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ABSTRACT

The purpose of this study was to analyze the infteeof head teachers’ leadership
styles on teachers’ levels of job satisfaction il secondary schools in Mandera
County. The study sought to determine the exterwhah autocratic, democratic,
and laissez faire leadership styles influencedhexat job satisfaction. The study was
carried out using descriptive survey design. Thapta size comprised of ten head
teachers and 87 teachers. Data was collected byofuspiestionnaires for head
teachers and teachers and was analysed by usesafptiee statistics and Pearson
Product Moment Correlation Coefficient. Findings tbe head teachers’ perception
of their leadership styles revealed a mean of a&fid a standard deviation of 2.80
which implied that the head teachers disagreed ity were autocratic in their
leadership styles. The findings implied that teadhteachers did not agreed that they
were autocratic since this kind of leadership iceed as treating human beings as
inhuman. Findings also revealed that democratiddeship style had a mean of 2.15
which implied that head teachers perceived thermaseis democratic. Lissez faire
leadership style had mean score of 2.79 which edpthat head teachers did not
perceive themselves as Lissez faire in their lesdder Teachers therefore viewed
their head teachers were democratic. In summaaghtss viewed their head teachers
as possessing the democratic leadership styleingimdilso revealed that teachers
were not satisfied with the working conditions, payd promotion, and recognition
aspect of their job. Findings on the influence otoaratic leadership style on
teachers’ job satisfaction revealed that autoctatiad teachers negatively influence
(-0.65) teachers job satisfaction because theytdugh leadership styles which are
widely detested by the teachers and students dfkalings on the influence of
democratic leadership style on teachers’ job satigfn revealed that there was a
positive moderate (0.48) relationship between #maatratic leadership style and job
satisfaction in secondary schools. Findings on ihuence of Laissez-faire
leadership style on teachers job satisfaction dedethat that there is very strong
negative (0.75) relationship between laissez-fleglership and job satisfaction in
secondary schools Based on the findings of theystidvas concluded that head
teachers perceived themselves as democratic. Tidy salso concluded that
autocratic head teachers negatively influence &athob satisfaction. It was also
concluded that there was a positive moderate (Oré8tionship between the
democratic leadership style and job satisfactions@ctondary schools. Further
conclusion was that laissez-faire leadership shdd very strong negative (0.75)
relationship with job satisfaction. Based on thadihgs of the study, the study
recommended that the aspects of promotion prospseth as advancement
opportunities, opportunity for in-service trainiagd opportunities for growth should
be enhanced. For further research, the study steghsat a study on whether there
is any significant relationship between teacherstivational levels and their job
performance, a study on how teachers’ demograriaies influence teachers’ job
satisfaction and a study on how learner charattisnfluence teachers’ job
satisfaction should be carried out.
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CHAPTER ONE

INTRODUCTION
1.1 Background to the study
Educational institutions are critical places whtrte next generation is educated,
and school leaders bear a heavy burden of resplilysibr their institutions.
Leaders in educational institutions are the sameaders in other organizations,
and inevitably face the challenge of maintaining tgoals of institutions.
Providing quality education requires efforts frorltiple stakeholders including
teachers, science coordinators, and administrgidasional Research Council,

1996).

Job satisfaction is defined as "an individual'sctiea to the job experience"
(Berry, & Lewis-Beck, 1997). There are various coments that are considered
to be vital to job satisfaction. These variables anportant because they all
influence the way a person feels about their jdiesE components include: pay,
promotion, benefits, supervisor, co-workers, wodaditions, communication,
safety, productivity, and the work itself. Each tbkse factors figures into an
individual’s job satisfaction differently. One migthink that pay is considered to
be the most important component in job satisfagtadthough this has not been
found to be true. Employees are more concernedwattking in an environment

they enjoy (Berry and Lewis-Beck, 1997).



Kemp and Nathan (1989) identified three styles efdership namely
authoritarian, democratic and delegative or laigage. According to Campbell,
Bridges and Nystrand (1993) the authoritarian doematic leadership style is
used when leaders tell their employees what theyt dane and how they want it
accomplished, without getting the advice of thelidwers. This style results in
the group members reacting aggressively and apedhet in the work

environment. They further suggest that authoritagtyle should normally only
be used on rare occasions. This often results émding industrial disputes in an
organization hence affecting the achievement ofotrerall goals and objectives.
The patrticipative or democratic leadership stylelaes the leader including one
or more employees in the decision making proceskeiarmining what to do and
how to do it. However, the leader maintains thalfisecision- making authority.
Using this style is not a sign of weakness; rathes, a sign of strength that your

employees will respect.

Numerous researchers on school effectiveness hawverstrated some form of
association between effective schools and the afjbeadership practiced by their
head teachers (Hallinger & Leithwood, 1994). Li0@2) carried out research on
determinants of job satisfaction and found thagaltyyto one’s employer and job
longevity are more important as compared to congieors benefits and
supervisors for Mexican-American and vice versatf@ Non-Hispanic. There

was a strong correlation between the leadershile styd the job satisfaction

2



(Lok, 1999). But the result demonstrated that ti@mnsational leadership had a

higher correlation with job satisfaction.

A study to identify effective leadership style inlieation sector of Pakistan by
Medley and Larochelle, (1995), manifested thatdaational leadership was more
successful in variety of countries outside Northekima including India, Nigeria,

Japan and Pakistan in enhancing job satisfactiostudy by Morris and Feldman
(2003) in Palestinian industrial sector showed tretsactional leadership style
was more frequently used than transformationaldesidp while laissez-faire was
considered as the least commonly occurring leageslgle and more frequent
among leaders with low educational background. Mdeee transformational

leadership was found to encourage satisfactioringmess to apply extra effort

and effectiveness among employees.

In a study on the organizational culture, leadg@rahiodes, and employee job
satisfaction at electric cable companies in Taiw&@men (2008) found that
transformational leadership modes tend to be moce@able to employees and
affect employee job satisfaction level and innoxextess. In a survey of 244
nursing school faculty members, Chen (2008) foumalt tTaiwanese nursing
directors were more transformational leaders thhansactional or laissez-faire
ones. The results also indicate that the nursingltia members were moderately

satisfied with their jobs and felt that the heavgrioads as opposed to the



directors’ leadership styles were possible reagongheir dissatisfaction with

their jobs.

Achua (2001) conducted a study o the principalaté&rship styles and teachers’
job performance in senior secondary schools in O8idbe, Nigeria. Teachers’
job performance was also found to be at a modeetel in the schools.
Teachers’ job performance was found to be bettescimools having principals
using autocratic leadership style than in schoodwirtg principals using
democratic or laissez-faire leadership styles. TWas evident in the findings of
this study, which isolated the style of leaderalspd by a principal as a function
of teachers’ job performance in school. The sigatiit relationship found in this
study between the autocratic leadership style aadhers’ job performance is
value added. In some situations, people need tdotweed before they could

improve productivity.

Despite the Kenya government’'s commitment to imprgterms and conditions
of teachers, it has been faced with increased aafse=acher shortage and low
morale especially in secondary schools (Okumbe8199zuve (1999) says that
the leadership style a manager has should influeheeemployees such as
teachers to accept willingly the direction and cohntAccording to United States
congress (1970) as quoted by Mwangi (2005), the tleé head teacher plays in
smooth running of any given institution cannot Inelerstated. The head teacher
sets the tone of the school, climate of learning kvel of professionalism, as

4



well as the morale of teachers. If the school manmamt motivates teachers
effectively, it enhances increased effort, whickutes to teacher commitment. In
Kenya issues relating to teacher motivation andaroément of their job
performance have been addressed in various foruosas trade union meetings
and public commissions. It has generally been pdirdut that there is need to
improve the working conditions of teachers espctakir pay package. Okumbe
(1992) in his study found out that teachers werg shghtly satisfied in the job
factors of working conditions, the work environmesécurity, recognition, the

work content and supervision.

Due to failure by Teachers Service Commission (T&Cdmploy new teachers,
the workload is heavy making teachers unable tndtto other issues such as
setting and marking of exams and general guidakeggha, 2004). According
to Bennell (2004) the heavy workload has impacteavily on teachers’ morale
and motivation and thus their job performance. poré by the Ministry of
Education and Human Resource Development (199&)tqubout that there was
need to review and strengthen existing schemesmwice for teachers with a
view of making the teaching professionals meetrtbepectations of the public,
and boost and sustain the morale of teachers throwggeased benefits. It was
noted that as a result of inadequate professiamwahement and support services,
the competence and morale of teachers has beenidgabver the years (MOE

1998). Recognition is another aspect that makesvithéils feel satisfied
5



(Herzberg 1959). Individuals at all levels of theganization want to be
recognized for their performance. Good work donedmy employee should
always be acknowledged. This can be done by git@aghers trophies during
prize giving days, a letter of appreciation or gieen a bonus where appropriate

(Cole, 2002). This is normally practiced by demécrkeaders.

A study done by Kageha (2007) on staff motivatidound out that most
respondents motivate their staff through provisibmetter housing at subsidized
rates. They also provided teachers with meals asdbreakfast, tea breaks, lunch
and supper through the generous sponsorship ohtsarteachers’ association.
This was noted to have given teachers time to teadha lessons and give
personal attention to the students. The report sdsb that teachers were satisfied
by being given gifts and presents which includedudetold goods, and

certificates of merits.

A number of leadership styles can influence the temghers will perform their
tasks. Dictatorial or autocratic leadership stglalso referred to as authoritative
or strong and upfront. Maicibi (2005) assert thas type of leadership style has
its roots deep in history, where it was the chiefdel especially in the industrial
revolution. In this style of leadership, the leatsues orders or commands and it
is the duty of the followers to obey. In a schatlation, all decisions and actions

must receive the head teacher’s approval. SmitQRfecognized that the school
6



leader’'s leadership style significantly influencésacher job satisfaction.
Democracy on the other hand is all about empowepiegple so that they are

given chance to provide their views before a deniss made.

It is noted that employees such as teachers bethiffeeently under different
situations. Principal can therefore encourage #{fecperformance of their
teachers by identifying their needs and trying &biséying or meeting them.
Savery (1994) asserted that variables of job performasoeh as effective
teaching, lesson note preparation, effective usesabeme of work, effective
supervision, monitoring of students’ work and duiciary ability are virtues

which teachers should uphold effectively in thecsglsystem.

Effective leadership and employee job satisfactimntwo factors that have been
regarded as fundamental for organizational sucokssapable leader provides
direction for the organisation and lead followers/érds achieving desired goals.
In similar vein, employees with high job satisfactiare likely to exert more

effort in their assigned tasks and pursue organisalt interests. An organisation
that fosters high employee job satisfaction is aswe capable of retaining and
attracting employees with the skills that it nee@¢losadegh Rad &

Yarmohammadian, 2006).



Effective leadership and employee job satisfactimntwo factors that have been
regarded as fundamental for organizational sucokssapable leader provides
direction for the organisation and lead followeswards achieving desired goals.
In similar vein, employees with high job satisfactiare likely to exert more
effort in their assigned tasks and pursue organisalt interests. An organisation
that fosters high employee job satisfaction iscahre capable of retaining and
attracting employees with the skills that it nee@¢losadegh Rad &
Yarmohammadian, 2006). Several studies have alamieed the relationship
between the two factors and concurred that leagersts significant impacts on
job satisfaction and organisational commitment (BoKrawford, 2001; William
& Hazer, 1986; Rad & Yarmohammadian, 2006). High gatisfaction enhances
employees’ psychological and physical wellbeing (hy 2000) and positively
affects employee performance (Vroom, 1964; Poraarid; & Fedor, 1983).
According to Mosadegh Rad and Yarmohammadian (20@&)ployee job
satisfaction refers to the attitude of employeewards their jobs and the
organization which employs them. The researcherstgub out that job
satisfaction is influenced by many organisatiormaitextual factors, ranging from
salaries, job autonomy, job security, workplacexibidity, to leadership. In
particular, leaders within organisations can adgropriate leadership styles to

affect employee job satisfaction, commitment armtpctivity.



Leadership at work in education institutions isstttudynamic process where an
individual is not only responsible for the groupésks, but also actively seeks the
collaboration and commitment of all the group merabe achieving group goals
in a particular context (Cole, 2002). Leadershighat context pursues effective
performance in schools, because it does not onlgmeée tasks to be
accomplished and who executes them, but also se&mk#clude greater
reinforcement characteristics like recognition, diions of service and morale
building, coercion and remuneration (Balunywa, 2000hus, leadership
incorporates the accomplishment of the task, whishan organizational
requirement and the satisfaction of employees, hwhsc the human resource
requirement (Okumbe, 1998). Maicibi (2005) contenlast, without a proper

leadership style, effective performance cannoieadized in schools.

1.2 Statement of the problem

The relationship between principals leadership estyland teachers job
performance has been a subject of controversy byymesearchers (Medley,
1995; Ajuoga, 2000). The controversy was centeredloether or not the style of
leadership of principals influences the level df performance among teachers.
Several studies have also examined the relatiortsttyween the two factors and
concurred that leadership has significant impacts job satisfaction and
organisational commitment (Lok & Crawford, 1999,020 William & Hazer,

1986; Mosadegh Rad & Yarmohammadian, 2006). Highsptisfaction enhances

9



employees’ psychological and physical wellbeingar@dl, Leone, Kansser, &
Ryan, 1983) and positively affects employee pertoroe (Vroom, 1964; Porac,
Ferris, & Fedor, 1983). According to Mosadegh Ral &armohammadian
(2006), employee job satisfaction refers to thiuale of employees towards their
jobs and the organization which employs them. Tdsearchers pointed out that
job satisfaction is influenced by many organisaiotontextual factors, ranging
from salaries, job autonomy, job security, workpldlexibility, to leadership. In
particular, leaders within organisations can adagropriate leadership styles to
affect employee job satisfaction, commitment anobpctivity. County Director
of Education (CDE) (2013) indicates that Mandera tiee highest number of
applications for transfers as compared to othentesi in the region. The county
has also been performing poorly in national exatrona. It is to this effect that
the study was set to establish the influence ofllieachers’ leadership styles on
teachers’ levels of job satisfaction in public setary schools in Mandera

County.

1.3 Purpose of the study
The purpose of this study was to investigate tHeience of head teachers’
leadership styles on teachers’ levels of job sati&fn in public secondary

schools in Mandera County

10



1.4 Objectives of the study

The following objectives guided the study:

i) To examine how autocratic leadership style usethdnd teachers influence
teachers’ levels of job satisfaction in public sedary schools in Mandera
County.

i) To assess how democratic leadership style useldeblyetad teachers influence
teachers’ job satisfaction in public secondary stho Mandera County.

iii) To establish how Laissez-faire leadership styledusg the head teachers
influence teachers job satisfaction in public selewy schools in Mandera

County.

1.5 Research questions

The study was guided by the following research tjoes.

i) How does a head teachers’ autocratic leadershife shfluence public
secondary schools teachers’ level of job satisfaath Mandera County?

i) To what extent does head teachers’ democratic Hghige style influence
public secondary schools teachers’ level of johistattion in Mandera
County?

iii) In what ways does head teachers laissez-faire iglasigestyle influence public

secondary schools teachers’ level of job satisfadti Mandera County?

11



1.6 Significance of the study

The research findings would be of utmost importateehe Teaches Service
Commission (TSC) because as an employer the conomig®uld have relevant
information on matters which directly affect the@ayee. Findings may also be
useful to the County Director of Education in uredending factors that lower
teachers’ motivation and thus take appropriatetesiras and measures so as to
produce an effective and efficient force of teash&he findings would also help
the Teachers’ Service Commission (TSC) to improeens and working

conditions of the teachers in order to increaseheis’ levels of satisfaction.

1.7 Limitations of the study

According to Best and Kahn (1998), limitations eoaditions beyond the control

of the researcher that may place restrictions enctinclusion of the study and

their application to other situations. There would cases of exaggerated
feedback or outright misinformation; therefore @smdifficult for the researcher

to control the attitude of the respondents as tkeeponded to the questionnaires.

The respondents however were assured of confidigntétheir identities.

1.8 Delimitations of the study
These are boundaries of the study (Best & Kahn8)Ll%8e study was carried out
in Mandera County. Secondly only the sampled pubthools were studied.

Although in schools there are other workers who enthle system of the school,
12



only teachers and head teachers provided for thiy stt also excluded teachers
from private schools because private schools hatferent managers and

sponsors and ways of motivating teachers may lberelift.

1.9 Assumptions of the study

The study assumed that the respondents have tbenation the researcher is
seeking and provided the researcher with honestrrdtion. It was also assumed
that the information given by the respondents edtudy was true and free from

any external influence.

1.10 Definitions of significant terms

Head teacherrefers to a chief executive in a secondary schoalharge of its
administration. He or she is invariably referrecatoheadmaster, headmistress or
principal (Revised TSC code of regulations, 2005)

Incentives refer to private rewards related to the attainnoértrget output and
productivity levels.

Interpersonal relations refer to nature of social and professional inteoas
between teachers, head teachers or close proxionggich other.

Job factor refers to things affecting teachers in their plagework, which they
may express feelings about. These may include; imgréand living conditions,

the pay, achievement, status, recognition and o#iated things.

13



Job performance refers to the way teachers respond to duty in teahs
punctuality in attending lessons, giving and magkiassignments, syllabus
coverage, and being present in school.

Job satisfactionrefers to factors that teachers will claim to gthem pleasant
feelings in their job.

Leadership style refers to patterns of behaviour by a leader inugnflcing
members of the group. It is the way the leader behaowards the group
members

Public secondary schoolrefers to an education institution for secondary
education pupils, which are fully aided by the goweent.

Work load refers to the number of lessons that a teachehésguer week.
Working conditions refers to the working environment in which teachmsrate

congested, lacking materials or having plenty.

1.11 Organization of the study
The study was organized into five chapters. Chaperis on the background to

the study, statement of the problem, purpose ofthey, objectives of the study,
research questions, significance of the study, tétions of the study,
delimitations of the study, assumptions of the gtudefinitions of significant
terms and organisation of the study. Chapter tvasgmted the literature review
related to the problem. This was leadership stgtes job satisfaction, summary

of the literature review, theoretical framework awcdnceptual framework.

14



Chapter three was research methodology focusingesearch design, the target
population, sample size and sampling techniquessareh instruments, validity
and reliability of the instruments, data collectiprocedures, and data analysis
procedures. Chapter four reported the data obtaired respondents and the
interpretation of the findings. Chapter five contd summary of the study,

conclusions and recommendations as well as ardastioér study.

15



CHAPTER TWO

LITERATURE REVIEW
2.1 Introduction
This chapter covers some of the research studidsranews that have been
carried out on workers’ attitudes toward work depeg on the environment
which they are subjected to. The literature reyaws attention to how autocratic
leadership style, democratic leadership style aig$éz faire leadership influence
job satisfaction. The chapter further presents riteral and conceptual

frameworks.

2.2 Leadership styles and employee job satisfaction

It is suggested by various scholars that the aatimcteadership leads to lower
levels of job satisfaction, while democratic lead@p leads to higher level of job
satisfaction. The level of job satisfaction undessez-faire leadership is also less
than under democratic leadership (Bass, 1990). Nemahave the role of
motivating employees to do a good job and striveef@ellence. The organization
therefore is required to train their managers toabke to facilitate effective
leadership. Employees tend to respond to leademamragers whom they trust
and will inspire them to achieve meaningful goatsl aeach high levels of job
satisfaction (Warrs & Payne, 1983). How a managerks; particularly how

he/she interacts with others, especially those velport directly to him/her will
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influence the motivational climate either for goardill of the organization (Warrs

& Payne, 1983).

Leadership needs to come up with explicit visiod amssion of the organization
and have the same articulated to all members &f Staese will act as a mirror
through which all employees will base their perfanbe on. These calls for
involvement of employees in formulation of compangtrategy and by so doing

the employees achieve job satisfaction.

2.2.1 Autocratic leadership style and employees’ lppsatisfaction
Decentralization of authority, participatory plangiand mutual communication
are some of the main features of democratic lehgerslowever, as Oyetunyi
(2006) points out, the major point of focus is d&hgir the manager shares
decision-making with the subordinates. Even tholbegfshe invites contributions
from the subordinates before making a decisiorsheeretains the final authority
to make decisions (consultative). Dubrin (1998) cdbgs the autocratic
leadership style as a style where the managernsetaiost authority for
him/herself and makes decisions with a view to gnguhat the staff implements
it. He/she is not bothered about attitudes of th# towards a decision. He/she is
rather concerned about getting the task done. He#dls the staff what to do and
how to do it, asserts him/herself and serves axample for the staff. This style

is viewed as task-oriented (Dubrin, 1998:109) andimilar to Likert's Il and |
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leadership styles. The manager may also seek discusnd agreement with
teachers over an issue before a decision is tat@msénsus). He/she may allow
the subordinates to take a vote on an issue bafdeeision is taken (democratic).
He/she coaches subordinates and negotiates thmiarks (Dubrin, 1998:109-
110). This type of leadership is viewed as an ingrdgraspect of empowerment,
teamwork and collaboration. It has been observatiahschool is more effective
when those who are affected by the organizatioatssibns are fully involved in
the decision-making process. Good as it is, thece&an expressed by Dubrin
(1998:110-111) is that the participative style e&ddership wastes time due to
endless meetings and may lead to confusion andoladikection. By implication,

it is not appropriate for use in times of crisisantthe situation demands on-the-

spot decision (Oyetunyi, 2006).

Employees including teachers are satisfied when llae adequate authority to
do their jobs. As such, employees should be alloveethave some input on
decision-making that will affect them. Once goaisl @bjectives are established,
the employees should be allowed to determine hay will achieve those goals
and objectives. Further, employees should be iratin the strategy formulation
on how to achieve the organization objectives. Tt@ad may result to best ideas

that the company may use for innovation (Spect@9,/1.
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Spector (1997) refers to authority as autonomy whemployees are given
freedom to make decisions. According to Spectalividuals are allowed to have
input into board policy that also afford them ampaxded sense of control in the
organization. Such controls have a positive eftetta person’s job satisfaction.
According to Smith’s (2000), principal’s leadershiyle was based on the
perception of teachers as measured by the LEAD+Otis¢rument and teacher
job satisfaction was measured by the Charlotte-Netlurg School System’s
Teacher Survey. Although the results indicated thate was not a statistically
significant difference in teacher job satisfactidmased on the principal’s
leadership style, the mean scores implied thathtracin the sample who
perceived their head teachers as high task and reighionship were the most

satisfied with their jobs (Smith, 2000).

A case study assessing the relationship betweescraitit leadership style and
faculty job satisfaction in an institute of techogy in the south of Taiwan
conducted byspector(1997) showed that the two variables were closslted in

the institute.Spector (1997) expanded the study and surveyed all 1llaf@iv
institutes of technology in the south of Taiwaninwestigate the relationship
between presidential leadership style and teadiesatisfaction, which revealed
the same results as previous research. In additiougural factors were found to

be critical factors impacting leadership on jobsfattion.
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Autocratic leadership leads to lower levels of gatisfaction, while democratic
leadership leads to higher level of job satisfactidjuoga, 2000). The level of
job satisfaction under laissez-faire leadershipl$® less than under democratic
leadership (Bass, 1990). Medley and Larochelle $1%%udied the relationship
between autocratic leadership styles and the jtbfaetion of the nursing staff.
This study used the Multifactor Leadership Questare and the Index of Work
Satisfaction to measure transformational leadersimigh job satisfaction among
122 staff nurses in community hospitals. The stuelyealed that staff nurses in
hospitals do perceive autocratic leadership sty#aff nurses have greater job

satisfaction if their leaders practice autocragadership.

Autocratic leaders create a situation where subatds who do not want to
realize the importance of work are forcefully led work (Mullins, 2002).
According to Mullins (2002) autocratic leaders swpse subordinates very
closely to ensure compliance and the completiowak in the designated time.
Leadership is meant to be effective even wheresitiiation seems harsh so as to
drive organizational intentions towards goal achmeent. Research findings by
Kasule (2007) on the effect of leadership stylesemther productivity in private
secondary schools in the Wakiso district indicuiat tautocratic leaders usually
emphasize ‘authority’ as a means of having the wddke. Head teachers
generally emphasize it, since it reaps results geligkly, as subordinates work

under pressure to meet deadlines. Other studi&drgy (1993), however, noted
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that head teachers, who use authority to get thdagse, are too strict in the
formality by which things are done. This hinderadeer creativity especially in
instances where creativity and planning are imperaio anchor the academic

program in schools.

2.2.2 Demaocratic leadership style and employeesljsatisfaction
Decentralization of authority, participatory plangiand mutual communication
are some of the main features of democratic lehgerslowever, as Oyetunyi
(2006) points out, the major point of focus is @hgr the manager shares
decision-making with the subordinates. Even tholbegfshe invites contributions
from the subordinates before making a decisiorsheeretains the final authority
to make decisions (consultative). The manager nisy seek discussion and
agreement with teachers over an issue before aidecis taken (consensus).
He/she may allow the subordinates to take a votamissue before a decision is
taken (democratic). He/she coaches subordinatesnagdtiates their demands
(Dubrin, 1998:109-110). This type of leadershipimved as an important aspect
of empowerment, teamwork and collaboration. It besn observed that a school
is more effective when those who are affected leyaitganization’s decisions are
fully involved in the decision-making process. Goed it is, the concern
expressed by Dubrin (1998:110-111) is that thei@pdtive style of leadership

wastes time due to endless meetings and may leawrtfusion and lack of
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direction. By implication, it is not appropriaterfase in times of crisis when the
situation demands on-the-spot decision (Oyeturgis2.

However, unlike the laissez-faire style, the leaaiopting this style maintains the
final decision making authority. Using this styteriot a sign of weakness; rather
it is a sign of strength that one respects the eyags’ ways of doing things.

Using this style is of mutual benefit as it allostaff to become part of the team

and allows one to make better decisions.

David & Gamage (2007) argues that effective dentacead participatory school
administration; leadership and management affectrikst levels of stakeholders.
David’'s (2007) study focuses on a survey of theaiteness of democratic and
participatory school administration and managenreine school division in the
Philippines. Indicators of participatory school adistration, leadership and
management effectiveness, according to David’s ystumbrrelated with the
stakeholders’ level of trust. The study suggested school leaders wishing to
enhance the levels of trust among the stakeholdertheir schools should
consider these indicators, pertaining to the padtory or democratic leadership
approach, in carrying out their leadership dutiesl aesponsibilities. The
implication of this study is that just like in thehilippines; school heads in
Uganda who favor the use of the democratic styleeadership, attach the same

level of trust to their stakeholders in the manageimof schools. They engage
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subordinates, parents, students and the communityhé decision making
process. As pointed out by Kouznes and Posner §2808Bool heads know that
no one does his/her best when feeling weak, inctenper alienated; they know

that those who are expected to produce the raswits feel a sense of ownership

Savery (1994) found that democratic leadershipestglated positively to
employees’ job satisfaction and commitment in fatlerganisations in Western
Australian, while in contrast, Rad and Yarmohamrmad{2006) found no
relationship between leadership behaviours and @mapl job satisfaction in
Isfahan University Hospitals in Iran, where a papttive leadership style was
prevalent. Morris (2003) in Spector (1997), s @afriout a study on Local
authorities employees in Britain and found out thaployees were likely to be
satisfied by their ability to harness and inpubimtork planning, opportunity to
show initiative, ability to have a say in managebdgcisions, a feeling that their
local authority kept them well informed and thatyachange was well

communicated to them on time.

According to Morris (2003), the drives of staff nwation are about valuing
people, communicating goals clearly, setting cleamtext to work, listening to
staff and actively managing performance. Employaes more satisfied when
they feel they are rewarded fairly for the workytlt®. According to George and

Jones (1999), pay is a salary or wage or moneyngigesomeone for regular
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work. Herzberg (1959) and Maslow (1959) seem tce@gon the issue that
remuneration is significant as hygiene factor amtess the same is satisfied,
motivators are of little use. Herzberg (1959) fdlat many firms did not even
satisfy the hygiene factor and therefore they hawe been able to attain job
satisfaction level. A study conducted by Speci®9{) found a mean correlation
coefficient of only 0.17 between level of pay aradigaction in three samples
representing a heterogeneous collection of jobss Tdw correlation may have
suggested that pay in itself is not a very straagdr in job satisfaction. Morris

(2003) argues that money does not buy happinessaititer does it buy good
performance. He continues to argue that moneyHosd earning lower wages
may be considered to be more important than fosdhearning higher pay.
However, the employer has a responsibility to ab&si employees

responsibilities, the effort they have put forthe twork they have done well and

demand of their job and ensure they are fairly reee.

Although pay is not an important issue, fairnesgpay can be very important.
Most employees are not actually concerned withfalsethat people in other jobs
make more than they do. They are concerned thailgeo the same job earn
more. In a homogenous sample, people are likelyotopare themselves to one
another and be dissatisfied if their salary is Iowean others in the same job

(Spector 1997). Hence management needs to desigmesation system so that
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desirable performance is rewarded and the reldtiprisetween performance and

reward is clear.

Patricia (2002) studied democratic and how it eglato job satisfaction. The
participants of the study were engineers and teehnsupport staff at an
aerospace company. This study used the Multifaceadership Questionnaire
(MLQ) and Job Describe Index (JDI) to measure tmatisnal and

transformational leadership and job satisfactiome Tstudy concluded that
transactional leadership was not positively relatedob satisfaction but that

transformational leadership was.

2.2.3 Laissez-faire leadership style and employegsb satisfaction

Laissez-faire leadership is a passive kind of leddp style. The manager
delegates almost all authority and control to sdimates. There is no person of
authority in the organization. The manager leads d¢ihganization indirectly,
he/she does not make decisions; rather he/shesabydpopular decisions. There
is no setting of goals and objectives by the managgsks are done the way the
manager thinks it should be done, but he/she getdvied on request and this
may lead to the digression from broad organizatigadicy. Thus, this style of
leadership may be effective with well-motivated aexiperienced employees
(Dubrin, 1998:111), but could lead to failure whembordinates are deceptive,

unreliable and untrustworthy.
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It represents a non-transactional kind of leaderstyle in which necessary
decisions are not made, actions are delayed, Igaigeresponsibilities ignored,
and authority unused. A leader displaying this fafrmon-leadership is perceived
as not caring at all about others’ issues. In dysaxamining the effectiveness of
laissez-faire and the degree of employee satisfastith the leadership style in
the public banking sector, Sivanathan (2002) fothat laissez-faire leaderships
were highly and positively correlated with extrafoef effectiveness and

satisfaction. Contingent rewards were also pogitivelated to the outcome
measures but less than to the transformationale seatings. However,

Management by exception (Active and Passive) angska Faire were strongly

and negatively correlated with the outcome.

Furthermore, Erkutlu and Chafra (2006) found tlaaddez-faire leadership style
in a boutique hotel led to negative results in argaional performance such as
low satisfaction, high stress, and low commitmeptdilowers. The importance

of leadership was first researched in the 1920 wiudies using surveys
reporting that favourable attitudes toward sup@mielped to achieve employee
job satisfaction (Bass, 1997). Several studies weralucted during the 1950s
and 1960s to investigate how managers could usselaifaire to increase
employees’ level of job satisfaction (Northouse020 These studies confirmed
the significance of leadership in making differemicen employees’ job

satisfaction. Furthermore, Yousef (2000) showed kadership behaviour was
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positively related to job satisfaction and therefenanagers needed to adopt
appropriate leadership behaviour in order to impribvLeadership style affects a
range of factors such as job satisfaction, perfoceaturnover intention, and

stress (Chen and Silverthorne, 2005) and so caoérito organisational success

(Rad and Yarmohammadian, 2006).

Karugu (1980) conducted a study of the relationshgiween laissez fair
leadership style and job satisfaction by teacherdioators. The sample was 78
vocational education administrators in Michigan Iputschools in 1974-1975.
This study used the Leader Behavior Descriptionsfoenaire (LBDQ) and the
Job Satisfaction Questionnaire (JSQ) to determieelink between leadership
roles and job satisfaction. The study found a S$icamtly negative attitude
between the style and job satisfaction. There weye-significant leadership

perceptions of vocational education administrasord teacher-coordinators.

2.3 Summary of literature review

The literature review presented in this chapter frasented a number of studies
on job satisfaction. For example Karugu (1980)ll KE999), Ngalyuka (1985);
Okemwa (2004); and Ngumi (2003) concurs that te@claee stay in the job
because of physical social economic and securityedsions associated with
conditions of work were satisfactory. The studiesravhowever conducted in

other high potential agricultural areas. The curretudy will however be
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conducted in arid area Mandera which is very dgifierfrom where these studies
were conducted. Mutie (1993) has found that teaclaee only marginally
satisfied with their job which agrees with Mwang005) who found that tutors in
KTTC were not satisfied with their jobs. Mutie (1¥%%as shown how young
teachers have a high level of job satisfaction tblter teachers while Ngumi
(2003) concurred with Karugu. These studies wenmgieth out in other areas
hence the need to for the current study. The stualy however conducted in a
teachers training college among tutors. These esudiere carried out in other
areas hence the need to for the current study.siutkes did not however focus
on leadership styles and their influence on joisfattion hence the current study
will fill in that gap. Okemwa (2004) has establiditbat majority of the teachers
Borabu Division of Kisii County, were moderatelytisaed with their job, and
that teachers’ age, teaching-subject-orientationy teaching experience each
significantly and uniquely determined job satisi@attamong teachers. The study
concentrated on demographic variables and not adelship styles hence the
current study will establish how leadership stytékience teachers’ levels of job

satisfaction.

2.4 Theoretical framework
The study was guided by Herzberg two factor théyryFrederickHerzberg (cited
in Okumbe 2007). The theory states that job satisfa and job dissatisfaction

are caused by different and independent sets ¢driacthe motivators and the
28



hygiene factors. Herzberg found that the factorgsicey job satisfaction (and
presumably motivation) were different from thosesiag job dissatisfaction. He
developed the motivation-hygiene theory to expliiese results. He called the
satisfiers motivators and the dissatisfiers hygienfactors, using the term

"hygiene" in the sense that they are considerechter@nce factors that are
necessary to avoid dissatisfaction but that by #edwes do not provide

satisfaction.

Herzberg analyzed and classified the job contestbfa or satisfying experiences
as follows; satisfiers which are Achievement, rewtgn, Work itself,
Responsibility, -Advancement and growth. AccordingHerzberg, these factors
stand out as strong determinants of job satisfactith three of them, a sense of
performing interesting and important work (workeif}, job responsibility and
advancement being the most important relative ttasting attitude change.
Achievement more so than recognition, was freqyeagkociated with such long-
range factors as responsibility and the naturehef work itself. Hertzberg’'s
theory is related to this study in that just asaiy organisation, teachers’ job
satisfaction will be determined by various factersich include head teachers
leadership style. Different leadership styles usgdhe head teachers will elicit

different levels of job satisfaction among the tess.
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2.5 Conceptual framework
The conceptual framework for this study is presgmefigure 2.1

Figure 2. 1 Conceptual framework
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leadership style

Administration Job satisfaction
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Autocratic o — process
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LaisseZaire

leadership style

The conceptual framework shows the relationshipweeh head teachers
leadership styles and teachers job satisfactiore Tamework shows that
different leadership styles will have different exfts on the teachers’ job
satisfaction. The leadership styles are in playmhe teachers manages teachers

welfare which either leads to high or low teachebssatisfaction.
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CHAPTER THREE
RESEARCH METHODOLOGY
3.1 Introduction
This chapter covers: research design, target ptpojasampling size, sampling
procedure, research instruments, validity of theeaech instrument, reliability of the

research instrument, data collection proceduresiatalanalysis techniques.

3.2 Research design

According to Ngechu (2001), a research designpkia showing how problems under
investigation are solved. The study adopted detbegisurvey design. The design is
chosen because through it, the researcher wilbleta collect and analyze data as it
exists in the field without manipulating any vated The researcher was able to
collect data in order to answer questions concgrttie current status of the subjects
of the study and assess attitudes and opinion abaarits, individuals or procedures

(Gay, 1993).

3.3 Target population

Orodho (2004) defines population as all the itempeople under consideration. For
this study, the target population consisted ofth# teachers in all the 26 public
secondary schools in the County (Mandera Countyc&iiln Officer, 2012). The

choice of teachers was based on the fact that d&nables under investigation are
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particular to them and no other party could provitie information. The study

comprised a target population of 26 head teachet<80 teachers.

3.4 Sample size and sampling procedure

Wiersma (1995) describes a sample as a small pigulaf the target population
selected systematically from the study. Samplingefshed by Orodho (2004) is
the process of selecting a subset of cases in tod#raw conclusions about the
entire set. Sampling is important because one eam Isomething about a large
group by studying a few of its members thus savimg and money. To sample
the head teachers and the teachers, the reseasdteAccording to Mugenda and
Mugenda (1999) 10 and 30% of the universe is segp@esentative and can be
generalized to the population. The researcher heimesed the higher limit. The
sample was therefore 8 head teachers and 87 teacBelecting of teachers from
each school involved simple random sampling. Imgddahis, the researcher wrote
down all the names of the schools in pieces of papé randomly select 8 whose
heads were involved in the study. To sample thehters, the number of teachers
was divided by the number of schools which yielte8chers in a school and |
some cases four. The total sample was thereforéObbead teachers and 87

teachers.
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3.5 Research instruments

The main tool for data collection was structurecesjionnaire. Questions A
guestionnaire is a research instrument that gattlata over a large sample
(Kombo & Tromp, 2006). Questionnaires were usedjdther information and

data from the respondents (teachers) from varieh®ds. Questionnaires are
ideal for survey study (Mugenda & Mugenda 1999) amd widely used in

education to obtain information about current ctinds and practices and to
make enquiries about attitudes and opinions quiekig in precise form. The
study used questionnaires on the teachers. Eactiguaaire had two parts. Part
one dealt with demographic information of the rexpents while Part 2 dealt with

items on leadership styles and job satisfaction.

3.6 Validity of the instruments

Validity means ascertaining the accuracy of therimsents by establishing
whether the instruments focus on the informatiogytlare intended to collect.
Through piloting, the instruments were pre-testedrder to allow the researcher
to improve their validity as well as familiarize thvi data collection process.
Content validity used to check the representatibth® research questions in the
guestionnaires. The items in the likert type founadequate was discarded or
modified. Secondly the researcher sought assistaooethe supervisor in order
to help improve content validity of the instrumemte supervisors suggested

corrections on some of the items which the researohplemented.
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3.7 Reliability of the instruments

Mugenda and Mugenda (1999) define reliability asxe@asure of the degree to
which a research instrument yields consistent tesul data after repeated tests
when administered a number of times. To enhance rét@bility of the
instrument, a pilot study was conducted. The rebearused test re test method
where the instruments were administered to theoresgmts, the researcher
analysed the results and later after two weeks itistruments were re-
administered. The aim of pre-testing was used tmgdhe clarity and relevance
of the instrument items so that those items founbe inadequate for measuring
variables were either be discarded or modified prove the quality of the
research instruments. This ensured that the insintroaptures all the required

data. Pearson’s product moment correlation coefitdormula was used.

o NZXY - (ZX)(Zy)
JINZ(%)? = (D)][NZ(y)? - (Zy)?

According to Mugenda and Mugenda (1999) a coefiic@ 0.70 or more show
that there is high reliability of data. The studglgted a correlation coefficient of

0.712 and hence were deemed reliable.

3.8 Data collection procedures
The researcher sought a research permit from thioridd Council for Science

and Technology and Innovation (NACOSTI). The recear then proceed to
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report to the County Director of Education Mandeoainty and thereafter write
letters to the head teachers to be allowed to dcstiidy. The researcher visited
the selected schools, create rapport with the refgrds and explain the purpose
of the study and then administer the questionntordéhe respondents. The
respondents were assured that strict confidentialiould be maintained in
dealing with the identities. The completed questares were collected once

they have been filled.

3.9 Data analysis techniques

All of the data were entered into and analyzed hwy $tatistical Package for the
Social Science (SPSS) for Windows, version 12.@brRo statistical analyses, data
cleaning and handling of missing values were peréat. Frequency distributions of
all the variables were checked for outliers, migsilata, and typing errors. Normal
distributions of the dependent and independentalbes were assesseBearson
Product Moment Correlation Coefficient was usediétermine the relationships
between head teachers leadership styles (autqalatitocratic and Laissez faire)

and teachers job satisfaction.
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CHAPTER FOUR

DATA ANALYSIS, INTERPRETATION AND DISCUSSION

4.1 Introduction

Presented in this chapter are the findings of tta dnalysis of the study together
with their interpretations. All of the data presahin this chapter were processed
using Statistical Package for Social Sciences ($PH% analysis of data was
presented in both narrative and tabular forms. tAimes discussing the same

research questions were presented and analyzetti¢oge

4.2 Questionnaire return rate

Questionnaire return is the proportion of the goesiaires returned after they
have been issued to the respondents. The followaide 4.1 shows the

guestionnaire return rates.

Questionnaire return rate

Category of Questionnaire Questionnaire Percentage
respondent issued Returned return rate
Headteachers 8 8 80%
Teachers 87 84 96.5
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In this study out of 10 head teachers and 87 tead@ampled, 8 head teachers and
84 teachers returned the questionnaires. This W&s &d 96.5% respectively.
These return rates were therefore deemed as adefprathe study. This is
according to Baruch(1999), who states that a response rate of ab®% B

adequate for social sciences studies.

Demographic data of the head teachers

The demographic data of the head teachers wered baseheir age, gender,
academic/professional qualification, teaching edgmere and category of their
schools. The data is presented in the followindieecTo establish the gender of
the head teachers they were asked to indicate ahee.sTheir responses are

presented in Table 4.1.

Table 4. 1Gender distribution of the head teachers

Gender F %

Female 1 12.5
Male 7 87.5
Total 8 100.0

Table 4.1 on the gender of the head teachers shivatdnajority of the head
teachers were male which implies that most of tteasls are headed by male
head teachers. The data implies that there is gefigigarity in the leadership of

schools in the County. This could be attributedhi® cultural factors that hinder
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women education and therefore their leadershiglhosl will be minimal. Data

on the age of the head teachers is presented ie F&b

Table 4. 2 Age distribution of the head teachers

Age F %

31 - 35 years 1 12.5
36 - 40 years 2 25.0
41 - 45 years 3 37.4
46 - 50 years 2 25.0
Total 8 100.0

Data on the gender of the head teachers as prdsenfEable 4.2 showed that

majority of the head teachers were above 41 yd&rsse findings show that the

head teachers were relatively elderly and hence h@zase had experience in

school leadership. Asked to indicate their profassi qualification, the

respondents in the study indicated as shown ineT4l3.

Table 4. 3 Professional qualification of the headetachers

Professional qualification F %

B.A with PGDE 1 12.5
B.Ed 4 50.0
M.Ed 3 37.5
Total 8 100.0
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Table 4.3 showed that half the number of the headhers had a bachelors in
education with a few more with master of educatiegree. The data shows that
majority of the head teachers had higher professigualifications which enables

them provide valid information on how leadershiplest influences teachers job

satisfaction.

The head teachers were also asked to indicate ékparience in teaching. Data

on the head teacher experience as a teacher isighoWable 4.4

Table 4. 4: Head teachers’ teaching experience iregrs

Years F %

2-5 years 1 12.5
11 - 15 years 2 25.0
16-20 years 2 25.0
20 years and above 3 37.5
Total 8 100.0

Data shows that more than half the number of headhers had a teaching
experience of more than eleven years with somén@mthaving more that 20
years of teaching. The data shows that they had lpethe teaching experience
for a considerable number of years and hence aofdnew different leadership
styles would affect teachers job satisfaction. fdszarcher was also interested in
establishing the head teachers distribution by slctategory. Table 4.5 tabulates

the category of schools.
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Table 4.5: Head teachers’ distribution by school dagory

School category F %

County mixed day 2 25.0
Provincial boys’ boarding 4 50.0
Provincial girls’ boarding 2 25.0
Total 8 100.0

Data shows that the head teachers were from diféerschool categories. This
implies that opinions on how leadership stylesueficed job satisfaction were

balanced from the many categories of schools.

4.3 Demographic data of the teachers

The demographic data of the teachers were basedhein age, gender,
academic/professional qualification, duration ine thcurrent school and
responsibility of teacher in the schools. The datpresented in the following
section. To establish the gender of the teacha&g wWere asked to indicate the
same. Their responses Data showed that there were males than females
teachers as showed by 66 (78.6%) versus 18 (21ré%pectively. The data
confirms that of the head teachers there is gedidparity in the leadership and in
the teaching profession. This is attributed to ¢hkure of the area with focuses
on the education of boys. The teachers were fuidkked to indicate their age.

The data is presented in Table 4.6.
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Table 4. 6: Distribution of the teachers accordindo age

Age F %
Below 25 years 8 9.5
25 - 36 years 67 78.9
36 - 45 years 8 9.5
Over 45 years 1 1.2
Total 84 100.0

Data shows that majority of the teachers were batw@s and 36years. The data
shows that there was both relatively old and yotgaghers in the schools. This
implies that there is a balanced response on jibieisatisfaction form young and
old teachers. The teachers were asked to indibaterofessional qualification,

they responded as Table 4.7

Table 4. 7: Teachers’ academic/professional qualdations

Academic/professional qualification F %
Primary teacher 1 (P1) 6 7.1
Approved Teacher (ATS) 1 1.2
Diploma teacher 20 23.8
Bachelor of Education 56 66.7
Masters 1 1.2
Total 84 100.0
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Table 4.7 shows that over half of the teachers dttained qualifications above
the minimum of P1 certificate. The data shows thajority of the teachers have
advanced professionally which gives them more aatleb understanding of
issues in school management and hence are ablepiaire how different

leadership styles influence teachers job satigfactiwhen asked to indicate the

duration they had been in their present schooy, tesponded as Table 4.8.

Table 4. 8: Duration of teachers in present schools

Duration F %

Less than 2 years 21 25.0
3-5 years 22 26.2
6-10 years 22 26.2
Over 10 years 19 22.6
Total 84 100.0

Data shows that more than half the number of teadhad been in the school for
more than six years. This gives then adequate torigave formed opinion on
how the leadership styles of their teachers. Teathesponsibility is tabulated in

Table 4.9.
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Table 4.9: Teachers’ responsibilities

Responsibility

F %
Class teacher 54 64.3
Games teacher 4 4.8
Senior teacher 16 19.0
Deputy teacher 10 11.9
Total 84 100.0

Table 4.9 shows that majority of teachers weresclaachers. Teachers with

responsibilities in the school interact more witleit school heads. This has an

implication on their job satisfaction.

4.4 Head teachers’ perception of their leadershipt@es

To establish the head teachers perception of thattership styles, mean scores

and standard deviations were used. In doing tHidhal items focusing on a

particular leadership styles were categorised tmyeand analysed. Table 4.10

presents data on head teachers perceptions ofehadership styles.
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Table 4. 10 Head teachers’ perceptions of themsebsas autocratic leaders

Statements depicting autocratic leadership styles N mean sd
| am friendly and easy to dialogue with 8 1.75 .886
| am a good listener to your group despite holdi
J Y 9ot P 9 1.75 1.165
divergent opinion with them in discussion
| show understanding of staff viewpoints thoughdimog 8
) _ _ g- P J 2.00 .756
divergent view point with them
| patiently encourage staff to frankly expressyfuliew 8
p- Y J yerp ¥ 1.75 1.165
points
| express confidence in staff members regardle8s
. . . 2.38 1.506
disagreeing with them
| use ‘we’ or ‘our’ and not ‘I' head teacher or ‘my. 8
2.13 1.246
school, staff.....
| readily accepts even unwarranted blame for failor 8
) _ 1.25 463
mistake in the school
| pay no attention to individual’s interests initheork 8
263 1.598
place
I do not supervise teachers in their teaching/iegrn 8
_ 10.75 17.895
assignments
I enhance indiscipline owing to non provision 08
_ _ 400 1.414
structure to staff in doing work
Average 8 3.04 2.8094

From Table 4.10 it can be observed that the statemmef head teachers’
perceptions on autocratic leadership style had ann@ 3.04 and a standard
deviation of 2.80. Taking into consideration thatadstrongly agree in the likert

items represented a mean of 1 and strongly disagases it can be deduced that

44



head teachers were undecided on whether they wéseratic. The score of 3.04
tended towards disagree hence the head teacheagrabd that they were
autocratic in their leadership styles. The findirapuld imply the head teachers
would not have agreed that they were autocraticesthis kind of leadership is
perceived as treating human beings as inhuman.h&ae teachers were also
poses with items that sought to establish theiniops on whether they were
democratic in their leadership styles. Table 4.t&sents the head teachers

perceptions of their leadership styles.

Table 4. 11 Head teachers’ perception of themselvas democratic leaders

Democratic leadership styles N mean sd

| expect the very best from staff 8 1.38 744
| expect high quality work from self 8 200 1.604
I have high opinion of what staff do 8 150 .535
| give encouragement to members of staff to iretiaew 8

and creative ideas to benefit school and the restadf 1.75 707
members

| treat everybody consistently 8 250 1.195
I am impatrtial to all members of staff 8 1.63 916
| initiate, direct goals for the staff 8 1.88 991
| suppress new ideas from members of staff 8 4.50.0691

| give room to group members to present their voewts 8

before stating my stand 213 1458
My contr|but|ons in the staff serve as basis fgygastions 8 95 1753
or questions

Average 8 2152 1.0972
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Table 4.11 on head teachers perceptions of thatekship styles indicated that
head teachers agreed that they were democratis. i3ased on the fact that
these items had a mean of 2.15 which accordinghto ltiker type item

represented agree. The data implies that headeesaalould perceive themselves

as democratic since this leadership style is peedeas the best.

The head teachers were further posed with itentssthaght to establish the head
teachers perceptions on whether they were Laissez ifi their leadership style.

The data is presented in Table 4.12.

Table 4. 12 Head teachers’ perception of themselvas laissez fair leaders

Laissez faire leadership style N mean sd
I am a rlsk_ taker (try new adventurous ideas ididga 8 205 1488
with situations)
| accept | can err like any other staff member 8 252. 1.282
I wglcome staff to question matters related to etha8 163 244
affairs
I'm patient with progress being made by the staffards 8 213 1246
goal attainment
| allow the staff members to take centre stage &

. L : : ; 1.88 1.126
discussion in staff meetings and informal meetings
| insist that staff members work through divergpaint 8 238 3503

of views with non suppression of them
| give opportunity to any staff member to make eisien 8  1.50 .756
| am less concerned about group performance towagls

attainment of school goals 325 1581
I govern the group through non intervention in wtrety 8 413 1.246
are doing
| avoid at all costs interfering with group’s work 8 388 1.642
I have no belief in self and others attaining dwali 8
: 400 1.414

performance towards attainment of school goals.
| pass the buck on others for failure or mistal@siéw 8

. . 425 1.488
performance in school or stalled projects
Average 8 2794 1.454
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Data presented in Table 4.12 shows that head teattael disagreed to some
extent that they were Laissez faire in nature. Thishown by the mean score of
2.79 which was tending towards 3 which is disagrelead teachers as
administrators would not want to be associated waitleadership style that lets
people do what they want. In summary it can be leoled that the head teachers

perceived themselves as democratic in their lehgers

4.5 Teachers’ perceptions of their head teacherseadership styles

The study also sought to establish the teachersep&on on the leadership styles
of their head teachers. The teachers were askeulicate how they perceived
their head teachers as being autocratic in thattdeship. The data is presented in

table 4.13.

Table 4. 13 Teachers’ perceptions of the leadershgtyle of their head
teachers

Statement on autocratic leadership style N mean sd
Governs the group through non intervention in what 84
_ 2.88 1.357
they are doing
Suppresses new ideas from members of staff 84 21688
Has no belief in self and others attaining quali§4
_ 280 1471
performance towards attainment of school goals.
Gives room to group members to present their vied4d
) ] 290 1.394
points before stating my stand
Allows staff contributions/suggestions and furthed4
_ 250 1410
questions
Average 84 2.768 1.444
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Data on the teachers’ perception of their headcheat|eadership style presented

in Table 4.13 revealed a mean of 2.7 which ind#tat teachers did not view

their head teachers as being autocratic. Tablesha®s teachers perception of

their head teachers as being democratic in thagdeship style.

Table 4. 14 Teachers’ perceptions of the leadershgtyle of their head
teachers

Statement on teachers; perception of democratic

leadership style

Is friendly and easy to dialogue with 84 2.39
Is a good listener to the group 84 242
Is shows understanding of teachers viewpoints ghou4 251
holding divergent view point with them

Is patient and encourages staff to frankly andesspfully 84 250
view points

Expresses confidence in staff members regardiéb -
disagreeing with them

Genuinely shares information with staff members 82.52
Encourages the members of staff to openly express t84

feelings

Gives encouragement to members of staff to initrsdey 84

and creative ideas to benefit school and the réstadf 2.90
members

Treats everybody consistently 84 2.77
Accepts that s/he can err like any other staff memb 84 257

Welcomes staff to question matters related to dchitairs 84 2.44
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Statement on teachers; perception of democratic
leadership style
Is patience with progress being made by the stafftds 84

_ 2.74 1514
goal attainment
Allows the staff members to take centre stage sculision 84
) _ ) ) 2.40 1.449
in staff meetings and informal meetings
Insists that staff members work through divergawint of 84
_ ) ) 256 1.476
views with non suppression of them
Uses ‘we’ or ‘our’ and not ‘I' head teacher or ‘my. 84
2.57 1.329
school, staff.....
is partial to all members of staff 84 2.61 1.465
Acknowledge all members’ efforts towards attainment 84
_ 2.43 1.356
school affairs
Readily accepts even unwarranted blame for failore 84
2.62 1.352
mistake in the school
Allows staff to reach at a decision as a collectiv®le 84 274 1584
Initiate, direct goals for the staff 84 275 1.370

Gives opportunity any staff member to make a denisi 84 226 1.336

Pays no attention to individual’s interests in theiork 84

265 1.401
place
Is less concerned about group performance towaBis
_ 271 1.402
attainment of school goals
Is unconcerned with the staff welfare 84 255 1451
Average 84 2575 1.397
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Data on teachers’ perception of their head tead®iseing democratic indicated
a mean of 2.57 which according to the likert iteepresents an undecided.

Teachers therefore viewed their head teachers democratic.

Table 4.15 shows the responses of teachers aseth@vttheir head teachers

possessed Laissez faire leadership style.

Table 4. 15 Teachers’ perceptions of their head tehers’ leadership style

Teachers perception of head teachers Laissez faire

leadership style

Expects the very best from staff 84 238 1.413
Expect high quality work from self 84 236 1.332
Has high opinion over what staff does 84 293 1.360
Is a risk taker (try new adventurous ideas in deali 84

288 1.435
with situations)
Does not supervise teachers in their teachingfiegrn84

279 1.545

assignments
Avoids at all costs interfering with group’s work 48 2.48 1.468
Blames failure or mistakes for low performance on 84

2.88 1594
staff

Average 84 2.671 1.449
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Data indicated that teachers agreed with their heachers had the Laissez faire
leadership style as shown by a mean of 2.67 and af sl.44. In summary,

teachers viewed their head teachers as possehsiggmocratic leadership style.

The study also sought to establish the teachersl lel job satisfaction. In
establishing the levels, the researcher calculditednean and sd on items in the
guestionnaire. The following section presents dahers level of satisfaction of
different areas of their jobs. Table 4.16 Showsliess’ level of satisfaction on

working conditions in the schools.

Table 4. 16 Teachers’ level of satisfaction with wking conditions in their
schools

Statement on working conditions n mean sd

Amount of teaching load allocated to you per week 84 251 1.217
Availability of staff houses provided to you byeth84

3.10 1.402
school
Special services provided to you such as free lunch
) 84 2.99 1.237
and tea provided to you by the school
Extent to which you are provided with teaching
4 2.95 1.379

materials and equipment
The pupil-teacher ratio in classrooms in the school 84 2.76 1.445

Availability of transport facilities provided to woby 84

2.76 1.494
the school
The spelling out of your job description by the thea
P J y : P y 84 2.49 1.340
teacher
Average 84 2.794 1.359
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Data presented in Table 4.16 shows that on avdesghers were not satisfied
with the working conditions in the school. Thissisown by an average mean of
2.8 and an average sd of 1.3. The researcher @aghsto establish how teachers
were satisfied with pay and promotion in the sch@ata is presented in Table

4.17.

Table 4. 17 Teachers’ satisfaction with pay and prootion

Pay and promotion n Mean sd

Salary 84 2.80 1.421
Opportunities for Promotion 84 2.69 1.380
Benefits (Health insurance, life insurance, etc.) 4 8 2.89 1371
Job Security 84 2.45 1.357
Recognition for work accomplished 84 2.51 1.468
Average 84 2.668 1.399

Data presented in Table 4.17 revealed that teaghenes not satisfied with pay
and promotion as indicated by a mean of 2.6 ardicd $.3. The researcher also
sought to establish the level of teachers’ satigfaavith work relations. The data

is presented in Table 4.18.
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Table 4. 18 Teachers’ level of satisfaction with wh relations

Work Relationships n mean sd

Relationships with other teachers 842.86  1.363
Relationship(s) with the head teachers 82.69  1.353
Relationships with other subordinates 84.76 1.402
Average 84 2.77 1.372

Data presented in table 4.18 Shows that teachers ma satisfied with work

relations as indicated by a mean of 2.8 and a stl3fThe teachers were also
asked to indicate how they were satisfied with gehat sought to establish their
levels of satisfaction with use of skills and ah@k. The data is presented in Table

4.19.

Table 4. 19 Teachers’ level of satisfaction with @sof skills and abilities

Use of skills and abilities n mean sd

Opportunity to utilize your skills and talents 842.73 1.409
Opportunity to learn new skills 84 269 1.353
Support for additional training and education 82.67 1.400

The extent to which teachers in your school g
recommended for further education and training

The information availed to you by the head teaccher84 237  1.210
available training opportunities ' '
The willingness of the head teacher to assist YO
acquire study leave

The encouragement and assistance you receive from
your head teacher to participate in in-service sesir84 2.60 1.327
and seminars related to your job.

244 1434

276 1411

Average 84 2.60 1.363
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Data on teachers level of satisfaction with recbgniaspect is presented in Table

4.20.

Table 4. 20 Teachers’ level of satisfaction with mgnition aspect of their job.

Recognition

The way your job performance is acknowledged in the

84 2.65 1.358
school
The way your views are taken by the head teacher 4 8263 1421
Your involvement in decision making on matters aiaihg

84 2.73 1.365
the school and teachers.
Your involvement in choosing the kind of incentivies be

84 2.24 1411
given in the school
Average 84 256 1.38

Data presented in table 4.20 shows that teachere watisfied with the

recognition aspect of their job as indicated by @amof 2.5 and an sd of 1.3.

Teachers overall level of satisfaction with all tepects of school is presented in

Table 4.21.
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Table 4. 21 Overall teachers’ level of satisfaction

Aspect N mean SD
Working conditions 84 2.79 1.35
Pay and promotion 84 2.66 1.39
Work Relationships 84 2.77 1.37
Use of skills and abilities 84 2.60 1.36
Recognition 84 2.56 1.38
Average 84 2.67 1.37

Data on the overall level of satisfaction accordimgable 4.21 was 2.67 and a sd

of 1.37.

4.6 Influence of autocratic leadership style on tedners’ job satisfaction

The research objective one sought to establish inflaence of autocratic

leadership style on teachers’ levels of job satigfa. The autocratic style of
leadership refers to a situation whereby a leas&nes close instructions to his
subordinates and makes most of the decisions by(EBmenne, 2003). It was

necessary to ascertain the levels at which theceatto leadership style singularly

influences teachers job satisfaction secondarydsho Mandera County. The
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data was analyzed by means of a computer progrdf®3p and the Pearson
Product Moment Correlation Coefficient was usedatmlyze the relationship
between autocratic leadership and school performaiable 4.22 shows the
correlation coefficient results from the PearsomdBct Moment Correlation

Coefficient.

Table 4.22 Correlations of autocratic leadership vth teachers’ job

satisfaction
Job Autocratic
satisfaction leadership
Pearson Correlation  Autocratic 1.000 -0.65
leadership -0.65 1.000
Sig (1-tailed) Job satisfaction 1.000
-0.65
N 84 84

Table 4.22 indicates the Pearson Product Momente@dion Coefficient results
for the relationship between the autocratic leddprstyle and student school
performance from the teachers’ questionnaire. Frioenanalysis it is clear that
autocratic head teachers negatively influence $H0t@achers job satisfaction

because they adopt harsh leadership styles whiehwately detested by the
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teachers and students alike. This implies thainbes autocratic styles are used,

the poorer the school performance.

The above findings agree with Oyetunyi (2006) wbanid the major point of
focus in autocratic leadership style is sharingg thanager shares decision-
making with the subordinates. Dubrin (1998) dessithe autocratic leadership
style as a style where the manager retains mosiaiyt for him/herself and
makes decisions with a view to ensuring that thf shplements it. He/she is not
bothered about attitudes of the staff towards aisget He/she is rather
concerned about getting the task done. He/shetlelstaff what to do and how to
do it, asserts him/herself and serves as an exdmplbe staff. Research findings
by Kasule (2007) on the effect of leadership stydesteacher productivity in
private secondary schools in the Wakiso districlidate that autocratic leaders
usually emphasize ‘authority’ as a means of hattiegwork done. Head teachers
generally emphasize it, since it reaps results geligkly, as subordinates work
under pressure to meet deadlines. Other studi&drgy (1993), however, noted
that head teachers, who use authority to get thdagse, are too strict in the
formality by which things are done. This hinderadm®er creativity especially in
instances where creativity and planning are imperab anchor the academic

program in schools.
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4.7 Influence of democratic leadership style on tehers’ job satisfaction

The research objective sought to influence of deatac leadership style on

teachers’ job satisfaction, the analyses were pedd using the Pearson
Correlation Coefficient. The scores obtained on thdependent variable

(democratic leadership style) were correlated withpredicted variable teachers’
job satisfaction. The coefficient of determination the relationship was

established. In subsequent steps, data was calleat¢éhe dependent variable job
satisfaction and then correlated with that of th@ependent variable democratic

leadership style. Table 4.23 presents the data

Table 4.23 Correlations for democratic leadershiptyle with job satisfaction

as indicated by head teachers’ responses

Job Democratic

satisfaction leadership

Pearson Correlation Democratic 1.000 0.48
leadership 0.48 1.000
Sig (1-tailed) Job satisfaction 1.000
0.48
N 84 84

58



From the results obtained on a 1-tailed test ohiB@ance and 3 degrees of
freedom, it was observed that there is a positivelemate (0.48) relationship
between the democratic leadership style and jdbfaetion in secondary schools
in Mandera count. Table 4.25 below shows the catial results as indicated by
head teachers. Most school head teachers use thecdsic leadership style
compared to other leadership styles. Schools ampaosed of intelligent people

whose ideas are quite crucial in the day-to-dayaipm of the same schools.

Head teachers contend that democracy is the baderehip strategy for school
environments. With the democratic leadership styliecisions are made
democratically by the group, encouraged and assistehe leader. Decisions on
various activities in the organizations are maderafommunication, consultation
and discussions with the various members of tharorgtions. In the democratic
style of leadership, the leader also delegates swintes responsibilities to his
subordinates, providing them with the opportunity participate in the

organizational decision-making after they have laisoussed (Ezenne, 2003).

Similarly, in terms of the democratic leadershigestthere is high cohesion and
involvement in the affairs of the institution, astaff members show a positive
attitude towards their leaders (Smith et al., ieff®e, 2003). The democratic style
of leadership uses discussion and bargaining teeaat decisions. This generates

high morale among staff and promotes greater gpooguctivity (Ezenne, 2003).
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The above findings agree with Savery (1994) whontbuhat democratic
leadership style related positively to employee¥’ satisfaction and commitment
in federal organisations in Western Australian, levhin contrast, Rad and
Yarmohammadian (2006) found no relationship betweawlership behaviours
and employee job satisfaction in Isfahan Universityspitals in Iran, where a
participative leadership style was prevalent. Timelihgs further concur with
Morris (2003) in Spector (1997), s who found owtttemployees were likely to
be satisfied by their ability to harness and inptd work planning, opportunity to
show initiative, ability to have a say in managebdgcisions, a feeling that their
local authority kept them well informed and thatyachange was well

communicated to them on time hence increasing erapkjab satisfaction.

4.8 Influence of Laissez-faire leadership style oreachers’ job satisfaction
The third research objective sought to establigh Itifluence of Laissez-faire
leadership style on teachers job satisfaction. diaysis of the questionnaires

from the teachers is presented in Table 4.24.
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Table 4. 24 Correlations between head teachers’ ksez-faire leadership style
with teachers’ job satisfaction

Job Laissez faire

satisfaction  leadership

Pearson Correlation Laissez faire 1.000 0.75
leadership -0.75 1.000
Sig (1-tailed) Job satisfaction 1.000
-0.75
N 84 84

The Table 4.24 shows that there is very strong tiegd0.75) relationship

between laissez-faire leadership and job satisfadtm secondary schools. The
laissez-faire head teacher tries to give away bisgps and does not follow up
progress. In most cases, laissez-faire head teadoenot prompt job satisfaction
because they are too liberal and flexible. Thiwly their overall performance is
often poor. Laissez-faire leadership style is notesl for use by head teachers
because complete delegation without follow-up madms creates performance
problems. Ensuring teachers’ job satisfaction nexguihe involvement of both the
superiors and subordinates through collective gp#gtion and monitoring of

performance. Teachers are motivated when they tioedad opportunities to

make their own decisions. The acceptance of th@miens and ideas, together
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with the monitoring of their performance by headcteers is a healthy way of

enhancing their job satisfaction in schools.

Laissez-faire leadership is not the best leadershye to use in the school’s
organization because complete delegation witholibvieup mechanisms may
create performance problems, which are likely fedfthe school’'s effectiveness.
MacDonald’'s (2007) study of laissez-faire leadgysttiows that it is associated
with the highest rates of truancy and delinqueneyl awith the slowest
modifications in performance which lead to unprddc attitudes and

disempowerment of subordinates.

The correlation coefficient indicated that thereaisvery negative correlation
between the laissez-faire leadership style and gbkool performance in
secondary schools. This study established that tezahers who use the laissez
faire leadership style tend to fail to follow up throse they have delegated tasks
to and consequently performance declines. Theyeleaerything to the mercy of
their subordinates, some of whom may lack the rseecgsskills and competence
to execute the work. Others may simply not likedtothe work unless they are
supervised. In a study of railroad section groufestz, Maccoby and Gurin (as
quoted by Frischer, 2007) found that the groupsewenproductive if their
supervisors avoided exercising control over thebasdinates. These supervisors

also did not differentiate their role and that b€ tworkers. This indicates that
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laissez-faire leadership creates neglect and adafiklow up of activities, which

may water down concerns towards teachers’ jobfaatien.

The findings are in line with Erkutlu and Chafrd®@B) who found that laissez-
faire leadership style in a boutique hotel led égative results in organisational
performance such as low satisfaction, high stressl low commitment by

followers. The importance of leadership was firstearched in the 1920s with
studies using surveys reporting that favourabl@udtis toward supervision
helped to achieve employee job satisfaction. théifigs also agreed with Karugu
(1980) found a significantly negative attitude bes#w the style and job
satisfaction. There were non-significant leaderspayceptions of vocational

education administrators and teacher-coordinators.
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CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1 Introduction

This chapter presents the summary of the findingsgclusion, recommendations

and suggestions for further research.

5.2 Summary of the study

The purpose of this study was to analyse the inflteeof head teachers’
leadership styles on teachers’ levels of job satigfn in public secondary
schools in Mandera County. The study was guidethlse research objectives.
Objective one sought to examine how autocraticdestdp styles used by head
teachers influence teachers’ levels of job satigfadn public secondary schools,
objective two sought to assess how democratic tshitestyles used by the head
teachers influence teachers’ job satisfaction iblipusecondary schools while
objective three sought to establish how Laissezfi@adership styles used by the
head teachers influence teachers job satisfaatigpublic secondary school. The
study was carried out using descriptive surveygiesThe sample comprised of
ten head teachers and 87 teachers. Data was edllegtuse of questionnaires for

head teachers and teachers. The questionnaires testedl for validity and
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reliability. Data were analysed by use of desorg8tatistics and Pearson Product

Moment Correlation Coefficient.

Findings on the head teachers’ perception of tlegidership styles revealed a
mean of 3.04 and a standard deviation of 2.80 wimcplied that the head
teachers disagreed that they were autocratic imr teadership styles. The
findings could imply the head teachers would notehagreed that they were
autocratic since this kind of leadership is peredias treating human beings as
inhuman. Findings also revealed that had a mea@.1% implied that head
teachers perceived themselves as democratic. leeatdrs perceived as Laissez
had mean score of 2.79 which implied that headheacperceived themselves as
democratic in their leadership. Findings also ré&agéhat did not view their head

teachers as being autocratic as indicated by a wfea.

Teachers’ perception of their head teachers aglukimocratic indicated a mean
of 2.57 which according to the likert item repreaseam undecided. Teachers
therefore viewed their head teachers were democtatsummary, teachers

viewed their head teachers as possessing the daticdeadership style.

Findings also revealed that teachers were nofiigatiwith the working
conditions in the school. This is shown by an agermean of 2.8 and an average
sd of 1.3. Teachers were not satisfied with pay@odotion as indicated by a

mean of 2.6 and a sd of 1.3. They teachers wéisfisd with the recognition
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aspect of their job as indicated by a mean obBRdan sd of 1.3. Teachers
overall level of satisfaction revealed a mean sob267 and a sd of 1.37 which

implied that teachers moderately satisfied withrtjod.

Findings on the influence of autocratic leadersiigle on teachers’ job
satisfaction revealed that autocratic head teachegatively influence (-0.65)
teachers job satisfaction because they adopt Haestership styles which are
widely detested by the teachers and students dhkelings on the influence of
democratic leadership style on teachers’ job satigfn revealed that there was a
positive moderate (0.48) relationship between #maatratic leadership style and
job satisfaction in secondary schools. Findinggteninfluence of Laissez-faire
leadership style on teachers job satisfaction fledethat that there is very strong
negative (0.75) relationship between laissez-feeglership and job satisfaction

in secondary schools.

5.3 Conclusions

Based on the findings of the study, it was conalutiead teachers perceived
themselves as democratic. The findings could intiptyhead teachers would not
have associated themselves with other leadersyigssthich are commonly not
regarded as suitable leadership styles. The study eoncluded teachers
moderately satisfied with their job. The study atemcluded that autocratic head
teachers negatively influence (-0.65) teacherssptisfaction because they adopt

harsh leadership styles which are widely detestedhb teachers and students
66



alike. This was interpreted as a strong negatilegioaship. This simply means
that the more autocratic one becomes, the lowehehiers job satisfaction. School
leaders who use the authoritarian leadership &tgeé to teacher job satisfaction,
because they adopt harsh leadership styles, whieghighly resented by their
subordinates. The coercive style leader often eseateign of terror, bullying and
demeaning his subordinates, roaring with displeasurthe slightest problem.
Subordinates get intimidated and stop bringing heas or any news in fear of
getting bashed or blamed for it, and the moralthefworkers plummets. Schools
led by autocratic head teachers are characterigeal dbosed climate. Such head
teachers are not open-handed and transparent tvesis€hey are highly aloof
and impersonal; who emphasize the need for hark Wwat fail to work hard
themselves. Teachers working in closed climatesprading to Halpin (1996), do
not work well together, derive little satisfactimom their work and dislike their

head teachers.

From the results obtained on a 1-tailed test ohiB@gance and 3 degrees of
freedom, it was established that there is a p@sitroderate relationship between
the democratic leadership style and teachers’ @isfaction in Mandera County
Most school head teachers use the democratic agestyle compared to other
leadership styles in order to buy in subordinatéshools are composed of
intelligent people whose ideas are crucial in thg-th-day running of the same

schools. Teachers, for example, have the capaoityadvise effectively on
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academic matters in the school. Their ideas antribations cannot be ignored.
This approach to management has led many schoolageen to rely on

participatory governance mechanisms or the democteadership style. The

leader in the school uses the democratic leadessylig to build trust, respect and
commitment because the style allows people to hasay in decisions that affect
their goals and how they do their work. School héealchers contend that
democracy is the best leadership strategy for dclkowironments because
schools are systems with parts that are interictlaldne head teachers, for
example, have to motivate the teachers to parteipadecision-making because
academic progress depends on the quality of tegaxhibited. Today there is a
very strong school of thought that schools canamgér be managed by a lone

figure at the top of the hierarchy.

Further conclusion was that Laissez-faire leadprsétyle had very strong

negative (0.75) relationship with job satisfactiofhe correlation coefficient

indicated that head teachers who use the laissezléadership style tend to fail
to follow up on those they have delegated taskatbconsequently performance
declines. They leave everything to the mercy oir thgbordinates, some of whom
may lack the necessary skills and competence touéxdghe work. Others may
simply not like to do the work unless they are supged. Laissez-faire leadership

is not the best leadership style to use in the @&hmrganization because
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complete delegation without follow-up mechanismsyntaeate performance

problems, which are likely to affect the schooffeetiveness.

5.4 Recommendations

Based on the findings of the study, the followingr&vthe recommendations:

1. The study recommends that aspects of promotion ppots such as
advancement opportunities, opportunity for in-sevi training and

opportunities for growth should be enhanced.

2. The study recommends that there is need for samdralnistration to come up
with modalities of improving job satisfaction sattleachers’ job satisfaction
can be enhanced. Head teachers should also enhagicesupervisory

support to enhance teaches job satisfaction.

3. The study also recommends that some aspects ofdeystem such as fringe
benefits, recognition by the school administraticewards for job well done

should be enhanced in the schools.

5.5 Suggestions for further research

The following areas were suggested for furtheraese

1. A study on whether there is any significant relasioip between teachers’

motivational levels and their job performance
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2. A study on how teachers’ demographic variablesuerite teachers’ job

satisfaction should be carried out.

3. A study on how learner characteristics influencachers’ job satisfaction

should be carried out.
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APPENDICES

APPENDIX |

LETTER OF INTRODUCTION

Adan Issak

P.O. Box 30197-00100

Nairobi

The head teacher

Dear Sir/Madam,

| am a post graduate student pursuing a Mastersedeqn Educational
Administration at the University of Nairobi. | anoreducting a research for my
final year project titled rhfluence of Headteachers leadership styles on
teachers level of job satisfaction in secondary sobls in Mandera county,
Kenya”, which is a requirement for the degree programmigetefore kindly
request you to spare a few minutes to fill the foesaire. The information
obtained will be used for the purpose of the stadly and your identity will be
treated as confidential. Do not write your namevamgre on the questionnaire.
Thank you for your cooperation and assistance.

Yours faithfully,

Adan Issak
M.Ed Student.
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APPENDIX Il
QUESTIONNAIRE FOR HEAD TEACHERS

This study is an investigation into the influencé secondary school head
teachers’ leadership styles on teachers’ levejsloEatisfaction in public schools
in Mandera County, Kenya. You are requested toiqgiaate in the study by
filling in this questionnaire. Your identity willdokept confidential. Kindly give
us as honest answers as possible
PART A: Demographic Information
Indicate the correct option by inserting a tieK) (n appropriate box provided
1. What is your gender? Female (J Male )
2. What is your age: Below 24years 26 — 30 years() 31 — 35 years

()36 — 40 yrs(J 41 — 45 years( ) 46 —50 years (] 51 and
above (]

3. What is your highest academic/professionalifjcation.

B.Ed ) B.A with PGDE ) Diploma in Education
)
M.Ed ) B.Sc with PGDE () S1 O

EAACE/KCE/KCSE/KACE )

If any Other SPECITY ...
4. What is your teaching experience in years?

Below 1 year ) 2-5years (] 6 — 10 years (]

11-15years ) 16-20years () 20years and over)
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5. What is the category of your school? County Mikay (] Provincial
Boys’ Boarding (] Provincial Girls’ Boarding () Provincial Mixed
Boarding )
Partly Day/Boarding County Girls) Partly Day\Boarding Provincial Boys
O

If any other, SPecCify....... ..o

Part B Perception of headteachers own behaviour

Please indicate by putting a tick’( in appropriate column to which the

following statements will apply to your leadersbghaviour in your school.
Key:

1 -Always 2 - Often 3 — Occasionally 4 — Seldond — Never

Leadership behaviour Perception
1 /2 |3 4|5

Democratic behavior

1 | am friendly and easy to dialogue with

2 | am a good listener to your group despite
holding divergent opinion with them in

discussion

3 | show understanding of staff viewpoints though

holding divergent view point with them

4 | patiently encourage staff to frankly express

fully view points

5 | express confidence in staff members

regardless disagreeing with them
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6 | genuinely share information with staff
members

7 | encourage the members of staff to openly
express their feelings
Autocratic behavior

8 | expect the very best from staff
| expect high quality work from self

10 | I have high opinion of what staff do

11 | | give encouragement to members of staff to
initiate new and creative ideas to benefit school
and the rest of staff members

12 | | am a risk taker (try new adventurous ideas in
dealing with situations)

13 | I am open to criticism by members of staff

14 | Itreat everybody consistently

15 | laccept | can err like any other staff member

16 | | welcome staff to question matters related to
school affairs

17 | | m patient with progress being made by [the
staff towards goal attainment

18 | I allow the staff members to take centre stage i
discussion in staff meetings and informal
meetings

19 | I insist that staff members work through
divergent point of views with non suppression

of them
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20 | | use ‘we’ or ‘our’ and not ‘I' head teacher jor

‘my’.... school, staff.....
1

21 | I am impartial to all members of staff

22 | | acknowledge all members’ efforts towards
attainment in school affairs

23 | | readily accepts even unwarranted blame| for
failure or mistake in the school

24 | | allow staff to reach at a decision as a ctillec
whole

25 | linitiate, direct goals for the staff

26 | | give opportunity to any staff member to make
a decision

27 || pay no attention to individual's interests|in
their work place

28 | | am less concerned about group performance
towards attainment of school goals

29 | I am unconcerned with the staff's welfare

30 | I govern the group through non intervention in
what they are doing

31 |1 do not supervise teachers in their
teaching/learning assignments

32 | l avoid at all costs interfering with group’s kg

33 | I enhance indiscipline owing to non provision of

structure to staff in doing work
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| have no belief in self and others attaining

35
quality performance towards attainment |of
school goals.

36 | I pass the buck on others for failure or mistgke
for low performance in school or stalled projects

34 | I suppress new ideas from members of staff

37 | | give room to group members to present their
view points before stating my stand

38 | My contributions in the staff serve as basis|for

suggestions or questions

82




APPENDIX [II
QUESTIONNAIRE FOR TEACHERS

You are kindly requested to fill this questionnai¥@ur participation will help
gather information on the influence of secondathost head teachers’ leadership
styles on teachers’ levels of job satisfactionublg schools in Mandera County,
Kenya. Kindly answer all the questions as honeaflypossible. Your name or
that of institution is not required; this will helpo ensure maximum
confidentiality.
Put a tick ¢) in the spaces provided.
1 What is your gender? Male [ ] Female [ ]
2 What is your age bracket?

Below25years [ ] 26-36years|[ ]36-45wedr ]Over 45 years

[ ]

3 What is your highest professional qualification?

Primary teacher 2 (P2) [ ] Primaryteacher 1)(P1
[ ]
Approved Teacher (ATS) [ ] Diploma teacher
[ ]
Bachelor of Education [ ] Masters
[ ]
Any other
(SPECITY) e e e e



4 How long have you been in your present school?
Less than 2 years [ ] 3-5years [ ]
6-10 years [ ] Overl0years [ ]
5 What responsibility do you hold in school?
Class teacher [ ] Gamesteacher [ ]
Senior teacher [ 1 Deputyteacher [ ]
(011 I (] 01T 1 1) TP
SECTION B Teachers job satisfaction survey
Using the scale shown above, rate your level aéfsation with the following
aspects of your job.
Key
1 = Not satisfied at all; 2 = somewhat satisfiee; @ndecided; 4 = dissatisfied; 5

= very dissatisfied

Statement 112 (34|65

Working conditions

1 | Amount of teaching load allocated to you per week

2 | Availability of staff houses provided to you the

school

3 | Special services provided to you such as freehlun

and tea provided to you by the school

4 | Extent to which you are provided with teaching
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materials and equipment

5 | The pupil-teacher ratio in classrooms in the stho

6 | Availability of transport facilities provided tgou
by the school

7 | The spelling out of your job description by theatd
teacher
Pay and promotion

8 | Salary

9 | Opportunities for Promotion

10 | Benefits (Health insurance, life insurance, etc.)

11| Job Security

12 | Recognition for work accomplished
Work Relationships

13| Relationships with other teachers

14 | Relationship(s) with the head teachers

15 | Relationships with other subordinates

16 | Use of skills and Abilities
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17

Opportunity to utilize your skills and talents

18

Opportunity to learn new skills

19

Support for additional training and education

20

The extent to which teachers in your school

recommended for further education and training

are

21

The information availed to you by the head teac

on available training opportunities

her

22

The willingness of the head teacher to assist

acquire study leave

you

23

The encouragement and assistance you receive

your head teacher to participate in in-service sesir

and seminars related to your job.

from

Recognition

24

The way your job performance is acknowledgec

the school

1 in

25

The way your views are taken by the head teach

26

Your involvement in decision making on matt

pertaining the school and teachers.

27

Your involvement in choosing the kind of incentiv

es
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to be given in the school

Statement

Working conditions

Responsibility

28 | The personal satisfaction that you derive framryteaching job.

29 | The extent to which you are allowed to makerglhted decisions

30 | The authority given to you to carry out the ggecified to you.

31 | The level of challenge you attach to your job

32 | Variety of job responsibilities
Administration and supervision

33 | The type of feedback you receive from you headher

34 | The supervisory procedures used by the heatideao evaluate
your work.

35 | The extent to which the head teacher allows jymumake
independent decisions related to you work.

36 | Job performance appraisal practices employatéfiead teachef

37 | Degree of independence associated with your vabels

38 | Adequate opportunity for periodic changes inedut

39 | Provision of chance to lead
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Section C: Teachers perception of the head teacheoghaviour
Please indicate by putting a tick’Y in appropriate column to which the

following statements will apply to your leadersbighaviour in your school.

Key:1 —Always 2 - Often 3 — Occasionally 4 — Seldond -

Never
Leadership Behaviour Perception
1 2 |3 |4
My principal :

Is friendly and easy to dialogue with

Is a good listener to the group

Is shows understanding of teachers viewpointsigh holding

divergent view point with them

Is patient and encourages staff to frankly axuless fully view,

points

Expresses confidence in staff members regardiessgreeing

with them

Genuinely shares information with staff members

Encourages the members of staff to openly exphessfeelings

Expects the very best from staff

Expect high quality work from self
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10 | Has high opinion over what staff does

11 | Gives encouragement to members of staff toabeitinew and
creative ideas to benefit school and the restadf siembers

12 | Is a risk taker (try new adventurous ideas imlidg with
situations)

13 | Is open to criticism by members of staff

14 | Treats everybody consistently

15 | Accepts that s/he can err like any other staffniner

16 | Welcomes staff to question matters related hoaicaffairs

17 | Is patience with progress being made by thd ttafards goa
attainment

18 | Allows the staff members to take centre stageligtussion in
staff meetings and informal meetings

19 | Insists that staff members work through divetgeint of views
with non suppression of them

20 | Uses ‘we’ or ‘our’ and not ‘I' head teacher any'.... school,
staff.....

21 | is partial to all members of staff

22 | Acknowledge all members’ efforts towards attagnmin schoo

affairs
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23 | Readily accepts even unwarranted blame forraibm mistake in
the school

24 | Allows staff to reach at a decision as a calecivhole

25 | Initiate, direct goals for the staff

26 | Gives opportunity any staff member to make asitat

27 | Pays no attention to individual’s interestshiait work place

28 | Is less concerned about group performance t@attdinment of
school goals

29 | Is unconcerned with the staff welfare

30 | Governs the group through non intervention inatwthey are
doing

31 | Does not supervise teachers in their teachiugieg assignments

32 | Avoids at all costs interfering with group’s Wor

33 | Suppresses new ideas from members of staff

34 | Has no belief in self and others attaining duatierformance
towards attainment of school goals.

35 | Blames failure or mistakes for low performannoestaff

36 | Gives room to group members to present thew yieints before
stating my stand

37 | Allows staff contributions/suggestions and fartquestions
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APPENDIX IV

AUTHORIZATION LETTER

REPUBLIC OF KENYA

NATIONAL COUNCIL FOR SCIENCE AND TECHNOLOGY

Telephone: 254-020-2213471, 2241349, 254-020-2673550 P.0. Box 30623-00100
Mobile: 0713 788 787 , 0735 404 245 NAIROBI-KENYA
Fax: 254-020-2213215 Website: www.ncst.go.ke

When replying please quote
secretary@ncst.go.ke

Date:

NCST/RCD/14/012/1685 8" January, 2013

Our Ref:

Issak Adan Ibrahim
University of Nairobi
P.O.Box 30197-00100
Nairobi.

RE: RESEARCH AUTHORIZATION

Following your application dated 14™ December, 2012 for authority to
carry out research on “Influence of head teachers’ leadership styles on
teachers’ level of job satisfaction in public secondary schools, Mandera
County, Kenya,” 1 am pleased to inform you that you have been
authorized to undertake research in Mandera County for a period ending
31* December, 2013.

You are advised to report to the District Commissioners and the
District Education Officers, Mandera County before embarking on the
research project.

On completion of the research, you are expected to submit two hard
copies and one soft copy in pdf of the research report/thesis to our office.
\

L L

DR M.K. RUGUTT, PhD; C.
DEPUTY COUNCIL SECRETARY

Copy to:
The District Commissioners

The District Education Officers
Mandera County.
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