ship.  

Currently, the job description, issued by MoE in 2006 E.C indicated that secondary school 

principals should have a second degree in educational leadership and management including 

a sufficient work experience.  

2.11. The Role of School Principal in Ethiopia  

In Ethiopian context the Ministry of Education MoE, as cited in Wudu, (2003), translated 

from Amharic version), pointed out that a school principal with the collaboration of school 

curriculum committee is expected to meet the following functions: has to prepare a program 

in which the school curriculum is to be divided into short and long term programs with 

appropriate teaching materials and supported by co-curricular activities to be implemented 

and evaluated; facilitates conditions that enable the teaching learning process to be related 

with practical and fieldwork, and supported by co-curricular activities and other educational 

activities; has to prepare a program which will enable educational materials, laboratories, 

rooms for practical work, libraries etc. are in conducive situations to give a coordinated 

services; has to provide topics of instructional problems to different departments for 

discussion. It monitors the smooth going of such activities. It also provides solutions for 

teaching- learning problems, which are beyond the abilities of each department; checks 

whether or not the curriculum prepared for each level and grade has been successfully 
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implemented as intended. It also provides solutions by studying the problems encountered 

during the process of implementation; comes up with suggestions that could facilitate the 

provision of staff development or in-service training programs, Produces valuable 

suggestions by studying the whole teaching-learning process and by evaluating the curricular 

materials of the different departments.  

Similarly, MOE (2002) listed about 22 roles of a school principal, of which the following are 

crucial: The school principal together with parent-teacher unity and school community 

prepares annual plans with executing budget, thereby, implement it accordingly when 

approved. She/he makes sure that each department and teacher prepares a plan that emanates 

from the school plan and assures that it is based up on national and regional goals set. She/he 

also makes sure that teachers are informed and introduced with new events and new teaching 

and learning as well as working methods by preparing short term trainings and experience 

sharing programs at the school level with the view of helping them develop professionally 

and coordinates co-curricular activities together with parent teacher unity for the success of 

students educational activities performed in the class as well as outside the class.  

As teaching learning process is a day-to-day and continuous process, the function of the 

supervision at the school level should also be a continuous responsibility. Within the school 

system, the supervisors are the school principal & vice principal, the department heads and 

the senior teachers.  

The educational programs supervision manual of ministry of education (MoE, 1994) has 

sufficiently listed the roles of school principal in his/her capacity as instructional leader, in 

the area of supervision at the school level as follows:  

Creating a conducive learning environment to facilitate supervisory activities in the school by 

organizing all necessary resources; giving the professional assistance and guidance to 

teachers to enable them to realize instructional objectives; and supervise classes when and 

deemed necessary; coordinating evaluation of teaching-learning process and the outcome 

through initiation of active participation of staff members and local community at large; 

coordinating of the staff members of the school and other professional educators to review 

and strengthen supervisory activities and; cause the evaluation of the school community 

relations and on the basis of evaluation results strive to improve and strengthen such 

relations.  
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The school principals, play as facilitators of both curriculum implementation and 

improvement, Wudu (2003). His/her role as curriculum implementer is that when he/she pays 

attention to particular innovation, there will be a greater degree of implementation in the 

classroom of the school The school principal has the responsibility to provide directions and 

guidance, and assure that teachers have the necessary instructional materials to carry out their 

duties. Without the support of the school principals, the chance for successful curriculum 

implementation is very low. This implies that curriculum implementation is a cooperative 

enterprise and a joint venture between teachers and principals in the school.  

Therefore, school principals are crucial to success or failure on the part of the school 

administrators for the implementation function of the teacher.    

2.12. Major Factors that Challenges School Leadership  

 The major factors demoralizing teachers in secondary schools are lack of incentives, poor 

conditions of service, low regard for teachers, large class size, poor career promotions, 

inadequacy of teaching facilities/materials, and irregular payment of teachers‟ salaries (MoE, 

2008). In the context of the changing role of the school leadership, Gamage, (2006) also 

points out that the fare most challenge , that school leaders faces is to understand the 

changing context and improve their inter personal and communication skills with the 

understanding that they are no longer the authority figure but a partnership with others stake 

holders.  

The school leader role especially in the area of school leadership, management, in resource 

acquisition and accountability has undergoing significant changes. Similarly, according to 

Harris (2004) problems that principals face are classified in various ways: problems related to 

principals and their relationship with top authorities, problems related to Principals and 

relationship with top to personal characteristics of principals, problems related to time, and 

problem related to parents.   

The key challenges for educational leaders, especially principals, involved complex and often 

conflicting human relationships and interactions (Duigna, 2006) describes the major school 

leadership problems as follows:  

a. Lack of vision.  

One of the distinguishing characteristics of successful educational leaders is their capacity to 

provide a vision for the future and inspire hope in those with whom they work. They also lift 
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the spirits of their people and help them to translate the vision into the daily practices of their 

work. In this way they help to inject meaning into the daily grind of the work done, thereby 

providing a sense of purpose and direction.  

According to McEwan (2003) has maintained that another biggest barrier of effective 

instructional leadership is lack of vision, will and encourage on the part of instructional 

leaders. Successful instructional leader requires having the kinds of courage that allows one 

to take risks to succeed on complexity and ambiguity, to enable others, to empower 

themselves to be willing to work long and hard duties for school effectiveness and to achieve 

student learning.  

b. Managing Staff Relationships  

Effective relationships are the energy source of leadership. A principal stated that valuing 

others is the key to the development of genuine relationships: It could be said that valuing 

others is a common thread in these elements and provides genuine bond between the leader 

and those in the group. Empowering others, delegating authority and simply trusting people 

to get on with their tasks should support leader-staff relationships in ways that link strategic 

purpose to everyday practices. Acknowledging the emotional realities of others work 

naturally builds caring relationships and creates a level of authenticity that strengthens the 

group's capacity to respond to challenges. In this respect, leadership relationships emerge 

from individual efforts to honor the personal feelings intertwining the busy and very human 

work of teachers, principals, counselors, and other staff in schools. The promotion of staff 

morale, keeping staff motivated, cultivating teamwork and providing opportunities for staff 

development are some of the greatest challenges for leaders of educational organizations.  

c. Dealing with poor performance  

The issue of dealing with poor performance in a responsible and professional manner that 

consider the interest of all concerned body and emerged as one of the most serious 

accountability for educational leaders.  

However, educational leaders face the problem of dealing with poor performance. Many 

leaders feel frustrated by supervisor‟s reluctance to deal with poor performance, often due to 

the perceived difficulty of legal and industrial issues involved. Some of the most visible poor 

performance at secondary school is: low achiever of students, high rate dropout. So the 

principal face a challenge react these poor performance.  
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d. Lack of support from top authorities.  

Another problem affecting effective instructional leadership is lack of support from top 

authorities. The principals operations are influenced by that authority above him/her. The 

dissatisfaction and discouragement of some principals regarding the perceived lack of support 

from those rounds him/her is clearly barrier to becoming an effective instructional leader. 

(McEwan, 2003). In strengthening this idea, Boyd (2002) has pointed out that where there is 

lack of support, either perceived actual from other designated leaders, the added frustration of 

working in a complex environment coupled with natural or anticipated challenges become 

irresistible. To sum up, education needs many sake holder participations reach on result and 

achieve expecting goal. And education sector by nature it is a social organizations, so it needs 

support and collaboration work.  

e. Lack of sufficient time.  

Lack of sufficient time is also another problem to instructional leadership. Time is the bane of 

any busy professional, but for instructional leader, it poses a particular challenge because 

they seek to spend substantial time in classroom where instruction is delivered. Every 

principal operates with in the same time constrains. One major difference among principals is 

how they choose to use the time they do available (McEwan, 2003). Rosser, Vicki J. (cited 

Berhanu G. in Roaden, 1970) further stated that in order to enhance the schools performance, 

principals should focus on major missions of the school, teaching and learning, research and 

community service, Unless the principals free themselves from the routine chores of the 

office, however, and reserve some free tie for study and reflection on the purposes and the 

program of the academic body over which they prided, their decisions must inevitably be 

super filial.  

f. Decision-making.  

Decision-making is an important component in any organization. In particular, we argue that 

schools are distinctive organizational settings in that the administrator is often required to 

address daily operations as well as long term adaptive planning and vision. They must, as a 

regular characteristic of the position, be equally able to manage and lead. Furthermore, the 

challenges of school leadership include daily, regular decision making as well as 

incorporating long-term planning and situational adjustments as need arises. Simply, schools 

require both excellent managers who address the regular operations of schools and high-

quality leaders to face the challenges that exist today for educators (Kruse, B. L., 2009). 
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CHAPTER THREE 

3. THE RESEARCH DESIGN AND METHODOLOGY 

3.1. Introduction 

The main purpose of this chapter of was to provide an overview of the basic research design 

and methodology that would be used to carry out the study. Under this overview the basic 

research approach, research design, source of data, population, sample size and sampling 

technique, data collection instruments, procedure of data collection, method of data analysis 

and ethical consideration were treated in detail. 
 

 3.2. The Research Approach 

 

This study employed mixed (quantitative and qualitative) method of research approach, 

quantitative method to draw meaningful results from a large body of quantitative data and it 

allows reporting summary results in numerical terms with specified degree of confidence. 

Besides, the qualitative method also would be used for interview report to support 

quantitative data. Mixed method approach is advantageous to examine the same phenomenon 

from multiple perspectives (Cohen et al 2007). This method is also considered important to 

build up on the strength that exists between quantitative and qualitative methods in order to 

understand a given phenomenon than is possible using either quantitative or qualitative 

methods alone (Creswell, 2003).  In the context of this study, quantitative method refers to 

data that would be collected using questionnaire while the qualitative dimension refers to data 

that would be collected through interview.  
 

3.3. The Research Design  

In this study, descriptive survey design was utilized. This is mainly because it was 

appropriate for the study and the design helps gather a large variety of data to a problem 

under study. In this respect, Keeves (1990) justified that descriptive survey research design is 

a fact finding study with adequate and accurate interpretation of the findings. Moreover, it is 

recommended when gathering data about respondents' perceptions, beliefs, opinion scores, 

and outcomes (Creswell, 2003). Furthermore, Cohen, Manion and Morrison (2007) asserted 

that many scientific disciplines, especially social science and education, use descriptive 

survey design. From these perspectives, the researcher employed descriptive survey design, 

because based on the above definitions the design simply looks with intense accuracy at the 

phenomena of the moment.   
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3.4. Sources of Data 

In order to strengthen the findings of the research, relevant data of the study collected from 

both primary and secondary sources. These are described below. 

3.4.1. Primary Sources 
 

Primary sources help researchers get firsthand information about the research problem. These 

primary sources of information of the study collected from all concerned bodies. In this 

regards, secondary school principals, secondary school teachers, secondary school 

supervisors, PSTA‟s members, and Woreda education officials included in this study as 

primary sources of information. 

3.4.2. Secondary Sources 
 

Secondary sources of data collected from performance report of school leadership activities, 

PSTA‟s minutes of monitoring and follow up document, supervision comment document at 

school and Woreda education office.  
 

 

3.5. Population, Sample Size and Sampling Techniques 

The main purpose of this study is to explore practices and problems of school leadership in 

secondary schools of Hadiya Zone. To achieve this goal, the target population of the study 

will be secondary school teachers, school leaders (principals, vice principals), supervisors and 

PSTA‟s members in secondary schools of Hadiya Zone. In Hadiya Zone, there are 12 

woredas and 4 towns administrative, with total of 65 secondary schools.  From this six 

sample woredas and one town administration were selected by simple random sampling 

technique.  
 

Regarding the sample schools for the study, from a total of 31 schools in sample woredas, 7 

secondary schools randomly selected and included in the sample by using simple random 

sampling technique / using the lottery method/ since the method employed to select sample 

units out of large population area added to manage the study. This accounts 22.6% of the 

schools in the selected areas. These secondary schools include Kosha, Gimbichu, Ansho, 

Morisuto, Homacho, Jawe, and Bonosha secondary schools.  For all selected schools, the 

total number of teachers is 302. Out these, 172 (57.0%) teachers of the sample schools 

included in the study pertaining to the manageable size of the samples.  In order to decide 

upon sample size of teachers, Yamane (1967) formula of sample size was used. Accordingly,  
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n    =      Where N = population, n = sample size, e = the level of confidence set, 

(0.05) e
2
 ≤  α.05. 

 

 Accordingly, sample size for subject‟s population decided as; 

        n    =    
 

         = 
   

           
 

        n=   
   

               
  ,     n =  

   

       
  , n=  

   

      
  =172 

 

In addition, to obtain relevant data, all the 7 principals and the 9 vice principals in the sample 

secondary schools  selected by available sampling technique owing to their role in 

supporting, monitoring and also practicing in leadership activities in their respective 

secondary schools. Moreover, 7 PSTA‟s members, 7 secondary school supervisors and 7 

woreda education office heads selected for interview by purposive sampling to get relevant 

and pertinent information in relation to leadership in the above-mentioned schools.   

Generally, a total of 209 respondents participated in the study. Out of these 172 teachers, and 

16 school principals selected to fill questionnaire, whereas, 7 secondary school supervisors 

and 7 woreda education office heads and 7 PSTA‟s members would be selected for interview.   

Table 1 : Size of population, and samples Teachers by Schools and WEOs 

 
 

No 

 

 

Schools and 

Education office 

 

Teachers  

 

Principals and Vice 

principals 
 

 

Supervisor, 

PSTA and WEO 

Heads 

 

 

Population 
 

Sample 
 

Population 
 

Sample 

1 Gimbichu 65 37 3 3  

2 Kosha 39 22 2 2  

3 Ansho 42 24 2 2  

4 Homacho 38 22 2 2  

5 Jawe 27 15 2 2  

6 Morisuto 43 25 3 3  

7 Bonosha 48 27 2 2  

8 Supervisors - - - - 7 

9 PSTA - - - - 7 

10 WEO heads - - - - 7 
 

Total 
 

302 
 

172 
 

16 
 

16 
 

21 
 

                           Source: Hadiya Zone Educational Department (2019) 
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3.6. Instruments of Data Collection 

Three types of data collection instruments: questionnaire, interview and document review 

used in the study.                                                                 

3.6.1. Questionnaires 

 The need to use the questionnaire as a research instrument in this study related for the following 

reasons. First, the researcher enables to obtain information about the thought, feeling, attitudes, 

beliefs, value, personality and intentions of the research participants (Johnson & Christensen 

2008). Hence different kinds of characteristics from participant‟s perspective can be measured by 

questionnaire. Second, the questionnaire enables the research to collect data involving large 

number of participants in an efficient way. Having this assumption, to gather the appropriate 

information based on the basic research questions and in light of the review of related literature 

both close-ended and open-ended questionnaires prepared to gather relevant information from 172 

teachers and 16 school principals. The questionnaires addressed all issues raised in the basic 

questions and included items related to general characteristics of the respondents (Best J.W & 

Kahn, 2003).   

Moreover, five point Likert Scale question would be developed for the closed ended 

questionnaire so as to elicit information about how the practice of secondary school 

leadership is carried in promoting teaching-learning process and on problems related with 

leadership practices of secondary school. The need to use this scale stems from the reason 

that it offers high coverage of all significant aspects of the content, and permits detailed and 

accurate comparability between sets of data (Sarantakos, 2005).  

Furthermore, open-ended questions are included because it gives respondents a freedom to 

give their extended views on the issue. Close ended questions would be used for their 

easiness in tabulation, objectivity and suitability to keep respondents on the subjects of 

discussion. Thus, questionnaires containing 2 open and 43 close ended questions were 

carefully selected and presented to respondents. The first part of the questionnaire was about 

the respondents‟ demographic characteristics which comprised of role of the respondent, 

gender, age, educational  
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level, and experience to be answered by the respondents from the given options. Items in the 

part two reflect practices of setting goals and vision, planning function, stakeholder participation, 

supervision, school-community relationship, and staff development. Items in part three reveal 

school leadership problems. It has a total of 20 items. 

 

3.6.2. Interview 

In addition, both structure and unstructured interviews employed for 7 woreda education 

office heads, 7 Parent student teacher association and 7 secondary school supervisors to 

obtain additional information from the interviewers which can assure the fitness of the data 

gained from questionnaire. The reason for using this methods of interview is to permit the 

researcher to explore issues which might be complex to investigate through questionnaires 

and to allow better flexibility for interviewer and interviewee that in turn would give him/her 

better opportunity to explain what he /she feels on the issue more explicitly (Best and Kahan, 

2003). Moreover it enables to gain detail information about the efficiency of the system. The 

interview was prepared in English and translated to Amharic and conducted in one to one 

way by the researcher.   

3.6.3. Document Review 

The other information was gathered using document review. Various documents including 

school performance reports, guidelines of the MoE, minutes that show what leadership 

decisions made and discussed, and records were explored in the process of the study. It is 

believed that the data obtained in this method was used to validate and substantiate the 

information gathered by the questionnaire and semi-structured interview. 
 

3.7. Validity and Reliability of the Instruments 
 

In this study, survey items and the items about the background information reviewed for 

content and clarity by the expertise in the field to ensure that the instruments 

comprehensively cover the items that is it purports to cover. Feedbacks on the instruments 

also obtained from the student researcher's advisor. Finally, all accepted comments and 

feedbacks were included in the final version of the instruments. 
 

To ensure its reliability, the student researcher pilot tested all of the survey questions 

designed for this study. The pilot test was conducted on principals and teachers in Jajura 

Secondary and Preparatory School that was excluded from the actual sample of the study. 

Ensuring their confidentiality and anonymity, the researcher asked the participants to 

complete the questionnaires and to provide feedback thereafter using the data collected for 
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the pilot study; the researcher was checked the reliability of the instruments by using the 

Cronbach's alpha test by the help of SPSS version 20. The reliability test coefficient for 

instrument was found (91.3%) and this indicated that it was a good indication of the 

reliability of items. 
 

 

3.8. Procedures for Data Collection 

The data collection procedure was based on the work plan of the researcher. Before collecting 

data from the field, the draft of the questionnaire was examined by advisors and one of 

educational leadership post graduate students on the area for comment. The comments were 

included to improve the clarity of statement, and grammatical and typographical errors. 

Similarly, before the questionnaire was administered to respondents, the purpose of the study 

was explained to them by the researcher. The questionnaire was administered to 16 principals 

and 172 teachers in their respective schools during regular class periods. Both structured and 

unstructured interviews were administered. Following these procedures, the researcher was 

collected data. 

3.9. Methods of Data Analysis 

Analysis of data was done with the help of different techniques including both qualitative and 

quantitative to assess the practices and problems of secondary school leadership. The 

quantitative data would be entered into SPSS version 20, following every necessary step and 

the results have been recorded and organized in terms of tables. Data that obtained from 

school teachers and principals were analyzed and interpreted with the help of descriptive 

statistics like frequency, percentage, mean and standard deviation. The t-test used to check 

for significant differences between response of respondents about practice and problems of 

school leadership in secondary schools.  Furthermore, in order to analyze data which obtained 

through interview from Parent Student Teacher Association (PSTA), woreda education office 

heads, and secondary school supervisors, and document review triangulated with quantitative 

data to enrich the analysis and interpretation of the study. 

3.10. Ethical Consideration 

Taking the severity of the ethical considerations in mind, this study would be done with 

highest importance placed on ethics, confidentiality, and anonymity. In this study, 

confidentiality and anonymity of the respondents emphasized to protect their privacy and the 

dignity (Cohen et al, 2001). Thus, on the cover page of the survey questionnaire, the student 
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researcher would clearly presents how to protect confidentiality and anonymity of the 

participants; would inform them that involvement in the study is voluntary; the involvement 

is free of any intended risk; the purpose of the study is purely for academic reason and their 

names and the names of their schools would be kept anonymous.                                                            
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CHAPTE FOUR 

PRESENTATION, ANALYSIS AND INTERPRETATION OF DATA 
 

This chapter of the thesis deals with presentation, analysis and interpretation of the collected 

data. In the study, different group of people were contacted to obtain the necessary 

information. The respondents that are included in the study were teachers, principals, 

supervisors, and woreda education heads. 

The data were collected through questionnaire and interviews. Questionnaire was distributed 

to 188 respondents. The information gathered from questionnaire were organized in tabular 

form and interpreted by both descriptive and inferential statistics; the information gathered 

through interview was used to provide analysis in order to give answer for the basic 

questions, which were set in the study. 

4.1. Characteristics of the Respondents   

According to the responds of respondents, their background information was assessed in 

terms of sex, age, position, work experience and educational status. The main sources of 

information were woreda officials, supervisors, principals, and teachers in secondary schools 

of Hadiya Zone. A total of 188 questionnaires were prepared and distributed to teachers, 

principals and supervisors. Accordingly, out of the total 188 questionnaires distributed to the 

respondents (100%) were filled out properly and returned. In addition to questionnaire, to 

raise the quality of data and to supplement the data that been collected from questionnaires, 

interviews were also conducted with 7 secondary school supervisors, 7 PSTA‟s members, and 

7 woreda education heads . This has also been checked through document analysis.   
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Table 2 : Characteristics of the Respondents 
 

 

 

 

No 

 

 

 

Items 

 

 

Category of 

Items 

 

Respondents 

 

Teachers 

Principals 

and 

Supervisors 

 

WEO 

heads 

 

PSTA 

 

 

Total 

No % No % No % No % No % 

 

1 

 

Sex 

Male 117 68 22 95.7 7 100 7 100 153 73.2 

Female 55 32 1 4.3 - - - - 56 26.8 

Total 172 100 23 100 7 100 7 100 209 100 

 

 

2 

 

 

 

 

Age in Years 

 

 

18-25 30 17.4 - - - - - - 30 14.3 

26-30 37 21.5 2 8.7 - - - - 39 18.7 

31-35 55 32 4 17.4 - - 1 14.3 60 28.7  

36-40 36 21 11 47.8 2 28.6 2 28.6 51 24.4 

Above 40 14 8.1 6 26.1 5 71.4 4 57.1 29 13.9  

Total 172 100 23 100 7 100 7 100 209 100 

 

3 

 

 

 

Qualification 

or level of 

Education 

Diploma 6 3.5 - - - - - - 6 2.9 

BSc/BA 128 74.4 18 78.3 4 57.1 2 28.6 152 72.7 

MSc/MA 38 22.1 5 21.7 3 42.9 - - 46 22 

Grade 10 - - - - - - 5 71.4 5 2.4 

Total 172 100 23 100 7 100 7 100 209 100 

 

 

4 

 

 

Work 

experience 

1-5 Years 13 7.6 - - - - 5 71.4 18 8.6 

6-10 Years 21 12.2 4 17.4 - - 2 28.6 27 12.9 

11-15 Years 53 30.8 10 43.5 1 14.3 - - 64 30.6 

16-20 Years 71 41.3 7 30.4 2 28.6 - - 80 38.3 

Above 20 

Years 

 

14 

 

8.1 

 

2 

 

8.7 

 

4 

 

57.1 

 

- 

 

- 

 

20 

 

9.6 

Total 172 100 23 100 7 100 7 100 209 100 
 

As it can be observed from Table 2 of item one, 117 (68%) of the teacher respondents, 

22(95.7%) of principals and supervisors, and all of the PSTA and heads of the WEOs were 

males, while the remaining 55(32%) of the teachers and 1 (4.3 %) of the principals were 

female respondents. 

According to these data, almost 73.2% of the respondents were males and only 26.8 % were 

females in all positions.  This show that the females‟ participation, as compared to their male 

counter parts, were very low both in the teaching and leadership position at secondary 

schools level. Thus, the responses of the subject in the study have represented predominantly 

males‟ idea. 
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With regard to the age distribution, the majority 53.1% of the respondents were in the age of 

group of between 31-35 and 36-40 years. Only 13.9% respondents were within the age group 

of 40 and above years. While there were 33% of the totals respondents were in the age 

between18-25 and 26-30 years. Therefore, this figure indicates that the majority of the 

respondents are matured enough to provide reliable information with regard to the issue 

under study. 

With regards to educational qualification, the majority 72.7% of respondents were bachelor 

degree holders, While 22% of respondents were second degree holders and only 2.9% were 

diploma holders. Very few (2.4%) of respondents were grade 10 graduates‟. This shows that 

most of them have adequate qualifications in relation to the jobs. However, the existence of 

diploma in the teaching staff indicates that there is a need for upgrading them in the future.  

Concerning the total year of work experiences, majority 9.4% of the respondents, had served 

for more than 10 years in the office or in the education sector. About 12.9% of the 

respondents served for 6-10 years. However, only 8.6% was grouped in 1-5 years range. This 

information suggested that most of the employees had long year services and they could give 

enough information. Finally combination of different age, education level and service of 

participants in the study area were found to be satisfactory to get reliable data for the study. 

4.2. Presentation, Analysis and Interpretation of Data Obtained through Questionnaire 

and Interview 

 This part of the study is devoted to the presentation, analysis, and discussion of the data 

obtained from various groups of respondents in relation to practices and problems of school` 

leadership in selected secondary schools of Hadiya Zone. Principals and teachers responded 

to open-ended and closed-ended questions. The closed-ended questionnaires were responded 

to and resulting answers interpreted in terms of the frequency, percentage, mean and 

weighted mean. To verify the extent to which the difference between the responses of the two 

groups of respondents; (the principals and teachers), t-test for significance were employed at 

alpha level 0.05. The range of rating scales were ≤ 1.49 = strongly disagree, 1.5 – 2.49 

=Disagree, 2.5 – 3.49 = undecided, 3.5 – 4.49 = Agree ≥ 4.5 = strongly agree. In categorizing 

the rating scales the frequency and percentage. 

 

 



39 
 

With regard to this part, respondents‟ opinion to various question items were measured by 

summing (strongly disagree and disagree) as disagree, undecided as it was, (agree and 

strongly agree) as agree as indicated in Table 3, 4, 5, 6,7, and 8 respectively. The question 

items were analyzed by calculating the frequency and percentage. Finally, the data obtained 

from the interview sessions and document analysis were presented and analyzed qualitatively 

to verify the data collected through the questionnaires and to confirm the findings of the 

study.  

4.2.1. Analysis of Data Obtained on Setting Goals and Vision       

In this section, eight items that describing practices of setting school goals and vision were 

presented to the group of teachers and principals and analyzed under Table 3. Both groups of 

respondents were asked to rate from strongly agree to strongly disagree depending on the 

degree of implementation of the leadership activities in their schools. In the process of data 

analysis, the scales strongly agree and agree indicate adequate implementation of each item; 

whereas undecided presents neither positive nor negative agreement. On the other hand, the 

scales disagree and strongly disagree indicate inadequate implementation of the items in the 

sample schools. 

Item 1 of Table 3, deals with the practice of school leadership in inspiring a shared vision. 

Accordingly 13.4% of teachers and 31.3% of principals rated strongly agree, 54.0% of 

teachers and 37.5% of principals rated agree, 14.0 % of teachers and 12.5% of principals 

rated undecided, 16.3% of teachers and 18.7% of principals rated disagree and only 2.3% of 

teachers rated strongly disagree. From this scales the most of respondents 127(67.5%) agreed 

with issue about inspiring a shared vision by rating through strongly agree to agree. The mean 

value of teachers and principals were found to be 3.6 and 3.8 respectively agreed that, school 

leadership were capable in inspiring a shared vision. The weighted mean 3.6 shows the 

agreement the total respondent with the point. Therefore based on the weighted mean value, it 

can be concluded that school leadership were capable in inspiring a shared vision. In 

supporting the significant level (P = 0.47) greater than 0.05, this indicates that there is no 

significance difference between the opinions of teachers and principals. 
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Table 3 : Items describing about the practices of Setting Goals and Vision 

 

 

No 

 

 

Items 

 

 G
r
o
u

p
 

Level of Agreement 
 

SA(5) 

 

A(4) 

 

UD(3) 

 

DA(2) 

 

SDA(1) 
Mean 

& 

WM 

 

P-Value 

(t-test)  

f 
 

% 

 

f 
 

% 

 

f 
 

% 

 

f 
 

% 

 

f 

 

% 

 

1 

 

Inspiring a shared vision 

Group I 23 13.4 93 54.0 24 14.0 28 16.3 4 2.3 3.6  
0.47 Group II 5 31.3 6 37.5 2 12.5 3 18.7 - - 3.8 

ST 28 14.9 99 52.7 26 13.8 31 16.5 4 2.1 3.6 

 

2 

 

Articulating clearly the strategic goals 

of the school 

Group I 67 39.0 51 29.7 8 4.6 26 15.1 20 11.6 3.7  
0.35 Group II 4 25 6 37.5 2 12.5 4 25 - - 3.6 

ST 71 37.8 57 30.3 10 5.3 30 16.0 20 10.6 3.7 

 

3 

 

Aligning school goals with the 

national educational statement 

Group I 49 28.5 62 36.0 11 6.4 32 18.6 18 10.5 3.5  
0.33 Group II 4 25.0 9 56.2 - - 2 12.5 1 6.3 3.8 

ST 53 28.2 71 37.8 11 5.8 34 18.1 19 10.1 3.6 

 

4 

 

Demonstrating vision and long range 

planning 

Group I 56 32.6 79 45.9 11 6.4 16 9.3 10 5.8 3.9  
0.18 Group II 3 18.8 8 50.0 1 6.2 4 25.0 - - 3.6 

ST 59 31.4 87 46.3 12 6.4 20 10.6 10 5.3 3.9 
 

5 

 

Creating consensus with stakeholders 

and staff about the school's goals 

Group I 24 14.0 37 21.5 7 4.1 31 18.0 73 42.4 2.5  
0.28 Group II 3 18.8 1 6.2 - - 10 62.5 2 12.5 2.6 

ST 27 14.4 38 20.2 7 3.7 41 21.8 75 39.5 2.5 

 

6 

 

Collectively establish school goals and 

revise goals annually with all 

stakeholders 

Group I 41 23.8 53 30.8 18 10.5 36 20.9 24 12.2 3.3  
0.57 Group II 3 18.8 7 43.8 1 6.2 4 25.0 1 6.2 3.4 

ST 44 23.4 60 31.9 19 10.1 40 21.3 25 13.3 3.3 

 

7 

 

Creating conducive environment in the 

school  

Group I 55 32.0 71 41.3 13 7.5 23 13.4 10 5.8 3.7  
0.64 Group II 4 25.0 7 43.7 - - 2 12.5 3 18.8 3.4 

ST 59 31.4 78 41.5 13 6.9 25 13.3 13 6.9 3.7 

 

8 

 

Encouraging new ideas and creativity 

  

Group I 26 15.1 29 16.9 11 6.4 41 23.8 65 37.8 2.48  
0.51 Group II 2 12.5 5 31.2 - - 3 18.8 6 37.5 2.63 

ST 28 14.9 34 18.1 11 5.8 44 23.4 71 37.8 2.49 
 

Note: SA= strongly agree, A= Agree, UD= Undecided, DA= Disagree, SDA= strongly 

disagree, ST=Subtotal, Group I = Teachers, Group II = Principals   and F=frequency  

As it can be seen in Table 3, regarding to the item 2 about articulating clearly the strategic 

goals of the school, 39.0% of teachers and principals 25.0% of rated strongly agree, 29.7% of 

teachers and principals 37.5% of rated agree, 4.6% of teachers and 12.5% of principals rated 

undecided, and 15.1% of principals and 25.0% of teachers rated disagree. Only 11.6% of 

teacher respondents rated strongly disagree. The mean value of teachers and principals were 

found to be 3.7 and 3.6 respectively agreed that, school leadership were skillful in articulating 

clearly the strategic goals of the school. The weighted mean 3.7 shows the agreement the 

total respondent with the point.  
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Therefore, based on the weighted mean value, it can be concluded that school leadership were 

capable in articulating clearly the strategic goals of the school. In supporting the significant 

level (P = 0.35) greater than 0.05, this indicates that there is no significance difference 

between the opinions of teachers and principals. In line with this the information gathered 

through Interview made with PTA leaders and secondary school supervisors and WEOs were 

also confirmed that school leadership was capable in articulating clearly the strategic goals of 

the school.   

Item 3 of Table 3 deals with the practices of school leaderships‟ aligning school goals with 

the national educational statement, 28.5% of teachers and 25% of principals rated strongly 

agree, 36% of teachers and 56.2% of principals rated agree, 6.4% teachers of rated disagree, 

18.6% of teachers and 12.5% of principals rated disagree, 10.5% of teachers and 6.3% of 

principals rated strongly disagree. Generally, the researcher conclude that most of teachers 

and principals were agreed the issues. According to this, the mean value of teachers and 

principals were found to be 3.5 and 3.8 respectively indicated that school leadership aligning 

school goals with the national educational statement.  The weighted mean 3.6 shows the 

agreement of the total respondents with the point. This implies that the majority of 

respondents agree with the issue. Therefore, from the response of the majority, it is possible 

to conclude that school leadership was aligning school goals with the national educational 

statement.  The significance level (p=0.33) is greater than 0.05, this indicates that there is no 

significance difference between the opinions of teachers and principals regarding the point.   

Item 4 of Table 3 indicates that 32.6% of teachers and 18% of principals rated their response 

strongly agree. 45.9% of teachers and 50% of principals rated agree. 6.4% of teachers and 

6.2% of principals rated undecided, 9.3% of teachers rated disagree and 25% of Teachers 

were rated disagree. Only 5.8% of teachers rated strongly disagree. So that majority 

146(77.6%) of teachers and principals rated strongly agree and agree. The mean value of 

teachers and principals were found to be 3.9 agreed that school leadership was skilled in 

demonstrating the school vision and long range planning mission, and principals with 3.6 

agreed that school leadership was skilled in demonstrating the school vision and long range 

planning. The weighted mean 3.9 shows the agreement of the total respondents with the 

point. Therefore, based on the weighted mean value, it  
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can be concluded that school leadership was skilled in demonstrating the school vision and 

long range planning. The t-test revealed that the significance level (p=0.18) is greater than 

0.05 this shows there is no significance difference between teachers and principals views 

regarding school leadership were skilled in demonstrating the school vision and long range 

planning. 

As it is in Table 3, in item 5 with regard to  creating consensus with stakeholders and staff 

about the school's goals, the majority 116 (61.7%) of both groups of respondents confirmed 

their disagreement by rating through disagree to strongly disagree. However, about 65 

(34.6%) of the respondents expressed their agreement. The rest 7 (3.7%) were not sure about 

the issue. Furthermore, the weighted mean score (2.5) shows that the extent of creating 

consensus with stakeholders and staff about the school's goals were not satisfactory in the 

rating scale. The t-test revealed that the significance level (p=0.28) is greater than 0.05 this 

shows there is no significance difference between teachers and principals views regarding the 

issues.  

Item 6 of Table 3, deals with collectively establishing school goals and revise goals annually 

with all stakeholders. Accordingly, 23.8% of teachers and principals 18.8% of rated strongly 

agree, 30.8% of teachers and principals 43.8% of rated agree, 10.5% of teachers and 6.2% 

principals of rated undecided, 20.9% of teachers and 25% of principals rated disagree, 12.2% 

of teachers and 6.2% of principals rated strongly disagree. From this item the researcher 

conclude that the majority (55.3%) of the teachers and principals were agreed on the issue. 

According to this, the mean value of teachers and principals were found to be 3.3 and 3.4 

respectively determined that the school leaderships collectively establish school goals and 

revise goals annually with all stakeholders. The t-test revealed that the significance level 

(p=0.28) is greater than 0.05 this shows there is no significance difference between teachers 

and principals views regarding the issues.  

As it was observed in the Table 5 item 7, with regard to creating conducive environment, the 

majority 137(72.9%) of both group of respondents agreed that their schools created 

conducive environment by rating through strongly agree to agree. While 7.5% of teachers a 

rate undecided, 20.2% of both teachers and principals respondents rated disagree. 

Furthermore, the weighted mean score (3.7) shows that the extent of creating conducive 

environment by school leaderships were satisfactory in the rating scale.  
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The t-test revealed that the significance level (p=0.64) is greater than 0.05 this shows there is 

no significance difference between teachers and principals views regarding the issues. The 

information gathered through interviews also supported the above idea that emphasis was 

given to the creating conducive environment to facilitate teaching learning process.  

 Item 8 of Table 3 deals with encouraging new ideas and creativity,  accordingly, 15.1% of 

teachers and principals 12.5% of rated strongly agree, 16.9% of teachers and principals 

31.2% of rated agree, 6.4% of teachers rated undecided, 23.8% of teachers and 18.8% of 

principals rated disagree, 37.8% of teachers and 37.5% of principals rated strongly disagree. 

From this item the researcher conclude that the majority 115(61.2%) of the teachers and 

principals were disagreed on the issue. According to this, the weighted mean value was found 

to be 2.49 determined that the extent of the school leaderships encouraging new ideas and 

creativity was not sufficient. The t-test revealed that the significance level (p=0.51) is greater 

than 0.05 this shows there is no significance difference between teachers and principals views 

regarding the issues.  

4.2.2. Analysis of School Leadership Performances Related to Planning Function 

In this section, the data indicates the extent of practices of school leadership performance in 

the planning school activities that have been gathered from teachers and principals were 

presented and indicated in Table 4. 

As shown in Table 4 Item 1, respondents were asked whether their respective secondary 

schools conducted the analysis of the school environment before preparing schools plan. 

Regarding this, 25% of teachers and 43.7% of principals rated strongly agree. 41.3% of 

teachers and 56.3% of principals rated agree. 23.2 % of teachers rated undecided. 7.6% of 

teachers rated disagree and 2.9% of teachers rated strongly disagree. The mean value of 

teachers and principals were found to be 3.8 and 4.4 respectively, agreed that the school 

leadership carry out analysis of the school environment before preparing school plan. The 

weighted mean value both group 3.8 shows the agreement of the total respondents with the 

point. Therefore, based on the overall weighted mean value, it can be concluding that school 

leaderships carry out analysis of the school environment before preparing school plan. 

Moreover, the significance level (p=0.79) is greater than 0.05, this indicates that there is no 

significance difference between the opinions of teachers and principals regarding the point.     
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Table 4 :  Items Describing about Performance of Planning Function   

 

No 

  

Item 

 

Level of 

Agreement 

Respondents  

Weighted 

Mean 

 

P-Value 

(t-test) 

Group I Group II 

f % Mean  f % Mean 

 

 
1 

 

The school leadership carry 
out analysis the school 

environment before 

preparing school plan 

SA 43 25.0  
 

3.8 

7 43.7  
 

4.4 

 
 

3.8 

 

0.79 

 

A 71 41.3 9 56.3 

UD 40 23.2 - - 

DA 13 7.6 - - 

SDA 5 2.9 - - 

ST 172 100 16 100 

 

2 

 

The school leadership plans 

and work toward changing 
the school 

SA 55 32.0  
 

4.0 

11 68.7  
 

4.6 

 
 

4.0 

 

0.34 

 

A 74 43.0 4 25.0 

UD 27 15.7 1 6.3 

DA 16 9.3 - - 

SDA - - - - 

ST 172 100 16 100 

 

3 

 

The school leadership is 
making the school plan 

flexible 

SA 37 21.5  
 

3.7 

8 50.0  
 

4.3 

 
 

3.7 

 

0.17 

 

A 68 39.5 6 37.5 

UD 42 24.5 2 12.5 

DA 22 12.8 - - 

SD 3 1.7 - - 

ST 172 100 16 100 

 

4 

 

The school leadership is 
encouraging the staff to 

participate in school 

planning 

SA 20 11.6  
 

2.58 

3 18.8  
 

2.60 

 
 

2.58 

 
 

0.19 
A 37 21.5 2 12.5 

UD 4 2.3 1 6.2 

DA 73 42.5 6 37.5 

SDA 38 22.1 4 25.0 

ST 172 100 16 100 
 

Note: SA= strongly agree, A= Agree, UD= Undecided, DA= Disagree, SDA= strongly 

disagree, ST=Sub-total, Group I = Teachers, Group II = Principals   and f=frequency  

Item 2 of Table 4 deals the leadership practices of plan and working toward changing the 

school. Accordingly 32.0% of teachers and 68.7% of principals rated strongly agree. 43.0% 

of teachers and 25.0% of principals rated agree. 15.7% of teachers and 6.3% of principals 

rated undecided. They were not sure that weather the school leadership plans and work 

toward changing the school. The rest 9.3% of teachers rated disagree. Majority of teachers 

and principals respondents agree or strongly agree that the school leadership plans and work 

toward changing the school. The mean value of teachers and principals were found to be 4.6 

and 4.3 respectively, agreed that the school leadership plans and work toward changing the 

school. The weighted mean 4.0 shows the agreement of the total respondents with the point. 

Therefore, based on the weighted mean value, it can be concluding that the school leadership 

plans and work toward changing the school. 
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The significance level of t-test (p=0.34) is greater than 0.05, this indicates that there is no 

significance difference between the opinions of teachers and principals, showing consensus 

or agreement of responses. 

Item 3 of Table 4 deals the practice of the school leadership in making school plan flexible. 

Accordingly 21.5% of teachers and 50.0% of principals rated strongly agree. 39.5% of 

teachers and 37.5% of principals rated their response agree. 24.5% of teachers and 12.5% of 

principals rated undecided. The rest 12.8% of teachers and 1.7% of teachers rated disagree 

and strongly disagree respectively. The mean value of teachers and principals were found to 

be 3.7 and 4.3 respectively agreed that school leadership was making the school plan flexible. 

The weighted mean value 3.7 shows the agreement of the total respondents with the point. 

This implies that the majority of respondents agreed with the issue. Therefore, from the 

response of the majority, it is possible to conclude that, the school leadership is making the 

school plan flexible. Supporting this significance level of t-test (p=0.17) is greater than 0.05, 

indicating that there is no significance difference between the opinions of teachers and 

principals. 

Item 4 of Table 4 deals school leadership practices in encouraging the staff to participate in 

the school planning. Accordingly 11.6% of teachers and 18.8% of principals rated strongly 

agree. 21.5% of teachers and 12.5% of principals rated agree. The rest 2.5% of teachers and 

6.2% of principals rated undecided. 42.4% of teachers and 37.5% of principals rated disagree. 

22.1% of teachers and 25.0% of principals rated strongly disagree. Moreover, the weighted 

mean 2.58 shows that the extent of encouraging the staff to participate in the school planning 

was below the medium.  Therefore, from the response of the majority, it is possible to 

conclude that, the extent of school leadership encouraging the staffs to participate in school 

planning were not sufficient. The significance level (p=0.19) is greater than 0.05, this 

indicates that there is no significance difference between the opinions of teachers and 

principals regarding the point.   

In addition, document analysis in all sample secondary schools revealed that there was the 

trend to participate all teachers in school planning. On the top of this the interview made with 

PTA, supervisors and WEOs, even though they have trends in encouraging the staff to 

participate in 
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 school planning. They show weak initiation to participate all stake holders during the 

preparation of school planning except they include school improvement program committee 

emerged at school level from teachers. Due to this most of the time the school leadership face 

problem in implementing the plan through the participation of the stake holders. Therefore it 

would be possible to conclude the school leaders in preparing the school plan in collaboration 

with the staff were not to the level required.      

4.2.3. Analysis of Data Obtained on the Participatory Practices of School Leadership     

In this section, the data indicates the extents of participation of stakeholders in school 

leadership in the secondary schools‟ management system were treated. To investigate the 

status of participatory practices of school leadership in the secondary schools‟ management 

system, 4 questions items were presented to be answered by the respondents and it is 

indicated in Table 5 here under. 

Table 5 : The Participatory Practices of School Leadership     

 

No 

  

Item 

 

Level of 

Agreement 

Respondents  

Weighted 

Mean 
Group I Group II 

F % Mean  F % Mean 

 

 
1 

 

The school leadership work 

with the staff members to 

improve the performance 

SA 55 31.9  
 

4.02 

7 43.7  
 

4.37 

 
 

4.05 
A 82 47.8 8 50.0 

UD 18 10.4 1 6.3 

DA 17 9.9 - - 

SDA - - - - 

ST 172 100 16 100 

 

2 

 

The school leadership have 

the ability to delegate and 

share responsibility 

SA 22 12.8  
 

2.60 

1 6.3  
 

2.69 

 
 

2.61 
A 31 18.0 5 31.2 

UD 20 11.6 1 6.3 

DA 54 31.4 6 37.5 

SDA 45 26.2 3 18.7 

ST 172 100 16 100 

 
3 

 

The school leadership 
provide opportunity for 

shared decision making 

SA 25 14.5  
 

2.50 

4 25.0  
 

2.87 

 
 

2.53 
A 33 19.2 2 12.5 

UD 8 4.7 1 6.3 

DA 43 25.0 6 37.5 

SDA 63 36.6 3 18.7 

ST 172 100 16 100 

 

4 

 

School leadership making 

relationship based on 
collegiality and mutual 

SA 37 21.5  
 

3.59 

8 50.0  
 

4.19 

 
 

3.64 
A 72 41.9 3 18.8 

UD 23 13.4 5 31.2 

DA 36 20.9 - - 

SDA 4 2.3 - - 

ST 172 100 16 100 
 

Note: SA= strongly agree, A= Agree, UD= Undecided, DA= Disagree, SDA= strongly 

disagree, ST=Subtotal, Group I = Teachers, Group II = Principals   and F=frequency  
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As it is in Table 5, in item 1 with regard to the school leadership work with the staff members 

to improve the performance, the majority 152 (80.8%) of both groups of respondents 

confirmed their agreement by rating though strongly agree to agree. However, about 17 

(9.9%) of teacher respondents expressed their disagreement. The rest 19 (10.1%) of both 

group of respondents were not sure about the issue. Furthermore, the weighted mean score 

(4.05) shows that the extent of the school leadership works with the staff members to improve 

the performance were satisfactory in the rating scale. The information gathered through 

interviews also supported the above idea that emphasis was given to the school leadership 

works with the staff members to improve the performance.    

Concerning the school leaderships‟ ability to delegate and share responsibility, in Table 5 

item 2, 12.8% of teachers and 6.3% of principals rated strongly agree. 18.0% of teachers and 

31.2% of principals rated their response agree. 11.6% of teachers and 6.3% of principals rated 

undecided. About 31.4% of teachers and 37.5% of principals rated disagree, 26.2% of 

teachers and 18.7% of principals rated disagree strongly disagree. From the above 

information we can conclude that the majority of respondents confirmed their disagreements 

by rating disagree to strongly disagree. Moreover, the weighted mean score (2.61) shows that 

the school leaderships‟ ability to delegate and share responsibility were below the medium in 

the rating scale.     

Item 3 of Table 5 indicates that the practice of school leadership in providing opportunity for 

shared decision making. Based on this 14.5% of teachers and 25.0% of principals were rated 

strongly agree. 19.2% of teachers and 12.5% of principals rated agree. 4.7% of teachers and 

6.3% of principals rated undecided. 25.0% of teachers and 18.7% of principals rated disagree, 

36.6% of teachers and 37.5% of principals rated strongly disagree. The weighted mean score 

2.53 shows that the extent of providing opportunity for shared decision making was below 

medium in rating scale. This implies that the majority of respondents disagree with the issue. 

Therefore, from the response of the majority, it is possible to conclude that the school 

leadership did not provide adequate opportunity for shared decision making.  

Item 4 of Table 5 reveals that the practices of school leadership in making relationship based 

on collegiality and mutual trust. Accordingly 21.5% of teachers and 50% of principals rated 

strongly agree. 
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41.9% of teachers and 18.8% of principals rated agree. 13.4% of teachers and 31.2% of 

principals rated undecided. 20.9% of teachers rated disagree and 2.3% of teachers were rated 

strongly disagree. The weighted mean score 3.64 shows the agreement of the respondents 

with the point. This implies that the majority of respondents agree with the issue. Therefore, 

from the response of the majority, it is possible to conclude that the school leadership making 

relationship based on collegiality and mutual trust.   

4.2.4. Analysis of Data Obtained on Supervision Related Practices of School Leadership       

The secondary school leaderships are responsible for supervising the school. They must be 

able to offer their teachers assistance for improvement of school condition. To investigate the 

status of supervision done by school leadership, 4 questions items were presented to be 

answered by the respondents and it is indicated in Table 6 here under. 

Table 6 : Supervision Related Practices of School Leadership     

 

No 

  

Item 

 

Level of 

Agreement 

Respondents  

Weighted 

Mean 
Group I Group II 

F % Mean  F % Mean 

 
 

1 

 
The school leadership visits the 
classroom to ensure classroom 
instruction align with the school 

goal 

SA 27 15.7  
 

3.67 

6 37.5  
 

4.31 

 
 

3.74 
A 95 55.2 9 56.2 

UD 28 16.3 1 6.3 

DA 13 7.6 - - 

SDA 9 5.2 - - 

ST 172 100 16 100 

 
2 

 
The school leadership observe 

teachers for professional 
development rather than evaluation 

SA 22 12.8  
 

2.60 

2 12.5  
 

2.81 
 

 
 

2.62 
 

A 31 18.0 5 31.3 

UD 20 11.6 - - 

DA 54 31.4 6 37.5 

SDA 45 26.2 3 18.7 

ST 172 100 16 100 

 
3 

 
The school leadership encourage in 
built supervision within the school 

SA 30 17.4  
 

2.92 

4 25.0  
 

2.81  

 
  

2.91 
A 46 26.7 2 12.5 

UD 10 5.8 1 6.3 

DA 52 30.2 5 31.2 

SDA 34 19.8 4 25.0 

ST 172 100 16 100 

 
4 

 
The school leadership supervise 
teachers to improve instructional 

practices 

SA 48 27.9  
 

3.86 

9 56.2  
 

4.31 

 
 

3.90 
A 77 44.8 5 31.2 

UD 22 12.8 1 6.3 

DA 25 14.5 1 6.3 

SDA - - - - 

ST 172 100 16 100 
 

Note: SA= strongly agree, A= Agree, UD= Undecided, DA= Disagree, SDA= strongly 

disagree, ST=Subtotal, Group I = Teachers, Group II = Principals   and F=frequency  

 

As it was observed in Table 6, item 2 deals with the practices of school leadership‟s in 

observing teachers for professional development rather than evaluation. Accordingly 12.8% 
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of teachers and 12.5% of principals rated strongly agree, 18.0% of teachers and 31.3% of 

principals rated agree. 11.6% of teachers rated undecided, 31.4% of teachers and 37.5% of 

teachers rated disagree, and 26.2% of teachers and 18.7% of teachers strongly disagree. This 

implies that the majority 108 (57.4%) of the respondents disagreement by rating through 

disagree to strongly disagree. Moreover,   the weighted mean score 2.62 shows the extent of 

practice of school leadership‟s in observing teachers for professional development rather than 

evaluation was below average in rating scale. Therefore, from the response of the majority, it 

is possible to conclude that the extent of observing teachers for professional development 

rather than evaluation by school leadership was inadequate.   

In line with this, interview made with PSTA leaders, secondary school supervisors and 

WEOs indicated that the practice of school leadership in observing teachers for professional 

development is not adequate. Because school leadership has limited contact with instructional 

processes as they give great attention to administrative work. Unless the school leadership 

frequently contact with instructional process they cannot observe and supervises teachers for 

professional development. Since, developing someone (teachers) need the frequent 

observation of leadership. 

As it can be seen in Table 6, item 3 deals with the practice of school leadership in 

encouraging in built supervision within the school. 17.4% of teachers and 25.0% of principals 

rated strongly agree. 26.7% of teachers and 12.5% of principals were rated agree. 5.8% of 

teachers and 6.3% of principals rated undecided. 30.2% of teachers and 31.2% of principals 

rated disagree and the rest 19.8% of teachers and 25.0% principals rated extremely disagrees. 

The weighted mean score 2.91 shows that the extents of school leadership encourage in built 

supervision within the school was moderate. This implies that the school leadership 

moderately encourage in built supervision within the schools in the study area.   

As the researcher attempted to observe and revised the documents and interview made with 

the PSTA leaders, supervisors and WEOs revealed that, the responses of principals were lack 

reality. Therefore, based on the responses of the majority of teachers and the researcher‟s 

document analysis, it can be said that the school leadership was not properly encourage in 

built supervision within the school.   
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Item 4 of Table 6 deals with the practices of school leadership‟s in supervising teachers to 

improve instructional practices. Accordingly 27.9% of teachers and 56.2% of principals rated 

strongly agree. 44.8% of teachers and 31.2% of principals rated agree. 12.8% of teachers and 

6.3% of principals rated undecided. 14.5% of teachers and 6.3% of principals rated disagree. 

The mean value of teachers and principals were found to be 3.86 and 4.31 respectively agreed 

that the school leadership supervise teachers to improve instructional practices. The weighted 

mean score 3.90 shows the agreement of the respondents with the point. This implies that the 

majority of respondents agree with the issue. Therefore, from the response of the majority, it 

is possible to conclude that the school leadership supervises teachers to improve instructional 

practices.   

4.2.5. School Leadership Practices in Creating School Community Relationship 

This section consists of 4 items that describes to what extent school leaders involve parents 

and community members in all practices of the school. Table 7 shows the extent to which the 

school leadership practices in creating relation with the school and community. 

Table 7 : School Leadership Practices Related to School-Community Relationship   

 

No 

 

Item 

 

Level of 

Agreement 

Respondents 

Group I Group II  

TN 

 

% f % f % 

 

 

1 

 

The school leadership invite parents and 

guardians to actively involved in their 

children‟s learning 

SA 42 24.4 6 37.5 48 25.5 

A 63 36.6 7 43.8 70 37.2 

UD 24 14.0 2 12.5 26 13.8 

DA 35 20.3 1 6.2 36 19.2 

SDA 8 4.7 - - 8 4.3 

ST 172 100 16 100 188 100 

 

 

2 

 

The school leadership create effective 

communication between the school and 

parents 

SA 24 14.0 3 18.8 27 14.4 

A 31 18.0 5 31.2 36 19.1 

UD 7 4.1 - - 7 3.7 

DA 73 42.4 6 37.5 79 42.0 

SDA 37 21.5 2 12.5 39 20.8 

ST 172 100 16 100 188 100 

 

 

3 

 

The school leadership encourage 

community, parents and school 

relationship to bring change in students‟ 
academic achievements 

SA 42 24.4 7 43.8 49 26.1 

A 51 29.7 5 31.2 56 29.8 

UD 30 17.4 2 12.5 32 17.0 

DA 40 23.3 2 12.5 42 22.3 

SDA 9 5.2 - - 9 4.8 

ST 172 100 16 100 188 100 

 

4 

 

The school leadership works to strengthen 

PSTA and allows them take part in school 

leadership 

SA 34 19.8 8 50.0 42 22.3 

A 85 49.4 5 31.2 90 47.9 

UD 26 15.1 2 12.5 28 14.9 

DA 19 11.0 1 6.3 20 10.6 

SDA 8 4,7 - - 8 4.3 

ST 172 100 16 100 188 100 
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As it was indicated in Table 7, item 1 reported that whether the school leadership invites 

parents and guardians actively involved in their children‟s learning. Regarding the issue, the 

majority 118 (62.8%) of both groups respondents confirm agreement by rating through 

strongly agree to agree in rating scale. On the contrary, about 44 (23.4%) of the respondents 

disagreed that the school leadership did not invite parents and guardians in their children‟s 

learning. On the other hand, 26 (13.8%) of the respondents were not sure to decide about the 

issue. This implies that the majority of respondents agree with the issue. Therefore, from the 

response of the majority, it is possible to conclude that the school leadership invites parents 

and guardians to involve in their children‟s learning. Here it is possible to conclude that 

school principals in the study area were in better position in involving parents to improve 

students‟ learning.   

As it can be seen in Table 7, item 2 deals with the school leadership create effective 

communication between the school and parents. About 118 (62.8%) of both groups of 

respondents confirm their disagreement by rating through disagree to strongly disagree in the 

rating scale. While, about 63 (33.5%) of the respondents agreed that the school leadership 

was created effective communication between the school and parents. While, about 7(3.7%) 

of the respondents were not sure about the issue. Therefore, from the response of the 

majority, it is possible to conclude that extent of creating effective communication between 

the school and parents by the school leadership were not sufficient. 

As it was observed in Table 7, in item 3, respondents were requested to respond whether their 

respective schools‟ leaderships encourage community; parents and school relationship to 

bring change in students‟ academic achievements. The majority 105(55.8%) of the 

respondents assured their agreement by rating through strongly agree to agree. About 51 

(27.1%) of the respondents disagreed that school leadership did not encourage community; 

parents and school relationship to bring change in students‟ academic achievements. 

However, few 32 (17.0%) of the respondents were not sure about the issue. Therefore, from 

the response of the majority, it is possible to conclude that the school leadership encourages 

community, parents‟ school relationship to bring change in students‟ academic achievements. 

Table 7, item 4 depicted the opinion of respondents whether the school leadership works to 

strengthen PSTA and allows them take part in school leadership. Accordingly majority 132 

(70.2%) of the respondents confirmed their agreement by rating through strongly agree to 

agree in rating scale. While 28 (14.9%) of the respondents were not sure about the issue. In 
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the contrary, 28 (14.9%) of the respondents assured their disagreement by rating through 

disagree to strongly disagree. Therefore, from the response of the majority, it is possible to 

conclude that the school leadership works to strengthen PSTA and allows them take part in 

school leadership.  

This implies that PSTA‟s are actively involved in the school management. Here it is possible 

to conclude that school principals in the study area were in better position to strengthen 

PSTA and allows them take part in school leadership.   

4.2.6. Staff Development Practice of School Leadership 

In this section, the data indicates the extents of staff development practice of school 

leadership in the secondary schools management system were treated. To investigate the 

status of staff development practice of school leadership in the secondary schools 

management system, 8 questions items were presented to be answered by the respondents and 

it is indicated in Table 8 here under. 

As it was shown in Table 8 item 1, respondents were requested to respond whether school 

leadership encourages action research in the school. Accordingly 4.1% of teachers and 12.5% 

of principals rated strongly agree, 16.3% of teachers and 31.2% of principals rated agree, 

12.7% of teachers rated undecided, 54.0% of teachers and 37.5% of principals rated disagree, 

2.9% of teachers and 18.0% of principals rated strongly disagree. From this scales the most of 

respondents 107(56.9%) confirmed agreement with issue about encouraging action research 

in the school by rating disagree to strongly disagree. The weighted mean value 2.66 shows 

the extent of encouraging action research in the school by school leadership was below 

average in rating scale. Therefore, from the response of the majority, it is possible to 

conclude that extent of encouraging action research in the school by school leadership were 

not sufficient. 
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Table 8 : Staff Development Practices of the School Leadership   

 

No 

  

Item 

 

Level of 

Agreement 

Respondents  

Weighted 

Mean 
Group I Group II 

F % Mean  F % Mean 

 
 

1 

 
Encourage action research in the 
school 

SA 7 4.1  
  

2.64 

2 12.5  
 

2.81 
 

 
 

2.66 
A 28 16.3 5 31.2 

UD 39 22.7 - - 

DA 93 54.0 6 37.5 

SDA 5 2.9 3 18.8 

ST 172 100 16 100 

 
2 

 
Encouraging teachers to use 

different instructional strategies 
and skills 

SA 18 10.5  
 

3.56  

6 37.5  
 

3.69 

 
 

3.57 
A 95 55.2 5 31.3 

UD 31 18.0 - - 

DA 21 12.2 4 25.0 

SDA 7 4.1 1 6.2 

ST 172 100 16 100 

 
3 

 
Encourage to practice curriculum 

and program development 

SA 26 15.1  
 

2.58 

2 12.5  
 

2.88 

 
 

2.61 
A 19 11.0 5 31.2 

UD 22 12.8 - - 

DA 67 39.0 7 43.8 

SDA 38 22.1 2 12.5 

ST 172 100 16 100 

 
4 

 
Arrange skills development 

programs (workshops ,coaching ) 
for teachers 

SA 21 12.2  
 

2.40  

1 6.2  
 

2.62 

 
 

2.42 
A 26 15.1 5 31.2 

UD 19 11.1 - - 

DA 41 23.8 7 43.8 

SDA 65 37.8 3 18.8 

ST 172 100 16 100 

 
5 

Focus on staff training 
opportunities to improve the 

quality of teaching and learning 

SA 42 24.4  
3.67 

5 31.2  
3.87 

 
3.69 A 66 38.4 8 50.0 

UD 31 18.0 - - 

DA 32 18.6 2 12.5 

SDA 1 0.6 1 6.2 

ST 172 100 16 100 

 
6 

 
Organize experience sharing 
programs among colleagues 

SA 24 14.0  
2.71 

2 12.5  
2.81 

 
2.72 A 37 21.5 5 31.2 

UD 7 4.1 - - 

DA 73 42.4 6 37.5 

SDA 31 18.0 3 18.8 

ST 172 100 16 100 

 
7 

 
Plan and execute in service 
programs for staff (CPD) 

SA 26 15.1  
2.47 

2 12.5  
2.62 

 
2.48 A 29 16.9 4 25.0 

UD 10 5.8 - - 

DA 42 24.4 6 37.5 

SDA 65 37.8 4 25.0 

ST 172 100 16 100 

 
8 

 
Provide constructive comments to 

teachers through evaluation 

SA 49 28.5  
3.63 

4 25.0  
3.69 

 
3.64 A 66 38.4 8 50.0 

UD 21 12.2 - - 

DA 17 9.9 3 18.8 

SDA 19 11.0 1 6.2 

ST 172 100 16 100 

Note:  SA= strongly agree, A= Agree, UD= Undecided, DA= Disagree, SDA= strongly 

disagree,   ST=Subtotal, Group I=Teachers, TN= total number, Group II=Principals, and 

F=frequency. 
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As it can be seen in Table 8, regarding to the item 2 about encouraging teachers to use 

different instructional strategies and skills, 10.5% of teachers and principals 37.5% of rated 

agree, 55.2% of teachers and principals 31.3% of rated agree, 1.8% of teachers rated 

undecided, and 12.2% of principals and 25.0% of teachers rated disagree. While 4.1% of 

teacher and 6.2% of principals respondents rated strongly disagree. The mean value of 

teachers and principals were found to be 3.56 and 3.69 respectively agreed that school 

leadership encourages teachers to use different instructional strategies and skills. The 

weighted mean 3.57 shows the agreement the total respondent with the point. Therefore, 

based on the weighted mean value, it can be concluded that school leadership were capable in 

encouraging teachers to use different instructional strategies and skills.    

As it was shown in Table 8 item 3, respondents were requested to respond whether school 

leaderships encourage practicing curriculum and program development.  Accordingly 15.1% 

of teachers and 12.5% of principals rated strongly agree, 11.0% of teachers and 31.2% of 

principals rated agree, 12.8% of teachers rated undecided, 39.0% of teachers and 43.8% of 

principals rated disagree, 22.1% of teachers and 12.5% of principals rated strongly disagree. 

From this scales the most of respondents 114(60.6%) confirmed disagreement with issue 

about encourage practicing curriculum and program development in the school by rating 

disagree to strongly disagree. The weighted mean value 2.61 shows the extent of encouraging 

the practices of curriculum and program development in the school by school leadership was 

below average in rating scale. Therefore, from the response of the majority, it is possible to 

conclude that extent of encouraging   the practices of curriculum and program development in 

the school by school leadership was not sufficient. 

As it can be shown in Table 8 item in 4, respondents asked to respond whether the school 

leadership arrange skills development programs (workshops, coaching) for teachers. 

Accordingly, 12.2% of teachers and 6.2% of principals rated their response strongly agree. 

15.1% of teachers and 31.2% of principals rated agree. Only 11.1% of teachers rated 

undecided, 23.8% of teachers and 43.8% of principals were rated disagree. While 37.8% of 

teachers and 18.8% of principals rated strongly disagree. So that majority 117(62.2%) of 

teachers and principals confirmed their disagreement by rating through strongly disagree to 

strongly disagree. The weighted mean value 2.42 shows the disagreement of the total 

respondents with the point. Therefore, based on the weighted mean value,  
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it can be concluded that the extent of arranging skills development programs (workshops, 

coaching) for teachers by the school leadership was not sufficient and it needs additional 

attention.   

As it is in Table 8, in item 5 with regard to  focus on staff training opportunities to improve 

the quality of teaching and learning, the majority 121 (64.4%) of both groups of respondents 

confirmed their agreement by rating through agree to strongly agree. However, about 36 

(19.1%) of the total respondents expressed their disagreement. The rest 31 (16.5%) were not 

sure about the issue. Moreover, the weighted mean score (3.69) shows that the extent of 

focusing on staff training opportunities to improve the quality of teaching and learning by 

school leaderships were adequate.   

As it can be read from Table 8, item 6 deals with organizing experience sharing programs 

among colleagues, accordingly, 14.0% of teachers and principals 12.5% of rated strongly 

agree, 21.5% of teachers and principals 31.2% of rated agree. While 4.1% of teachers rated 

undecided. On the other hand, 42.4% of teachers and 37.5% of principals rated disagree, 

18.0% of teachers and 18.8% of principals rated strongly disagree. From this item the 

researcher conclude that the majority 113(60.1%) of the teachers and principals were 

disagreed on the issue. Moreover, the weighted mean score (2.72) shows that the extent of 

focusing on staff training opportunities to improve the quality of teaching and learning by 

school leaderships were not sufficient. So, it was need attention and follow up.   

As it was observed in the Table 8 item 7, with regard to plan and execute in service programs 

for staff (CPD), the majority 117(62.2%) of both group of respondents assured their 

disagreement by  rating through strongly disagree to  strongly disagree on rating scale. While 

5.8% of teachers a rate undecided, 61(32.4%) of both teachers and principals respondents 

rated agree. Moreover, the weighted mean score (2.48) shows that the extent of planning and 

executing in-service programs for staff (CPD) by school leaderships were inadequate.    

 Item 8 of Table 8 deals with providing constructive comments to teachers through 

evaluation,  accordingly, 15.1% of teachers and principals 12.5% of rated strongly agree, 

16.9% of teachers and principals 31.2% of rated agree, 6.4% of teachers rated undecided, 

23.8% of teachers and 37.5% of principals rated disagree, 37.8% of teachers and 18.8% of 

principals rated strongly disagree. From this item the researcher conclude that the majority 

127(67.5%) of the teachers and principals were disagreed on the issue. 
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According to this, the mean value of teachers and principals were found to be 3.62 and 3.69 

respectively determined that the extent of the school leaderships providing constructive 

comments to teachers through evaluation was sufficient.   

  4.2.7. Problem of Secondary School Leadership   

One of the major objectives of this study was to investigate the major problems that 

encountered by secondary school principals in exercising school leadership. Based on this 

assumption to identify the problems that secondary school leadership faces 12 items were 

listed in the questionnaire under part III using the Likert scale strongly agree=5, agree=4, 

undecided=3, disagree=2, strongly disagree=1. Mean scores and weighted mean value were 

also calculated for responses.   

Table 9 : Items Related to School Leadership Problems   

 

 

No 

 

 

Items 

 

 G
r
o

u
p

 Level of Agreement 
 

SA(5) 
 

A(4) 
 

UD(3) 
 

DA(2) 
 

SDA(1) 
Mean 

& 

WM 
 

f 
 

% 

 

f 
 

% 

 

f 
 

% 

 

f 
 

% 

 

f 
 

% 

 
1 

 
The principal does not providing a vision 
for inspiration of the work 

Group I 10 5.8 17 9.9 5 2.9 74 43.0 66 38.4 2.0 

Group II - - 1 6.2 - - 12 75.0 3 18.8 1.9 

ST 10 5.3 18 9.6 5 2.7 86 45.7 69 36.7 2.0 

 
2 

 
The principal does not set a vision that 
achieved goals in school 

Group I 20 11.6 37 21.5 18 10.5 61 35.5 36 20.9 2.7 

Group II 2 12.5 1 6.2 - - 8 50.0 5 31.3 2.2 

ST 22 11.7 38 20.2 18 9.6 69 36.7 41 21.8 2.6 

 
3 

 
Principal does not facilitate effective social 

relationship between staff  members 

Group I 49 28.5 62 36.0 11 6.4 32 18.6 18 10.5 3.5 

Group II 4 25.0 9 56.2 - - 2 12.5 1 6.3 3.8 

ST 53 28.2 71 37.8 11 5.8 34 18.1 19 10.1 3.6 

 
4 

 
Principal does not valued others for the 
development of genuine relationships 

Group I 67 39.0 51 29.7 8 4.6 26 15.1 20 11.6 3.7 

Group II 4 25 6 37.5 2 12.5 4 25 - - 3.6 

ST 71 37.8 57 30.3 10 5.3 30 16.0 20 10.6 3.7 

 
5 

The principal does not provide information 
for stake holder about poor achievement of 
results 

Group I 21 12.2 40 23.3 7 4.1 56 32.5 48 27.9 2.6 

Group II - - 2 12.5 - - 11 68.7 3 18.8 2.1 

ST 21 11.2 42 22.3 7 3.7 67 35.7 51 27.1 2.5 

 
6 

 

The principal does not capable in preparing 
plan to overcome poor performance 

Group I 41 23.8 53 30.8 18 10.5 36 20.9 24 12.2 3.3 

Group II 3 18.8 7 43.8 1 6.2 4 25.0 1 6.2 3.4 

ST 44 23.4 60 31.9 19 10.1 40 21.3 25 13.3 3.3 

 
7 

 

The principal does not have proper and 
timely support from top authorities 

Group I 45 26.2 69 40.1 11 6.4 22 12.8 25 14.5 3.5 

Group II 3 18.8 8 50.0 1 6.2 4 25.0 - - 3.6 

ST 48 25.5 77 41.0 12 6.4 26 13.8 25 13.3 3.5 

 
8 

 

The extent to which principal does not 
spent his/her time in routine activity 

Group I 71 41.3 52 30.2 10 5.8 31 18.0 8 4.7 3.9 

Group II 6 37.5 2 12.5 2 12.5 4 25.0 1 6.2 3.3 

ST 77 41.0 54 28.7 12 6.4 35 18.6 9 4.9 3.8 

 
9 

The principal does not have ability to set 
schedule for instructional support and  how 
to manage staff meetings 

Group I 24 14.0 37 21.5 7 4.1 73 42.4 31 18.0 2.7 

Group II - - 1 6.2 - - 13 81.3 2 12.5 2.0 

ST 24 12.8 38 20.2 7 3.7 86 45.7 33 17.6 2.6 

10 The extent to which principal does not 
facilitate the involvement of teachers 
participation in school decision. 

Group I 55 32.0 71 41.3 13 7.5 23 13.4 10 5.8 3.7 

Group II 4 25.0 7 43.7 - - 2 12.5 3 18.8 3.4 

ST 59 31.4 78 41.5 13 6.9 25 13.3 13 6.9 3.7 

11 The extent to which principal does not 
have mechanisms to announce school 
decisions for school communities 

Group I 27 15.7 48 27.9 17 9.9 57 33.1 23 13.4 3.0 

Group II 3 18.7 4 25.0 1 6.3 5 31.2 3 18.8 2.9 

ST 30 16.0 52 27.6 18 9.6 62 33.0 26 13.8 3.0 
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 Note:  SA= strongly agree, A= Agree, UD= Undecided, DA= Disagree, SDA= strongly disagree,   

ST=Subtotal, Group I = Teachers (No = 172), Group II = Principals (No = 16), f=frequency, 

WM= Weighted Mean, and the bolded numbers in the 14
th
 column are weighted means 

As it was indicated in Table 9, item 1 reported that whether the principal does not providing a 

vision for inspiration of the work. Regarding the issue, the majority 155 (82.4%) of both 

groups respondents confirm their disagreement by rating through disagree to strongly 

disagree in rating scale. On the contrary, about 28 (14.9%) of the respondents agreed that the 

school leadership did not providing a vision for inspiration of the work. On the other hand, 5 

(2.7%) of the respondents were not sure to decide about the issue. 

 This implies that the majority of respondents agree with the issue. Therefore, from the 

response of the majority, it is possible to conclude that the principal did provide a vision for 

inspiration of the work. Moreover, the weighted mean value 2.0 indicates the agreement of 

respondents about the issue. Here it is possible to conclude that school principals in the study 

area were in better position in providing a vision for inspiration of the work.   

As it can be seen in Table 9, item 2 deals with the principal does not set a vision that 

achieved goals in school. About 110 (58.5%) of both groups of respondents confirm their 

disagreement by rating through disagree to strongly disagree in the rating scale. While about 

60 (31.9%) of the respondents agreed that principals did set a vision that achieved goals in 

school the school. While, about 18(9.5%) of the respondents were not sure about the issue. 

Therefore, from the response of the majority, it is possible to conclude that the school leaders 

set a vision that achieved goals in school. 

As it was observed in Table 9, in item 3, respondents were requested to respond whether 

principal does not facilitate effective social relationship between staff members. The majority 

124(65.9%) of the respondents assured their agreement by rating through strongly agree to 

agree. About 53 (28.2%) of the respondents disagreed that school leadership did facilitate 

effective social relationship between staff members. However, few 11 (5.8%) of the 

respondents were not sure about the issue. Therefore, from the response of the majority, it is 

possible to conclude that the principal does not facilitate effective social relationship between 

staff members. Moreover the weighted mean score (3.6) showed that the principal does not 

facilitate effective social relationship between staff members. 
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Table 9, item 4 depicted the opinion of respondents whether principal does not valued others 

for the development of genuine relationships.  

Accordingly majority 128 (60.1%) of the respondents confirmed their agreement by rating 

through strongly agree to agree in rating scale. While 10 (5.3%) of the respondents were not 

sure about the issue. In the contrary, 50 (26.6%) of the respondents assured their 

disagreement by rating through disagree to strongly disagree. Therefore, from the response of 

the majority, it is possible to conclude that the school leadership does not value others for the 

development of genuine relationships. This implies that principals do not value others for the 

development of genuine relationships. Here it is possible to conclude that school principals in 

the study area were not in better position to value others for the development of genuine 

relationships.  

As it was shown in Table 9 item 5, respondents were requested to respond whether the 

principal does not provide information for stake holder about poor achievement of results.  

Accordingly 12.5% of teachers rated strongly agree, 23.3% of teachers and 12.5% of 

principals rated agree, 4.1% of teachers rated undecided, 32.5% of teachers and 68.7% of 

principals rated disagree, 27.9% of teachers and 18.9% of principals rated strongly disagree. 

From this scales the most of respondents 118(62.8%) confirmed disagreement with issue by 

rating disagree to strongly disagree. Moreover, the weighted mean value 2.5 shows the 

principals did provide information for stake holder about poor achievement of results. 

Therefore, from the response of the majority, it is possible to conclude that extent of provide 

information for stake holder about poor achievement of results in the school was adequate. 

As it can be shown in Table 9 item in 6, respondents asked to respond whether the principal 

does not capable in preparing plan to overcome poor performance. Accordingly, 23.8% of 

teachers and 18.8% of principals rated their response strongly agree. 30.8% of teachers and 

43.8% of principals rated agree, 10.5% of teachers and 6.2% of principals rated undecided, 

20.9% of teachers and 25.0% of principals were rated disagree. While 12.2% of teachers and 

6.2% of principals rated strongly disagree. So that majority 104(55.3%) of teachers and 

principals confirmed their agreement by rating through strongly agree to agree. The weighted 

mean value 3.3 shows the disagreement of the total respondents with the point. 
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Therefore, based on the weighted mean value, it can be concluded that the extent of preparing 

plan to overcome poor performance by the school leadership was sufficient. 

Concerning the principal does not have proper and timely support from top authorities, in 

Table 9 item 7, 2.6% of teachers and 18.8% of principals rated strongly agree. 40.10% of 

teachers and 50.0% of principals rated their response agree. 6.4% of teachers and 6.2% of 

principals rated undecided. About 12.8% of teachers and 25.0% of principals rated disagree, 

14.5% of teachers rated disagree strongly disagree. From the above information we can 

conclude that the majority of respondents confirmed their agreement by rating strongly agree 

to agree. Moreover, the weighted mean score (3.5) shows that the top authorities did not give 

proper and timely support   for principals.  

As it can be read from Table 9, item 8 deals with the extent to which principal does not spent 

his/her time in routine activity, 41.3% of teachers and principals 37.5% of rated strongly 

agree, 30.2% of teachers and principals 12.5% of rated agree, 5.8% of teachers and 12.5% of 

principals rated undecided. On the other hand, 18.0% of teachers and 25.0% of principals 

rated disagree, 4.7% of teachers and 6.2% of principals rated strongly disagree. From this 

item the researcher conclude that the majority 131(69.7%) of the teachers and principals were 

disagreed on the issue. Moreover, the weighted mean score (3.8) shows that the principals did 

not spend his/her time in routine.     

As it is in Table 9, in item 9 with regard to the principal does not have ability to set schedule 

for instructional support and  how to manage staff meetings, the majority 119 (63.3%) of both 

groups of respondents confirmed their disagreement by rating though disagree to strongly 

disagree. However, about 62 (32.9%) of teacher respondents expressed their agreement. The 

rest 7 (3.7%) of teachers respondents were not sure about the issue. Furthermore, the 

weighted mean score (2.6) shows that the extent of the principal does not have ability to set 

schedule for instructional support and how to manage staff meetings were not satisfactory in 

the rating scale. 

Concerning the extent to which principal does not facilitate the involvement of teachers 

participation in school decision, in Table 9 item 10, 32.0% of teachers and 25.0% of 

principals rated strongly agree. 41.3% of teachers and 43.7% of principals rated their 

response agree. 7.5% of teachers rated undecided. About 13.4% of teachers and 12.5% of 

principals rated disagree, 5.8% of teachers and 18.8% of principals rated disagree strongly 

disagree. 
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From the above information we can conclude that the majority of respondents confirmed their 

agreements by rating strongly agree to agree. Moreover, the weighted mean score (3.7) shows 

that principal did not facilitate the involvement of teachers participation in school decision. 

Item 11 of Table 9 indicates that the extent to which principal does not have mechanisms to 

announce school decisions for school communities. Based on this 15.7% of teachers and 

18.8% of principals were rated strongly agree. 27.9% of teachers and 25.0% of principals 

rated agree. 9.9% of teachers and 6.3% of principals rated undecided. 33.1%of teachers and 

31.2% of principals rated disagree. 13.4% of teachers and 18.8% of principals rated strongly 

disagree. The mean value of teachers and principals were found to be 3.0 and 2.9 respectively 

agreed that, principal does not have mechanisms to announce school decisions for school 

communities. The weighted mean score 3.0 shows the agreement of the respondents with the 

point. This implies that the majority of respondents agree with the issue. Therefore, from the 

response of the majority, it is possible to conclude that the principal had mechanisms to 

announce school decisions for school communities. But un- ignorable number of respondents 

replied disagreed. So, it was need attention and follow up. 

4.2.8. Problems School Leaders Encountered in Practicing their Leadership Functions  

From the open ended questions and interview the participant responses generalized as 

follows: Principals encountered many problems in practicing their leadership functions and 

these problems can be classified as problems related to principals themselves, school 

community, and school organization.  

i/ Problems related to principals: school leaders encountered different problem in related to 

them such as lack of time, lack of different leadership skills and competencies. In related to 

this most respondents in the open ended questions and from the interview described that 

principals encountered problems like lack of focus on the instructional process, spending 

much of their time by meetings i.e. problems of managing time, lack of commitment, lack of 

managerial and leadership skills and lack of decision making skills. Because of these 

problems, principals are unable to play their role in a way to make the school successful.  
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 ii/ Problems related school organization and facility: As most participants indicated in the 

open ended questions: lack adequate teachers in science fields especially mathematics and 

physics, lack of laboratory equipment, lack of financial support from government and 

community were the problems that make inefficient principal to play their different role.  

Moreover, concerning to problems related school organization and facility, the zone 

education department head described the problem as follows: school principals challenged by 

lack of facility and some schools even unable to have enough paper for the teaching and 

learning.  Another problems of principals who works at Weredas faces different problems 

such as lack of telephone, internet, clean water, house for rent, hydropower and so on. 

Therefore, these problems related to lack of facilities that hinder principals‟ functions 

focusing on facility management role and this has great impact on quality of education and 

different school based problems.   

iii/ Problems related to school community: principals also encountered problems related to 

school community such as teachers, students and parents. The responses from open ended 

questions indicated that low teacher competency and commitment, low interest of students‟ 

for their learning and disciplinary problems, and low parents engagement in school activities 

were problems that hinder principals to perform their functions efficiently. In addition the 

interview with zone education officials all participants describe the problems related to 

students and parents rose from year to year and remarked that: Currently, it is very difficult 

for principals to increase students and parents engagement in schools and to make the school 

successful. Because students interest towards their education is very low and create many 

disciplinary problems with themselves and teachers.   
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CHAPTER FIVE 

SUMMARY, CONCLUSION AND RECOMMENDATIONS  

This chapter consists of summary of the major findings, conclusion drawn from the findings, 

and finally the recommendation parts. 

 5.1. Summary   

The purpose of this study was to examine the practices and problems of secondary schools of 

Hadiya zone and recommending possible ways of reducing those problems. To this end the 

following basic questions were entertained in the study. 

1. What are the current practices of school leadership in the secondary schools of Hadiya 

Zone? 

2.  What are the problems encountered by secondary school principals in exercising 

school leadership in the study area? 

In order to deal with these basic research questions, related literature was reviewed, 

questionnaire, interview and document analysis were used as the tool of the study. This study 

employed a combination of tools as data collection instruments. Questionnaires for teachers 

and school principals and semi structured interviews with PSTA leaders, cluster supervisors, 

and Wereda education officials. Methods of the research conducted using descriptive survey 

approach. The data collected from the close ended questionnaire was analyzed and 

interpreted using descriptive statistical tools such as frequency, percentage, mean, weighted 

mean and t- test. The t-test analysis was supported by the computer SPSS program version 

20. The data gathered through interview were analyzed qualitatively using narration. Hence, 

the study came up with the following findings:  

1. Regarding personal characteristics of the respondents, majority (73.2%) of the respondents 

were male revealing that the participation of female in these positions in the 

schools/offices was low. Most of the respondents have adequate qualification in relation to 

the required jobs. However, the existence of diploma graduates in the technical drawing 

field indicated that there is a need for upgrading them in the future. With regard to the age 

distribution, the majority (53.1%) of the respondents were in the age of group of between 

31-35 and 36-40 years. Very few respondents were within the age group of 40 and above 

years. 
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2. The findings related to the issues of setting goals and vision school indicated that: 

 With regard to creating consensus with stakeholders and staff about the school's goals, 

the majority 116 (61.7%) of both groups of respondents confirmed their disagreement 

by rating through disagree to strongly disagree. Moreover, the weighted mean score 

(2.50). was below the medium  

 As far as encouraging new ideas and creativity, the majority, 61.6% of the teachers 

and 56.3% of principals were disagreed on the issue. According to this, the weighted 

mean score (2.47) was below the medium.      

3. The findings related to the issues planning function of school leadership revealed that: 

 The majority (64.5%) of teachers and 62.5% of principals disagreed that school 

leadership did encourage the staff to participate in the school planning. Moreover, the 

weighted mean 2.58 shows that the extent of encouraging the staff to participate in the 

school planning was below the medium.      

4. With regard to the participatory practices of school leadership, the findings showed that:  
 

 As affirmed by the majority (57.5%) of teacher and principal respondents, the Ability 

of school leadership to delegate and share responsibilities was inadequate, which was 

confirmed by the weighted mean value of 2.61.   

 As findings indicated, regarding to school leadership provide opportunity for shared 

decision making, 61.2% of both teacher and principal respondents confirmed their 

disagreement by rating through disagree to strongly disagree. Moreover, the weighted 

mean (2.53) was below the medium.   

5. The findings related to the issues of supervision practices of school leadership indicated 

that: 

 The majority (57.4%) of both groups the respondents disagreement by rating through 

disagree to strongly disagree. Moreover, the weighted mean score (2.62) shows the 

extent of practice of school leadership‟s in observing teachers for professional 

development rather than evaluation was below average in rating scale. 

 Concerning the school leadership encourage in build supervision within the school, 

nearly the half (50.5%) of teacher and principal respondents disagreement by rating 

through disagree to strongly disagree, which was confirmed by weighted mean value 

of 2.91.   
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6. Regarding creating school-community relationship, the findings showed that: 

 Concerning the school leadership create effective communication between the school 

and parents. About 118 (62.8%) of both groups of respondents confirm their 

disagreement by rating through disagree to strongly disagree in the rating scale.   

7. The findings related to the issues of staff development practice of school leadership 

indicated that: 

 Regarding to school leadership encourages action research in the school, the majority 

107(56.9%) of respondents confirmed disagreement with issue about encouraging 

action research in the school by rating disagree to strongly disagree.   

 With regard to plan and execute in service programs for staff (CPD), the majority 

117(62.2%) of both group of respondents assured that the school leadership did not 

plan and execute in service programs for staff.  Moreover, the weighted mean score 

(2.48) shows that the extent of planning and executing in-service programs for staff 

(CPD) by school leaderships were inadequate. 

 Concerning the school leadership arranges skills development programs (workshops, 

coaching) for teachers, majority 117(62.2%) of teachers and principals confirmed 

their disagreement by rating through strongly disagree to strongly disagree. The 

weighted mean value 2.42 shows the disagreement of the total respondents with the 

point. 

8. Regarding Problems principals encountered in practicing their leadership functions, the 

findings showed that: 

 As findings indicated, the majority 124(65.9%) of the respondents assured that 

principal does not facilitate effective social relationship between staff members.   

 Concerning to the opinion of respondents whether principals valued others for the 

development of genuine relationships, majority 128 (60.1%) of the respondents 

confirmed that they did not value others for the development of genuine relationships.   

 Regarding principals‟ capability in preparing plan to overcome poor performance, it 

was found that there was moderately attempted.    

 Concerning the principal does not have proper and timely support from top 

authorities, the majority of both groups of respondents assured their agreements by 

rating through strongly agree to agree.    
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 Concerning the extent to which principal does not facilitate the involvement of 

teachers participation in school decision, 32.0% of teachers and 25.0% of principals 

rated strongly agree. 41.3% of teachers and 43.7% of principals rated their response 

agree.   

 In addition to above points, findings obtained from interview revealed that problems 

principals encountered in practicing their leadership functions are lack of managerial 

and leadership skills, low engagement of students and parents in schooling, lack of 

facilities, lack of focus on the instructional process, lack of commitment, lack of 

laboratory equipment, lack of financial support from government and community, low 

parents engagement in school activities.    

5.2. Conclusions  

Quantitative and qualitative methods of the study were combined to obtain a reasonable 

conclusion about the finding of the study. Therefore, the following conclusions were drawn: 

 School leaders increasingly are expected to provide opportunities for teachers, staff 

members, students, parents and community members participate in school decision 

making for the success of teaching learning. However, the finding of the study 

showed that principals have insufficient contribution towards strengthening shared 

decision making, and their ability to delegate and share responsibilities were 

inadequate.    

 School leaders were not stood themselves for encouraging new ideas and creativity. 

Principals by themselves agreed that they were in a poor performance in encouraging 

new ideas and creativity. Developing skill capacity of stakeholders by school 

leadership through training, workshop and seminaries has great contribution for 

influencing the school community. But from the result of study, it can be conclude 

that school leadership in the conducted research areas didn‟t adequately develop skill 

capacity of school community through training, workshop and seminaries.   

 School leaders play great role in providing and promoting in-service professional 

development programs for teachers and deliver the training to all teachers of the 

school. Through the training teachers could share useful ideas and experiences. From 

the result of the study, school leaders were not playing active role in facilitating 

teachers‟ professional development.  
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Thus, this guides to conclude that most of school leaders were not aware of the 

responsibility they had for professional development of teachers. Therefore, school 

leaders failed to contribute a lot in bringing professional skill growth, improving the 

teaching and learning process and student performance. 

 In the practice of monitoring and evaluating school leaders have the role and 

responsibilities to regularly observe teaching classroom activities to improve 

achievement. However, frequent classroom observations were not carried out by 

principals who were expected from them so as to improve the teaching-learning 

process. Moreover, principals‟ didn‟t arrange condition for experience sharing after 

inbuilt supervision and not motivate teachers for professional development through 

which teachers‟ increases their academic performance. 

 Regarding the problems that encountered the school leadership it can be concluded 

that lack of managerial and leadership skills, low engagement of students and parents 

in schooling, lack of facilities, lack of commitment, lack of laboratory equipment, 

lack of financial support from government and community, low parents engagement 

in school activities, lack of professional support from external supervisors and lack of 

external and internal facilities were the problems that affected the practices of school 

leadership in the sampled secondary schools. Because of these problems the leading 

practices given at the schools by the school leaderships were found to be insufficient. 

So that insufficient leading practices of school leader affects the teaching learning 

process. 

5.3. Recommendations  

 Depending on the findings drawn and conclusion of the research, the following 

recommendations were forwarded. 

1.  Developing skill capacity of stakeholders by school leadership through training, 

workshop and seminaries has great contribution for influencing the school 

community. But from the result of study, it can be conclude that school leadership in 

the conducted research areas didn‟t adequately develop skill capacity of school 

community through training, workshop and seminaries. Therefore, principals should 

be capable and prominent in the schools to develop capacity of school community 

through regular meeting, discussion, training, motivating and developing 

collaborative activities.  
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2. Schools are organizations where different school communities exist to work together 

for the attainment of schools goals and objectives which are not possible for 

principals alone. However, principals were not participative in involving and working 

with school communities in different school affairs. Hence, principals must work 

together with school communities in different school affairs by involving them like 

fulfill school internal infra-structures and participate in school decision making 

process.  

3. Principals increasingly are expected to provide opportunities for staff members, 

students, parents and community members participate in school decision making for 

the success of teaching learning and achievement of expected result.  

4. In supervising and evaluating teachers the study recommend that the school leaders 

should visit or supervise teachers for professional development rather than evaluating 

them.  

5. In this study, it was revealed that the practices of school leadership in visiting the 

classroom, observing teachers for professional development and encouraging inbuilt 

supervision were inadequate. They only assigning teacher development committee 

and department heads for supervision practices. Therefore it is recommended that the 

school principals included themselves in supervision practice of the school and also as 

they are head teachers and leaders of their respective schools they give administrative 

guidance and instructional leadership to teachers. 

6. In order to extend the interest of the community to participate in all school affairs it is 

recommended that all concerned bodies, i.e. the woreda education office, principals, 

teachers have to arrange and offer awareness raising conferences at different levels. 

For example, the woreda education office can give the awareness raising conferences 

to the school leaders and teachers at woreda level. The school leaders and teachers in 

their turn can possibly conduct similar conferences at their respective schools. 
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APPENDIX A 

ADDIS ABABA UNIVERSITY 

 

COLLEGE OF EDUCATION AND BEHAVIOURAL STUDIES 

DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT 

 

Questionnaire to be filled out by Secondary School Teachers 

 

Dear Respondents:- 

 This questionnaire is designed to assess the practices and problems of school leadership in 

Selected Secondary Schools of Hadiya Zone. The objective of the study is purely academic 

and hence the questionnaire is prepared to secure relevant data to the study which is believed 

to come up with valuable recommendation for problems of school leadership. Therefore, the 

information you offer me plays a crucial role in the conclusions that will be made after the 

analysis of the data. Thus, you are kindly requested to complete the questionnaire, carefully, 

genuinely, frankly and timely.  

Note that:  

  1. There is no need to write your name on the questionnaire.  

  2. Indicate your answer by putting the “√“mark in the table/box/.   

  3. Open-ended questionnaires are given writing on the space provided, if the space is not 

sufficient, please use back of the paper.  

   4. Give your own candid response without consulting others. 

 

 

 

 

 

 Thank you in advance for your cooperation!!! 
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      PART I: Background Information of the Respondents                                                       

 

1. Name of your School ______________________________ 

2. Sex:    Male                      Female   

3. Age:   18- 25 years                26- 30 years               31- 35 year 

      36-40 years                41 and above years                                                           

4. Qualification:      Diploma                  BA/BSC                 MA/MSC                                                                                

If any other specify______________________________   

5. Total service year:   1- 5 years                6- 10 years                  11- 15 years               

                               16-20 years                   above 20 years          

6. Your position/status  
 

     Vice principal            Department head          Teacher          Supervisor    

                        

Part II: Questions Related to School Leadership Activities (Practices) of Secondary 

School Leadership 

 Instruction: This part of questionnaire consists of items that are designed to get your 

response on the School leadership activities (practices) of secondary school 

leadership.   

                    Please show to what extent these functions are performed by your school 

leadership (principals). You are kindly requested to show your degree of 

agreement or disagreement to each item  from the given alternatives by putting 

“√ “ mark in the appropriate column that indicate your level of agreement or 

disagreement. 
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                    1 = Strongly disagree,          2= Disagree,         3 =Undecided   

                                      4 =Agree,              5= Strongly agree 

 

 

 

No 

 

1.  Setting goals and vision   
Responses 

5 4 3 2 1 
1.1 Inspiring a shared vision       
1.2 Articulating clearly the strategic goals of the school       
1.3 Aligning school goals with the national educational statement.       
1.4 Demonstrating vision and long range planning       

1.5 Creating consensus with stakeholders and staff about the school's goals       
1.6 Collectively establish school goals and revise goals annually with all stakeholders.       
1.7 Encouraging new ideas and creativity       
1.8 Creating conducive environment in the school       

 
 

2. School Leadership Performance Related to Planning Function      

2.1 The School Leadership carry out analysis the School environment before preparing school plan      
2.2 The School Leadership plans and work toward changing the school       
2.3 The School Leadership is making the school plan flexible      
2.4 The School Leadership is encouraging the staff to participate in school planning      

 3. The Participatory Practices of School Leadership      
3.1 The School Leadership work with the staff members to improve the school      
3.2 The School Leadership have the ability to delegate and share      
3.3 The School Leadership provide opportunity for shared decision making      
3.4 School Leadership making relationship based on collegiality and mutual      

 4. Supervision Related Practices of School Leadership      
4.1 The School Leadership visits the classroom to ensure classroom instruction align with the 

school goal 
     

4.2 The School Leadership observe teachers for professional development rather than evaluation      
4.3 The School Leadership encourage in built supervision within the school      
4.4 The School Leadership supervise teachers to improve instructional practices      
 5. School Leadership Practices School-Community Relationship      

5.1 The School Leadership invite parents and guardians to actively involved in their children‟s 

learning 
     

5.2 The School Leadership create effective communication between the School and parents      
5.3 The School Leadership encourage community, parents school relationship to bring change in 

students‟ academic achievements 
     

5.4 The School Leadership works to strengthen PSTA and allows them take part in school 
leadership 

     

 6. Staff Development Practices of the School Leadership      
6.1 Encourage action research in the school       
6.2 Encouraging teachers to use different instructional strategies and skills       
6.3 Encourage to practice curriculum and program development       
6.4 Arrange skills development programs (workshops ,coaching ) for teachers       
6.5 Focus on staff training opportunities to improve the quality of teaching and learning       
6.6 Organize experience sharing programs among colleagues       
6.7 Plan and execute in service programs for staff (CPD)       
6.8 Provide constructive comments to teachers through evaluation       
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Part III.  Questions Related to School Leadership Problems 

Instruction: The followings are some of the school leadership problems. Please, rate each 

statement from Strongly agree to Strongly disagree by putting (√) mark in the 

columns provided using the following scales.  

       Key: - Strongly agree= 5, Agree= 4, Undecided = 3, Disagree= 2, Strongly disagree=1  
 

Problems of secondary school principal face while leading their school. 

 

 

No Items 
Responses 

5 4 3 2 1 

1 The principal does not providing a vision for inspiration of the work.       

2 The principal does not set a vision that achieved goals in school.       

3 Principal does not facilitate effective social relationship between staff members.       

4 Principal does not valued others for the development of genuine Relationships.       

5 The principal does not provide information for stake holder about poor achievement of 

results.  

     

6 The principal does not capable in preparing plan to overcome poor performance.       

7 The principal does not have proper and timely support from top authorities.       

8 The extent to which principal does not spent his/her time in routine activity.       

9 The principal does not have ability to set schedule for instructional support and does 

not have skill how to manage staff meetings.  

     

10 The extent to which principal does not facilitate the involvement of teachers 

participation in school decision.  

     

11 The extent to which principal does not have mechanisms to announce school decisions 

for school communities.  

     

  

1. If any other, please specify________________________________________________ 

___________________________________________________________________________

___________________________________________________________________________

______-

___________________________________________________________________________

___________________________________________________________________________

______  

2. What solutions do you suggest for the problems you observed?  

________________________________________________________________________-

______ 

___________________________________________________________________________

___________________________________________________________________________

__   
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APPENDIX B 

ADDIS ABABA UNIVERSITY 

 

COLLEGE OF EDUCATION AND BEHAVIOURAL STUDIES 

DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT 

 

Questionnaire to be filled out by Secondary School Principals and Vice principals 

 

Dear Respondents:- 

 This questionnaire is designed to assess the practices and problems of school leadership in 

Selected Secondary Schools of Hadiya Zone. The objective of the study is purely academic 

and hence the questionnaire is prepared to secure relevant data to the study which is believed 

to come up with valuable recommendation for problems of school leadership. Therefore, the 

information you offer me plays a crucial role in the conclusions that will be made after the 

analysis of the data. Thus, you are kindly requested to complete the questionnaire, carefully, 

genuinely, frankly and timely.  

Note that:  

  1. There is no need to write your name on the questionnaire.  

  2. Indicate your answer by putting the “√“mark in the table/box/.   

  3. Open-ended questionnaires are given writing on the space provided, if the space is 

not sufficient, please use back of the paper.  

   4. Give your own candid response without consulting others. 

 

 

 Thank you in advance for your cooperation!!! 
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 PART I: Background Information of the Respondents                                                       

 

1. Name of your School ______________________________ 

2. Sex:    Male                      Female   

3. Age:   18- 25 years                26- 30 years               31- 35 year 

      36-40 years                41 and above years                                                           

4. Qualification:      Diploma                  BA/BSC                     MA/MSC                                                                                   

If any other specify______________________________   

5. Total service year:   1- 5 years                6- 10 years                  11- 15 years               

                               16-20 years                   above 20 years          

6. Your position/status:        Principal            Vice Principal     

   

 

Part II: Questions Related to School Leadership Activities (Practices) of Secondary 

School Leadership 

 Instruction: This part of questionnaire consists of items that are designed to get your 

response on the School leadership activities (practices) of secondary school 

leadership.   

                    Please show to what extent these functions are performed by your school 

leadership. You are kindly requested to show your degree of agreement or 

disagreement to each item  from the given alternatives by putting “√ “ mark in 

the appropriate column that indicate your level of agreement or disagreement. 

                    1 = Strongly disagree,          2= Disagree,         3 =Undecided   

                                      4 =Agree,              5= Strongly agree 
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No 

 

1.  Setting goals and vision   
Responses 

5 4 3 2 1 
1.1 Inspiring a shared vision       
1.2 Articulating clearly the strategic goals of the school       
1.3 Aligning school goals with the national educational statement.       
1.4 Demonstrating vision and long range planning       

1.5 Creating consensus with stakeholders and staff about the school's goals       
1.6 Collectively establish school goals and revise goals annually with all stakeholders.       
1.7 Encouraging new ideas and creativity       
1.8 Creating conducive environment in the school       

 
 

2. School Leadership Performance Related to Planning Function      

2.1 The School Leadership carry out analysis the School environment before preparing school plan      
2.2 The School Leadership plans and work toward changing the school       
2.3 The School Leadership is making the school plan flexible      
2.4 The School Leadership is encouraging the staff to participate in school planning      

 3. The Participatory Practices of School Leadership      
3.1 The School Leadership work with the staff members to improve the school      
3.2 The School Leadership have the ability to delegate and share      
3.3 The School Leadership provide opportunity for shared decision making      
3.4 School Leadership making relationship based on collegiality and mutual      

 4. Supervision Related Practices of School Leadership      
4.1 The School Leadership visits the classroom to ensure classroom instruction align with the 

school goal 
     

4.2 The School Leadership observe teachers for professional development rather than evaluation      
4.3 The School Leadership encourage in built supervision within the school      
4.4 The School Leadership supervise teachers to improve instructional practices      
 5. School Leadership Practices School-Community Relationship      

5.1 The School Leadership invite parents and guardians to actively involved in their children‟s 

learning 
     

5.2 The School Leadership create effective communication between the School and parents      
5.3 The School Leadership encourage community, parents school relationship to bring change in 

students‟ academic achievements 
     

5.4 The School Leadership works to strengthen PSTA and allows them take part in school 
leadership 

     

 6. Staff Development Practices of the School Leadership      
6.1 Encourage action research in the school       
6.2 Encouraging teachers to use different instructional strategies and skills       
6.3 Encourage to practice curriculum and program development       
6.4 Arrange skills development programs (workshops ,coaching ) for teachers       
6.5 Focus on staff training opportunities to improve the quality of teaching and learning       
6.6 Organize experience sharing programs among colleagues       
6.7 Plan and execute in service programs for staff (CPD)       
6.8 Provide constructive comments to teachers through evaluation       

 

 

Part III.  Questions Related to School Leadership Problems 
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Instruction: The followings are some of the school leadership problems. Please, rate each 

statement from Strongly agree to Strongly disagree by putting (√) mark in the 

columns provided using the following scales.    

        Key:-  Strongly agree = 5, Agree = 4, Undecided = 3, Disagree = 2, strongly disagree=1 
 

Problems of secondary school principal face while leading their school. 

 

No Assumed Problems   
Responses 

5 4 3 2 1 

1 The principal does not providing a vision for inspiration of the work.       

2 The principal does not set a vision that achieved goals in school.       

3 Principal does not facilitate effective social relationship between staff members.       

4 Principal does not valued others for the development of genuine Relationships.       

5 The principal does not provide information for stake holder about poor achievement of 

results.  
     

6 The principal does not capable in preparing plan to overcome poor performance.       

7 The principal does not have proper and timely support from top authorities.       

8 The extent to which principal does not spent his/her time in routine activity.       

9 The principal does not have ability to set schedule for instructional support and does 

not have skill how to manage staff meetings.  
     

10 The extent to which principal does not facilitate the involvement of teachers 

participation in school decision.  
     

11 The extent to which principal does not have mechanisms to announce school decisions 

for school communities.  
     

 

1. If there are other, please specify and rate it  

___________________________________________________________________________

___________________________________________________________________________

______-

___________________________________________________________________________

___________________________________________________________________________

______   

 

2. What solutions do you suggest for the problems you observed?  

________________________________________________________________________-

______ 

___________________________________________________________________________

___________________________________________________________________________

___ 
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APPENDIX C 

ADDIS ABABA UNIVERSITY 

 

COLLEGE OF EDUCATION AND BEHAVIOURAL STUDIES 

DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT 

 

INTERVIEW TO BE CONDUCTED WITH SECONDARY SCHOOL 

SUPERVISORS, PSTA LEADERS AND WOREDA EDUCATION OFFICE HEADS   

Interview Guide 

This interview guide is prepared to direct the interviews to be conducted with the Woreda 

education heads, secondary school supervisors, and PSTA leaders. The purpose of this guide 

is to help the interviewers and the interviewees to focus the discussion on issues related to the 

practices and problems of school leadership in secondary schools of Hadiya Zone. So that 

only relevant information will be gathered.   

Thank you for your genuine response! 

Questions for Interview 

1. What are the major practices of secondary school leadership? 

2. How do you suggest the practices of your secondary school principals in implementing the 

key managerial and instructional roles? 

3. To what extent secondary school leadership initiates the participation of community in 

school affairs? 

4. Does the secondary School leadership encourage collaborative work to change the school? 

5. Can you suggest the major problems that principal‟s faces during their secondary school 

leadership related to conditions like Politics, Economy, Social, and cultural conditions? 

6. What possible solution you suggest to tackle the problems facing the school principals in 

their school leadership? 
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