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ABSTRACT 

Head teachers‘ leadership styles are critical to success of teacher job satisfaction 

especially in display of behaviour that leads to increase teacher motivation, 

effectiveness, efficiency, and team-work in school. Research on leadership in Kenya 

consistently supports job satisfaction. However, its effectiveness is wanting in 

education and thus, a gap exist in relation to head teachers‘ leadership styles to 

transform schools into conducive environment for job satisfaction. This study was 

designed to investigate the relationship between head teachers‘ leadership styles and 

teachers‘ job satisfaction in primary schools in Nakuru County, Kenya. The research 

was guided by five objectives which investigated head teachers‘ characteristics on 

qualifications and experience in relation to job satisfaction and leadership styles. The 

study also examined head teachers‘ achievement-oriented leadership in relation to 

job satisfaction, head teachers‘ directive leadership in relation to job satisfaction and 

head teachers‘ supportive leadership in relation to job satisfaction. Finally, 

participative leadership style in relation to teachers‘ job satisfaction was investigated. 

The study is expected to contribute to development of policy strategies and give 

insight to educationist and education administrators. The study adopted Path-goal 

theory of leadership. Correlational research design was employed and target 

population was 601 head teachers and 7002 teachers while accessible population was 

240 and 3700 respectively. The selected sample size at random was 148 head 

teachers and 348 teachers. Questionnaires were administered to the head teachers and 

teachers while interview guide was administered to Curriculum Support Officers. 

Qualitative data was coded according to content, analyzed on emerging themes, and 

presented in narrative form. Research questions were analyzed using Spearman‘s 

coefficient correlation and were subjected to hypotheses test. The study established 

that supportive leadership style had high positive correlation 0.708 with 50.13% of 

respondents deeming it most influential while participative style registered the least, 

0.364, though it was significant. Teachers also preferred directive style as opposed to 

head teachers‘ achievement style. The study established that there was limited use of 

decision making and lack of strategy leadership styles not integrated in school. The 

study recommends policy reforms action plan that influence job satisfaction of 

teachers.  
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CHAPTER ONE 
 

INTRODUCTION 
 

1.1 Background to the study 

Leadership and employee job satisfaction are two factors that have been regarded as 

fundamental for an organization‘s success, since they impact on how leaders 

contribute to goal attainment such as employee job satisfaction (Fullan, 2005, and 

Northouse, 2010). A Capable leader provides direction for the organization and leads 

followers towards achieving desired goals (Mosadegh and Yarmohammadian, 2006). 

In defining various aspects of leadership and job satisfaction, Northouse (2010) 

indicated that leadership process influence thoughts, actions of followers and 

establish favorable conditions for job satisfaction. In a similar context, Hulpia and 

Devos (2009) found out that leadership has proven to have positive effects on job 

satisfaction. In view the foregoing, this study attempted to investigate the 

relationship between the two variables: leadership styles and job satisfaction. 

 

To this end, investigations by Hulpia, & Devos, (2009) on relationship between job 

satisfaction and leadership indicated that job satisfaction of school teachers was 

related to the use of school leadership team and formal distribution of leadership. In 

England and Wales PricewaterhouseCoopers (PwC) (2007) identified characteristics 

of effective school leadership as developing staff, nurturing talent, and distributing 

leadership tasks throughout the organizations. PwC (2007) found that primary school 

head teachers‘ who are leaders in schools, were responsible for 90% of the tasks 

associated with the performance and development of teachers and, therefore, 

teachers‘ roles did not have a significant influence on the teachers‘ job satisfaction. 
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Jacobs (2010) determined the relationships between teacher empowerment and job 

satisfaction. He found that teacher perception of their level of empowerment was 

related to job satisfaction, organizational commitment and leadership thus it is 

impossible to find an individual who possesses the expertise to direct a school in 

many essential areas. School leadership has substantial effect on achievement thus 

head teacher needs to engage other teachers in the practice of leadership (Hartley, 

2007). In view of the foregoing, it is imperative that increased responsibilities and 

accountability of school leadership creates need for distributing leadership tasks 

(Pont, Nusche, & Moorman, 2009). In addition, countries are transforming education 

system to function in modern economic globalization, where head teachers can 

utilize expertise and efforts to share leadership duties (Jacobs, 2010).  

 

Researchers have found that leaders and administrators play pivotal role in 

organization to influence employee job satisfaction levels (Jacobs, 2010; Mat, 2008; 

Yukl, 2010; & Joo, 2011). According to Northouse (2013) employees need guidance 

on ensuring achievement - oriented leadership practice, directing leadership tasks, 

supportive leadership on working conditions. The head teacher therefore needs to 

demonstrate participative leadership in decision making, besides using effective 

leadership strategies. It is, therefore imperative for leadership to influence 

relationship among leaders and followers so as to reflect shared purposes and achieve 

valued goals providing worthwhile direction and control (Yukl, 2010& Holt et al., 

2011). In South Africa, an analysis of various concept of distributed leadership 

revealed that it was an essential element of job satisfaction (Williams, 2011). A 

strong leadership with skills and knowledge take responsibility by involving teachers 

on duties and responsibilities. Kagoda (2010) found that low prestige, negative image 
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and inadequate appreciation of value of teachers‘ work in most Sub-Saharan 

countries make schools to provide no role models to help teachers grow 

professionally. This is attributed to low motivation of experienced teachers hence job 

dissatisfaction. 

 

Path-Goal leadership theory of 1971 (cited in Martin, 2012) asserts that leadership is 

based on how leaders facilitate task performance on subordinates leading to job 

satisfaction, the indicators of which are: status, goal achievement, intrinsic valence 

and high performance. Jacobs (2010) affirmed that opportunities for teachers to gain 

leadership experience are present in schools where there is shared leadership. 

Furthermore, there is need for people to participate in decision making so as to 

develop leaders at all levels; to sustain improvement, change and enhance job 

satisfaction (Street, 2011; Hulpia, &Devos, 2009, and Grant, 2011). 

 

Job satisfaction has been defined by Sonia (2010) as a pleasurable emotional state 

resulting from the appraisal of one‘s job and attitude towards the job with factors 

such as: recognition, supervisory practices, commitment, working climate, individual 

expectations and level of education. However, Kim and Kim (2008), and Joo (2011) 

describe teachers‘ job satisfaction as positive psychological and affective reaction 

about teachers‘ present workplace, teaching profession and career experiences as a 

whole. Nevertheless; Path-goal theory (2012) postulated that job satisfaction is the 

extent to which leaders are supportive, directive, achievement oriented and 

participative. The study by Joo (2011) posits that job satisfaction is determined by 

present workplace, teaching experiences, and self-reported information influenced by 

employers and policy-makers therefore, teacher job satisfaction is the extent to which 
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teachers are satisfied with their job. In a study conducted within Nakuru County of 

Kenya, Kariuki, Ndirangu, Sang & Okao (2014) established that further training, 

responsibility, social status and a sense of belonging as impacting on the level of 

morale and commitment of teachers to their duties. Additionally, they found that 

there was no significant relationship between teachers‘ characteristics of: gender, 

age, experience and commitment to work; however; there was significant 

relationship between the professional qualifications and commitment to work. 

 

Teachers can be said to be satisfied when they are motivated to do their jobs well and 

have a high level of morale (Strydom, Nortjé, Beukes, Esterhuyse & Westhuizen, 

2012).Several studies have examined the relationship between leadership styles and 

job satisfaction and concurred that leadership has significant impact on job 

satisfaction and organizational commitment(Jacobs, 2010, Joo, 2011, Lussier & 

Achua, 2010).Survey conducted by Teachers Service Commission (Siringi, 2009) to 

determine employer/customer satisfaction found that teachers wanted faster 

promotions and review of methods used to reward hard working teachers. Promotion 

procedures were found to be slow and merit was not adequately considered resulting 

in stagnation in the same job group which negatively affected teachers‘ job 

satisfaction and motivation. Additionally, this study opined that exemplary 

leadership in school which is a pointer to job satisfaction did not attract many 

players. 

 

Kenya‘s educational administration has a hierarchical structure with levels of control 

which indicate a supervisor controls small number for effective leadership, so that 

supervisors are responsible for decisions and actions (Nyongesa, 2007; Teachers 
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Code of Regulations, 2015; and MOEST Sessional Paper No. 14 of 2012). However, 

this structure does not address leadership adequately. The government of Kenya 

spends much money paying salaries and allowances to teachers. Public spending on 

education and training was Ksh.160 billion accounting for 26 percent of the 

aggregate public expenditure in 2009/10 however, country‘s education expenditure 

as a percentage of GDP remained fairly constant. Recurrent spending, predominantly 

administration and teachers‘ salaries, accounted for 91% in 2009/10 unfortunately, 

some teachers find their way out of the service on grounds of unwillingness to teach 

in public primary schools(Education reforms: MoEST Sessional Paper NO.14 of 

2012). All these serve as a drain to teaching because leadership styles fail to meet 

teachers‘ demands on job satisfaction hence needed to be investigated. 

 

According to Pont et al., (2009) practitioners consider middle management which 

comprises of head of departments‘ and teachers responsibilities vital for school 

leadership, however these practices remain rare; and those involved are not 

recognized for their tasks. In Nakuru County, head teachers‘ in primary schools are 

in charge of influencing teacher participation; displaying leadership characteristics, 

directing leadership tasks, ensuring high performance goals are achieved and 

supporting teachers‘ concerns (Nakuru County Education Office, 2013).Although the 

criteria for leadership rank of teachers in Kenya is well outlined by the Teachers 

Service Commission (TSC) in terms of academic qualifications, length of service and 

performance on the job, many teachers continue to stagnate in one job group while 

still on leadership position. Thus study on relationship between head teachers 

leadership styles and teachers‘ job satisfaction is significant because it explores the 

underlying leadership problems which may implicate negatively to job satisfaction of 
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teachers. In organizational structure teachers‘ should be involved in participation of 

decisions making, when directing assigned tasks and encouraged to achieve goals are 

essential (Grant, 2011; Jacobs 2010, & Street 2011). 

 

According to CORT (2015), policy requires teachers to perform administrative and 

supervisory tasks besides teaching. However; it is limited to a few individuals. 

Furthermore, public primary schools have hierarchical leadership structure to 

coordinate activities with little autonomy given to teachers. The Ministry of 

Education, Science and Technology (MOEST) Report of Task Force (2010) 

recommended development of policy framework for head teachers but fail to 

recognize input of other teachers hence a problem in leadership. MOEST and TSC 

(2013) indicate that in Nakuru teachers‘ tasks are unclear, not recognized; some 

minimal involvement in distribution of leadership tasks; decision participation and 

supportive on work climate are inadequate thus ineffective leadership strategy. 

 

The study conducted in Nakuru by Waigwa and Kwasira (2012) established that 

most teachers are satisfied with their jobs however; most classes are overenrolled 

revealing that teachers are overworked while in school (TSC, 2014 Nakuru).The 

years 2011 to 2013 was evidenced by attrition rate of 31cases,60 absentee cases and 

32 cases of negligence of duties. These were the highest cases noted nationally and 

compared to other Counties; this could have resulted from inadequate leadership 

coordination. This led to increased conflicts between the TSC and teachers trade 

union the KNUT as some of the teachers were interdicted from active service (TSC, 

2014).This could have led to low pupils academic performance in schools as county 

mean KCPE score decreased from 251 in2012 to 254in 2013 (Nakuru County 
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Education Office, 2014). This attributes are possible indicators of low job 

satisfaction due to leadership. Research in the area of teachers' job satisfaction has 

focused on the contributors and consequences of satisfaction.  

 

It has been observed that job satisfaction is related to positive outcomes including 

teacher retention and increased performance. Conversely, low job satisfaction has 

been related to teacher attrition, absenteeism and poor performance among others 

(Ofuani, 2010). Effectiveness of any leadership style is partly dependent on the 

situation and institutional context. It poses that effective group performance depends 

on the proper match between the leader‘s style and the nature of the situation 

(Robbins, Judge and Campbell, 2010). Maina (2014) noted that head teachers‘ 

shoulder the burden of leadership in schools; they therefore, need exemplary 

leadership skills that translate to improve their competencies to influence job 

satisfaction.  

 

Mdikana, Ntshangase and Mayekiso (2007) asserted that pre-service training and 

continued professional development are significant. In similar context, Nandwa 

(2011) established head teacher leadership development in Kenya was not ongoing 

and lacked systematic approach thus ineffective use of leadership strategy. The 

inadequate leadership styles competencies compelled this study to conduct research 

investigation on teachers‘ opinion with the view of yielding findings to inform policy 

and practice that would make it more receptive to teachers‘ job satisfaction. In view 

of these suggestions, the study was designed to investigate the relationship between 

head teachers‘ leadership styles and job satisfaction of teachers in primary schools 

Nakuru County. 
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1.2 Statement of the problem 

Relationship between leadership styles and job satisfaction is necessitated by the fact 

of statistics. Research studies on job satisfaction are available; however, there appear 

to be few studies linking the constructs of leadership styles and job satisfaction in 

primary schools. In view of this, the importance of determining the relationship 

between head teachers leadership styles and teacher job satisfaction in primary 

schools is needful. Leadership strategy is particularly imperative considering that the 

overarching principle of teacher job satisfaction counts. In Nakuru County of Kenya, 

there is a disparity between leadership styles of head teachers and teachers. There 

seems to be no change and reform to job satisfaction on account of head teachers‘ 

leadership styles. This is evidenced by the attrition rate of 31 teachers, absentee rate 

of 60 teachers and 32 on negligence of duty adding up to 123 or 1.76% of the 

country‘s teaching staff may result from leadership styles that lead to job 

dissatisfaction among the teachers. 

 

The situation in Nakuru County is characterized by head teachers‘ not portraying 

leadership styles that clarify paths to attain goals. As a result of this there seems to be 

low level of motivation, innovation, and participation by teachers in school activities. 

The leadership styles that provide support on work conditions, direct on tasks; gives 

chance to participate in decisions and non-use of strategies that achieve performance 

goals was a problem. This therefore, needed to be investigated hence the execution of 

this study. In view of the foregoing, teachers in the County seems to experience low 

job satisfaction, low prestige, negative image and inadequate appreciation on value 

of their work in schools perhaps because leaders do not provide role models to help 

teachers grow professionally. Moreover, the issue on policy governing leadership 
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structure is gap in primary schools that needed to be addressed and investigated. 

Hence; this study aimed at examining the relationship between head teachers‘ 

leadership style and teachers‘ job satisfaction in Nakuru County, Kenya with a view 

to providing tangible solutions.  

 

1.3 Purpose of the Study 

The purpose of the study was to investigate relationship between head teachers‘ 

leadership styles and teachers‘ job satisfaction in public primary schools in Kenya: A 

case of Nakuru County. 

 

1.4 Objectives of the study 

The study was guided by the following objectives: 

i) To determine influence of head teacher leadership characteristics of 

academic qualifications and teaching experience on teacher job 

satisfaction in primary schools in Nakuru County of Kenya. 

ii) To determine relationship between head teachers‘ achievement-oriented 

leadership style and teachers‘ job satisfaction in primary schools in 

Nakuru County of Kenya. 

iii) To examine relationship between head teachers‘ directive leadership style 

and teachers‘ job satisfaction in primary schools in Nakuru County of 

Kenya. 

iv) To establish the relationship between head teachers‘ supportive leadership 

style and teachers‘ job satisfaction in primary schools in Nakuru County 

of Kenya. 
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v) To determine the relationship between head teachers‘ participative 

leadership style and teachers‘ job satisfaction in primary schools in 

Nakuru County of Kenya. 

 

1.5 Research hypotheses 

In this study, five hypotheses were developed and tested. The hypotheses were 

chosen to ascertain whether there is any relationship between primary school head 

teachers‘ leadership styles and teacher job satisfaction. 

 

H01: There is no statistically significant relationship between teachers‘ academic 

qualifications and teacher job satisfaction in Nakuru County Kenya. 

H02: There is no statistically significant relationship between primary school head 

teachers‘ achievement oriented leadership style and teacher job satisfaction in 

Nakuru County Kenya. 

H03: There is no statistically significant relationship between primary school head 

teachers‘ directive leadership style and teacher job satisfaction in Nakuru 

County Kenya. 

H04: There is no statistically significant relationship between primary school head 

teachers‘ supportive leadership style and teacher job satisfaction in Nakuru 

County. 

H05: There is no statistically significant relationship between primary school head 

teachers‘ participative leadership style and teacher job satisfaction in Nakuru 

County Kenya. 
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1.6 Significance of the study 

The findings and recommendations of this study is expected to provide the 

institutions charged with the responsibility of providing leadership development 

Programs for head teachers and teachers. For example, Kenya Education 

Management Institute (KEMI) and Kenya Institute of Curriculum Development 

(KICD) may be provided with information drawn from the field that could facilitate 

the re- alignment of courses with the leadership needs of head teachers in the 

education sector. The study provides information to policy makers at the (MOEST) 

and (TSC) to come up with comprehensive interventions that address leadership 

development in schools for instance creation of functional departments in primary 

schools and addressing training needs for head teachers. 

 

The study provides greater insight to head teachers on use of appropriate styles that 

resolve specific issues on leadership. The study findings are significant in 

contributing to the body of knowledge on management of education. The study is 

expected to assist educationist and education administrators at the county level in 

developing effective leadership strategies. The results of the study may also form 

basis for further research on leadership styles and job satisfaction.  

 

1.7 Limitations of the study 

The following limitations underpinned the study: 

(i) The tendency of respondents to fear revealing themselves to public made 

some respondents to be less cooperative while filling questionnaires. 

However, the researcher assured them that their responses would be handled 

confidentially. 
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(ii) The respondents did not prioritise reading and responding to the 

questionnaires as they had numerous responsibilities at hand.  

(iii) To overcome the disadvantage of the questionnaires, the researcher had an 

interview schedule for curriculum support officers to fill in the information 

gaps resulting from the questionnaires responses. 

 

1.8 Delimitations of the study 

The following were delimitations of the study 

(i) The study confined itself to investigating the relationship between primary 

school head teachers‘ leadership styles and teachers‘ job satisfaction in 

Nakuru County Kenya. Only those teachers in upper primary were targeted 

because they would make appropriate representation for generalization. 

 

(ii) The study included Likert type scale return responses for study subjects 

because statements were in terms of several degrees and hence they were able 

to discriminate favourable and unfavourable items. 

 

(iii) The study was conducted in primary schools in four sub counties of Nakuru 

County. The study considered using interview schedule to gather data from 

Curriculum Support Officers. Only upper primary teachers and head teachers 

were targeted. 
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1.9 Assumptions of the study 

The assumptions of this study were: 

(i) The study was based on the assumptions that head teachers and teachers 

were aware of job satisfaction. 

(ii) All head teachers irrespective of grade and school category had attended 

leadership development course or programmes to facilitate their 

leadership capacity for improved job satisfaction. 
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1.10 Definition of terms 

Achievement oriented leadership refers to recognizing goals attainment, task 

performance and encouraging professional development of a teacher. 

Characteristics for this study refer to demographic or personal qualities possessed 

by a teacher that may influence job satisfaction. 

Directive leadership refers to situation where leader behavior indicates tasks are 

clarified and shared among teachers in school with levels of control. 

Head teacher refers to lead educator and administrator in charge of a primary school 

and responsible for professional practices of teachers. It is also equated to principal. 

Job satisfaction is pleasurable behaviors that inspire a teacher to perform duty with 

expertise. 

Leadership style for this study is the pattern of behavior where leader use skills, 

consults about decision, show concern, and directs subordinates on what should be 

done.  

Participative leadership for this study refers to giving opportunity to teachers to 

make opinion and views on issues in order to perform desired tasks for change. 

Relationship for this study refers to association and interactions among teachers and 

head teachers in school. 

Supportive leadership for this study refers to situation where structures and climate 

provide attractive working conditions and interactive relationships. 

Upper primary teacher refers to person assigned duties in school. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.1 Introduction 

This is a review of related literature on leadership styles and teachers job satisfaction 

in public primary schools. The themes addressed are: head teachers‘ and teachers 

characteristics and job satisfaction; head teacher‘s achievement oriented leadership; 

head teachers‘ directive leadership; head teachers‘ supportive leadership; head 

teachers‘ participative leadership and job satisfaction, theoretical framework and 

conceptual framework. 

 

2.2Teachers’ characteristics and job satisfaction 

Leadership is expressed in terms of traits, behaviors, sources of power, and 

situations, in relationship to influencing followers and accomplishing objectives 

(Yukl, 2010). In similar context, it is how one supervises employees to improve 

organizational effectiveness and to influence people towards the accomplishment of 

goals (Marion, 2002; Yukl, 2010).However, this study perceives that the best way to 

influence teachers and make them effective is the interactions between the leader and 

followers so as realise job satisfaction. Nevertheless, an extensive amount of research 

has been done to investigate leadership style and job satisfaction; especially, 

effective leadership in order to distinguish different leadership styles that provides 

organizational practice with supporting theory on how to lead an organization 

(House, 1971; Burns, 1978; Bass, 1985; Dirks & Ferrin, 2002). To this end effective 

leadership is based on many factors, such as leaders‘ characteristics, leadership 

behavior, and related situation as important factors for administrators to implement 

their duties smoothly Waro 2006 (cited in Saowanee, Wallapha and Tang 2014). 
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Great man and traits theorists‘ asserts that leaders are born and endowed with a 

particular personality or behavioral characteristic shared by other leaders however; 

behavioral theorists‘ affirmed leadership is based on the actions of the leader while 

Management theorists‘ viewed leadership in terms of supervision of employees to 

improve organizational effectiveness (Marion, 2002; Yukl, 2010).Situational 

theorists believed that different styles of leadership may be more appropriate to use 

based on differences in situations and readiness levels of followers (Daft, 2002). 

However, head teachers‘ need to be inducted on the skills so as to effectively 

supervise teachers and also challenged to choose the right leadership styles that 

increase the level of motivation of teachers. 

 

Wallace Foundation Perspective Report on the effectiveness of school leaders (The 

Wallace Foundation, 2009) suggests that effective leadership is critical to the success of 

a school and vital towards influencing teachers to reach desired job satisfaction levels 

in their immediate environment. Nevertheless, leadership alone cannot be responsible 

for many elements that surmounts to one‘s satisfaction in the job, but leadership is 

responsible for providing best work conditions for the employee (De Nobile & 

McCormick, 2008).On the other hand Ubben, Hughes, & Norris, (2001:14) 

characterized leadership changes with constant improvement and therefore leader 

persistently analyses the standard and initiates change so as to accomplish 

organization goals. This study suggested that there should be enough exposure for 

school leaders to gain experience required on the job. 

 



17 
 

 
 

Many researchers assert universal leadership traits, characteristics, behaviors or 

styles make a leader to be effective however, this might be a complicated endeavor 

since leaders are perceived as excellent by some could simultaneously be perceived 

as inefficient by others (Nathan, Leslie, Toshio & Daniel, 2011). Furthermore, the 

leader catalyzes change by aligning everyone in the same direction to achieve the 

common goals (Northouse, 2013). To this end, head teachers need to share the 

change process with the teachers, besides being thinkers and doers in order to direct 

and promote shared values and the work culture. According to Northouse (2010) 

central to all the conceptualizations, leadership is the process whereby an individual 

influences a group to achieve a common goal. The understudy assert that academic 

education play a critical role towards influencing teachers. Moreover; leadership is a 

social influence enacted by individuals in formal positions of power or leadership 

within an organization, such as supervisors may also have a wide remit of influence 

(Kelloway & Barling, 2010). However, these processes need one with expert 

knowledge to direct teachers in achieving goals that bring satisfaction. 

 

Leadership and management share some common characteristics, for instance, they 

are both concerned with influence, working with people and meeting goals 

(Northouse, 2010). However, the functions of management may be distinguished 

from those of leadership. In particular, management is concerned with planning and 

budgeting for example setting timetables and allocating resources, organizing and 

staffing for instance establishing rules and procedures; controlling, and problem 

solving for example developing initiatives and generating solutions 

kotter,1990;(cited in Northouse, 2010). On the other hand, leadership involves 

establishing direction for instance creating a vision, establishing strategies, aligning 
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people with organizational goals as in communicating goals; seeking commitment, 

motivating and inspiring people to achieve organizational goals and empowering 

subordinates Kotter (cited in Northouse, 2010).In Kenya, just like other areas the 

nature of the work of staff of financial management in institutions needs a sense of 

professionalism for effectiveness (Nyongesa, 2007; Ouya & Mweseli 2015). It is 

therefore, noted that head teachers enroll with KEMI to pursue management 

professional requirement in order to meet the level of educational transparency and 

accountability (Maina, 2014). However, this study opines that there should be 

developed programmes in training institutions like universities and colleges to 

impact skills and knowledge needed. 

 

Despite of these differing functions, leaders and managers are often involved in 

helping groups achieve their goals therefore perform leadership function (Northouse, 

2010). Kouzes  and Posner (2007) points out nature of leadership as effective key 

factor in the life and success of an organization; transforms potential into reality; is 

the ultimate act which brings to success all of the potential that is in an organization 

and its people and leadership that propose new paradigms when old ones lose their 

effectiveness. Nevertheless, leadership styles in primary schools need be used 

interchangeably in an attempt to bring valuable change. 

 

Daft (1999) explains that good leadership springs from a genuine concern for others 

and thus, many leadership gurus believe that a good leader is one that serves the 

followers; encourage them by communicating and exploring the problem faced by 

the followers. Furthermore, having pleasing personal qualities is crucial to being a 

good leader to which followers observe and duplicate (Mat, 2008). Some examples 



19 
 

 
 

of good personal qualities are enthusiasm, honesty and humility however, Leana 

(2013) point out respect for subordinates and equal treatment as a concern. These 

influential skills when observed by the followers contribute to improvement, 

empowerment of employees in decisions making, enhances followers to build their 

confidence, autonomy and hence increase to commitment of goals and strategies 

associated with job satisfaction (Harris, 2006; Mangin, 2007 & Jacobs, 2010).  

 

Job satisfaction reflects the extent to which an individual likes the job and the 

organizations with satisfied employees are more productive than those with 

unsatisfied employees (Hellriegel & Slocum, 2007). Daft (2005) conceptualized job 

satisfaction is composed of factors such as job itself and the work environment. 

Malik (2013) argues job satisfaction results from the perception of employees‘ job 

and the degree to which there is good fit between employees and the organization 

however, emotional experiences in working life are inevitable. Vecchio (2000) 

explains job satisfaction as one‘s feelings and thinking towards his/her work. As in 

the case of other attitudes, one‘s attitude towards job is greatly influenced by the 

experience, especially stressful experiences. Similarly, an employee‘s expectations 

about the job and communications from others can play an important role in a 

person‘s level of job satisfaction. McShane and Glinow (2005) believe that job 

satisfaction represents an employee‘s evaluation of job and work context. In other 

words, it is an appraisal of the perceived job characteristics, work environment, and 

emotional experiences at work, attitude, recognition, level of education and 

individual expectations (Sonia, 2010). In view of the foregoing, job satisfaction of 

teachers is their perception of how they feel towards teaching job therefore it needs 
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to be boosted through supporting and allowing followers freedom of participation on 

responsibilities. 

 

According to Malik (2013) people differ in what is important to them, and this may 

also change for same person. An employee may be satisfied with certain dimensions 

of the job while dissatisfied with others such as, an employee may be satisfied with 

co-workers but simultaneously dissatisfied with work-load. This study foresees that 

situations of teachers‘ in primary schools lack specialization of subjects and hence 

become dissatisfied with work-load. However, Malik (2013) affirms that job 

satisfaction can change with time and circumstances. Nevertheless, job satisfaction is 

a pleasurable or positive emotional state resulting from the appraisal of one‘s job or 

job experiences (Nelson and Quick, 2000; & Luthans, 2008). The appraisal of 

teacher performance in public schools marks a new dispensation of professional 

development of teachers in Kenya (TSC, CORT2015). 

 

While Muchinsky (2007) point job satisfaction as the degree of pleasure an employee 

derives from his or her job. Hulin and Judge (2003) assert that an employee‘s 

affective reaction to a job is based on a comparison of actual outcomes derived from 

job with those expected. Job satisfaction has been treated both as a general attitude 

and satisfaction with five specific dimensions of the job. It includes employee 

feelings about various aspects of job such as pay, promotion opportunities, 

autonomy, work conditions, supervision, organizational practices and relationships 

with co-workers (Misener, Haddock, Gleaton & Ajamieh, 1996; Zerihun, Singh, 

Geremew, Sabit, Gelashe & Issa, 2015). These characteristics influence employee 

job satisfaction. Irvine and Evans (1995); Nissa (2003); & Malik (2011) highlighted 
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the importance of work characteristics for instance routine, how the work role is 

defined and work environment for instance (leadership, stress, advancement 

opportunities and participation) in relation to job satisfaction. This study contends 

that these are essential determinant of effectiveness and also for teacher job 

motivation.  

 

Regarding the relationship between leadership styles and job satisfaction, various 

studies conducted in different parts in organization showed that there was positive 

relationship between leadership and employee job satisfaction (Malik, 

2011;Omidifar, 2013; Al-Ababneh, 2013; Long, 2014; Bateh & Heyliger, 2014; 

Josanov-vrgovic & Pavlovic, 2014; Hui, 2013; Metwally, El-Bishbishy & Nawar, 

2014; Ali & Dahie, 2015; Fikadu, 2010; Nebial & Asresash, 2011; Shibru & 

Darshan, 2011). 

 

According to an OECD report (Schleicher, 2012) as more countries around the world 

require improved achievement from their schools and grant greater autonomy to 

schools in designing curricula and managing resources, the role of the school leader 

has changed from the traditional administrator model. Consequently, the report 

suggests that developing school leaders ―requires clearly defining their 

responsibilities, providing access to appropriate professional development 

throughout their careers, and acknowledging their pivotal role in improving school 

and performance‖ (p.12). The report affirmed that effective leadership programs 

prepare and develop school leaders using innovative approaches that address the 

broader roles and responsibilities of leaders(Schleicher, 2012).Moreover, they are 

designed to develop leaders with the capacity for high performance and continuous 
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improvement which is observed in Path-goal theory of leadership (Northhouse, 

2013). 

 

In a similar context, they take a system-wide perspective to ensure school 

improvement, performance, and enhanced efficiency and effectiveness (Maina, 

2014).This study however, alludes head teacher characteristics are instrumental to 

job satisfaction. Additionally, Dempster, Lovett, and Flückiger (2011) assert that 

leadership strategies for school leaders should consistently ensure learning processes 

are directed towards clear improvement purposes. The situation confined in this 

study report absence of strategy for school leaders due to weak framework of 

program and training which is not integrated to meet needs. Drawing based on these 

views, leadership course in teacher training colleges and Universities need to be 

realigned so as to fill the gap. However, (Daft 1999; cited in Mat, 2008) identify 

leadership as a way of creating vision and strategy, Keeping eye on horizon, creating 

shared values, helping others grow, reducing boundaries, focusing on people, 

inspiring and motivating followers based on personal power, acting as coach, being 

facilitator servant, emotional connector, open mindfulness, listening, nonconformity, 

insight into self and create radical change. 

 

Studies show that factors such as gender, age, academic qualifications and 

experience are found to have influence on job satisfaction of employees. In a 

research conducted on Nurses, age and work experience were found to be good 

predictors of job satisfaction (Gatechew and Haftu, 2014).To this end, some 

researchers indicated that gender has no significant relationship with teacher job 

satisfaction (George, Louw & Badenhorst 2008; Madera, 2005; Strydom, Nortje, 
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Beukes,  Esterhuyse & Van, 2012). In a study by Ghafoor (2012) the conclusion 

indicated that male staffs were more satisfied compared to females moreover, 

education and academic qualification result to increased job satisfaction.Okumbe 

(2001) alluded that teachers‘ professional and physical abilities wane as they 

approach their retirement however, teachers‘ with higher academic qualifications 

maintain their productive years significantly.He also noted that employees with 

higher qualifications increase their productive years by a significant number of years 

despite their age growth. This is corroborated by Sababu (2010) who affirmed that 

education improves skills and knowledge of an individual therefore; it enhances good 

use of strategies. Nevertheless, Oluoch (2006) and Kagoda (2010) assert efforts on 

equal access to education do not translate to equitable outcomes. This study distinctly 

perceived that educational level was a mark of achievement in teacher effort to 

realize the challenging goals henceforth needed recognition to enhance job 

satisfaction.  

 

Sonia (2010) posits that individuals experience job satisfaction at different ages in 

life, furthermore higher level of education is a factor which determines the degree of 

job satisfaction since educated persons have high expectations from their leaders 

which remain unsatisfied. In contrast older employees have lower expectations 

Sababu (2010).Speck and Knipe (2010) postulate that, ―adults come to the learning 

process with a wide range of previous experiences, knowledge, interests, and 

competencies‖ (p.74). This study alluded that considering the head teachers‘ age 

distribution, educational background, and leadership experience, their leadership 

development needed to take cognizance of the theory of adult learning.  
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It is worth to note that when at some point head teachers‘ are transferred to other 

schools in the same capacity, it has implications on sustainability (Maina, 2014).For 

instance, it may take some time to cope with the new environment and culture. 

Sindelar, Shearer, Yendol-Hoppy and Leibert (2006) established that leadership 

change affects the sustainability of reforms depending on the new leader‘s affinity 

for and commitment to an established school-wide education reform agenda. 

Leithwood and Louis (2012) assert that coordinated forms of leadership distribution 

potentially mitigate some negative consequences arising from head teacher turnover. 

However, the implication for this study is that succession planning is critical to 

effective leadership change that positively facilitates sustainable leadership 

translating to job satisfaction. Dehaloo (2011) found out those teachers with 

bachelors and master‘s degrees are significantly more satisfied with their physical 

environments and overall school leadership than teachers with low qualifications. 

The understudy contends this lead to goal achievement due to continuous 

improvement furthermore; research has found that educational qualifications have no 

significant effect on teacher job satisfaction (Badenhorst & George, 2008). Korean 

school organization is based on a rigid structure where recognition of teachers is 

through qualification and training (Joe & Reyes, 2010). This can however supply 

employer, policy makers and scholars with information to examine as great number 

of teachers have received higher academic status despite of inadequate leadership 

behaviours. 

 

To this end leadership strives to make work stimulating and challenging by attracting 

and motivating teachers through recognition of their characteristics. Besides, leaders 

use personal influence rather than position influence to inspire the employees to 
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attain the goals thus job satisfaction (Sonia 2010, Yukl 2010; Jacobs 2010Kelloway 

& Barling 2010). These views corroborates with path-goal theory as discussed 

in(Northouse,2013). In light with these observations, leadership is deemed as taking 

concerns of employees‘ through nurturing, by communicating and sharing the vision, 

improving work culture and focus on the core values of the organization. 

 

2.3 Achievement-oriented leadership style and job satisfaction 

Job satisfaction has been frequently examined topic in education and management 

and considered an indicator to evaluate educational attainments of school 

effectiveness (Joo, 2011).Achievement-oriented leadership sets clear and challenging 

goals for subordinates however, the achievement oriented leader challenges the 

followers to perform their best and demonstrates a high degree of confidence in their 

abilities to do the job (Mat, 2008; Jones &George, 2011). The leader establishes a 

high standard of excellence for subordinates and seeks continuous improvement 

further; leader shows a high degree of confidence in subordinates (Northouse, 2013). 

In view of this foregoing, some school leaders may claim to challenge teachers to 

perform their work at the highest possible level but teachers‘ have minimal 

continuous improvement. In addition to expecting that challenging goals and 

standards must be met, Achievement-Oriented leaders believe in subordinates‘ 

capabilities (Jones & George, 2011; Northouse, 2010).In contrast, this is partial 

because of distrust between followers and leader in school environment. 

 

Achievement-Oriented leadership is appropriate when followers are open to 

autocratic leadership, have external locus of control, and follower‘s ability is high; 

when task is simple, authority is strong, and job satisfaction from co-workers is 
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either high or low (Lussier & Achua, 2010). This is corroborated in research study 

that leadership is the ability to influence a group towards the achievement of a vision 

or set of goals (Robbins et al., 2010). Similarly, Daft (2002) contended that 

leadership behavior should clarify goals and set performance standards to be 

achieved. Nevertheless, this study argues that achievement oriented leadership may 

achieve performance through recognizing, encouraging and delegating task to 

followers. The study largely concurs with observations made by Davis, Darling-

Hammond, LaPointe,  & Meyerson(2005) that the growing consensus on the 

attributes of effective head teachers show that successful school leaders influence 

achievement through the support and development of effective teachers and the 

implementation of effective organizational processes.  

 

Negron (2008) noted achievement-oriented style is suited for unclear tasks and 

subordinates who may need a morale booster to increase their confidence in ability to 

accomplish the given goal. Achievement oriented style is effective when work is 

complex and the environment uncertain. This is because it can increase subordinates' 

self confidence that they are able to attain the goals. The achievement oriented leader 

tries to change attitudes of employees so as to seek continuous improvement (Leana, 

2013). However, achievement oriented leadership on the other hand is predicted to 

increase the follower effort and satisfaction when the task is unstructured and 

complex by increasing the follower self-confidence and the expectation of 

successfully accomplishing a challenging task or goal. This is explained in the 

concepts of the Path-Goal Theory where environment and the staff factors are 

moderators in leadership style and staff performance relationship as well as in 

leadership style and job satisfaction relationship (Northouse, 2013). 
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According to path goal theory, for leaders to be effective, theyneed to: recognize the 

needs of those they lead and try to satisfy these needs through the workplace, reward 

people for achieving their goals, help subordinates identify the most effective paths 

they need to take to reach their goals (Northhouse, 2013). This concur with assertion 

made by (Yukl, 2010) that achievement oriented style takes a transactional approach, 

which specifies expectations, clarify responsibilities, provides recognition and 

rewards to attain the desired performance. Various studies suggest that leader reward 

behaviors are predictors of subordinate sperformance and satisfaction. The meta-

analysis conducted by Podsakoff, Bommer, & MacKenzie (2006) suggested that 

leader behaviors are positively related to subordinate job satisfaction.  

 

As Path-goal theory focused on how leaders influence followers‘ expectations Robert 

House, the originator of the theory, proposed a model in which leader behavior is 

acceptable when employees regard it as a source of satisfaction (Kreitner &Kinicki, 

1995). In addition to this, leader behavior is motivational when it eliminates factors 

that hinder goal accomplishment but provides emotional support to the employees, 

and grants meaningful recognition in return for success. House claimed that the 

leader should stay on the right path to achieve challenging goals since achievement- 

oriented leadership is setting high standards and challenging goals for the employees 

by encouraging them to perform at their highest level (Northouse, 2013). Drawing 

from these suggestions, teachers‘ academic qualifications are successes thus need to 

be recognized as part of achievement in the right path towards exhibiting goal 

attainment. 
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According to Portin, Paul, Michael, and Lauren (cited in Maina, 2014) the core 

mandate of the head teacher‘s job is to diagnose his or her particular school‘s needs 

and to meet these needs by utilizing the resources and talents available. This is 

because achievement oriented leadership agitate for performance (Mat, 2008 & Yukl, 

2010). Portin et al., further assert that regardless of school type, schools need 

leadership critical in area of human resource for example; inducting, mentoring 

teachers and administrators; developing leadership capacity and professional 

development opportunities. Nevertheless, according to an OECD report (Schleicher, 

2012) more countries around the world require improved achievement from their 

schools. It is, therefore, imperative to have teachers‘ professional development 

granted so as to continuously achieve greater goals in schools as well as filling the 

gap needed to initiate supported mentorship and internship to teachers. 

 

To this end leader reward behaviors are predictors of teacher performance and 

satisfaction, therefore the meta-analysis conducted by Podsakoff, Boomer, & 

Mackenzie (2006) affirms that leader behaviors are positively related to subordinate 

job satisfaction. This develops quality of teachers‘ work and encourages them to 

contribute more (Hars & Ou, 2002). Behaviors by the head teacher indicate personal 

achievement satisfaction positively affect motivation to the extent that the teachers 

themselves have high needs for achievement. Malik (2013) reveal that achievement-

oriented leader behaviors have significant relationship with supervision and job in 

general and also significantly related with the co-worker and work. 

2.4 Directive leadership style and job satisfaction 

Directive leadership is characterized by authoritarian and legitimate power that uses 

high levels of strict direction, command and close supervision to provide 
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psychological structure and task clarity (Northouse, 2010; ClarkHartline & Jones, 

2009; Houghton & Yoho, 2005). Directive leaders set standards of performance,  set 

clear rules and regulations to subordinates as to what should be done and how it 

should be done, and the timeline when it should be completed (Jones & George, 

2011; Northouse, 2010).  

 

Additionally, directive leadership tells subordinates exactly what they are supposed 

to do. It characterizes a leader who tells subordinates about their task, including what 

is expected of them, how it is to be done, and dead line for the completion of 

particular task. He also sets standards of performance and defines clear rules and 

regulations for subordinates (Northouse, 2013). In view of these opinions there is 

need for head teachers‘ in primary schools to initiate strategy on how to 

communicate well controlled directives to teachers. Directive style of leadership is 

appropriate when task is complex or ambiguous, formal authority is strong and the 

work group provides job satisfaction (Lussier & Achua, 2010).  

 

The directive leadership clarifies expectations and gives specific guidance to 

accomplish the desired expectations based on performance standards and 

organizational rules (House, 1996, and Leana, 2013). However, Okumbe (1999) 

argued directive leadership subordinates are not active since the leader provides them 

with specific guidance, standards and work plans, including rules and regulations. 

The directive style is appropriate with newly hired or inexperienced subordinates and 

in situations that require immediate action (Negron, 2008). Nevertheless Martin 

(2012) pointed directive leadership is most effective when people are unsure what 

tasks they have to do or when there is a lot of uncertainty within their working 
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environment. This occurs primarily because a directive style clarifies what the 

subordinates need to do and therefore reduces task ambiguity. In addition, the 

directive leadership style makes clear the relationship between effort and reward and 

therefore the expectancy that effort lead to a valued outcome(Martin, 2012).To this 

end, directive style may be perceived as aggressive, controlling, descriptive, and 

structured by dictating what needs to be done and how to do it.  

 

Research shows that the directive leadership style does not often affect the 

employees‘ job satisfaction (CW Tsai, 2008, p.296) similarly; the directive style is 

negatively associated with the job satisfaction of the employees (Yun et al., 2007, 

p.178). In a similar context, the results of the study conducted within work teams by 

Yun et al., (2007) highlighted that there is no relevant effect of directive leadership 

on job satisfaction. Further research studies indicates that directive style is positively 

related to subordinates‘ expectations and satisfaction for subordinates who are 

employed to perform ambiguous, unstructured tasks; however, it is negatively related 

to satisfaction and expectations of subordinates who are well-structured and receive 

clear tasks (Negron, 2008; & Leana, 2013). 

 

In view of the foregoing, head teachers in primary schools need to use directive style 

cautiously with minimal authority because at the core level and trust of their ability 

to use other styles they do not worry over loss of control that results in undesired 

outcomes of the tasks allocated to their teachers. Leithwood and Mascall (2008)  
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conceptualized leadership in terms of functions, providing direction and exercising 

influence to accomplish the goals however, in their transformational leadership 

model, Leithwood et al., (2008) articulate main category of leadership practice as 

setting directions which comprise of building a shared vision, fostering the 

acceptance of group goals, creating high performance expectations, and 

communicating the direction; (Leithwood, Harris & Hopkins, 2008; Leithwood & 

Jantzi, 2008; Leithwood& Louis, 2012).  

 

Some studies have researched on teachers‘ job satisfaction however, new and 

increasing demands on head teachers‘ contribute to emergence of distributed 

leadership practice in schools (Jacobs, 2010). According to Spillane (2006) 

distributed leadership is practice of spreading and directing leadership roles over 

people however, autonomy in exercising the powers on roles is limited to primary 

school teachers. Leadership is discussed as not being centered on the supremacy of 

one person, but leaders and followers engaging in shared leadership responsibilities 

(Grant, 2011; Hoy &Miskel, 2008). Nevertheless, Jacobs, (2010); Bolden, Petrov, 

and Gosling (2009) describes shared leadership in terms of the ways in which roles 

are stretched and devolved over people. Serrell (2011) view this in the context of 

interactions between leaders, followers and the situation. Robinson (2008) asserts 

shared leadership as framed performance of particular tasks allocated to more than 

one person. 

 

Pont, et al., (2009) indicated that where roles and responsibilities are shared with 

other school members, head teacher‘s position remains strong. To this end, this study 

opines that incorporation of specialization on teaching subjects in primary schools is 
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vital in recognizing teachers‘ position. In view of these opinion incorporating 

leadership between individuals is indication of collective, group-centered, 

participatory, inclusive and supportive (Gronn, 2008; Leithwood & Mascall, 2008; 

Street, 2011). In essence directing leadership is a platform for head teachers to share 

tasks depending on responsibility and expertise to improve school effectiveness, 

capacity for continuous succession and development (Gronn, 2009; Pont et al., 

2009). The study by Hulpia & Devos (2009) revealed the amount of formal 

distribution of leadership roles to teachers did not have a significant influence on 

school leaders‘ job satisfaction, the nature of job; determines satisfaction however 

this study contends that school managers need to delegate responsibilities to teachers 

with equal authority and autonomy. Path-goal theory dimension initiate structure 

furthermore, leadership style high on initiation of structure is conducive with an 

orientation of efficiency and stringent cost control (Chaganti, Cook, & Smeltz2002). 

 

2.5 Supportive leadership style and job satisfaction 

Schools are changing in attempt to become market driven giving rise series of issues 

to which policy and practice on school leadership must respond (Pont et al., 2009). 

The supportive style is suitable when subordinates show lack of confidence in ability 

to complete a task and little motivation (Negron, 2008).Besides, Jabeen (2011) & 

Jacobs (2010) posits heavy workload; uncertain recruitment procedures for task deter 

potential candidates. Grant (2011) assert that workers can provide valuable input into 

the successful leadership of school when supported and empowered. Similarly, 

Ingersoll (2001) discussed that school organizational factors such as lack of support 

from administrators, and decision-making power encouraged school teachers to leave 

their profession.  
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Malik (2011) highlighted the importance of work characteristics (routine, autonomy 

and feedback) how the work role is defined (role conflict and role ambiguity) as well 

as work environment (leadership, stress, advancement, opportunities and 

participation) in relation to job satisfaction. This study observes that it is only fair for 

leaders in organizations to endow favorable work climate which support employees‘ 

aspirations. In light of this view a study conducted on a sample of 143 employees at 

universities, banks and multinational companies showed that those employees who 

were experiencing more stress at their jobs were unable to perform to expectations 

(Dar et al., 2011). Employees serving in the medical field and finance sector 

confirmed these findings as their performance was also negatively affected by stress 

(Imtiaz & Ahmed, 2009; Wu, 2011). Lower levels of performance were also 

witnessed among the 144 banking professionals due to job stress (Bashir & Ramay, 

2010). However, this study suggests that maintaining a prominent position at the 

school is important to delivering outstanding performance hence job satisfaction. 

Moreover, when teachers experienced stress in their schools since they could not 

focus on their work and often faced difficulty in performing tasks. 

 

Martin (2012) argued that effective leadership contributes a lot when the nature of 

the work is stressful or boring. This is because a supportive style by the leader 

increases subordinates' satisfaction and self-confidence and reduces the negative 

aspects of the situation. This may lead to an increase in the intrinsic valance of the 

job and the expectation on performance leading to the attainment of goals. There is 

need for employees‘ present and previous output to provide feedback, identify 

talents, capacities, advancements and target (Hamid, 2010; & Jabeen, 2011). The 

supportive leadership behaves responsively, creates a friendly climate, and verbally 
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recognizes subordinates‘ achievement in a rewarding modus (Leana, 2013). 

Moreover, supportive persons in leadership demonstrate respect for subordinates, 

treat everyone equally, and show concern for subordinates‘ well-being (House, 1971; 

& Leana, 2013). 

 

On the other hand, Northouse (2010) argued supportive leadership is characterized 

by a leader who is friendly, approachable and treats subordinates as equals. Besides, 

Supportive leaders care about the well-being and human needs of subordinates and 

go out of their way to make the work more enjoyable for their subordinates (Jones & 

George, 2011; Northouse et al., 2010). There is need for head teachers‘ to go extra 

mile to providing support to teachers‘ through interactions, creating conducive 

working environment to foster respect, trust, cooperation, and emotional support 

(Daft, 2005). 

 

Controlled extrinsic motivation in target setting is a means for information sharing 

between employees and superiors (Wong, Guo, &Lui, 2010).Nevertheless, 

expectations of leadership is to achieve change and influence motivation of teachers 

hence, supporting them is indispensable (Pont, et al., 2009; Akuoko, 2012; & Leana, 

2013). Sonia (2010) argued that when employees‘ judge organization to be providing 

good support, positive feelings of well-being are stimulated. Riaz and Ramay (2010) 

conducted study to find out the antecedents of job satisfaction and identified 221 

respondents showed great significant association of open communication. This 

indicates that leaders can engage in behaviors that help subordinates facilitate goal 

attainment by providing information and other resources necessary to obtain goals 

and improved work conditions (Martin, 2012). 
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Sonia (2010) notes other factors which affect job satisfaction as unfavorable social 

life, nature of job, prestige, status in society and workplace. To this end this study 

notes that teaching job has routine work thus perceived to be of lower status and 

therefore source of dissatisfaction. According to Sababu (2010) Job content depends 

on skills, degree of responsibility, challenge and growth it offers. Murage and 

Kimani (2014); Sababu (2010) discussed school organizational factors such as lack 

of support from administrators and teaching experience predict higher attrition. 

Leadership is a paradigm shift departure from one person to a more complex notion 

of developing broad based leadership capacity (Spillane, 2006). Furthermore, Jacobs 

(2010) cited National Education Association in Washington reported Principals have 

begun transition from operational managers to instructional leaders and reformers. 

However, leadership reforms ought to be in line with the devolved structure of 

governance viable to supporting good climate in schools. 

 

Previous education reforms in Kenya have been anchored on a political setup of Task 

Force Reports, Commissions, Committees and Working Parties, MoEST(2010) 

however, achievement of expected goals, have not been substantial. Walstrom and 

Louis (2008) assert that schools with structures allowing levels of supported and 

shared leadership impact on work climate. Reform efforts, organizational change, 

motivation, working relationships, interactions and expertise contribute on working 

climate (Leithwood & Mascall, 2008; Hulpia, & Devos, 2009; Leithwood, Wallace 

& Anderson 2010; &Jacobs, 2010).There is need to support recognized leadership 

structures in school that attracts work climate and job satisfaction of teachers. 

Leithwood,  Jantzi & Pattern (2010) observe that it is worthwhile to test effect of 

leadership in organization through work place conditions. Leadership commitment of 
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supervisor is often assessed as satisfaction (Leana, 2013).Studies reveal that teachers 

have different views concerning their perceptions of relationships at the workplace 

which relate to job satisfaction. In one such study 46% of the respondents believed 

that teachers supported one another in the realization of educational outcomes; and 

42% that collegial support raised motivation. 41 percent of respondents believed that 

teachers enjoyed positive working relations. However, only 32% of the teachers 

viewed their principals as fair leaders (Dehaloo, 2011).  

 

In the study conducted by Weberge; Hussain; & Riaz (2010); Tejeda; Scandura; & 

Pillai (2001) revealed that top executive need to consider personal feelings of 

employees before acting, see the interests of employees are given consideration, 

facilitate consensus building in group sessions and behave in a thoughtful manner 

towards employee personal needs. They asserted supportive leadership had a positive 

and significant impact on job satisfaction. According to the suggested views, 

supportive leadership play role that increases teachers‘ job satisfaction. Additionally, 

there is need to recognize that supportive leadership style is more of relationship-

oriented style. It requires the leader to be approachable and friendly. Leaders need to 

display concern for the well-being and personal needs of the subordinates. Similarly, 

they need to create an emotionally supportive climate. This style is effective when 

subordinates lack self-confidence, work on dissatisfying or stressful tasks and work 

that do not provide job satisfaction (Hoy & Miskel 2001: 408). 

 

House‘s (cited in Yukl, 2010) path-goal theory focuses on the way leaders‘ behaviors 

can influence subordinate performance and satisfaction. For instance, the theory 
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proposes that supportive leadership style as most effective in situations that involve 

completion of tasks that are monotonous, tedious or dangerous, as this leadership 

style help increase subordinates‘ self-confidence and decrease anxiety. To this end, 

supportive leadership style is not going to be as effective for tasks that are interesting 

and enjoyable or intrinsically motivating (Yukl, 2010). Drawing from this 

suggestion, conclusion is that primary school teachers‘ work, although, important is 

perceived as routine type hence supportive leadership style is most effective when 

the task is relatively routine and simple. This is corroborated by Sonia (2010) that 

unfavorable social life, nature of job, prestige, status in society and workplace are 

factors affecting job satisfaction. 

 

Job satisfaction is determined by how well outcomes exceed expectations; for 

instance if teachers feel that they are working much harder than others with similar 

or comparable qualifications, in  other sectors of economy but are receiving fewer 

rewards they most likely feel dissatisfied with their job (Okumbe, 1999). Based on 

this opinion by Okumbe, this study suggests teacher‘s employer TSC need to fasten 

strategies that promote teacher job satisfaction in order to support and increase 

productivity of their performance. Similarly, expanding hierarchical structure in 

school contributes to rise in opportunities for teacher promotion. However, this may 

cause adverse implications on the economy.  

 

2.6 Participative leadership style and job satisfaction 

As organizations become redesigned, teachers are given opportunities to be part of 

group decision making. Job satisfaction includes the idea that teachers‘ have 
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influence and participate in school-wide decisions for staff development (Walstrom 

& Louis, 2008). The study by Joo (2011) postulates teacher participation in decision 

determines school activities such as; supervision, finance handling and 

administrative affairs. In addition, the expertise needed for school development must 

come from a broader base of individuals with diverse skills, knowledge regarding 

curriculum, pedagogy, decision making authority and best practices (Spillane, 

Halverson & Diamond, 2001; Watson & Scribner, 2007; Hartley, 2007; & Gronn, 

2009). Participative leadership consults with subordinates about decisions, and takes 

their contributions into account, solicits for suggestions, opinion, obtains their ideas, 

shares responsibilities, involving them in the planning, execution phases and 

integrates their suggestions into decision making prior to making a final decision 

(Mat,2008; Negron, 2008; Leana, 2013; &Northouse, 2013).To this end, participative 

leadership is appropriate when subordinates don‘t want autocratic leadership, have 

internal locus of control, and follower ability is high; when task is complex, authority 

is either weak or strong, and satisfaction from co-workers is either high or low 

(Lussier & Achua, 2010).Moreover, Mat (2008) argued that participative leadership 

is suggested to increase the follower effort when the task is unstructured by 

increasing the role clarity and the follower autonomy.  

 

Harris and Spillane (2008); & Street, (2011) asserted that based on the charge of 

collective groups, autonomy to make decisions may be limited because formal 

leadership structures cannot be removed. It is imperative to argue that participation in 

decision being stretched over people and place lead to greater commitment on goals 

and strategies associated with job satisfaction (Harris, 2006; Mangin, 2007;& Jacobs, 

2010). Gronn (2008) reflecting back on development of leadership, preferred its 
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application for positive quality decisions. Nevertheless, Lima (2008) viewed decision 

making as risky and has negative impact on team. According to Jacobs (2010) 

leadership experiences gained by teachers when school decisions are spread assist in 

skill development. In light of these views by researchers, teachers need to be well 

equipped with skills, knowledge and expertise to solve emerging issues. Besides, 

they are able to meet goals for staff development as their incorporation in decision 

significantly impact on job satisfaction.  

 

Participative leadership according to Lewin (as cited in Waters, 2013) states that 

minds of many makes better decisions than judgment of a single mind alone. In light 

of this observation teachers become more committed to decision making practices 

and are more actively involved thus job satisfaction is realized. Furthermore, Lewin, 

Lippit & White (1939); & Jani (2012) found out that participative leadership style 

was most effective style after examining relationship to the effect it had on children 

in educational setting. Drawing from these conclusions it is imperative that 

relationship between head teachers‘ leadership style and teachers‘ is ultimately vital 

to influencing job satisfaction whereby participative style is practiced. Moreover, 

Waters (2013) opines that participative style builds relationship between teachers and 

principals, builds trust and collegiality among staff. 

 

On the other hand, a motivated employee might work harder than expected to 

complete the task, provide strategies, proactively find ways to improve the quality 

and efficiency of work environment through decision participation (Ashim, 2011;& 

Grant, 2011). This study notes participative leadership when engaged effectively in 

utilization of knowledge and expertise give quality solution. In this context 
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succession leadership is smoothly facilitated as Jacobs (2010) stressed succession 

planning for school leadership positions is feasible if teachers within the school are 

committed, interested in formal leadership positions and also prepared for leadership 

roles. Additionally, heavy workload, remuneration, uncertain recruitment procedures 

and career development prospects deter potential candidates. It is therefore important 

to mention that even though, participative leadership style enhance employee's 

motivation, employee's commitment and job satisfaction are distinct constructs and 

they are highly interrelated (Ismail, Zainuddin and Ibrahim, 2010). This means that 

leaders who implement participative leadership style effectively; then they strongly 

motivate employees to be committed in the organization (Brown, 2003; Rad & 

Yarmohammadian, 2006) and this lead to higher job satisfaction in the organization 

(Yiing and Ahmad, 2009; & Yousef, 2000).  

 

Grant (2011) assert that workers may provide valuable input into the successful 

management of any organization when they are empowered to assume leadership 

roles. Yee and Chen (2009) contend that performance appraisal evaluates employees‘ 

present and previous output within laid down standards, but also provides feedback 

on employees‘ performance. Drawing from these views, it is indispensable for the 

leadership to initiate method of supervision, identifying talents, capacities, 

advancements and target (Hamid, 2010;& Jabeen, 2011).This study recognizes 

participation of decision making as interaction between leader and followers in the 

context of participatory leadership with structure that allow interactions for decision; 

which (Spillane, 2005) described as system of practice comprised of collection and 

interacting components. 
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Sonia (2010) argued that it is plausible when employees judge the organization to be 

providing good supervision, positive feelings of well-being is created. This 

stimulates them to reciprocate by increasing their sense of obligation and 

commitment due to interaction and participation. According to CORT (2015) 

performance appraisal for teachers is conducted by deputy head teacher in a primary 

school however, this arrangement of role overloads the appraiser and there is need to 

broaden concept of leadership policy in schools to strengthen succession 

management. This increases recognition, enhance job satisfaction and teachers‘ are 

motivated by being consulted on action and activities affecting them. According to 

Nisa , Zaidi &Bigger (2008)most staff have basic competence and the right kind of 

participation yields both motivation and knowledge, high autonomy, increase the 

intrinsic valence of work resulting in greater effort and higher satisfaction valuable 

for the accomplishment of solutions. In view of these assertions participation in 

decision making tend to increase satisfaction with performance appraisal. 

Nevertheless, teachers‘ in the school situation where there is internal locus of control 

they would be more satisfied with a participative leadership style (Nisa, et.al. 2008). 

 

Since 1980 various scholars have studied the concept of participative leadership. 

Researchers argue that due to the complex changing environment previous styles of 

leadership seem to hinder organizational performance hence there is a need for new 

leadership styles based on participative principles to be able to cope with the rapid 

rate of changes (Trevino, Brown, & Hartmann2003; Fulmer, 2005; Kakabadse, 

Kakabadse, A. & Lee-Davies, 2009).Consequently, a paradigm shift of leadership 

style needs to be engaged in organizations. According to Rok (2009) it is imperative 

to have effective leadership which should influence and inspire people toward group 
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goals through individual motivation rather than coercion. Nemaei (2012) stated that 

modern concept of leadership should be the impact of participative leadership on 

employee's motivation, job satisfaction and innovation conceived as a set of values 

and behaviors exhibited by the leader to encourage participation, commitment and 

development of the followers. Furthermore, openness to new ideas is an essential 

element in order to encourage participation of followers there is a growing need for 

more participative culture of leadership.  

 

In addition, the modern leader not only leads or involves, but also more responsive to 

feedback from others in trying to integrate the core sustainability agenda with 

‗‗hearts and minds‘‘ of all followers (Rok, 2009). The main reasons for the need of 

participative leaders are the changes in cultures, environment and politics. An 

interesting study done by Hay group (2011) claims because of factors such as 

globalization, climate change, demographic change, individualization and digital 

lifestyle, organizational principles such as leadership, corporate environment and 

organizational structures is expected to dramatically change by 2030. In context to 

these expressions, head teachers according to a Wallace Foundation Perspective 

report can no longer function simply as school managers but also instructional 

leaders (The Wallace Foundation, 2013). To be successful, they are expected to 

distribute leadership effectively for sustainable change and improvement that 

translates into improved learning outcomes (Harris, 2014). This can be achieved 

through what Dufour and Marzano (2011) advocate; a shift in focus to efforts aimed 

at building the collective capacity of educators.  

 



43 
 

 
 

The increasing rate of dynamic changes inside and outside organization has 

encouraged leaders to shift the paradigm of their leadership style from traditional 

approaches to humanistic based leadership with focus on employee's empowerment 

in order to achieve organizational goals (Brown, 2003; Rad & Yarmohammadian, 

2006). Various scholars argue that participative leadership style is the only true 

humanistic approach to leadership (Amabile, Schatzel, Moneta, & Kramer 2004; 

Jong, and Hartog, 2007).These scholars argue that leader's ability to properly 

implement participative styles (i.e., general consultation, empowerment, joint 

decision-making and power sharing), together with consultative approaches (i.e., 

appreciation of follower's opinions and ideas in goal settings and task assignments) 

in planning organizational functions directly increase job satisfaction (Brown, 2003; 

Rad & Yarmohammadian, 2006).  

 

Drawing from several suggestions made by research studies on participative 

leadership in the literature; it is therefore imperative for this study to contend success 

of participative leadership style is generated through involvement of teachers‘ in 

decision‐making to improve the understanding of the issues. Moreover, the study 

asserts teachers are more committed to actions where they are involved in the 

relevant decision‐making. This is because when teachers make decisions together, 

the social commitment to one another is greater; they increase their commitment to 

the decision, make better decisions together, and become competitive and more 

collaborative when working on joint goals. 
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2.7 Theoretical framework 

The study used theories of leadership to investigate relationship of head teachers‘ 

leadership and job satisfaction, for instance Contingency theory postulate; people 

need for position, power, task oriented, relationship oriented, attaining of goals and 

success. However, this study employed path-goal leadership theory developed by 

House (cited in Martin, 2012) and argues that the theory is based on how leaders 

facilitate task performance to subordinates which help achieve rewards because 

employees are motivated, recognized, and satisfied hence; theory is relevant to this 

study. 

 

Robbins (2005) believes that path-goal theory is the most influential contingency 

approach to leadership. However, Richard et al.,2012 (cited in Malik 2013) believed 

that path-goal theory as the most sophisticated and comprehensive contingency 

theory. According to Path-Goal theory, leader provides necessary direction and 

support to subordinates to achieve individual as well as organizational goals 

(Silverthorne, 2001). In this regard this study postulated essence of head teachers‘ 

providing desired way to goal attainment by teachers‘. The stated goal of this 

leadership theory is to enhance employee performance and satisfaction by focusing 

on their motivation levels. In contrast to situational approach to leadership, this 

suggests that, a leader must adapt to the development level of subordinates, and 

unlike contingency approach, which emphasizes the match between the leadership 

behavior and specific situation (Malik, 2013).  

 

Moreover, path-goal theory emphasizes the match between leader behavior and 

subordinates characteristics along with work settings (Northouse, 2013). The path-
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goal theory explained how a leader can provide support to subordinates on the path 

to goals by using specific behaviour based on subordinates needs and work settings 

or situations in which subordinates are operating. As theory suggested the different 

leader behaviours have different kind of impact on subordinates‘ motivation. 

According to Richard et al.,2012 (cited in Malik 2013) path-goal is a cognitive 

approach to understanding motivation where subordinates calculate effort-to-

performance and performance-to-outcome probabilities. The most effective leader 

provides availability of valued rewards (goal) by helping them in finding best ways 

to reach there (path). This task and leadership relation involves effort-to-performance 

and performance-to-reward expectancies. The two situational contingencies in the 

path-goal theory are: the personal characteristics of group members; and the work 

environment (Daft, 2005). 

 

Northouse (2013) pointed out job motivation factors; valued work, goal achievement, 

responsibility, recognition, advancement, empowerment, status, level of challenge, 

work environment and opportunities for creativity were vital. The study took 

advantage of path-goal theory to investigate whether the behaviours by head teachers 

and teachers in schools are distinct and leads to job satisfaction. Okumbe (1999) 

view path-goal theory of leadership rested on leader behavior being acceptable 

complements work environment, rewards effective performance and motivating 

when subordinates perceive it be satisfying. Mat (2008) stipulated that in path-goal 

Theory a leader may exhibit any of; achievement-oriented style, directive style, 

supportive style and participative style or all of these types of leadership styles, and 

therefore best type of leadership for a given situation is dependent on the individual 
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follower and the specific situation. Path-goal theory therefore befits head teacher in 

school to direct paths towards achieving desired goals by teachers.  

 

2.8 Conceptual framework 

The study has been conceptualized based on four independent variables on leadership 

styles as: achievement oriented leadership, directive leadership, supportive 

leadership and participative leadership styles and one dependent variable job 

satisfaction. This is depicted in figure 2 showing the interplay of relationship 

between the variables. 
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Figure 1 Conceptual framework 

The following figure of conceptual framework represents interrelationships of key 

variables on relationship between leadership styles and job satisfaction. 
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(Martin, 2012). 
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while teachers‘ job satisfaction is dependent variable. This relationship eventually 

effect on job satisfaction among the teachers.  

 

First, the main input variable is the head teacher leadership style, which may be 

typically accessed through workshops, conferences, seminars, symposiums, open and 

distance learning programmes, personal initiatives of head teachers and peer support 

programs, among other avenues. Exemplary leadership styles produce head teachers‘ 

with knowledge, skills and dispositions to articulately engage in a more effective 

leadership practice. Head teachers set clear directions for their schools based on high 

expectations of teachers. They allocate tasks with clear rules and realizable timelines 

for task completion. They actively engage teachers in challenging tasks all geared to 

realizing job satisfaction. These head teachers also engage in effective organizational 

processes, including developing their staff and distributing leadership roles to 

effective teams to collaboratively plan and implement inclusive leadership 

engagements in school programmes that improve achievement of desired goals.  

 

Effective head teacher leadership articulate on improved: teacher status, recognition, 

goal achievement, intrinsic valence and high performance lead to style that facilitates 

to attainment of job satisfaction. Effective use of leadership style in school set up is 

characterized by the involvement of teachers in school through: sustainable working 

climate, policies, participation in decision making and practices. Job satisfaction 

indicators include: status, goal achievement, punctuality, recognition, autonomy and 

motivation, positive attitude toward leadership diversity, school-wide positive 

interactions behavior, adequate school facilities, high performance and low absentee 

rates, and safe conducive healthy environment. 
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The ultimate outcome is improved achievement of goals, commitment, motivation 

and performance for teachers. Job satisfaction setting is vitally important in 

determining teacher achievement and progress in school. In closing the gap there 

should be measures to be utilized. The measures include: (a) use of participative style 

to enhance decision making; (b) create supportive conditions favorable; (c) develop 

confidence to enhance ability to achieve expected high performance; and (d) to 

clarify on the expected guidelines in order to attain performance standard. Finally, 

the conceptual model may provide path for leaders in organizations to determine and 

implement appropriate interventions. This include: existing gaps in relation to 

leadership on job satisfaction such as lack of clear policy, specialization, mentoring, 

inconsistent training, absence of clear strategy and lack of specific roles for teachers 

have been identified. Also identified is the escalating need for highly effective head 

teachers with the enthusiasm to ensure improved job satisfaction for teachers to 

achievement of goals and the role of leadership in meeting needs.  

 

2.9 Summary of reviewed literature 

The literature review explored the relationship between leadership styles and 

teachers job satisfaction. The research suggests that leadership could be seen in the 

wider context within the range of problems that affect teachers‘ experience at work. 

The review indicate that wide knowledge, skills and understanding of reformed 

leadership could contribute significantly to organization outcomes and assist head 

teachers being effective on improvement of school policies and practices. Job 

satisfaction factor has been reviewed in relationship to leadership styles using path-

goal theory of leadership. The review identified positive support from leader and  



50 
 

 
 

involvement in decision making, recognition, value of employee ideas influences the 

level of satisfaction (Jacobs, 2010, Waters, 2013). The apparent need to investigate 

relationship between leadership styles and job satisfaction in primary schools was 

wanting because small percent was recorded in the existing literature. The literature 

also examined a wide range of critical issues related to leadership development. 

Existing gaps in relation to leadership on job satisfaction such as lack of clear policy, 

specialization, mentoring, inconsistent training, absence of clear strategy and lack of 

specific roles of teachers have been identified (Republic of Kenya 2012). Also 

identified is the escalating need for highly effective head teachers with the 

enthusiasm to ensure improved job satisfaction for teachers on achievement of goals 

and the role of leadership in meeting needs.  
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.1 Introduction 

This chapter discusses the research design, target population, sample size and 

sampling procedures, research instruments, validity and reliability of the instruments, 

data collection procedures, data analysis techniques and ethical considerations. 

 

3.2 Research design 

The study adopted a correlational research design. Gall and Borg (2007) described 

correlational study as appropriate design to discover relationship between variables. 

Furthermore, Cresswell (2012) contended that correlational research design is used 

when the study seeks to identify the extent to which two or more variables relate. In 

other words, change in one variable leads to change in the other variable. Loico, 

Spaulding & Voegtle (2010) observed that the basic objective of the correlational 

design is to explain and predict the association between variables to determine 

current conditions and measure whether a relationship exists among them. In view of 

the foregoing, correlational research design was appropriate for the study. 

 

3.3 Target population 

The target population of the study was 601 head teachers and 7002 teachers in 

Nakuru County primary schools. However, the accessible population consisted of 

240 head teachers and 3700teachers in public primary schools from four sub counties 

out of nine with urban and rural representation in the County(Nakuru TSC County 

Office, 2015). 
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3.4 Sampling procedure and sample size 

Sampling process for the study was done in such a way that the cases selected 

represented the population group. Kothari (2011) noted that an ideal sample should 

be large enough to serve as adequate representation of the population for 

generalization. Cluster sampling technique was used to randomly select four sub 

counties from the larger Nakuru County based on number of primary schools and 

geographical location in order get accessible population. Proportionate sampling 

technique was used to determine number of schools selected from each sub county 

for equality. Head teachers were purposively selected from the schools sampled as 

they were leaders in those schools. Stratified sampling technique was used to obtain 

representative sample for male and female teachers while simple random sampling 

was applied to select individual teachers from specific sampled schools. 

Consequently, the final sample consisted of 500respondents; 148 head teachers, 148 

male teachers, 200 female teachers from upper primary and four Curriculum Support 

Officers purposively selected. To determine sample size the study employed formula 

recommended by Krejcie and Morgan (cited in Gall and Borg, 2007; Saowanee, 

Wallapha & Tang, 2014). 

ᵡ
2
NP (1-P) 

d
2
(N-1) + ᵡ

2
P (1-P) 
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where:  

ᵡ2
 = table value of chi-square for 1 degree of freedom at desired confidence level of 

(3.841) 

N = population size 

P = population proportion (.50) 

d2
 = degree of accuracy (0.05) 

 

The following sample size data for head teachers and teachers were derived. Sample 

size determination for head teachers was 148 and teachers‘ 348 summarized in 

Table1. 

 

Table 1 

Schools / Head Teachers’ and Teachers’ Sample Size  

 

 

                                                                             Teachers‘ 

Male                                            Female 

Sub County               N          Sch./ HT                N          S             N        S 

 

Nakuru Town           60            37                     494      48            740     68 

Nakuru North           40            25                     362      35            543     50 

Naivasha                  72             44                     372     36            534     49 

Gilgil                        68             42                     291     29            364     33 

Total                     240            148                 1519    148            2181  200 

 

Note. The data show the proportionate sample size for head teachers‘ and the 

teachers based on the number of schools. HT = Head teacher; Sch.= school; N= 

Population and S= sample size  Source: Nakuru County Education Office, 2014.  
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3.5 Research instruments 

The research instruments for data collection in this study were two questionnaires 

and an interview schedule shown in Appendices ii QHT, and iii QT questionnaires, 

were administered on head teachers‘ and teachers‘. Questionnaires were suitable 

because of quick data collection, they handle large data, respondents had time to give 

well thought answers on their own and they upheld confidentiality (Kothari, 2011). 

Both questionnaires gave standard instructions for all the participants. Closed ended 

items in the tools facilitated smooth, straightforward scoring of data for analysis, and 

gave respondents an opportunity to give their opinion providing the needed 

information. The respondents answered in line with the extent to which they agree or 

disagree with the statements in the questionnaire. The instrument covered objectives 

of the study constructed on (LBDQ) based on four point Likert type scale ranging 

from Strongly Agree (1) to Strongly Disagree (4). A similar scale for job satisfaction 

was constructed consisting of items based on four point Likert scale from Strongly 

Agree to Strongly Disagree.  

 

3.5.1 Questionnaire for head teachers (QHT) 

The head teachers‘ questionnaire was specifically important because they are the 

people mandated to implement leadership. Whilst there are many methods of 

measuring leadership styles and job satisfaction, Likert- type scale questionnaire are 

used frequently to determine extent of relationship within leadership and job 

dimensions (Field, 2009).The questionnaires for head teacher had sections that 

covered areas as per objective of the study which included four items on 

demographic data, leadership styles and job satisfaction. The items contained 

structured questions relating to the study variables constructed on an interval scale. 
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They include: items relating to achievement style, directive style, supportive style, 

participative style and job satisfaction. The respondents had to make judgment using 

a four point scale by ticking appropriately only one of the options provided. They 

are: (1). Strongly Disagree, (2). Disagree (3). Agree and (4). Strongly agree  

(see Appendix ii). 

 

3.5.2 Questionnaire for teachers (QT) 

The teachers‘ questionnaire was distinct for this study since teachers were to provide 

credible information as to which style of leadership gave much satisfaction. Whilst 

there are many methods of measuring leadership styles and job satisfaction, Likert- 

type scale questionnaires are used frequently to determine extent of relationship 

within leadership and job dimensions (Field, 2009).The questionnaire for teachers 

contained four items on demographic data and had sections with items containing 

structured questions relating to the study variables constructed on an interval scale. 

They include: items relating to achievement style, directive style, supportive style, 

participative style and job satisfaction. The respondents had to make a judgment 

using a four point scale by ticking appropriately only one of the options provided. 

They are: (1). Strongly Disagree, (2). Disagree (3). Agree and (4). Strongly Agree 

(see Appendix iii). 

 

3.5.3 Interview schedule for curriculum support officer (CSO) 

The interview schedule for CSO contained fourteen items related to the objectives of 

the study. The schedule supplemented the questionnaires and the questions asked 

were open ended. The Interview schedule was used to gather more information and 

seek clarifications. 
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3.6 Piloting of instruments 

The questionnaire instruments were field tested to check on their validity. They 

focused on the attitudes, perceptions and views of respondents to measure the 

variables between leadership behaviors and job satisfaction. According to Mugenda 

& Mugenda (2003), pretest sample of between one percent and 10% is considered 

sufficient therefore; the study used five percent of all the schools. There were a total 

of seven schools including the head teachers‘ and17 teachers in the pilot study from 

sampled sub counties however, expert judgment was also provided by supervisors 

who reviewed questionnaires before data collection. 

 

3.7 Validity of research instruments 

According to Kothari (2011) validity is the most critical criterion that indicates the 

degree to which an instrument measures what it is supposed to measure. An 

instrument is said to be valid if it produces accurate results (Miller, 2012). Content 

validity was used to check for clarity, simplicity, ambiguity and relevance of the 

instruments. Content validity was also applied to check whether the instrument 

provided adequate coverage on the topic(Kothari, 2011).The questionnaire 

instruments were then field tested to check on their validity to measure the variables 

between head teachers‘ leadership behaviours and teachers‘ job satisfaction. The 

pilot study was used to test face validity by observing how the participants responded 

to the instruments and evaluating whether they provided the information to answer 

study objectives. The study used five percent of the sampled schools.  This translated 

into seven schools being preferred appropriate sample for the pilot study however; 

expert judgment was sought from supervisors before data collection. Furthermore, 

the results of the pilot study facilitated necessary revision and modification of test 
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items which ensured that they measured what they were intended to measure hence 

credible results were produced.  

 

3.8 Reliability of research instrument 

Reliability is test of sound measurement of degree to which the research instrument 

yields consistent results after repeated trials (Kothari, 2011). Several methods were 

employed to enhance the reliability of the research instruments. Firstly, the 

researcher used split half reliability method. This involved splitting the instrument 

into two halves; one half of even numbered and the other of odd numbered items. 

Likert- scale items for the scores of all odd and even numbered items for each 

respondent were computed separately using Spearman Brown‘s formula to obtain 

full reliability (Brown, 2001, pp.7-11). 

Reliability = 2 x r half- test 

                   1 + r half-test 

 

where:  

r = Reliability coefficient for half of the test 

 

Reliability coefficient for half of the test responses of each question in the 

questionnaire was correlated with those of other questions in the questionnaire. The 

internal consistency calculated indicated reliability indexes and correlation co-

efficiency of above 0.7 deemed the instrument reliable. Upon calculation Spearman-

Brown coefficient of 0.786 for teachers and 0.866 for head teachers was obtained 

meaning instrument were reliable and consistent. Additionally, the pilot test results 
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were used to correct ambiguities, repetitiveness, and jargon in the questionnaire to 

confirm and ensure their reliability. 

 

3.9 Data collection procedures 

After due approval by respective supervisors, the Board of Postgraduate Studies 

cleared the researcher to seek for a research permit. A permit to conduct research was 

obtained from the National Commission for Science, Technology and Innovation 

(NACOSTI), Nairobi. The researcher made courtesy calls to the County Director of 

Education for clearance to conduct research in respective sampled schools. 

Researcher sought permission from the County Commissioners‘ office Nakuru. The 

researcher then visited education offices and schools in the selected sub counties to 

explain the study purpose and make necessary appointments. The researcher then 

visited schools to meet the head teachers. Ethical issues in conducting research were 

adhered to. The questionnaires were distributed together with a letter of introduction 

requesting the cooperation of the respondents. Researcher displayed utmost ethics 

while distributing questionnaire to respondents; assured them confidentiality of their 

identities however, the information provided would be on public domain. The 

questionnaires‘ were returned in sealed envelopes provided by researcher at CSO 

Centre which was point for collection.   

.  

3.10 Data analysis 

After the field work, the questionnaires were cross examined to determine their 

consistency, comprehensibility, accuracy, reliability, wrong responses and those not 

responded to. Data were then entered into an Excel Spreadsheet database as 

appropriate for easier management. Statistical Package for Social Sciences (SPSS) 
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was utilized at this phase. After editing data the researcher used tallying, coding 

scheme and code sheet in analyzing data collected. Demographic information was 

tabulated analyzed using frequencies and percentages. Participant responses for both 

the head teachers‘ leadership style and teachers‘ job satisfaction were coded and their 

relationship analyzed accordingly. Quantitative data were presented in frequency 

tables, scatter graphs and bar graphs. SPSS program was used for data entry and 

presentation of scores. 

 

Spearman rho was used to determine the degree of the relationship between head 

teachers‘ leadership styles and teachers‘ job satisfaction. Spearman rho was used 

because it was considered appropriate technique of determining the degree of 

correlation between variables in case of ordinal data where ranks are given to the 

different values of the variables. In this case the information collected was sufficient 

to rank the data. Likert scale responses were defined as ordinal data (Coladarci, 

Cobb, Minium, & Clarke, 2008; Kothari, 2011).Spearman rho correlation statistics 

analysis was carried out to establish relationship between achievement-oriented 

leadership similarly; it was used to determine relationship on directive leadership, 

supportive leadership, and participative leadership styles on job satisfaction as in 

research questions. However, t-test hypotheses were carried out to determine whether 

there was significance relationship between leadership styles and job satisfaction. 

 

To achieve correlation, Spearman rho calculation was carried out and the 

significance level was determined at 0.05 (Harris, 1998). Once significance was 

established, a positive rho meant that higher ranks on one variable were associated 

with higher ranks on the other variable and larger absolute values of rho indicated a 
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stronger relationship between the variables (Harris, 1998).To Calculate Spearman‘s 

Rank Correlation Coefficient the ranks were assigned measures to each of the 

variables as follows.1: Strongly Disagree2: Disagree3: Agree4: Strongly Agree. For 

each pair of variables calculation of the difference in the ranks (d) was done. 

Computation of the square of the differences for each pair of the variables (d
2
) was 

carried out (Kothari, 2011).To calculate Spearman's Rank Correlation Coefficient (R) 

the following formula was applied: 

     
 ∑  

        
 

 

where: 

R = Spearman Rank Correlation Coefficient 

d = Difference of the ranks. 

N = Total number of respondents. 

 

 

 

3.11 Ethical considerations 

 

Prior to the administration of the instruments, the researcher wrote to the respondents 

requesting them to participate in the study. The letter pointed out to the selected 

respondents that their participation in the study was to provide needed information 

for purposes of research only. The letter emphasized that the information given 

would be treated with utmost confidence. 

 

When collecting data, the procedure of the research was explained to the participants. 

Equally, when distributing the questionnaires, the researcher assured respondents 

anonymity of their identities.  They were instructed not to indicate their names 
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anywhere in the questionnaire. This ensured anonymity and confidentiality of the 

participants. The participants were also instructed not to indicate the location of their 

schools. This was to ensure further their comfort regarding their confidentiality. The 

researcher was the only person who had access to information gathered from 

participant. All these measures were to mitigate and guarantee participant‘s 

anonymity and confidentiality of the records. Kombo and Tromp (2006);Kothari 

(2011) researchers must consider code of conduct of their research; give attention to 

ethical issues and confidentiality of information to overcome ethical issues.  
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CHAPTER FOUR 

RESULTS AND DISCUSSION 

4.1 Introduction 

This study investigated the relationship between head teachers‘ leadership styles and 

teachers‘ job satisfaction in public primary schools Kenya, a case of Nakuru County. 

This chapter covers analysis of data, interpretation and discussion of the results. It 

also focuses on description of respondents‘ questionnaire return rate and background 

information of respondents. 

 

The study was guided by five research hypotheses which were structured according 

to objectives and addressing leadership styles used by head teachers‘ in schools. The 

hypotheses were tested to ascertain level of significance on the four popular styles 

and characteristics of head teacher. The study attempted to answer the following 

formulated hypotheses. 

 

H01: There is no statistically significant relationship between teachers‘ academic 

qualifications and teacher job satisfaction in Nakuru County of Kenya. 

H02: There is no statistically significance relationship between primary school head 

teachers‘ achievement oriented leadership style and teacher job satisfaction in 

Nakuru County of Kenya. 

H03: There is no statistically significance relationship between primary school head 

teachers‘ directive and teacher job satisfaction in Nakuru County of Kenya. 

H04: There is no statistically significant relationship between primary school head 

teachers‘ supportive leadership style and teacher job satisfaction in Nakuru 

County of Kenya. 
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H05: There is no statistically significant relationship between primary school head 

teachers‘ participative leadership style and teacher job satisfaction in Nakuru 

County of Kenya. 

 

4.2 Respondent questionnaire return rate 

The sample for this correlational study was drawn from a population of head 

teachers‘ and teachers. A total of 148 primary schools were studied. Out of 496 

questionnaires distributed in schools 417 were returned. Data was collected from 137 

male teachers at rate of 92.57%, females were 168 making return rate of 84%and112 

head teachers‘ representing 75.68%. Out of the 417 questionnaires returned two were 

discarded because they were incomplete. The respondents either intentionally or 

unintentionally failed to respond to particular items. 

 

The number of completed questionnaires was 415 hence considered acceptable 

representation of the population for analysis. The average response rate was 84.07%. 

Baruch and Holtom (2008) reported that the average response rate for questionnaires 

used as the basis for published academic studies was significantly less than 100 

percent. Moreover, Best and Kahn(2006:324) suggests that a 50% response rate is 

adequate, while 70% is very good. Baruch and Holtom (2008) continued to note 

decline on survey trends over time; therefore the researcher upheld this opinion and 

considered 84.07% appropriate for the research analysis. The summary of 

questionnaire return rate is indicated in Table 2 
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Table 2 

Questionnaire Return Rate 

 

Respondents             Number administered             Return rate  

                                  Male        Female             Male           Female 

 

Head teachers‘            109          39                80 (73.39%)   32 (82.05%) 

Teacher‘                     148          200             137 (92.57%) 168 (84%) 

Total                           257         239               217                    200       

 

 

The return rate for male head teachers was lower than that of females‘ in spite of 

their dominance in leadership position indicating disinterest behavior in leadership 

among females. The return rate for male teachers is higher than females despite of 

their smaller population size. 

 

4.3 Demographic profile of respondents 

The study analyzed gender and age of the respondents however, academic 

qualifications and teaching experience were subjected for correlation to determine if 

there was relationship to leadership styles and job satisfaction. 

 

4.3.1 Gender of head teachers and teachers 

Table 3 depicts gender characteristics of teachers. The respondents were asked 

whether certain tasks are assigned on gender equity. The findings are summarized in 

Table 3.  
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Table 3 

Head Teachers and Teachers by gender 

                                    Head teachers                                  Teachers 

Respondents             Frequency   percentage            Frequency   Percentage    

Male                           80               71.4                      137               44.9 

   Female                       32                28.6                      168              55.1 

   Total                          112             100                         305              100 

 

Table 3 indicates that 71.4 % of male respondents were in leadership positions while 

28.6 % were females. Majority of teachers in schools were females represented by 

55.1 %. The results indicate higher percentage rate of female teachers than males 

meaning girl child has high chances in terms of acquisition to formal education. 

Males dominated in leadership positions giving a big range of 42.8 % from females. 

This underrepresents the threshold ratio in employment rule of one to three of either 

gender legitimated in Kenya constitution (2010).Therefore, head teachers‘ 

distribution on leadership positions in primary schools shows there exist a disparity 

and thus male-female ratio on gender for teachers is not maintained when allocating 

leadership positions. This indicated why male teachers felt sense of autonomy at 

school.  

 

4.3.2 Age distribution 

The age distribution plays significant role to teachers‘ job satisfaction (Rasku and 

Kinnunen, 2003). Table 4 shows age distribution of teachers. 
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Table 4 

Teachers’ Age Distribution  

Age bracket Frequency Valid % Cumulative % 

20 – 29 27 8.9 8.9 

30 – 39 96 31.5 40.3 

40 – 49 112 36.7 77.0 

50 – 60 70 23.0 100.0 

Total 305 100.0  

 

The age distribution of teachers‘ indicates that majority of them were in their 

youthful and productive ages of 30- 39 years at 31.5% and 40-49 years at 36.7% 

respectively. The respondents between 50-60 years were at 23%, while those 

between 20-29 years were least at 8.9%. It is observed that 77% of the teachers were 

below 49yrs. This means that the teachers could be more satisfied and productive at 

work when engaged at young age. 
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Table 5 

 Head Teachers’ Age Distribution 

Age bracket Frequency % Cumulative % 

20 – 29 4 3.6 3.6 

30 – 39 11 9.8 13.4 

40 – 49 35 31.3 44.6 

50 – 60 62 55.4 100.0 

Total 112 100.0  

 

The age distribution of head teachers‘ recorded  3.6 % for those between 20-29 years 

age bracket, 30-39 years age group at 9.8 %, 40-49 years age bracket at 31.3 % and 

50-60 years age bracket are 55.4 %. Out of the 112 respondents‘ majority 55.4% are 

in leadership position. This may be due to their experience on the job; however they 

were aging for retirement depicting less commitment to leadership and hence the 

working conditions fail to have strategy for tapping succession of youthful teachers 

into leadership as only 3.6 percent were in leadership rank.  

 

The nature of the work in learning institutions demand achievement, supportive, 

directive and participative leaders in order to give job satisfaction and attain goals.  

This could be a reason why majority of aged head teachers‘ were engaged in 

leadership. Age sometimes corresponds with experience and (skill) dexterity 

especially in situations where teachers start working at an early age (Akuoko, 

2012).The findings further indicated that more than half of head teachers were over 

50 years meaning that aspect of age sometimes corresponds with experience 

(Akuoko, 2012). Okumbe (2001) alluded that teachers‘ professional and physical 
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abilities wane as they approach their retirement however, those with higher academic 

qualifications maintain their productive years significantly therefore, influencing 

their job satisfaction. 

 

4.3.3 Teachers and head teachers’ academic qualifications 

The findings on academic qualifications for both teachers and head teachers‘ 

indicated varying differences as summarized in Table 6. 

 

Table 6 

Teachers’ and Head Teachers’ Academic Qualifications 

 

                                Male                                          Female 

 

Qualification   TR f     %       HT f     %       TR f     %        HT f          %    

M.Ed               4      2.94       5        6.3      10       5.99          9      28.1 

  B.Ed               38   27.94     21      26.3      48      28.74        10     31.3 

  Diploma         49    36.03     42      52.5     56      35.53        11     34.4 

   P1                 45    33.09     12      15.0      53      31.74          2       6.3 

TOTAL         136   100        80       100     167     100            32      100 

Note: TR f = Teachers‘ frequency, HT f = Head teachers‘ frequency 

 

Academic and professional qualification attainment on average among teacher 

respondents is negatively skewed meaning only a few had higher academic 

qualifications in Master of Education degree and bachelor of education degree. 

Majority of respondents had Diploma in Education and P1 Certificate. This indicated 

that most teachers‘ had completed post-tertiary education and therefore possessed the 
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requirement for teaching and hence sense of job satisfaction. The head teachers 

indicated their highest academic qualifications which were instrumental in explaining 

leadership styles and consequently contribute to job satisfaction. Educational 

attainment among head teachers‘ was generally low. The report reveals 6.3% males 

and 28.1% females had Master of Education degree giving an average of 12.5% of 

respondents. 27.7% had completed Bachelor of Education degree with males at 

26.3% and females at 31.3%. The average respondents who had Diploma in 

Education were 47.3% with males being higher at 52.5%. It was evident that teachers 

with Diploma in Education and degrees appeared to be more committed and satisfied 

with their job. 

 

The study revealed that an average of 12.5 percent of head teachers had a P1 

certificate. According to Curriculum Support Officers (CSO) majority of head 

teachers‘ who had diploma in education thus qualified to be in administrative 

position to perform managerial role. Higher administrative educational attainment is 

a major factor and requirement in school management in Kenya. The Teachers 

Service Commission (TSC) Act (2012) mandates professional development for 

teachers in compliance with the teaching standards. According to this view Head 

teachers are expected to comply with this provision or regulation, in order to 

undertake career and professional development. This would translate to achieving 

competencies including skills, knowledge to have an oversight over teachers‘ in 

school. Majority of head teachers‘ (47.3%) in leadership ranks and with diploma in 

education seemed to have specialization that could provide favourable environment 

needed to influence job satisfaction levels.  
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4.3.4 Teaching experience 

The teaching experience of head teachers and teachers vary according to entry point. 

This is tabulated in Table 7. 

 

Table 7 

Head Teachers’ and Teachers’ Teaching Experience 

                                Head teachers’                                Teachers’ 

 

   f          %        cum. %         f            %            cum. % 

*Experience  

<5years               2            1.79       1.8           25           8.2              8.2 

5- 10 years            6          5.36        7.1             71           23.3           31.5 

11- 15 years          13         11.6      18.8           48           15.7            47.2 

16- 20 years          17        15.18     33.9            42           13.8            61.0 

>20 years              74        66.07    100.0          119          39.0          100.0 

Total                  112      100.0                       305         100.0 

Note. N = 112; 305; <= Less than; >= more than; f = frequency of responses; % 

=percentage of responses.  Cum. = cumulative %, *Experience = the length of 

service or number of years in teaching 

. 

Table 7 depicts most participants had an experience of over 20 years represented by 

39%. Teachers who had experience of 16-20 years represented 13.8% of the sample 

population while 15.7 % of teachers had teaching experience between 5-10 years. 

Approximately one quarter of the teachers (71) had teaching experience of 5-10 

years representing 23.3 %. There is 8.2 % with less than 5 years teaching experience.   

 

Results reveal that few respondents are young with teaching experience of 8.2 

percent. This means they had less work experience and newly employed. Majority of 
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the respondents had the longest experience in service indicating their satisfaction 

with teaching job and therefore waiting for retirement. Experienced teachers who 

failed to advance may reduce their commitment on school task and concentrate more 

about their families, particular interest or alternative supplementary careers 

(Mugweru, 2013).The teaching experience of teachers indicates that a significant 

number of teachers and head teachers were having more than 20 years of experience 

translating to have majority of teachers being. 

 

The finding also establish majority of school heads with experience are on the 

threshold of retiring from teaching service. Further revelation point only two 

percentage of teachers join leadership positions. This could mean leadership ranks in 

primary schools are not attractive similarly; it is attributed by teacher shortage 

challenges. Okumbe (2001) & (Sang cited in Mugweru 2013) affirmed that 

appointment of school head teachers in Kenya is done by the TSC based on years of 

service however, this  deter hard working teachers with less experience from 

pursuing promotion to administrative positions hence contributing to low job 

satisfaction. 

 

The variation in the length of teaching service illustrated in Table 13 and the 

experience accrued in the process imply that head teachers and teachers are at 

different career stages; some are beginners or novice, others at mid-career level, yet 

others are in the late career stage. Snell and Bohlander (2013) observed the 

challenges people encounter at the same career stage are remarkably similar. In view 

of these claims, teaching profession should be career-staged to provide for leadership 

development skills continuum from pre-service, preparation and throughout a 
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teaching career. The career-staged approach individualizes and personalizes to meet 

participants‘ needs (Speck and Knipe, 2010). Especially, leadership experiences and 

skills gained boost the organizational climate in workplace and enhance improved 

job satisfaction (Joyce & Calhoun, 2010).  

 

4.4 Relationship between teaching experience and job satisfaction 

The relationship between teaching experience and teachers‘ job satisfaction is 

tabulated in Table 8. 

 

Table 8 

Relationship between teaching experience and job satisfaction  

 

   Job Satisfaction 

Spearman's rho Correlation 

Coefficient 

Teaching 

Experience 

-0.110 

 N 305  

 

The findings reveal a negative relationship of –0.110 between teaching experience 

and job satisfaction, meaning that experience does not correspond to job satisfaction. 

This may also mean that persons with adequate skill and knowledge are able to 

execute task without prior experience.  

 

4.5 Relationship between teaching experience and leadership styles 

Relationship between teaching experiences and head teachers‘ leadership style was 

correlated. The results are summarized in Table 9 
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Table 9 

Relationship between Experience and Leadership Styles 

 Leadership styles 

Teaching 

Experience 

Achievement Directive Supportive Participative 

< 5 years 0.441 0.579 0.702 0.389 

5 – 10 years 0.406 0.690 0.771 0.569 

11 – 15 years 0.430 0.665 0.667 0.325 

16 – 20 years 0.462 0.491 0.732 0.421 

Over 20 years 0.448 0.531 0.703 0.288 

 

According to findings majority of respondents with teaching experience between 5-

10 years were positively satisfied with directive style at 0.690, supportive 0.771. The 

group also indicated a low coefficient correlation with achievement leadership style 

of rho 0.406 compared to other age brackets moreover, this group has the highest 

positive correlation with participative leadership style at 0.569 than the others.  

 

From the findings professional development for acquiring leadership skills needed to 

be identified at the early stage of teachers‘ experience so as to provide favourable 

working conditions. TSC appointment to leadership is pegged on the number of years 

in teaching service (Okumbe, 1999 & Mugweru, 2013). This study notes teachers 

with 16 - 20 years of experience in service expressed more satisfaction with the 

achievement-oriented leadership styles indicating rho 0.462 meaning that at this 

period goals are achieved. Teachers‘ with over 20 years‘ experience were indicated 
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by a coefficient correlation of 0.288 hence less satisfied with especially participative 

leadership style. This translates to low productivity in achievement of set goals. 

 

This study revealed that teachers expressed job satisfaction with supportive style than 

the other styles, moreover; Ofuani (2010) found variance in teachers' job satisfaction 

irrespective of years of experience. Crossman and Harris (2006) found that teaching 

experience or length of service did not contribute to any significant differences in job 

satisfaction among school teachers in the United Kingdom. The implication is that 

years of work experience do not significantly affect teachers'; this is corroborated by 

Malik (2013) noting insignificant difference in the job satisfaction of employees with 

varying length of experience.  

 

The study by Mange and Otanga (2014) indicated that thelength of teaching was 

found to influence job satisfaction. As with other demographic variables, findings 

show inconsistencies concerning the direction of relationship, with some indicating 

that levels of satisfaction increased with the increase of years in the teaching service 

while others post contradictory positions. In view of this opinion, as teachers grow 

older, they earn more and also adjust their expectations with reality and consequently 

report more job satisfaction (Karugu, 1980;& Kimengi, 1991). In contrast Gatzke 

(1993) argued that teaching experience is associated with decrease in job satisfaction. 

In view of the foregoing, there is need to engage experienced teachers to 

programmed activities to increase the level of motivation. The study established that 

teaching experience has weak relationship to leadership styles. To this end, the 

results for head teachers‘ characteristics on experience have negative relationship 
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(0.110) while there is positive relationship on academic qualification to job 

satisfaction of teachers hence feeling of commitment on school task. 

 

4.6 Relationship between academic qualification and job satisfaction 

(RQ 1) What is the relationship between teachers‘ academic qualifications and job 

satisfaction in primary schools Nakuru County Kenya? The answer to this question 

was approached as follows. 

 

4.6.1 Teachers’ academic qualification and job satisfaction 

Respondents were asked to indicate if their effort based on education is recognized. 

The results are summarised in Table 10 

 

Table 10 

Relationship between qualifications and job satisfaction 

 

   Job Satisfaction 

Spearman's rho Correlation 

Coefficient 

Qualification 0.145 

 N 305  

. Correlation is significant at the 0.05 level (2-tailed). 

 

The results indicate a positive relationship of 0.145 between academic qualifications 

and job satisfaction. This translates to mean that higher academic qualification is 

significantly related to job satisfaction furthermore, higher qualifications reveal to 

influence teacher job satisfaction hence, teachers who had this aspect were more 

committed to school work and felt sense of autonomy when executing tasks.  
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4.6.2 Relationship between teacher qualification and leadership 

The variables between leadership and qualifications were related to find their 

association. The findings are summarized in Table 11. 

 

Table 11 

Relationship between Teachers’ Qualifications and Leadership Styles 

 Leadership styles  

Qualification Achievement Directive Supportive Participative 

P1 0.416 0.545 0.539 0.400 

Diploma 0.479 0.605 0.772 0.240 

Degree 0.401 0.534 0.737 0.452 

M.ED 0.721 0.795 0.786 0.477 

 

The result in Table 8 reveals that teachers with Masters of Education have the 

highest correlation as regards to leadership styles meaning they got satisfied with 

leadership style practices; however they scored moderately with participative style 

rho 0.477. Supportive leadership style reported high relationship among teachers 

who have master of education, bachelor of education and diploma in education with 

rho of 0.786, 0.737 and 0.772 respectively. Achievement-oriented leadership had 

moderate scores among teachers who hold bachelor degree, diploma and P1 

certificate while participative style scored the lowest especially with diploma holders 

with correlation coefficient of 0.240 hence least association. Higher administrative 

educational attainment is a major requirement for leadership in schools (CORT, 

2015).The nature of the work for staff in financial management in institutions needs 
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one with skills in professionalism (TSC Act, (2012). Therefore, head teachers‘ enroll 

with KEMI to pursue this professional requirement (Maina, 2014). This is to meet 

the level of commitment, educational transparency and accountability required in 

handling financial institution management demanded in order to remain productive 

and competitive in the system (Okumbe, 2001).In view of these foregoing, head 

teachers‘ were competing to pursue qualifications tailored to equip them with 

leadership and managerial skills.  

 

The findings in this study revealed high population of teachers had higher 

qualification indicating their ability to achieve challenging goals hence need to be 

recognized. Sonia,(2010) argued that higher level of education is a factor 

determining the degree of job satisfaction however, when task is simple, authority is 

strong, and job satisfaction from co-workers is either high or low (Lussier & Achua, 

2010). In this case the tasks which were preferred as challenging seemed to be 

executed at ease by teachers with Master of Education degree who expressed job 

satisfaction with respect to leadership styles. 

 

Educational attainment is a major factor in most job descriptions all over the world 

(Okumbe, 2001; & Sababu, 2010). In Kenya, the nature of the work of teaching in 

institutions requires a sense of professionalism however administrative rank needs 

one with financial background and managerial staff (Nyongesa, 2007; Okumbe, 

2001) however; persons with higher academic qualifications are more prudent in 

handling staff and managing of resources in schools.The results found out predictive 

power of rho 0.786, 0.721, 0.737 and 0.772, indicating that academic qualifications 

play great role towards influencing job satisfaction and leadership in organizations.  
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Dehaloo (2011) found that teachers with Bachelor‘s and Master‘s degrees are 

significantly more satisfied with the physical environments and overall school 

organization than teachers with certificates however; teachers‘ with lesser education 

express low satisfaction with respect to leadership styles. Therefore, goals for 

promotion, continuous professional improvement and development are not 

achieved(Nakuru TSC County Office, 2013).These findings, therefore, led credence 

to observations by Bush and Oduro (2006) that head teachers in African countries 

including Kenya are appointed without formal leadership training with the implicit 

assumption that good teachers can become effective managers and leaders without 

specific preparation.  

 

Study by Maina (2014) affirmed that without the requisite leadership skills head 

teachers face considerable challenges in their school leadership roles. Professional 

development of school leaders is long-term, planned and job-embedded (Young, 

Crow, Murphy & Ogawa, 2009).According to Okumbe (2001) higher academic 

qualifications significantly push teachers‘ productive years and commitment. In view 

of the foregoing, this study establishes that there is positive relationship between 

academic qualifications of teachers and leadership styles. The findings also revealed 

that significant variations in the head teachers‘ levels of academic qualifications 

meaning that the professional qualifications of head teachers‘ accrue from teacher 

preparation as opposed to educational leadership preparation programs. 
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4.6.3 Hypotheses test between teacher qualification and job satisfaction 

The correlation was subjected to hypothesis test using the matched-pairs with t-test 

procedure. The analysis was done to see whether there was statistically significant 

true difference between teacher qualification and job satisfaction.  

 

H01: There is no statistically significant relationship between teachers‘ academic 

qualifications and teachers‘ and job satisfaction in Nakuru County of Kenya. 

 

The calculated value of t was – 14.245 at significance level of 95%, with 304 degree 

of freedom. The p-value was 0.0000 and since it was less than 0.05 the null 

hypothesis was rejected. From this it can be inferred that there was relationship 

between teacher qualification and job satisfaction.     

 

4.7 Relationship on achievement oriented leadership and teachers’ job   

satisfaction 

(RQ2) How does head teachers‘ achievement oriented leadership style relate to 

teachers‘ job satisfaction in primary schools? The mean of the achievement 

leadership style and Job satisfaction were obtained by taking the average of the 

teacher responses to all the questions under this leadership style and job satisfaction 

for each of the respondent. Spearman Rank correlation coefficient was then 

computed and preferred since the original data was based on ranks. A total of 305 

questionnaires responses were analyzed to derive the Spearman rho. The results of 

the findings are summarizes in Table 12. 
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Table 12 

Relationship between Achievement Oriented Leadership and Teachers Job 

Satisfaction 

   Achievement 

Oriented  

Spearman's rho Correlation 

Coefficient 

Job Satisfaction 0.445** 

 N 305  

**. Correlation is significant at the 0.05 level. 

A Spearman rho correlation coefficient of 0.445** was found. Analysis indicates that 

there is a significant relationship between head teachers‘ achievement oriented 

leadership style and teachers job satisfaction. Spearman rho correlation coefficient 

calculated established positive correlation (rho (305) = 0.445, p < 0.05), indicating a 

significant relationship between the two variables. As head teachers demonstrated 

achievement leadership style, teachers in schools tend to have higher satisfaction 

toward job in the organization therefore teachers were more committed in seeking 

achievement of performance goal. 

 

Mat (2008) affirmed that there was significant linear relationship between leadership 

styles and staff job satisfaction moreover, the beta weights showed that the 

achievement oriented style of leadership (0.251) was relatively stronger. This alludes 

that achievement leadership style of 0.445 found in this study is predicts teachers‘ 

job satisfaction. The results presented indicated that head teachers‘ got more 

concerned on importance of teachers‘ needs and skills rather than the school‘s goals 

achievements. This made the young teachers to be more satisfied on the job than the 
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old folk. The increase in levels of job satisfaction on achievement oriented leadership 

could have been contributed by confidence of head teacher in giving challenging 

tasks to teachers. The association between variables is illustrated in Figure2 

 

Figure 2 Achievement Oriented Leadership Style and Teachers Job Satisfaction 

 

 

 

 

 

 

 

Figure 4.7 indicates a positive correlation, which is significant. The head  

The results in figure 1.4 indicate a positive correlation between achievement  

 

The scatter in Figure 2 shows a positive correlation between leadership style and job 

satisfaction for both head teachers and teachers. This signified that head teachers‘ 

assigned challenging goals to teachers and therefore head teachers‘ demonstrated 

confidence in teachers.This was also appreciated by the teachers.‘ The report from 

field officers also showed that head teachers‘ gave challenging tasks. 

 

Negron (2008) noted achievement-oriented leadership style is suited for unclear tasks 

and subordinates who may need a morale booster to increase their confidence in 

ability to accomplish the given goal. The achievement oriented leadership attempts to 

change attitudes of employees so as to seek continuous improvement (Leana, 
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2013).Northouse (2013) asserted achievement-oriented leadership sets clear and 

challenging goals for subordinates nevertheless, Lussier & Achua (2010) found out 

that achievement-oriented leadership style was appropriate when followers are open 

to autocratic leadership, had external locus of control, and follower‘s ability was high 

hence tasks completion therefore head teachers‘ in schools made clear and 

challenging goals. 

 

The findings in this current study allude achievement-oriented leadership style 

positively encourages teachers‘ recognition hence increases job satisfaction 

moderated by the need for achievement. Finally, an achievement oriented style is 

deemed effective among head teachers where the work was complex and the 

environment uncertain because it increased teachers‘ self-confidence to attain the 

goals (Martin, 2012).As head teachers demonstrate achievement oriented style, 

teachers become more satisfied. Co-efficient determination of (0.445
2
); was found 

accounting to 19.80% of teachers‘ job satisfaction was due to the head teacher 

demonstrating achievement oriented leadership style. 

 

4.7.1 Hypotheses test on achievement oriented leadership and job satisfaction 

The correlation was subjected to hypothesis test using the matched-pairs with t-test 

procedure. The analysis was done to see whether there was statistically significant 

true difference between the values of achievement oriented leadership and job 

satisfaction.  
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H02: There is no statistically significant relationship between primary school head 

teachers‘ achievement oriented leadership style and teacher job satisfaction in 

Nakuru County of Kenya. 

H12: There is statistically significant relationship between primary school head 

teachers‘ achievement oriented leadership style and teacher job satisfaction in 

Nakuru County of Kenya. 

 

The calculated value of t was – 12.945 at significant level of 95%, with 304 degree 

of freedom. The p-value was 0.0000 and since it was less than 0.05 the null 

hypothesis was rejected. From this it can be inferred that there was relationship 

between achievement leadership style and job satisfaction.     

 

4.8 Relationship between directive leadership style and job satisfaction 

(RQ3)How does the head teachers‘ directive leadership style relate to teachers‘ job 

satisfaction in primary schools? 

The findings of the mean of the responses for directive leadership style and Job 

satisfaction were obtained by taking the average of each teacher responses to all the 

questions under directive leadership style and job satisfaction for each of the 

respondent. Spearman Rank correlation coefficient was then computed for each 

response under directive leadership style against Job satisfaction. The results are 

summarized in Table 13. 
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Table 13 

Relationship between Directive leadership Style and Teachers Job Satisfaction   

   Directive 

Spearman's rho Correlation 

Coefficient 

Job 

Satisfaction 

0.592** 

 N 305  

**. Correlation is significant at the 0.05 level. 

 

A Spearman rho correlation coefficient of 0.592** was obtained for the analysis 

relationship between the head teachers‘ directive leadership style and teachers‘ job 

satisfaction. A total of 305 questionnaire responses from teachers were analyzed to 

derive Spearman rho correlation coefficient. Positive correlation was found (rho 

(305) = 0.592, p < 0.05). This indicates a significant relationship between the two 

variables. As head teachers‘ demonstrate directive leadership style, teachers who 

work in primary schools seemed to experience good environment hence they had 

higher job satisfaction. Furthermore, this indicated there was consideration on task 

allocated to teachers. Malik (2013) reveled that directive leader behaviors have 

significant relationship with supervision and job satisfaction in general this 

corroborates with the finding of the understudy as directive style correlated to 

teachers‘ job satisfaction as is clarified in Figure 3. 
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Figure 3 Directive Leadership versus Job Satisfaction 

 

 

 

 

 

 

 

 

 

 

The scatter in Figure 3 depicts concentration of respondents‘ agreement with job 

satisfaction as head teachers increase their directive style, teachers seemed to be 

satisfied. Therefore, the co-efficient of determination was (0.592
2
) translating to 

35.04 per cent of teachers‘ job satisfaction was realised because the head teachers‘ 

practiced directive leadership style hence teachers liked the working conditions in 

school. 

 

The Teachers Service Commission (TSC) Act (2012), section 69, outlines the 

responsibilities of head teacher as: to assign teaching and other official duties to 

teachers, providing direction for effective teaching and conducive learning 

environment, supervision and evaluation of curriculum delivery, being responsible 

for education policy and professional practice at institutional level. Head teachers‘ 

seemed to have complied with the provisions of this section and therefore; positive 
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correlation of rho of 0.592 was significant that provided pleasant environment with 

autonomy and teachers were able to do tasks allocated. 

  

The directive leadership clarifies expectations and gives specific guidance to 

accomplish the desired expectations based on performance standards and 

organizational rules House & Mitchell (cited in Malik 2012). The directive style is 

appropriate with newly hired or inexperienced subordinates and in situations that 

require immediate action (Negron, 2008).This is consistent with the findings of study 

results which indicate a positive correlation of 0.592. However, there are indications 

that youthful teachers40.3% joining teaching profession seemed to be satisfied with 

their job may be due to their great yarning for the job. Sari (2004) concluded that 

more working experience is associated with less job satisfaction and younger and 

less experienced teachers have higher levels of job satisfaction clearly corroborates 

with this study. The results indicate that head teachers experience play critical role as 

regards to leadership in school although majorityhad experience meaning of over20 

years in teaching profession. However, Dereli (2003) affirmed that due to the long 

period spend in a particular job with no hope for further promotion and change, and 

then feeling for retirement by individual increases hence lowers commitment to job 

satisfaction levels. 

 

This study finding indicates directive leadership style was preferred by most 

teachers‘ demonstrating that teachers desired directive leaders. Consequently, 

teachers‘ had liking of being controlled, having descriptive and structured task before 

them. However, there is positive significance in relation to teachers‘ expectations and 

satisfaction to perform tasks. The path of this consistency was revealed by a positive 
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correlation of (rho (305) = 0.592, p <0.05). Although there have been changes in 

teacher training towards specialization, the bulk of primary teachers are trained to 

teach all the subjects offered at primary school curriculum (Sessional Paper No. 14, 

2012).The results indicate that head teachers‘ allocate some tasks to teachers‘ based 

on experience and expertise observed. The absence of policy framework on 

specialization of subject for primary teachers limits performance. This indicates 

completion of particular task lack to meet timeline. Head teacher is overwhelmed 

with workload hence providing direction by telling teachers‘ what exactly is 

expected of them is limited. Moreover, the head teacher sets standards of 

performance. This corresponds with the findings indicating most teachers (108) 

preferred directive leadership where head teachers‘ schedules work for every teacher. 

This translates to mean behaviors by leaders are appropriate and they have strong 

formal authority to provide job satisfaction (Lussier & Achua, 2010).  

 

Studies have researched on teachers‘ job satisfaction however, new and increasing 

demands on head teachers‘ contribute to emergence of distributed leadership practice 

in schools (Jacobs, 2010). To this end however, autonomy in exercising the powers 

on roles is limited to primary school teachers due to absence of policy on leadership 

roles for teachers. This indicates leadership is being centered on the direction and 

supremacy of one person and not engaging followers in sharing leadership 

responsibilities. In this context, clear policy needs to be enacted to allow leadership 

in terms of the ways in which roles are stretched and devolved over teachers‘. The 

Constitution of Kenya (Republic of Kenya, 2010), clarifies on devolved system thus 

leadership roles need re-alignment to meet the constitutional threshold. Serrell (2011) 
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views leadership sharing in the context of interactions between leaders, followers and 

the situation.  

 

Robinson, (2008) asserts leadership is framed as performance of particular tasks 

allocated to more than one person. Distributed leadership is a critical link to school 

leadership effectiveness (Hallinger & Heck, 2010; Harris, 2014). This collective 

leadership, as opposed that of the head teacher alone, provides expanded and 

sustainable avenues for reshaping the conditions that directly impact to leadership 

styles (Hallinger & Heck, 2010).This study found out most respondents (138) agreed 

on tasks being allocated to expertise of the individual; nevertheless, this was limited 

by absence of clear policy on specialization of teaching subjects and leadership roles 

in primary schools. The implication of these findings is that teachers desired tasks 

where they are led or directed. This could further mean that teachers lack capacity of 

autonomy towards task performance.  

 

4.8.1 Hypotheses test on directive leadership and job satisfaction 

The correlation was subjected to hypothesis test using the matched-pairs with t-test 

procedure. The analysis was done to see whether there was a statistically significant 

true difference value between directive leadership style and job satisfaction.  

 

H03: There is no statistically significant relationship between primary school head 

teachers‘ directive leadership style and teacher job satisfaction in Nakuru 

County of Kenya. 
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H13: There is statistically significant relationship between primary school head 

teachers‘ directive leadership style and teacher job satisfaction in Nakuru 

County of Kenya. 

 

The calculated value of t was – 3.790 at significance level of 95%, with 304 degree 

of freedom. The p-value was 0.0002 and since it was less than 0.05 the null 

hypothesis was rejected. From this it can be concluded that there was relationship 

between directive leadership style and job satisfaction as viewed by respondents. 

 

4.9Relationship between supportive leadership style and job satisfaction 

(RQ4).What is the relationship between head teachers‘ supportive leadership style 

and teachers‘ job satisfaction in primary schools?  

The mean of supportive leadership style and Job satisfaction was obtained from the 

average of each teacher responses to all the questions pertaining to supportive 

leadership style and job satisfaction. A total of 305 questionnaire responses from 

teachers were analyzed to derive the results of Spearman Rank correlation coefficient 

computed at 0.708.This was significant therefore; analysis for the relationship 

between the head teachers‘ supportive leadership style and teachers‘ job satisfaction 

in primary school was satisfying. This may have been caused by the open approach 

coupled with concern and recognition of teachers by head teacher that induced the 

pattern positively. Table 14 summarizes the findings. 
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Table 14 

Relationship between Supportive Leadership and Job Satisfaction 

   Supportive 

Spearman's rho Correlation 

Coefficient 

Job Satisfaction 0.708** 

 N 305  

**. Correlation is significant at the 0.05 level 

 

Table 14 depicts Spearman rho correlation coefficient calculated for the relationship 

between head teachers‘ supportive leadership style practice and job satisfaction of 

teachers. A positive correlation was found (rho (305) =0.708, p < .0.05) which is 

highly significant. As head teacher demonstrate supportive leadership style, teachers 

become happy with the pleasant working conditions in school and were more 

committed. This suggeststhose tasks which were relatively routine and simple in 

primary schools brought satisfaction. Therefore, supportive leadership was effective 

as head teacher offered wide range of rewards to teachers such as encouragement and 

respect. The high predictive value of 0.708further demonstrated that head teacher 

generated interest by creating a friendly and open work environment, where teachers 

were committed to work harder and achieve their goals hence feeling of satisfaction. 
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Figure 4Linear Relationships between Supportive Leadership and Job Satisfaction 

 

 

 

 

 

 

 

 

 

 

 

The pattern of scatter points indicated in Figure 4 reveals a high positive correlation 

0.708. This suggests a significant positive relationship. It also implied that as head 

teacher increased practicing supportive leadership style, there was a corresponding 

increase on teachers‘ job satisfaction. The results further indicated co-efficient of 

determination as 50.13 % (0.708
2
) accounting for teachers‘ job satisfaction was 

explained by the head teachers‘ providing autonomy on tasks. To this extent, 

implications are that head teachers‘ portrayed supportive values of concern, 

recognition, responsiveness, friendliness, respect and rewarding to dilute routine 

program associated with teachers in schools. However, Malik (2013) found out that 

in situations where task is relatively a routine and simple, supportive leadership is 

effective as leader offers a wide range of rewards to subordinate such as 

encouragement and respect. In this context the correlation coefficient 0.708is a clear 

demonstration that head teachers‘ created a friendly and open work environment, 
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where teachers‘ were motivated to work harder and achieve their goals translating to 

feeling of job satisfaction. 

 

The Teachers Service Commission TSC Act, (2012), section 69, outlines some of the 

responsibilities of head teacher is: to provide space for effective teaching and 

conducive learning environment, supervise and evaluate curriculum delivery, ensure 

adequate teaching and learning materials approved by Kenya Institute of Curriculum 

Development are available for the implementation of the curriculum. These 

legislation measures on supportive leadership corroborate in this study results. The 

head teachers‘ supportive leadership behaviors implies there is; responsive manner of 

behavior, friendly climate, verbal recognition of teachers‘ achievement in a 

rewarding modus. Besides, head teachers‘ demonstrated respect for teachers, treated 

everyone equally, and showing concern for their well-being. This significantly made 

teachers‘ to carry out assigned duties .Northhouse (2013) suggested that supportive 

leadership consists of being friendly and approachable as a leader, attending to the 

well-being and human needs of subordinates however, when teachers show lack of 

confidence in ability to complete a task they need motivation (Negron, 2008). 

 

Jabeen (2011) and Jacobs (2010) posits heavy workload, uncertain recruitment 

procedures for task deter potential support of candidates. Grant, (2011) assert that 

workers can provide valuable input into the successful leadership of school when 

supported and empowered whereas Martin (2012) contended that leadership should 

be effective when the nature of the work is stressful or boring. This is because a 

supportive leadership style by the leader increase subordinates' satisfaction and self-

confidence while it reduce the negative aspects of the situation. This study finding 
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contends that supportive leadership enhanced the working conditions of teachers‘. 

This led teachers‘ to perform their roles with commitment and consistently therefore, 

a positive significant to job satisfaction. Moreover, supporting teachers present and 

previous output provides feedback; identifies talents, capacities and advancements. 

Similarly, supportive leadership demonstrates respect, equal treatment and show 

concern for teachers‘ well-being thus achieving change and influencing motivation 

and open communication. 

 

4.9.1 Hypotheses test on supportive leadership and job satisfaction 

The correlation was subjected to hypothesis test using the matched-pairs with t-test 

procedure. The analysis was done to see whether there was a statistically significant 

true difference value of supportive leadership and job satisfaction.  

H04: There is no statistically significant relationship between primary school head 

teachers‘ supportive leadership style and teacher job satisfaction in Nakuru 

County of Kenya. 

H14: There is statistically significant relationship between primary school head 

teachers‘ supportive leadership style and teacher job satisfaction in Nakuru 

County of Kenya. 

 

The calculated value of t was – 5.947 at significance level of 95% with 304 degree of 

freedom. The p-value was 0.000 and since it was less than 0.05 the null hypothesis 

was rejected. From this it can be concluded that there was relationship between 

supportive leadership style and job satisfaction.  
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4.10 Relationship between participative leadership style and teachers’ job   

satisfaction  

(RQ5) What is the relationship between head teachers‘ participative leadership style 

and teachers‘ job satisfaction in primary schools? The mean for participative 

leadership style and Job satisfaction was obtained from the average of 305 teacher 

responses. Besides, Spearman Rank correlation coefficient computed was found to 

be significantly positive. The results indicated a positive correlation of (rho (n=305) 

= 0.364, p < 0.05). The relationship between the two variables is summarized in 

Table 15. 

Table 15 

Relationship between Participative Leadership and Teachers Job Satisfaction 

   Participative 

Spearman's rho Correlation 

Coefficient 

Job satisfaction 0.364** 

 N 305  

**. Correlation is significant at the 0.05 level. 

Table 15 depicts a weak positive correlation 0.364 nevertheless, it is significant. The 

results indicate as head teacher demonstrate participative leadership style, teachers 

become satisfied. The Co-efficient determination being 13.24 % (0.364
2
), accounting 

for teachers‘ job satisfaction is explained by the head teacher demonstration of 

participative leadership style in school. The findings also indicate that teachers were 

reluctant with participative style employed by head teachers. This is evidenced by 

results showing a weak positive relationship of 0.364 although significant. In a 

similar context, Mat(2008) recorded participative leadership style had positive 
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significant effects on head of department Performance in retailing translating to high 

level of job satisfaction was achieved among workers. 

 

The weak positive correlation 0.364 with participative leadership is indicator of less 

motivation, weak consultation method over action and few activities. Moreover, the 

staff lacks basic competence and the right kind of participation strategy to yield both 

motivation and knowledge valuable for soliciting solution of the problem underlying 

the institution. Similarly, the absence of policy framework that spreads decision 

making like departments does not exist in primary schools. This can infer that current 

leadership lacks capacity to fill the gap of quality standards for instance clear policy 

plans and effective process for succession. 

 

The weak results in participative style indicate that both teacher and head teacher 

rarely takes on consultative behaviors, such as soliciting for suggestions prior to 

making a final decision. This is supported by Negron (2008) who suggested that 

participative leader shares responsibilities with subordinates by involving them in the 

planning, decision-making, and execution phases. According to Joo (2011) teacher 

participation in decision determines school activities such as; supervision, and 

administrative affairs. This contradicts findings on relationship between participative 

leadership style and job satisfaction results which had a weak positive of 0.364. The 

expertise needed for school development must come from a broader base of 

individuals with diverse skills, knowledge regarding curriculum, pedagogy, decision 

making authority and best practices (Spillane, Halverson & Diamond, 2001; Watson 

& Scribner, 2007). Furthermore, they become self-directed and generate a creative 

team amongst participants (Hersey, Blanchard, & Johnson, 1996). 
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The TSC ACT, (2012) explain head teacher is responsible lead educator in the 

regulated school system. The hierarchical decision-making by head teachers in the 

school is a problem as they dominate; this is evidenced byCo-efficient determination 

of 13.24 % (0.364
2
). This finding in the current study contradicts Liu (2006) who 

suggested leaders need to involve employees to avert dissatisfaction.This is also 

corroborated by Walstrom & Louis (2008) who suggested in 

redesignedorganizations, teachers are given opportunities to be part of group decision 

making, participate in school-wide decisions for staff development and have 

influence on job satisfaction. In this context the autonomy to make decisions may be 

limited since formal school leadership structures cannot be removed furthermore, 

participation in decision being stretched over people lead to greater commitment on 

goals and strategies associated with job satisfaction (Harris, 2006; Mangin, 2007; 

Jacobs, 2010). 

 

In view these foregoing, freedom, autonomy and ability to make decision by teachers 

improve service quality stipulated by TSC charter that enhances job satisfaction 

(TSC, Code 2015).Specifically participation in setting standards, involving staff in 

decision making are key in influencing employee behavior and commitment towards 

quality (TSC Act 2012). However, report revealed from curriculum support officers 

(CSO) indicate that head teachers‘ dominate in school wide decisions and this 

significantly affected teachers‘ job satisfaction as indicated by predictive rho of 

0.364. This implies that teachers‘ have no clear avenues to making informed 

decisions as enshrined in the Kenya Constitution of 2010.   
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4.10.1 Hypotheses test on participative leadership and job satisfaction 

The correlation was subjected to hypothesis test using the matched pairs with t-test 

procedure. The analysis was done to see whether there was a statistically significant 

true difference between participative leadership style and job satisfaction.  

 

H05: There is no statistically significant relationship between primary school head 

teachers‘ participative leadership style and teacher job satisfaction in Nakuru 

County of Kenya. 

H15: There is statistically significant relationship between primary school head 

teachers‘ participative leadership style and teacher job satisfaction in Nakuru 

County of Kenya. 

 

The calculated value of t was – 20.707 at significance level of 95%, with 304 degree 

of freedom. The p-value was 0.000 and since it was less than 0.05 the null hypothesis 

was rejected. From this it can be inferred that there was relationship between 

participative leadership style and job satisfaction as viewed by respondents. 

 

4.11 Association between leadership styles and teacher job satisfaction 

The results of relationship between leadership styles and job satisfaction compelled 

the study to compare the two variables with a view to determine effectiveness of 

leadership strategies. The results contribute a lot in understanding the variation of 

variables. The magnitude of behaviour displayed give insight on how leadership is 

effective to a group. Table 16 summarizes the results. 
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Table 16 

Association between Head Teacher Leadership and Teacher Job Satisfaction 

Leadership styles                                       Job Satisfaction 

 

                                                   Teachers         Head teachers  

 rho value            rho value 

Achievement Oriented                 0.445                   0.504 

   Directive                                      0.592                   0.442 

   Supportive                                   0.708                   0.749 

   Participative                                 0.364                   0.456 

 

The association between head teachers‘ leadership style and teachers‘ job satisfaction 

indicated in Table 16 depicts that Achievement leadership style had a higher 

correlation of 0.504 for head teachers compared to 0.445 for teachers. Directive 

leadership had higher correlation of 0.592 for teachers‘ than head teachers‘. 

Supportive leadership indicated coefficient correlation almost similar with teachers 

having slightly higher correlation than head teachers. This implies that there was 

mutually understanding on achievement of goals by the two groups however; 

participative leadership style had lowest correlation for teachers. 

 

Both categories had Supportive leadership style with 0.708 and 0.749 respectively 

for teachers and head teachers indicating a positive relationship. This was the highest 

correlation therefore; supportive leadership had high job satisfaction compared to 

other leadership styles. This implies that supportive leadership strategy was effective 

in influencing teacher job satisfaction. On contrary, participative leadership style was 

less preferred by teachers despite the effort that head teachers‘ continued practicing 

this style. This indicates that active participation was not regularly utilized by both 

head teacher and teachers.    
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Directive style practiced by head teachers was preferred indicating that teachers 

wanted to be controlled to perform tasks based on specific directive. Similarly, 

achievement leadership style was less preferred by teachers‘ in spite of the head 

teachers‘ input. This means that teachers were not well prepared to achieve the 

desired set goals on high performance and thus a paradigm shift on leadership 

towards followers and situations is needful. 

 

 

4.12 Curriculum Support Officers report on head teachers’ leadership styles 

and teachers’ job satisfaction 

The researcher conducted interviews with CSOs to have an in depth understanding 

interventions of developing head teachers and in providing support services to 

promote leadership effectiveness in sustaining job satisfaction of teachers. From the 

analysis of interview information, several observations were made. It emerged that 

although, the head teachers‘ in schools were being inducted through capacity 

building, they faced numerous and emerging challenges. The officers in sub counties 

were also playing a marginal role in building head teachers‘ capacity to promote 

effective leadership.  Besides, there was lack of cohesive leadership system at county 

levels from the Ministry of Education, Science and Technology, the Teachers Service 

Commission to the field offices in the aligning of leadership protocol system 

supremacy. The scope of initiatives to improve leadership, teacher engagement, and 

coordination depended more on individual head teachers‘ and schools. 
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The curriculum Support Officers cited several challenges limiting supporting of head 

teachers‘ leadership styles effectiveness to subsequent promotion of job satisfaction 

in schools. The officials did not have sufficient autonomy to establish different 

guidelines, regulations, and delivery models from the one already in place. This was 

because the officers depended on directions from the Teachers Service Commission 

headquarters. The officers reported many priority areas that needed significant 

financial resources such as, creating awareness and organizing professional 

development for teachers and head teachers however, availability of funds was 

inadequate.  

 

The findings also indicated the existence lack of proper mechanisms in schools. This 

was partly due to inadequate staffing. The officers reported inadequate information 

sharing with their Ministry of Education, Science and Technology counterparts. This 

was due to the absence of efficient and effective information systems since TSC was 

constitutionally constituted and their officers detached from the Ministry of 

Education, Science and Technology. The officers expressed concern that whereas the 

government policy on education seemed to support leadership and management in 

education, there were few officers to effectively address issues of leadership in 

schools and professional development of teachers and head teachers.  Moreover, it 

was felt that the officers earned salary similar to teachers hence were not motivated 

in carrying out their roles as expected. 

 

Whereas there was data on staffing and teacher population, the rate of retiring 

officers was high implying that capacity for decision-making was inadequate to 

provide effective support to head teachers in their schools. Inadequate transport 
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means was another major bottleneck that the officers reported. In each sub county 

headquarter there were only unreliable motorcycles, which were expected to traverse 

the entire sub county to monitor teacher progress, among other activities. This made 

it difficult for the officers to focus on all schools in the sub county effectively. The 

officers admitted to rely on head teachers for means of transport, and further 

aggravated by low levels of staffing, consequently making it unable to visit most 

schools. 

 

Head teachers were reported as not placing much value on leadership and therefore 

not keen to dispense it effectively. Additionally, the field officials indicated that 

some head teachers did not support the idea of encouraging teachers to show 

commitment in achieving the goals set in schools. The reason for this was because 

such an approach would expose uncommitted head teachers. While the officers 

maintained TSC had a critical role to play in the implementation of effective 

leadership process, they cited absence of inadequate framework strategies for 

identifying potential teachers‘ to be engaged. Whereas, the officers appreciated the 

proficiency course as motivation, nevertheless, it lacked essential elements of 

identifying potential teachers for leadership. 

 

The field officials stated that there was insufficient salary package on the part of 

school head teachers translating to low motivation in facilitating leadership roles to 

teachers, on the hand most head teachers‘ had similar level of education and grade 

with teachers‘. This was a barrier to productive engagement on leadership roles. 

Additionally, the officers suggested financial incentive for school leaders translate 

into improving motivation of staff. However, leadership positions for teachers are 
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only in subject panels established in primary schools. The officers explained that 

TSC operated in absence of a clear policy on specialization of subjects for primary 

school teachers implying that head teachers‘ were not able to recognize 

specialization when allocating teaching load. 

 

The Teachers Service Commission Act of 2015 mandates Curriculum Support 

Officers with responsibility of identifying the training needs of teachers and head 

teachers, provide support services among other duties and advise the Commission 

accordingly. The Curriculum Support Officers in their unique role of supporting head 

teachers as their central responsibility to improving teaching and learning in schools; 

cited that there is inadequate participatory involvement of teachers in decision 

making process. This adversely affects teacher job satisfaction moreover, it 

aggravate the gap of succession leadership planning for teachers. One of the critical 

roles of the TSC is to promote teachers continuously through the successive grades. 

In addition, it was cited that some head teachers with lower grades fail to recommend 

appraisal performance report for teachers due for promotion. This is an indication 

that performance of individual teachers reduces significantly making teachers to 

search for other avenues hence rate of absenteeism and attrition in schools increases. 

 

In view of the foregoing in the County, we foresee a service gap delivery in 

leadership style of head teachers towards contributing to satisfaction levels of 

teachers on the job. There is need, therefore, to review and redefine leadership of 

head teachers‘ in line with constitution (Kenya, 2010). The leadership styles and 

roles of head teachers‘ reforms and their relationship to job satisfaction are 

compelling for research. The roles of head teachers‘ according to the current TSC 
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Act of (2012) have numerous responsibilities apart from teaching hence require an 

adequate level of staffing and resources. Corcoran et al. (2013) observe head 

teachers‘ are faced with a substantial amount of administrative and compliance 

duties. The field officers recommended expansion of leadership in schools so as to 

spread roles of teachers‘ to departments to narrow the gap of entry to leadership 

position. In view of this foregoing some responsibilities would span to teachers as 

heads of department henceforth increases motivation of teachers. Furthermore, this 

arrangement would have oversight over teachers‘ to which Gill (2013) reports how 

the roles are being redefined to ensure greater school leadership effectiveness.  
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CHAPTER FIVE 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

5.1 Introduction 

Chapter five begins with a summary of the major findings of the study. The summary 

is covered sequentially under various themes based on objectives. The next section 

covers the conclusions drawn from the study findings. The study has made 

recommendations and implications for action as theory, policy or practices thus bold 

reform measures needed to restructure head teacher leadership styles. Finally, 

suggestions for further research have also been made. 

 

5.2 Summary of the study findings 

The study investigated relationship between head teachers' leadership styles and 

teachers‘ job satisfaction and the results revealed female teachers were more than 

males; however majority of males were more satisfied with leadership styles due to 

high number of head teachers being male, under-representation of female in 

leadership, domestic chores and maternity leave among women. Furthermore, males 

dominated in leadership position. This indicates gender disparity in opportunities 

thus job satisfaction is often felt. The study revealed that many teachers have high 

academic qualification implying the ability to achieving of goals. Teachers‘ with 

higher education expressed low job satisfaction with respect to leadership styles due 

their higher level of conceptualization than head teachers. This implies that leader 

reward behaviours predict teacher performance and satisfaction thus leader behaviors 

positively relate to teacher job satisfaction hence, need to recognize teachers‘ 

participation and contributions to enhance achievement of tasks and create avenue 

for job satisfaction. 
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Academic qualifications and teaching experience indicate a positive correlation as 

teachers with masters‘ level seemed contented nevertheless teachers in primary school 

work in a more isolated environment that primarily has no focus on departmental 

structures. Opportunities to practice leadership are abundant in schools, but teachers 

miss the opportunities generally because schools do not have a broad, school-wide 

structure for improvement. In line with this thought leaders demonstrating teacher 

centered behaviors are concerned about their satisfaction with job. They also show 

interest in developing cohesive work groups, or teams.  

 

The study revealed that respondents with 5-10 years‘ experience were more satisfied 

with directive 0.690, supportive 0.771 and participative 0.569 styles of leadership. 

Furthermore, respondents with over 20 years‘ experience were less satisfied with 

participative leadership style as correlation coefficient was 0.288. Moreover, the 

study establishes that head teachers‘ in primary schools receive no formal leadership 

preparation training before their appointment to headship. Appointment is on the 

basis of teaching experience and human relations. To this end, leadership skills were 

realized on the job where the findings show 66.1% of the head teachers‘ had over 20 

years‘ experience. The findings indicated a majority of head teachers are experienced 

and aged but have less academic qualifications. The study found out teachers with 

bachelors and master‘s degrees were significantly more satisfied with their 

environments and school organization than teachers with lower qualifications. This is 

on: achievement oriented; directive and supportive leadership styles. However, 

participative leadership style had moderate correlation but significant. Nevertheless, 
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the study reveals that for appointment to head teacher position, higher education 

qualification was not a pre-requisite.    

 

Given that preparation system for appointment to leadership position was lacking 

imply that development of head teachers‘ was not leveraged on a firm foundation. 

There is need of providing cohesive leadership development system and develop 

linkage programs to develop a career staged professional development teaching. This 

implies that prior teacher leadership roles enhance aspiring head teachers‘ potential 

for leadership success. This prior leadership experiences prepare teachers to transit 

successfully to school administrative positions. Furthermore, this fills succession 

leadership gap and significantly influences teachers‘ commitment, autonomy, and 

recognition ultimately lead to job satisfaction. Teachers‘ require a professional 

development aligned with an effective administrative education framework.  

 

Achievement oriented leadership style and teachers‘ job satisfaction had significant 

relationship but moderately positive correlation (rho (305) = 0.445, p < 0.05 meaning 

that head teachers‘ assigned challenging goals and demonstrated confidence in 

teachers. This translated to head teachers‘ desire to achievement however; 

performance results were minimal from teachers.‘ Besides, head teachers lapsed in 

supervision. However, in t-test results the null hypothesis was rejected indicating 

why spearman‘s rho reported moderate value.  

The study established there is a significant but moderate positive relationship existed 

between the practice of directive leadership and job satisfaction of teachers, (rho 

(305) = 0.592, p <0.05). The findings reveal Spearman rho correlation coefficient of 

0.592** for the directive leadership style and teachers‘ job satisfaction. The study 
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reveals high concentration of respondents‘ agreement with job satisfaction as head 

teacher increase their directive style, teachers become satisfied. This is evidenced by 

co-efficient of determination (0.592
2
) translating to(35.04 %) of teachers‘ job 

satisfaction. Although null hypothesis was rejected there existed weak relationship 

between directive leadership and job satisfaction. 

 

The legal provision outlined on the responsibilities of head teacher is to assign 

teachers teaching duties and other official roles however, providing direction 

improves on effective teaching hence realization of job satisfaction. There is 

collective leadership display in school that provides expanded and sustainable 

avenues for reshaping the conditions impacting directly to leadership styles. This 

study establish most respondents (138) agreed on tasks being allocated to equal 

expertise; nevertheless, it is limited by absence of clear policy of specialization in 

teaching subjects and leadership roles in primary schools. The implication is that 

teachers desire tasks where they are directed translating to lack of autonomy and 

commitment on task performance.  

 

Furthermore, study established that head teachers‘ allocate some tasks to teachers‘ 

based on experience and expertise despite absence of policy framework on 

specialization for primary teachers. This limits the autonomy of teachers in 

completing some specific task to meet timeline. The study finds head teachers are 

overwhelmed with workload hindering achievement of performance standards set. 

The findings indicate that the majority of teachers (108) preferred directive 

leadership style where work is scheduled. In view of these behaviors head teacher 

have strong formal authority and need to provide job satisfaction.  
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The findings on supportive leadership style reveal a positive high correlation (rho 

(305) = 0.708, p <0.05). This relationship was the highest among the four styles of 

leadership practiced. However the null hypothesis was rejected but it indicated a 

weak relationship. Spearman correlation results onsupportive leadership style had 

power value 0.708 and 0.749 respectively for teachers and head teachers concisely 

indicating a significant relationship. This positive relationship explained that the 

majority of teachers‘ desired support as they perform tasks. Supportive leadership 

therefore contribute much to job satisfaction of teachers compared to other 

styles.Head teachers‘ supportive behaviors for the concern of workers well-being 

significantly enable teachers‘ to carry out assigned duties. This suggests head 

teachers‘ were being friendly, approachable, attended to the well-being and human 

needs of teachers. 

 

To this end, the study revealed supportive leadership style increases teachers‘ 

satisfaction and self-confidence thus reducing negative aspects of routine work. 

Similarly, it increases intrinsic valence of the job and the expectation of well 

performed roles leading to the attainment of goals. The data on participative reveals a 

statistically weak positive but significant relationship exist between head teachers‘ 

participative leadership style and job satisfaction of teachers. Spearman‘s coefficient 

of (rho (305) = 0.364, p <0.05) was calculated. This is an indicator that teachers lack 

a feeling of importance in the activities they perform at school. However, majority of 

teachers misses to meet higher level needs like self-expression, self-recognition. In 

this context a cognitive approach to understanding motivation is needed where 

teachers calculate effort on performance brings outcome. Participative leadership 
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weigh the least correlation indicating that majority of teachers wane away from 

engaging in active decision making. This translates to lack of independency and 

autonomy due to slim hierarchical structures in the school system. 

 

This study holds the perception that school leadership is essential characteristic in 

leadership, through group activity and working within relationships. Similarly, many 

teachers being involved in the leadership activity in decision making is strong 

foundation of leadership therefore, participative leadership need to draw on a variety 

of expertise in the school to complete diverse institutional tasks. This means school 

leaders need to practice leadership style which is open to enhance job satisfaction 

thus leadership development. Also, teachers in schools who are exposed to leadership 

get opportunities to practice and experience leadership. Teachers‘ seemed committed 

to their duties despite of tough economic times was not expected to be high because 

their participatory level indicated a correlation of 0.364.  

 

From the study teachers in primary schools perceived leadership styles practices 

were being used by head teachers in their schools. This is evidenced by positive 

correlation on achievement oriented, directive, supportive and participative 

leadership styles to job satisfaction. The findings revealed that teachers were 

committed to their schools. Besides, considerable number of teachers achieved 

higher academic qualifications than head teachers‘ indicating inadequacy of 

institutional head in controlling a superior staff. 

 

The study revealed that teaching jobs in primary schools are not exciting, moreover, 

there are no strategies identifying potential leaders in schools. The study also 
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revealed that there was a moderate, positive relationship between the practice of 

participative leadership and job satisfaction of teachers. However, a high positive 

correlation in the degree of the relationship between the practice of supportive 

leadership and job satisfaction of teachers exist among all respondents. The 

relationship between the practice of achievement leadership and job satisfaction of 

teachers is slightly stronger than participative leadership. Primary school head 

teachers often engage in directive leadership style where teachers work stretches over 

a diverse variety of issues. This depicts teachers‘ favor being directed and controlled 

on how to perform tasks. 

 

5.3 Conclusions of the study 

From the findings of this study the following conclusions were made: 

(i)  The study revealed that few head teachers enroll for diploma and degree 

programmes, as part of their own personal initiatives to enhance leadership 

capacity. The study concludes that this pattern of behaviour should not only be 

encouraged but be realigned to meet teachers‘ personal and professional growth 

needs that provide job satisfaction. Moreover, it reduces teacher attrition. To this 

end, there is positive relationship between head teachers‘ characteristics of 

academic qualifications and job satisfaction of teachers. 

(ii) Achievement oriented leadership style practiced by head teachers‘ had a 

moderate relationship to job satisfaction. Teachers also expressed head teachers 

had confidence with the effort they put towards task and gave challenging roles 

however, teachers were opposed to achievement style. The study therefore 

concluded that teacher morale need to be boosted, recognized and clear goals set 

for improvement. 
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(iii)  The directive leadership style practiced in primary schools by head teachers‘ 

showed a positive relationship between leadership style and teachers‘ job 

satisfaction. The study established that majority of teachers‘ preferred being 

given directions on how to do the tasks by the head teacher. The guidance and 

control by head teacher therefore meant that teachers lacked self- drive in 

active participation on roles. From the study findings, leadership of head 

teachers‘ was not based on specific leadership roles and standards. Therefore, 

the leadership system lacked an adequate framework to determine 

competencies required to provide effective leadership in the complex school 

associated with job satisfaction. 

(iv) The supportive leadership style practice by primary school head teachers‘ had 

the highest positive significant correlation to teacher job satisfaction. This 

was because the head teachers‘ showed concern for teacher well-being, 

friendliness and approach. The study concludes that supportive behaviours by 

head teachers made teachers to be committed on tasks given because of the 

pleasant working conditions in school. 

 

(v) The head teachers‘ participative leadership style scored the weakest 

correlation to teachers‘ job satisfaction. The study concluded that teachers 

generally dislike being involved in decision making and consultations hence 

teachers did not value the meaning of democracy at work environment as 

stated in the Kenya constitution of 2010.The study foresees need to mitigate 

head teacher dominance in school activities and programmes through 

encouraging teachers to participate in decision process in an improved 
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leadership system. This study, therefore, concluded that there lacked strong 

leadership structure in school that give autonomy on specialization of 

subjects and departments for participation.  

 

5.4Recommendations of the study 

Based on the findings and conclusions in the study, the following are mutually 

beneficial, influential and interdependent recommendations offered for policy, theory 

and practice with aim of promoting reform agenda to facilitate effective teacher 

leadership. 

 

(i) The study recommends that schools should continue focusing on 

leadership practices as part of their professional learning and leadership 

development. This development enables to maintain a continuous supply 

of future leaders and sustainable leadership. Institutional heads need to 

learn more about human behavior as it impacts on teacher performance. 

Head teachers‘ through their actions and attitudes should create 

environment which induces motivation on teachers.  

 

(ii)  The study recommends introduction of policy on formalized recognized 

structures for improved work conditions such as creation of teacher 

professional association, departments, subject heads that benefit expanded 

structure in an effort to increase teachers‘ job satisfaction. 

  

(iii) Knowing the importance of leadership styles, by means of this study, 

would provide additional evidence to TSC and MOEST in training head 
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teachers with effective job-embedded support structures, such as 

internships, mentorship programs with trained experienced mentors and 

expert group, proficiency coaching, and performance evaluation. These 

ensure effective professional competence for novice head teachers during 

their formative years. Head teachers can be informed difference between 

leadership and management. 

 

(iv) The Teachers Service Commission in collaboration with the Ministry of 

Education, Science, and Technology should avail policy on radical 

reforms in developing leadership framework that prepare teachers for 

leadership ranks from head of department, deputy head teacher to head 

teacher. Departments broaden leadership, increase participation, support 

promotion avenues, and reward overall effort to achieving school goals. 

Policy should be collaborated with teacher training institutions, 

universities and KICD. The policy framework need to incorporate 

professional association for teachers with responsibility of ensuring 

practicing teachers are well prepared, regularly monitored, inducted 

through internships, evaluated and examined before practicing. This 

would improve teacher-leadership skills, enhance performance and job 

satisfaction. 

 

(v) The TSC should consider gender parity by encouraging women to take up 

leadership positions in primary schools thus, introducing a competitive 

leadership framework with standardized process. It can be enormously be 
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liberating for administrators to see there is consideration for both gender 

in the institution. 

 

5.5 Suggestions for further study 

Based on the results presented in Chapter Four this study makes the following 

suggestions for further research: 

(i) Expand the study beyond public primary schools in which it occurred. An 

investigation into the relationship of head teachers‘ leadership style and 

job satisfaction of teachers in urban and rural areas throughout the state of 

Kenya would be a valuable contribution to the literature. Expanding the 

study beyond a single county would gather data from a larger population 

of teachers. 

 

(ii) Expand this study to include other variables such as marital status and 

salary. To investigate these variables impact on the relationship between 

leadership and the job satisfaction of teachers so adding other variables in 

this section to the existing survey instrument would be beneficial. 

(iii) Further research is needed to identify problems and issues that inhibit 

head teachers‘ from practicing some leadership styles in schools over 

teachers in regard to internal politics, leader philosophy, personality, and 

how these might be addressed. 
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APPENDICES 

APPENDIX   I 

PARTICIPANTS’ LETTER OF CONSENT 

Maasai Mara University,  

School of Education, 

P. O. Box 861- 20500. 

Narok. 

  

The Participant, 

Dear Sir/Madam, 

Re: Request for information 

I am a post graduate student pursuing a Doctor of Philosophy course in Educational 

Management. I am conducting a study on “relationship between head teacher’s 

leadership styles and teachers’ job satisfaction in public primary schools in 

Kenya: A case of Nakuru County.” You are being asked to participate in the 

research study. Your participation is completely voluntary. You will be provided with 

the necessary information, to assist you understand the study and to explain what will 

be expected of you. Kindly fill in this questionnaire. The information you give will 

be purely for the purposes of this research. Your identity will remain confidential and 

therefore do not write your name anywhere in the questionnaire. Results of the 

research study may be in public domain or presented at scientific conferences or in 

specific publications. Your consent to participate will be indicated by completion of 

questionnaire.  

 

Thank you for your cooperation and assistance. 

Yours Sincerely, 

Thuku Wachira 
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 APPENDIX   II 

QUESTIONNAIRE FOR HEADTEACHERS (QHT) 

This questionnaire is for research only. Do not write your name; your responses 

will be confidential. Please tick in the appropriate bracket. 

Demographic information 

1.  Indicate your gender  Male    (  )    Female    (    )      

2.  Indicate your age bracket 

(a)20-29 years     (     )(b).30-39years    (    ) 

(c). 40 - 49 years   (     )(d). 50 - 60 years       (    ) 

3. Indicate your highest professional qualifications 

(a). M.Ed.          (  )               (b). B.Ed.(    ) 

(c). Diploma      (   )              (d). P1               (    ) 

4.  Indicate your length of teaching experience in years  

(a) Less than 5 years.(   ) (b) 5- 10 years.(    ) 

(c) 11- 15years(   )  (d) 16- 20 years.(   )      (e) over 20years(    ) 

Leadership style 

The following questions are aimed to find out levels of teachers job satisfaction in 

relation to your leadership styles. Please tick in the appropriate box corresponding to 

your level of agreement with the following statements regarding the way you 

perceive using assessment scale indicated: 

 

Strongly disagree     Disagree  Agree Strongly agree 

               1           2            3         4 



130 
 

 
 

 Teacher characteristics 

NO                            Statement 1 2 3 4 

5 I recognize academic potential of teachers     

6 I ensure teachers have autonomy to practice leadership     

7 I recommend teachers for proficiency course.     

8 I make sure teachers are committed to their work     

9 I appreciate experience gained by teacher on the job     

10 I communicate effectively with teachers        

11 I delegate tasks according to expertise of teacher     

12 I ensure there is conducive environment to gain 

experience 

    

13 I promote professional development of teachers     
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Achievement oriented leadership 

No                                    Statement 1 2 3 4 

14 I seek for continuous improvement on roles     

15 I encourage teachers to attain the goals set on tasks     

16 I recognize teachers‘ effort based on education      

17 I ensure teachers assume more responsibilities     

18 I delegate challenging roles / responsibilities to teachers      

19 I expect high performance on  responsibilities I allocate     

20 I ensure teachers keep high work standard     

21 I have confidence on teachers‘ effort in achieving goals     

22 I believe teachers have ability to attain challenging goals      

23 I ensure teachers are committed to tasks performance     

24 I discourages absenteeism from duty       
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Directive leadership on task distribution 

No                                    Statement 1 2 3 4 

25 I decide who will be allocated leadership task     

26 I schedule the work to be done by every teacher in school     

27 I give specific advice to teacher on how to carry out tasks     

28 I assign certain tasks based on gender equity     

29 I guide inexperienced teachers on how to perform tasks     

30 I allocate tasks equal to expertise of the teacher     

31 I clarify expectations to be met by teachers     

32 I maintain definite standard performance of task     

33 I give adequate instructions on task allocated     

34 I sets timeframe for task completion     

35 I ensure teachers are committed     
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Supportive leadership in relation to teachers working conditions 

No Statement 1 2 3 4 

36 I show concern on needs and well-being of teachers      

37 I recognize practice of roles played in school by teachers      

38 I  allow minimum authority for teachers on duties given     

39 I recommend teachers opportunity for promotion     

40 I ensure a friendly working climate for teachers      

41 I treat all teachers equally and fairly  in the school     

42 I am open and approachable      

43 I use teachers‘ expertise to enhance professional growth     

44 I recognize status of teachers in the school     

45 I avail the resources needed by teachers so that they perform  

their best 

    

46 I creates pleasant environment for mentorship     
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Participative leadership on decision making. 

No                                          Statement 1 2 3 4 

47 I make consultation when faced with problems      

48 I take action before consultation teachers     

49 I give teachers explicit autonomy to make decisions     

50 I  involve teachers in decision implementation process      

51 I delegate a team of experts to discuss challenging issues     

52 I listen to teachers advice before making any decision      

53 I put suggestions made by teachers into operation     

54 I encourages my participation in solving problems     

55 I allow freedom for completion of task     

56 I limit decision making process      
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Job satisfaction strategies 

57 I give challenging roles and activities to teachers      

58 I provide incentives to teachers who accomplish goals set 

 

    

59 I recommend promotion prospectus based on 

performance  

    

60 I share work load fairly and equitably among teachers     

61 I give opportunities for professional growth and 

development  

    

62 I allow teachers freedom to decide how to pursue higher 

goals 

    

63 I ensure there is conducive working environment     

64 I maintain good working relationship with teachers     

65 I offer incentives and rewards     

66 I ensure fairness and equity on roles     

67 I recognize successful teachers on work performance      

68 I make teachers work  to have activities from routine     

69 I encourage teachers to be committed      

70 I mentor teachers for leadership      

71 I ensure school environment is pleasant     

 

Thank you for the time and effort in completing this questionnaire.       
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APPENDIX   III 

TEACHERS’ QUESTIONNAIRE (QT) 

This questionnaire is for the purpose of research only. NB. Do not write your name. 

Please tick in the appropriate bracket your response to all the questions. 

Demographic information 

1.   Indicate your gender             Male    (    )           Female     (    )                                                                                                                                                                                           

2.   Indicate your age bracket 

(a). 20 – 29 years     (    )             (b). 30 -39 years       (    ) 

(c). 40 - 49 years      (    )             (d). 50 - 60 years      () 

3. My highest professional qualifications is 

(a). M.Ed.              (    )          (b). B.Ed.        (    ) 

(c). Diploma          (    )          (d). P1             (    ) 

4. The length of my teaching experience in years is? 

(a) Less than 5 years (    )     (b)  5- 10 years.     (    )(c) 11- 15 years (    )       

(d) 16- 20 years.(    )   (e) over 20years    (    ) 

Leadership style 

The following questions are aimed to find out your levels of job satisfaction in 

relation to head teachers leadership styles. Please tick in the appropriate box 

corresponding to your level of agreement with the following statements regarding the 

way you perceive leadership behaviour of your immediate head teacher. 

Assessment scale: 

Strongly disagree Disagree Agree  Strongly agree 

1 2 3 4 
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Teacher characteristics and Job Satisfaction 

NO                            Statement 1 2 3 4 

5 My academic potential is recognized.     

6 I am assured autonomy to practice leadership.     

7 I am given chance to attend teacher proficiency course.     

8 My education level enhances my commitment on tasks.     

9 My experience gained on the job is appreciated.     

10 I communicate effectively due to my academic status.     

11 I am delegated tasks according to my expertise area.     

12 I gain experience due to the conducive environment at 

school. 

    

13 My professional development is recognized.     
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Achievement oriented leadership style in relation to levels of your job 

satisfaction  

 My head teacher; 1 2 3 4 

14 seeks continuous improvement on roles     

15 encourages me to attain the goals set on tasks     

16 recognize my effort based on education      

17 ensures I assume more responsibilities     

18 does not delegates challenging roles      

19 does not expect high performance on roles      

20 expects me to  keep high work standard     

21 has no confidence in my effort to achieve goals      

22 believes I have ability to attain challenging goals      

23 ensures I get committed to tasks performance     

24 discourages absenteeism from duty       
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Directive leadership in relation to your levels of job satisfaction 

 My head teacher; 1 2 3 4 

25 decide who will be allocated leadership task     

26 schedules the work to be done by every teacher in school     

27 gives specific advice on how to carry tasks     

28 assigns certain tasks on gender equity     

29 does not guide me on how to perform tasks due to  my 

inexperience 

    

30 allocate tasks equal to my expertise     

31 clarify expectations I have to  meet      

32 maintain definite standard performance of task     

33 gives adequate instructions on task allocated     

34 sets timeframe for task completion     

35 ensures that I am punctual and committed     
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 Supportive leadership in relation to your levels of job satisfaction 

 My head teacher; 1 2 3 4 

36 is not concerned on my needs and wellbeing     

37 recognize roles I play in school      

38 allows me minimum authority on duties given     

39 recommends me opportunity for  promotion     

40 ensures there is a friendly and attractive working climate     

41 treat me equally and fairly in the school     

42 is open and approachable      

43 utilizes my expertise to enhance professional growth     

44 recognizes my status in the school     

45 makes available the resources I need to do my best     

46 creates pleasant climate for mentoring pupils     
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Participative leadership in relation to levels of your job satisfaction 

 My head teacher; 1 2 3 4 

38 does not consult when faced with problems      

47 takes action before consulting teachers     

48 gives me explicit autonomy to make decisions     

49 involves me in decision implementation process      

50 delegates a team of experts to discuss challenging issues     

51 does not listen to my advice before making any decision      

52 put suggestions made by teachers into operation     

53 encourages my participation in solving problems     

54 allows me freedom to complete syllabus at my own pace     

55 limit decision making process      
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Please indicate your job satisfaction level at school. 

  1 2 3 4 

56 I feel good about teaching job because I am committed 

to extra time for pupils 

    

57 I am happy when I cover syllabus on time      

58 I am happy because work load is fairly shared     

59 I enjoy  cordial working relationship with my colleagues     

60 My work offers me opportunities for professional 

growth 

    

61 I am allowed freedom to  pursue higher goals     

62 I appreciate good working environment in school      

63 I enjoy good working relationship with  my head 

teacher 

    

64 My recognition on tasks improve performance     

65 There is fairness and equity on roles allocated to me     

66 My work provides good opportunity for advancement     

67 My work encourages me to be committed      

68 The work I perform at school is pleasant     

69 My head teacher provides assistance for improving 

standards 

    

70 My work comprises of routine activities     

71 I enjoy mentorship from head teacher and colleagues      

72 I receive recognition for successful work performance      

73 I like been punctual at my work place     

 

 

Thank you for time and effort in completing this questionnaire 
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APPENDIX IV 

CURRICULUM SUPPORT OFFICER INTERVIEW SCHEDULE 

 

Name of Researcher and Interviewer:   

 

Date: ________________ starting Time: _______Ending Time:_______ 

The purpose of this interview is to gather information regarding the leadership styles 

and teachers‘ job satisfaction in your sub county. I want to assure you utmost 

confidential of the information you share with me is meant for the report of the 

study. This interview was scheduled to take about 30 minutes to complete. 

Interview questions 

1. What do you think about head teachers‘ in utilizing teachers‘ expertise when 

allocating responsibilities? 

2. What is your opinion on TSC recognizing specialization of subjects for 

primary school teachers? 

3. According to TSC policy do you think the package of salary offered to 

teachers in leadership ranks is sufficiently enough to motivate them perform 

their roles in the public service? 

4. What is the contribution of offering incentives to other school leaders into 

improve and motivate job satisfaction? 

5. What strategies are put in place to identify and encourage potential teachers 

to develop their leadership practice? 

6. What is the perception of the head teachers‘ towards showing commitment in 

encouraging teachers to achieving the goals set? 

7. What do you think about head teachers‘ in sharing challenging roles with 

teachers‘? 
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8. What do you think on the adequacy of participatory involvement of teachers 

in decision making by head teacher in school? 

9. What is your opinion about head teacher offering specific advice to teachers 

on how to carry out tasks?  

10. How do you rate the support of head teachers‘ leadership style towards 

improving job satisfaction of teachers‘? 

11. What criteria does the head teachers‘ use in recommending promotion of 

teachers as regards to their education and performance? 

12. In your opinion do you think head teachers have confidence with their 

teachers in school? 

13. What is your opinion on the current leadership structure in school as regards 

to motivating job satisfaction of teachers? 

14. What is the level of autonomy of teachers who hold responsibilities in 

school?  

Thank you for your time and cooperation. As a reminder, this interview will 

remain confidential.  
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APPENDIX V 

 

DETERMINATION OF SAMPLE SIZE 

Standard table determining sample size from a given population 

 

N                   S                    N                    S                         N              S 

10           10                  220               140                     1200  291 

15           14                  230               144                     1300         297 

20           19                  240               148                     1400  302 

25           24                  250               152                     1500 306 

30           28                  260               155                     1600      310 

35           32                  270               159                     1700         313 

40           36         280               162                     1800  317 

45           40                  290               165                     1900  320 

50           44                  300               169                     2000  322 

55           48                  320               175                     2200  327 

60           52                  340               181                     2400  331 

65           56                  360               186                     2600  335 

70           59                  380               191                     2800  338 

75           63                  400               196                     3000  341 

80           66         420      201                      3500  346 

85           70                  440               205                     4000  351 

90           73                  460               210                      4500  354 

95           76                  480               214                      5000  357 

100           80         500               217                      6000  361 

110           86                  550               226                      7000  364 

120           92                  600               234                       8000       367 

130           97                  650               242                       9000  368 

140         103                  700               248                     10000  370 

150         108                  750               254                     15000  375 

160         113                  800               260                     20000  377 

170         118                  850               265                     30000       379 

180         123                  900               269                     40000  380 

190         127                  950               274                     50000  381 

200         132                1000               278                     75000  382 

210         136                1100               285                 1000000  384 

Note.—N is population size. 

S is sample size. 

Source NEA Research Bulletin 
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APPENDIX VIII 

 


