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Abstract

Leadership practices of the manager have a great relation with the performance and satisfaction of workers. The
objective of the study was to assess challenges of implementing transformational leadership style in Ethiopian
private Higher Education Institutions. Descriptive survey was used as research design. A total of 281 respondents
were considered by using stratified sampling techniques for this study. To collect relevant and reliable data from
the selected sample respondents, both open and closed ended questionnaires were prepared and administered.
Mean and standard deviation was used for the purpose of data analysis. The finding of the study shows that there
are so many challenges that affect the implementation of transformational leadership in the Private Higher
Education Institutions of Ethiopia. Some of the challenges are management related and others are employee
related. Some other are related to institutional culture and the like. Specifically the following are some of the
challenges that hinder the implementation of transformational leadership: unqualified staffs in management
positions, lack of motivation and commitment from the side of management body to support the implementation of
transformational leadership style and unwillingness to try new things and taking risk, problems related to
employee motivation and self esteem, problem of staff morale and lack of commitment, lack of training from
institutions, excessive workload, lack of effective and transparent communication, lack of staff motivation
mechanisms, lack of facilities, lack of budget, lack of community and stakeholder’s involvement, student’s
disciplinary problems and political pressures on the institutions.The researcher recommended that leaders in
Private Higher Education Institutions need to be a role model for the qualities that they want to see in their team
members. Transformational leaders are not only focused on getting the tasks done but they also show a genuine
enthusiasm and passion for their work.
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Introduction
Leadership practices of the manager have a great relation with the performance and satisfaction of workers.

Moreover, Barrow (1977) defined leadership as “the behavioral process of influencing individuals and groups
towards set goals. In profit and non- profit-based firms, manufacturing and service, government and business,
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health care, education and entertainment, work and community service. Leaders reside in every city and every
country, in every position and ever place. They are employees and volunteers, young and old, women and men.
Leadership knows no racial or religious bounds, no ethnic or cultural borders. We find exemplary leadership
everywhere we look (Jams and Barry 2003).

Burns (1978) states that Transformational leadership can be seen when “leaders and followers make each other to
advance to a higher level of morality and motivation”. Through the strength of their vision and personality,
transformational leaders are able to inspire followers to change expectations, perceptions and motivations to work
towards common goals. This transformation of followers “is not based on a ‘give and take’ relationship but on the
leader’s personality, traits and ability to make a change through example, articulation of an energizing vision and
challenging goals. Transforming leaders are idealized in the sense that they are moral example of working towards
the benefit of the team, organization and/or community.

Problem statement

The life of a modern-day leader clearly is not easy. Inside their organizations, they need to lead and motivate a
diversified group of people, work across organizational boundaries, improve efficiency, and achieve growth.
Externally, they face a complex and globalized environment; they have to manage the requirements of
government, keep up with competitors, and meet the expectations of other stakeholders. And within this global
environment, there are many cultural considerations leaders must face to be effective. They must work across
cultural boundaries and alongside others who, at times, are very different from them and have different ways of
getting work completed.

In spite of the recognition of the importance of leadership for effective implementation of educational reform,
studies of educational leadership within African context indicate that leaders of educational institutions remained
unlocked in a constricting bureaucracy even as there was demand that they be proactive and decisive in their
leadership role (Brown & Conrad, 2007). Moreover, leaders are highly engaged in mobilizing the existing human
resource. Thus, effective leadership practice enables greater participation of entire work force, and can positively
influence both individuals and organizational performance. Therefore, it is logical to say that the success of an
organization is dependent on the leader’s ability optimize human resources inherent potential and skills. In
addition, employees are the ones who play the major roles and make significant contributions to the development
of the organization.

In view of such an issue, transformational leadership plays a significant role directly or indirectly in influencing
its followers by promoting and managing school development. There has been empirical evidence that indicate a
link between transformational leadership of the educational institutions and student ability to succeed
academically (Leithwood&aJantzi, 2007; Leithwood et al. 2004). Though, no previous study has been conducted
within Ethiopia to examine the relationship between the transformational leadership of school principals and
school effectiveness particularly taking in to consider the measurement of school effectiveness, worldwide there
are so many evidences that transformational leadership style improve effectiveness.
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Objectives of the Study

The objective of the study is to identify the challenges that leaders™ face in exercising transformational leadership
in higher education Institutions of Ethiopia

Research methodology

Research Approach and Design

The researcher used quantitative research approach. The quantitative approach helps to quantify or objectively
measure certain variables in numeric terms, which makes descriptive analysis easy and manageable. Descriptive
survey design was used as research design together with quantitative approach.

Data Sources and Types

Bothprimaryandsecondarydata were becollectedfromrelevantsourcesthathelpto achieve the above objectives. The
primary sources of information were collected from private higher institutions teachers through questionnaire and
interview. On the other hand, the secondary sources mostly include: books, articles, journals, research works,
internet browsing, etc. that will have relevance with theresearchtopic.

Sampling Technique and Sample Size

Accordingly, the representative sample size was determined by using the formula developed by Yamane (1967) as
follows:

N
ntJ

17 N(e)?

Where:n=Samplesize
N =TotalPopulation

e=Sampling Error
Based on this formula, the total sample size of the study is determined as follows.

N
ntj

111N(e)?

948
nll

111948(0.05)2

948
ntl

101948(0.0025)
n(1281
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Therefore, 281 instructors were taken as the total sample size of the study. In order to select the individual
respondents, a proportional stratified sampling technique employed.

Table 1 Sampled Instructors and name of institutions

Name of the institutions Population Sample
Rift Valley University 260 77
Saint Merry University 180 53
Unity University 220 65
Alpha University College 132 39
New Generation University College 156 47
Total 948 281

Source: Own computation, 2021

Data Collection Tools
Questionnaires were used as data collection tools.

Questionnaire

To collect relevant and reliable data from the selected sample respondents, both open and closed ended
questionnaire were prepared and administered. Questionnaires were used to collect primary data from selected
respondents. It was prepared in English language and translated into the local language (Amharic) in order to
make the questions clear, avoid ambiguity as well as to be easily understood by the respondents. The
questionnaire includes Likert scale questions with five-point ratings. The questionnaire was edited by the English
language teachers to check the equivalency of translation to the Amharic meaning. The data collection process
was managed by the researcher.

Reliability Test

Reliability test is the degree to which the measure of a construct is consistent or dependable. It is a measure of
consistency between different items of the same construct. If a multiple item construct measure is administered to
respondents, the extent to which respondent rate those items in a similar manner is a reflection of internal
consistency. This reliability can be estimated in terms of Cronbach’salpha (Bhattacharjee, 2012). According to
George and Mallery (2003), reliability score of greater than 0.9 is excellent, greater than 0.8 is good, greater than
0.7 is acceptable, greater than 0.6 is questionable, greater than 0.5 ispoor and less than 0.5 is unacceptable. In this
research Cronbach’salpha model was used with five-point Likert scales. Reliability was checked and its value was
0.87.

Validity Test

Validity refers to the extent to which a measure adequately represents the underlying construct habits equal
supposed to measure (Bhatteheriee, 2012). Content validity was checked by getting a comment from major
advisor and co-advisors.
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Methods of Data Analysis

Data which will be collected questionnaire was cleaned, coded, entered, edited and analyzed using SPSS
software version 21. Descriptive statistical analysis such as frequency, percentage, mean and standard deviation

was used for the purpose of data analysis.

Data Presentation, Analysis and Discussion

Challenges of Transformational LeadershipStyle

Table 2 Respondents view about Management Related Challenges in implementing Transformational

leadership Style

Management Body Related Challenges Mean SD

Presidents and vice presidents being are qualified in leadership and management 2.50 0.664
adequate professional support from immediate superiors 2.47 0.533
Presidents and vice presidents are reluctant to provide a shared leadership in the higher 310 0.494

institutions

As indicated in the previous table, the three management body-related challenges were analyzed using mean and
standard deviation scores. The means and corresponding standard deviations of the sample respondents show that the
third management body-related challenge (presidents and vice presidents are reluctant to provide shared leadership in the
higher institutions) was the highest management body-related challenge with a mean score of 3.10 and the corresponding
standard deviation of 0.494, implying that the reluctant to provide shared leadership in the higher institutions were
relatively high. It shows that leaders in the private higher institutions in the study area have been very reluctant to
provide shared leadership but the other two items indicates mean result less than 2.60 indicating as those issues were big

challenges affecting practice of transformational leadership in private higher institutions.
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Table 3 Respondents view about Employee related challenges in implementing Transformational leadership
Style

Employee Related Challenges Mean |SD

motivation and self-esteem of staff 2.45 0.612
staff morale to ward team-spirit 2.97 0.342
commitment of teachers to develop new approaches to education 3.45 0.465

As indicated in the previous tables, the three employee-related challenges were analyzed using mean and standard
deviation scores. The means and corresponding standard deviations of the sample respondents show that the third
employee-related challenge (commitment of teachers to develop new approaches to education) was the highest
employee-related challenge with a mean score of 3.45 and the corresponding standard deviation of 0.465 implying
that the commitment of teachers to develop new approaches to education in the higher institutions were relatively
high. It shows that leaders in the private higher institutions in the study area have been very committed to
developing new approaches to education and the second employeerelatedchallenge (staff moral toward team sprit)
mean result 2.97 and standard deviation 0.34 shows neutral result as the staff’s team spirit is medium as some
extent.
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Table 4 Respondents view about Institutions related challenges in implementing Transformational leadership
Style

Institution Related Challenges Mean SD

effective training concerning leadership and management 1.42 0.980
Excessive (overload) administrative work 4.97 0.771
open and effective communication 2.17 0.494
appropriate motivation mechanism 1.98 0.654
Preparation of adequate facilities 2.45 0.764
Budget deficit 1.78 0.231

As indicated in the previous table, the six institution-related challenges were analyzed using mean and standard deviation
scores. The means and corresponding standard deviations of the sample respondents show that the fifth institution-related
challenge (preparation of adequate facilities) was the highest institution-related challenge with a mean score of 2.45 and the
corresponding standard deviation of 0.764, implying that the preparation of adequate facilities in the higher institutions was
relatively low. It shows that leaders in the private higher institutions in the study area have been bad preparation of
adequate facilities.

Table 5 Respondents view about other challenges in implementing Transformational leadership Style

Other Challenges Mean [SD

level of community involvement 2.72 |0.745
Pressure of external forces (like political duties) outside 1.97 ]0.533
Students disciplinary problems 1.43 10.494
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As indicated in the previous PowerPoint, the three other challenges were analyzed using mean and standard
deviation scores. The means and corresponding standard deviations of the sample respondents show that the first
other challenges (level of community involvement) were the highest other challenges with a mean score of 2.72
and the corresponding standard deviation of 0.745, implying that the level of community involvement in the
higher institutions was relatively high. It shows that leaders in the private higher institutions in the study area
should involve in community.

Conclusion

There are so many challenges that affect the implementation of transformational leadership in the Private Higher
Education Institutions of Ethiopia. Some of the challenges are management related and others are employee
related. Some other are related to institutional culture and the like.

Management related problems are the following: unqualified staffs in management positions, lack of motivation
and commitment from the side of management body to support the implementation of transformational leadership
style and unwillingness to try new things and taking risk.

Employee related challenges are the following: problems related to employee motivation and self esteem, problem
of staff morale and lack of commitment.

Institutions related challenges are: lack of training from institutions, excessive workload, lack of effective and
transparent communication, lack of staff motivation mechanisms, lack of facilities and lack of budget.

Moreover, there are problems like lack of community and stakeholder’s involvement, student’s disciplinary
problems and political pressures on the institutions.

Recommendation

Transformational leaders serve as a role model for others to follow. In simple words, they are ready to walk the
talk. These characteristics make the members in the group respect and admired them and they tried to emulate the
behavior of the leaders. In other words, leaders in Private Higher Education Institutions need to be a role model
for the qualities they want to see in their team members.

Nobody wants to follow a leader who does not sincerely care about various goals. Transformational leaders are
not only focused on getting the tasks done but they also show a genuine enthusiasm and passion for their work.
So, leaders in Private Higher Education Institutions again need to not just have passion but also find ways to
express it. People should know that their progress is important to them. Always appreciate the contributions made
by team members.
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