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ABSTRACT
Leadership is a process influence between leagwlsabordinates where a leader attempts
to influence the behavior of subordinates toece the organizational goals (Koontz et al,
1988). Organizational success in achieving itsgaal objectives depends on the leaders of
the organization and their leadership styles. Bgpadg the appropriate leadership styles,

leaders can affect employee job satisfaction, cdmamt and productivity.

The purpose of the present study was to investitjade effects of leadership style on
teachers’ job satisfaction in public secondary sthan Musoma Municipal Council. The
study examines whether transformational and traimsed leadership styles stimulate and
sustain teachers’ job satisfaction. Questionnaivese administered to 54 public secondary
school teachers from different schools. The Muitida Leadership Questionnaire (MLQ)
and the Minnesota Satisfaction Questionnaire (M®&&)e used by teachers to assess their
heads of schools in relation to the satisfacticgytterive from their jobs. To analyse the
data, multiple regression analyses were conductesamine how well transformational and

transactional leadership factors predict teachebssatisfaction.

Overall the results of the present study yieldedesignificant findings. The results showed
a positive correlation between transformationaldézahip dimensions on teachers’ job
satisfaction. With regard to transactional lead@rafimensions, the results showed that
transactional leadership affects the outcome vimjabut their influence was lower as
compared to the influence of transformational lesli@ factors. The individual transactional
leadership factors that had positively influencké@ butcome variable were Contingent
rewards and active management by exception. Thainémy two transactional leadership
factors, passive management by exception and tafage had mainly negative effects on
the outcome variable. Moreover, the results shotket! the influence of transformational
and transactional leadership on job satisfactionevaightly affected by taking teachers’
background characteristics into account. The res@ittr instance revealed academic

difference with regard to levels of job satisfantio

viii



Based on these results, the following implicatiémrsfurther research are formulated. First,
more research in the African educational contexieisded in order to further confirm Bass’s
claim (1985) of the universality of transformatibrend transactional leadership across
different cultures. Second, apart from job satisfe other potential mediator variables (e.g
organizational climate, trust in leadership) shdudused in future research in examining the
relationship between transformational and transaatileadership and teachers’ work related
variables. The results also have implicationstifier preparation and the training of school
leaders in Tanzania. In order to enhance highesldenf teachers’ work related attitudes and
behavior, it is strongly suggested that school bkead Tanzania should practice
transformational leadership behaviors and practiteis also advocated that school heads,
both practicing and aspiring school leaders, shaedeive training in both effective
transformational and transactional leadership mest this can be through seminars,
workshops and updates on school administrationeadership in order to sharpen the skills
of institutional leaders on the job and equip theith knowledge to influence the retention
rate of teachers to benefit the student, the teaane the school system. Lastly, the fact that
job satisfaction has shown to be an important ntediaf leadership and teachers work
related attitudes and behavior suggests that theaféan government ought to pay attention
to teachers’ job satisfaction, in order to enhateachers’ commitment to the present
educational reform process. The issues relatedléwmysand working conditions seems to be
the bones contention and need urgent attentioneifave to guarantee the success of the

educational reform process in Tanzania.
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CHAPTER ONE
INTRODUCTION AND PROBLEM STATEMENT

1.0 Introduction

This chapter is an introduction of this researghorg it consists of nine sections,
section one is about background to the problemtiosedwo is statement of the

problem, section three is objective of the studyction four is about the research
questions, section five is significance of the gfugkction six is the limitation of the
study, section seven is the delimitations, sectamht is of definition of the key

terms and concepaind section nine is the organization of the thesis

1.1 Background to the Problem

In developing countries, just as it is for the deped nations education has been
usually considered to be the cornerstone and pitiarsocial and economic
development. There is no dispute over the vitad tbht education is playing in the
economic, social, cultural and technological achimeents of today's world
(Woodhall, 1985). Many nations believe that to agkRi and survive in the
competitive global economy, quality education ie tkey variable. Investing in
human resource contributes to economic developarhtaises the living standards
of citizens as much as investment in physical egpisuch as transport and
communication, power, or irrigation. It is due tast that developing nations are
advised to invest in the education of its peoplspde their weak economies, to
draw long-term advantages. The effect of havingcathd citizens goes far beyond
the mere economic settlement that may result fromolving them in productive
work. Rather, its far-reaching effects in termslénging the quality of life through
enabling them develop unique ways of coping withlleimging social and physical

environment are of vital importance (Woodhall, 185



Van den Berg and Sleegers (1996) argue that scha@scharged with the
responsibility of enabling children to deal skillju with the challenges and
opportunities of the real world. Thus, schools iasgitutions whereby the tasks of
human resource development are thought to begachiss are important players in
this endeavor as they are the ones who directgcafftudent achievement, mediate
student encounter with content, and control clasaractivities most directly related
to learning. In the absence of teachers even téopypdased innovations have little
chance of success. Hence, teachers are the oneplafyna central role in the
educative process through implementing the purpdgefiesigned curriculum to
achieve the desired national educational goals.

Successful implementation of the curriculum howedepends to a large extent on
favorable leadership style that boosts teachets’sptisfaction, career commitment
and intention to remain in the profession (Weisalgl967). Teachers in developing
countries work under conditions that are differfieam those in developed countries.
Osei (2006) notes that broadly, teachers in many (ot necessarily all) African

countries work in overcrowded classrooms (40-8Gilpup a class), mainly due to a
considerable increase in student enrolment in pyiraad secondary schools. Poor
school facilities (lack of basic teaching materiand absence of sufficient
equipment for laboratories) and inadequate infuattire also seem to add to the
despair of the unmotivated teachers (Raina & Dhaz@)0). The effects of

leadership styles and other job-related environalerdnditions on teachers’ career
commitment and turnover are not yet empiricallyabkshed in the Tanzanian
context. One area that needs empirical data isnthéence that head of school’s
style of leadership has on teachers’ career comenitnireacher commitment has
been identified as one of the most critical facforsthe future success of education
and schools. Teacher commitment is closely condedt teachers’ work

performance and their ability to innovate and tegnate new ideas into their own

practice.



Research in western culture demonstrates thateesialorking conditions impacts
on their job satisfaction (Sclan et al, 1993), eareommitment and turnover
intention and behavior (Weiss et al, 1967). In &ddj lack of public respect for
teachers has been found to be among the most wegaitifluencing factors that
compel them to make the decision to leave the psida (Fleishman and Harris,
1962). In other words, teachers’ turnover intentliso affected by community’s
attitude towards the profession and the valueghegnts attach to what teachers are
doing (Chapman et al, 2002). On top of that, thgrele to which their profession
offers or deprives them of economic rewards shé#pas future plan of staying in or
leaving the teaching career. However, empiricah datacking in the context of sub-

Saharan Africa in general and Tanzania in particula

1.2 Statement of the problem

Teachers are not satisfied with their job; amorgeothings is the head of schools’
leadership style. Job satisfaction of employeesganizations is a general problem
facing Tanzania today. Right from the mid 19709)ZBmia has been having a series
of problems with its teachers, ranging from lackadequate teacher preparation or
training to meager salaries and poor administrafisagwara, 1997). Professional
teacher education in Tanzania was noticeably asficand might have affected
teachers’ perceptions of their job. One of the mpjoblems leading to this was lack
of effective leadership (Nguni et al, 2006). Hoeruhe influences of the school's
leadership style on teachers’ commitment and tuenbave not yet empirically been
established in the Tanzanian context. This is wig/ $tudy is intended to investigate

the effects of leadership styles on teacher’s g@ilsfaction in the Tanzanian context.
1.3 Objectives of the study

1.3.1 The Main Objective of the Study
The main objective of this study is to assess theact of head of schools’

leadership style on teachers’ job satisfactionuhlic secondary schools.



1.3.2 Specific objectives
* To examine the relationship between aspects otfibamational leadership
such as Charismatic leadership individualized aersition and intellectual
stimulation with job satisfaction in public seconglachools.
« To examine the relationship between aspects ofai@ional leadership such
as contingent reward, active management by exaggi@ssive management
by exception, and Laissez-faire with job satisfattin public secondary

schools.

1.4 Research questions
The study of the effects of head of schools’ legkdigr styles and teachers’ job

satisfaction has called for the following questions

1.4.1The main research question of the Study
What is the impact of head of schools’ leaderskyteson teachers’ job satisfaction

in public secondary schools?

1.4.2 Specific questions

« What are the relationship between aspects of twamsitional leadership
such as Charismatic leadership, individualized iamation and intellectual
stimulation with job satisfaction in public secongachools?

* What are the relationships between aspects ofactiogal leadership such
as contingent reward, active management by exaggi@ssive management
by exception, and Laissez-faire with job satisfactin public secondary
schools?

1.5 Significance of the study

The results of this research will provide educatlauthorities with new knowledge
that might enhance teachers’ job satisfaction bgorporating new leadership
training programs for head of schools. Retentioteathers is important for several
reasons; continuity and student performance. Tindysfindings will be valuable to



the Ministry of Education and Vocational Training & will help them grasp the
enormity of low levels of career commitment in teaching force. This could assist
the Government to try to stop teachers’ turn-ovend. The study findings will also
contribute to the pool of knowledge on teachergatisfaction, which is vital for the
present and future scholars in regard to effectseald of schools’ leadership styles
on teacher job satisfaction. Lastly the study hame up with proposals that could
be useful to policy makers in the Ministry of Edtica and Vocational Training.
The study was also a condition for the fulfillmeritthe requirements for the award

of a master’s degree in Public Administration ofuvidbe University.

1.6 The Limitation of the study

Time and financial constraints were the major latidns of this study. Also since
the study was based only on public secondary sshpdiate schools were left out,
therefore the findings could not be generalizedlt@schools (i.e. public and private

schools).

1.7 The Delimitation

The researcher was aware on how wide the areaudf st was, time given to
undergo the study and the financial position ofgtely. So keeping the study under
control, the researcher addressed his focus gnpatilic secondary school teachers
in so doing minimize cost and time, in addition#he researcher experience to the

area selected was used effectively and efficidotlyhe same purpose.

1.8 Definitions of the key terms and concepts
1.8.1 Leadership

There are varied meanings of the term leadershitduifferent perspectives and
context within which the word is observed. Accoglito Koontz and Weihrich

(1988), leadership is defined as influence-theoagirocess of influencing people so
that they strive willingly and enthusiastically tads the achievement of group

goals. Burns (1978) defines leadership in an omgdion as a process in which one



person successfully exerts influence over othergach desired objectives. Dessler
(1994) says that leadership is the managing ofhtlmaan resources in order to

manage their performance by inducing them to watkngly.

A leader is a person who has the ability to infleeethe behavior of others. Gibson
and Harold (1955 in Gibson et al, 2000) defineaaléx as an individual who acts in
a group with common interests, purposes or goadssBn Dessler (1994) has a
different way of defining leadership. He statest tieadership is the process of
influencing others to achieve specific objectivespecific situations. The definition

of leadership presented in this study also imptlest the leader has a sense of
direction and the effectiveness of one’s attemptsnfluence is contingent upon

unique situational factors (Dessler, 1994). Tharfdeadership is the ability to

influence others to meet defined objectives or gdal this case the key word in the
definition of leadership is the ability to influemmthers to achieve the desired
objectives and goals. It involves attempts on @edér to affect influence on the
behavior of a follower (influenced) in situatior@ften the person who satisfies the

needs of individuals in a group will emerge thelkra
1.8.2 Transformational leadership

Hornby (2000) defines the word ‘transform’ thuso “thange the appearance or
character of something or somebody completely”’.deeship is a noun deriving
from the verb ‘lead’. Hornby (2000) defines ‘leaas the ability “to influence the
actions or opinions of somebody”. Leadership therbécoming a leader or the
ability to be a leader (Hornby, 2000). This aligngh Northouse (2010) perspective
or definition of transformational leadership asragess that brings about changes in
individuals, an influence that causes followersat@womplish more than what is
expected of them. The term ‘transformational legkigr then could mean “leaders’
ability to change or transform their followers”. ittevood, et al (1999) defined
transformational leadership as the process of bringbout changes in the purposes
and resources of both leaders and followers.



In the words of Bass et al, (2006), transformatideadership is defined as the
leader’s ability to influence employees’ attitudealues, beliefs, and behaviors, by
working through them and with them in order to amptish the organization’s
goals, mission and purpose. Summarizing from theovab definitions,
transformational leadership could be viewed asnderaction between leaders and
followers, with a view to nurturing attitudes andhlaviors that arouse interest of
workers and strongly commit them into accomplishihg organization’s visions,

goals and mission.
Dimensions of transformational leadership

Avolio, Bass and Jung (1997) indentified four dimiens of transformational
leadership. These are Charismatic leadership, ichaiized consideration, and

intellectual stimulation.

Charismatic leadershipconcerns the formulation and articulation of visiand

challenging goals and motivating followers to wdskyond their self-interest in
order to achieve common goals (Dionne, Yammarirtojafer & Spangler, 2004). In
this dimension, leaders act as role models whohaykly admired, respected and
trusted by their followers (Bass & Riggio, 2006)codrding to Bass and Riggio
(2006), leaders with great idealized influence waiing to take risks and are
consistent rather than arbitrary by demonstratigh Btandards of ethical and moral

conduct.

Individualized considerationrefers to leaders paying special attention to each
individual follower’'s need for achievement and gtbwby acting as a coach or
mentor (Bass & Riggio, 2006).

Inspirational motivation: refers to the way leaders motivate and inspirerthei
followers to commit to the vision of the organipati Leaders with inspirational

motivation foster strong team spirit as a meansdading team members towards



achieving desired goals (Antonakis, Avolio, & Sivdzamaniam, 2003; Bass &
Riggio, 2006).

Intellectual stimulation:is concerned with the role of leaders in stimulgtin
innovation and creativity in their followers by ati®ening assumptions and
approaching old situations in new ways (Bass & Rig@006). They always
encourage their followers to try new approachesmmthods to solve the old

problems.

1.8.3 Transactional leadership

Transactional leadership behavior caters to théirgerest of followers. It uses
contingent reinforcement: constructive rewardsjsgsa and promises for follower
success in meeting commitments to the leader, agdtive feedback, reproof, or
disciplinary action to correct failure to meet taosommitments (Bass, 1999). A
transactional leader is one who operates withinetkisting system or culture ( as
opposed to trying to change them) by (i) attemptmgatisfy the current needs of
followers by focusing on exchanges and contingemard behavior and (ii) paying
close attention to deviations , mistakes, or irfagies and taking action to make
corrections (Bass, 1985, Burns, 1978).

Dimensions of Transactional leadership

Bass and Avolio (1995) proposed that transactideatlership consists of four
dimensions, namely contingent rewards, managemgnéxoeption (active) and
management by exception (passive) and Laissezi&adershipContingent reward
refers to leaders clarifying the work that must dshieved and use rewards in
exchange for good performanc®lanagement by exception (passivefers to
leaders intervening only when problem arise whemasagement by exception

(active) refers to leaders actively monitoring the work ofidwers and make sure



that standards are met (Antonakis et al., 20Q2)ssez-faire leadershipthis
leadership factor is associated with behavior wheteaders avoid leadership duties
and responsibilities, fail to make decisions, abseat when needed and fail to

follow up on requests.

1.8.4 Job satisfaction
Job satisfaction is defined as how well a perskeslihis or her job (Russell, 1985).
It is also defined as workers’ attitudes towardrtjeb (Oshagbemi, 1997). Lawler et
al, (2005) viewed it through the lenses of attihadiresponse, that is, how well
employees perceived their jobs and rewards thatuadcfrom such jobs. Evans
(1998) defined job satisfaction as; “a state ofardetermined by the extent to which
the individual perceived his or her job-related dseéo being met”. Bogler (2001)
defined job satisfaction from the perspectiveswed factors. The first comprises
intrinsic factors, which are associated with sadrsf such as achievement, autonomy
at work, professional prestige and development. §émond is extrinsic dimension
of job satisfaction which is related to work comatit pay or benefits. Both of these
aspects are connected to issues that relate tegjidfaction. Evans (1998) viewed
teacher job satisfaction from the point of viewtedcher’s effective relation to his or
her role. Summarizing, teacher job satisfaction lmamefined as the fulfillment, the
attractiveness and happiness teachers find in jbleithat lead them to be highly

committed to it.

1.8.5 Decision-Making
Decision-making is defined as an act with otherghi@ organization in order to
achieve organizational goals and objectives (Knd@91). Decision-making might
include such areas as decisions regarding subgexnie in the classroom, extra-
curricular programs, school policy decisions (whietlude code otonduct, school
regulations, discipline code, teaching schedulegqonting attendance figures,
dealing with lateness and absenteeism). Sharedide-gnaking in schodeadership

can then be perceived as a shared picture of theefut could lead to visiosharing



which according to Barnett et al (2001), is defirresdthe goal théeader wants the

organization to achieve in the future.

1.8.6 Professional Development

In this context, professional development is théitglto acquire new knowledge
and skills. Knowledge could be formally or infornyahcquired. In the views of
Barrow et al., (2006), new knowledge could be infally acquired through mere
interactions with co-workers or through personglesiences. It is learning that takes
place throughout a career (Barrow et al., 2006)fd3sional development is an act
of deepening personal knowledge and skills, and sjaside by side of the latest
developmentor invention in one’s field. In teaching professiome have teacher
professional development, which is the ability @ddhers to acquire knowledge and
skills necessary for imparting knowledge with awit improving the academic
achievement of students. Knowledge and skills majude teacher advancement in
knowing the subject matter, knowledge of n@aching methods, knowledge of new
technology and inventions in the field of educatiskills to focus students’ attention
on classroom instruction and as well as engagimgntim classroom tasks and
assignments. Analyzing through the lenses of Dukealge (1990) definition,
professional development does not simply imply &itian of new knowledge but a
process that elevates one to a new level of mastegnderstanding. Professional
development can be conceived to be acquisitioneaf knowledge and skills used

for achieving desired goals.

1.9 Organization of the thesis

The thesis is organized in chapters; it has sixpwha. Chapter one is an
introductory part of this thesis, which introducasd familiarizes the research
problem by giving background information of theeasch problem and shows what
made the researcher to pool out the resourcevéstim this study, his assumptions
pertaining to the research problem, theoreticalasdsurrounding the research
problem, the profit of that investment, the hindmractors and ways to go along
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with. The chapter also resolves the problem of midsustanding by giving general
and specific definitions of the key terms and cgiedo be used in this research

project.

Chapter two holds explanations about two partiektefature review made for this
thesis, first part of review is theoretical litared and second part is empirical
literature review from which the researcher essdi@s a gap that fill by the finding
of this study.

Chapter three—methodology, it is a chapter whicplars the design of the study
and the techniques applied in selecting area ofsthdy, sample and sample size,

data collecting, and data analysis.

Chapter four, it is a chapter of presentation amalysis of the findings of the study.
The findings presented and analyzed in this chagtehe grouped into groups. First
the chapter presents and analyses findings on mdepts’ profile which includes
respondents distribution by sex/gender, age grouparital status, academic
qualifications, years of teaching, years of teaghan present school, and years of
working with the present head of school. The redesr uses the information
suggested by the findings from the analysis of éheariables to support the
hypotheses test. Second, the chapter representsnahges variables tested for the

hypotheses and the model of the study.

Chapter five discusses the findings presented aatlyzed in chapter four. In so
doing it explains why the findings appear the wasytare, and tries to associate the

findings and real world.

Chapter six compresses the first five chaptersisfreport in to one chapter, it holds
explanations of all chapters in summary form befwming to the conclusion, and
recommendations, and also it calls for further gtudhe chapter provides
background to the problem, statement of the proplehbjectives of the study,

significance of the study, research hypotheses thedretical framework of the
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study. Furthermore it covers the methodology amtirigjues applied in the study,
presentation, analysis, and discussion of the rigglialso accommodated in the

chapter. This chapter followed by references anmtagixes.
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CHAPTER TWO
LITERATURE REVIEW

2.0 Introduction
This chapter reviews literature that is relevarthie study. This includes theories on
leadership and job satisfaction. It further hightgy the empirical framework
emphasizing studies conducted on leadership stgled’job satisfaction by other
researchers as a point of reference for the uratetisty and interpretation of the

results.

2.1Theoretical Review

2.1.1 Leadership theories
Though the concept of leadership began to surfasengl the 1700s, scientific
research on the topic did not begin until the Zf@htury (Bass, 1985). A number of
leadership theories were developed during theckstury due to intensive research
on the subject, addressing the construct of leagefsom different perspectives.
According to Bennis et al, (1985) of all the amlugs and difficult areas in social
psychology, leadership theory remains at the tepabse more has been written and
less known about leadership than about any othmc ia the behavioral sciences.
The following is a brief account of various leadmeps theories, which were
developed over the years.

The Great man theory

The development of the great man theory beforel 8@s was the beginning in the
understanding of the concepts of leader and lebhiger§he 20th century was
dominated by the idea that leaders inherit traitintelligence, energy, and moral
strength that influence an individual to exercigtharity (Wart, 2003). This concept

was the underlying theme of the great man theotgaufership. These early theorists
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focused on distinguished men in history such asolam, George Washington,
Gandhi, or Martin Luther King, who were able to streally shift the social and

political paradigms of their day (Setters et. aBb@9Wart, 2003). These theorists
suggested that a person who copied the qualitiésahaviors of these great figures

of history would become a strong leader (Galtoi9l& Wart, 2003).

Trait theory

The trait theory was developed during the mid 19@@sich emphasized on the
individual traits (e.g physical, personal, motieatl, attitudinal) and skills (e.qg.
communications and ability to influence) that leadering to their leadership tasks
(Wart, 2003). Nevertheless, empirical studies ¢hite reveal any single trait or
group of characteristics associated with good lesiile so this theory proved to be
of minimal use for practicing leaders (Jenkins, Z)94However, the trait theory of
leadership was the foundation for many leaderstugiess that followed (Lussier and
Achua, 2001). For instance, traits were subsequesdlded to later leadership

theories as explanatory variables (Fielder, 1967).

Contingency theory

Contingency theory was developed during the sam@gas the trait theory was
developed. Contingency theory focused primarilyoaganizational performance and
follower variables. The theory was a clear shifinira leader’s traits and skills to
behaviors (e.g., a leader’s energy levels and camgation skills to employees’ role
clarification and their motivation (Wart, 2003; &t et al., 1990). This theory
acknowledged the importance of factors beyondehddr and the follower, such as
the type of task, the social status of the leader afid\ers, the relative position
power ofthe leader and the followers, and the nature ofettternal environments
(Bass, 1981).The situational factors in turn, determine the tygeleader traits,
skills, influence, and behaviors that were likely tause effective leadership
practices (Wart, 2003).
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Transactional leadership theory

The transactional leadership theory was developgthgl the late 1970s by Burns
(1978) in his influential work in which he introdeat both transactional leadership
and transformational leadership styles (Bass, 199B¢ transactional theory was
based on the new thinking that perhaps leaderstigh i not only in the person or

the situation, but also in role differentiation aswtial integration. This was a novel
exposure which provoked researchers to look alethaer-follower relationship with

a renewed perspective (Setters et al., 1990). ©he af this theory is based on an
exchange example where the leader and the follexelhange rewards for mutual
benefits. Transactional leaders influence followdrg setting specific goals,

clarifying roles and outcomes, providing feedbaakd exchanging rewards for
accomplishments (Bass and Jung, 1999). Transattieadership is predicated by
the exchange relationship with no control on the pathe leader or follower (Bass,
1981). The leader and the subordinate each recoweething of value in the

exchange process. The leader motivates, praisesyds, disciplines, reproves, or
threatens based on the success or failure of ntyitagteed upon goals (Bryant,
2003; Kanungo, 2001).

Servant-Leadership theory

Servant-leadership theory was developed by Greken{@@70). This theory
emphasizes the notion of a leader’s ethical respiitiss to followers, stakeholders,
and society, and the idea that the leader sereegebple he/she leads which implies
that the people are an end in themselves rather thaneans to accomplish
organizational goals (Greenleaf, 1970). This newking in leadership theory was
significantly influenced by the social sensitiveti¢hat surfaced in the 1960s and
1970s (Setters et al., 1990). A servant leaderatshis/her followers, and, thereby,
calls up their maximum innate potential for becagnan leader (Sims, 1997). The
heart of this theory is based on the fact thatadde becomes a servant-leader once
he/she begins to recognize and value people, deyelople and display authenticity

and value-based leadership. Servant-leadership iistegrated way of serving in an
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organization (Winston, 1999). The strength of serleadership in encouraging
follower learning, growth, and autonomy is a cleatication that it could play a

vital role in the future leadership of the learnioiganizations (Bass, 2000; Frank
and Nord, 2005).

Transformational leadership theory

Bass (1985) proposed the transformational thebrgarership, which belongs to
the contingency school of thought. It describesléagler’'s involvement in changing
the attitude of the workers in order to increas@rtbommitment in the organization.
This school of thought pays more attention to reteship at work that is intimately
connected with the actual behavior and attitudéhefleaders. Bass (1985) asserts
that the leader shows empathy towards the worlexescises less supervision and
encourages employee participation. The workerauin perceive him/her from an
inspirational angle with loyalty and passion. Thader’s personal quality persuades
and influence’s his/her sub-ordinates into workiiogvards the set goals of the
organization. They use their skills, knowledge andciples of integrity and trust in

transforming all those around them into willingléoters.

Bass (1985) argues that leaders are effective d@pgion the work situation. That
is, does the situation warrant room for the perkgnalities of the leader such as
kindness, participation and exercising self-cortriblit is favorable then they will

appraise emotional and spiritual dimensions as wasllthe physical and mental
aspects of both the leader and the workers. They wde the information they have
of the workers’ background to manipulate their kinig. They are familiar with the

cultural traditions of the individual workers anditpthem into consideration

especially if the group is heterogeneous. The leag®sition of acceptance by the
workers is very important. It is from the trust atwhfidence the workers have in the
leaders that leads them to accept them. This eesulhe leader’s self-actualization
and recognition of one’s own dependence on otfiérs.leader is able, if he satisfies

the employee’s needs, that is both group and iddalineeds accordingly whereby
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at times, he/she has to balance between the tasksnéhe group needs and the
individual needs. The transformational leaderssyreergistic in that they improve
nearly every situation they get into for they figfdr both situations in the

organization and the employee’s.

Workers trust in a leader who exhibits his competeand effectiveness. The leader
provides direction and keeps the mission in righhweffectiveness and results. This
makes the workers gain confidence and trust inleader. The leaders should be
focused in their work towards goal attainment. his ttheory, the leaders display
many techniques which they use in transformingwloekers, for example, direct
and friendly communication with the workers. Thaders exhibit a friendly and
face-to-face interaction with the workers. He Ist¢o them and provides solutions
to their problems or involves them in problem-sotyimethods. They are easy to
access, cheerful, pleasant and positive in thetiook. The leaders explain to the
workers the importance of their contribution to thelfare of the organization by
encouraging their participation and in delegatingties. These leaders make
emotional appeals to the workers by striking thghtri balance between the

employee’s needs, and goals in a given situation.

These leaders also use the informal leaders inr@bng a wayward worker by
being supportive to the informal group socially,atimnally or otherwise, which in
turn comes in handy in dealing with the problematarkers. The transformational
leader also uses the workers high level of entBusiand commitment towards
achieving the goals by showing concern and beliemeshe worker's unseen
potential. He interacts with them and seeks helpbehalf of the whole group.
Therefore, the transformational theory relies manhthe relationship cultivated by
the leader among the workers in working towards sleé goals through their
commitment and passion. The theory thus showsathmincipal (leader) cannot be
effective without the cooperation of the teach&rsrkers) behind him and it is upon

himself/herself to get their commitment and conficke through the outlined tactics
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of the transformational theory and hence improve smdents’ academic

performance.

McGregor (1960) examines theories on behavior dividuals at work, and he has
formulated two models which he calls Theory X arieedry Y. Theory X assumes
that on average human being has an inherent disfikeork and will avoid it if he

can. Because of their dislike for work, most peoptest be controlled and
threatened before they will work hard enough. Thessumptions lie behind most
organizational principles today, and give rise btih"tough” management with
punishments and tight controls, and "soft" managegmich aims at harmony at

work.

Theory Y assumes that the expenditure of physicdlrmental effort in work is as
natural as play or rest. Control and punishmenhatehe only ways to make people
work, man will direct himself if he is committed tee aims of the organization. If a
job is satisfying, then the result will be commitméo the organization. An average
man learns, under proper conditions, not only toept but to seek responsibility.
Staff will contribute more to the organization lifely are treated as responsible and

valued employees.

Goals of Transformational leadership

Transformational leadership appears to offer thestnoomprehensive description
and generate the most beneficial results. Leithwdd®92) believes that

transformational leaders have three main goals liedp make transformational
leadership effective in a school. The first is fAaansformational leaders’ help staff
develop and maintain a collaborative school culturg collaborating and

participating in shared decision-making. The secgudl is fostering teacher
development by giving teachers a role in solvingost problems by allowing them
some ownership of the problem and its solutiongimaitely, transformational

leaders help teachers solve problems more effégtine encouraging collaboration

and promoting the idea that staff, working togetlvan often find a better solution
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to a problem than the teacher or administratorngctlone. Transformational
leadership behaviors are positively related witlghbr performance, greater
organizational commitment and higher job satistactiamong employees
(Goodheim 1987; Nguni et al, 2006). Leaders are alde to articulate a vision that
is consistent with the goals and mission of thétutson and draw followers along
to achieve this goal. In so doing followers areoaldeveloped through the
individualized support. Hence agreeing with Barregtial, (2001) transformational
leadership is more facilitative of educational amnorganizational improvement,

effectiveness and aid in satisfaction of followers.

2.1.2 Motivational theories

Maslow’s Need Hierarchy theory

There are several studies which deal with the coost of satisfaction and
motivation, and the most recognized motivation tistois Maslow (1954). He
categorized and ranked human needs in a hieratcbicker beginning with
physiological needs as the basis, and the needdifractualization at the top.
Physiological needs refer to the most essentiais)\der survival such as food,
clothing, shelter, sleep, and water. The needdtatg, for example, is freedom from
fear, pain, failure, punishment, and threats. Téednfor love involves both giving
and receiving, and a sense of belongingness amenge Self-esteem is related to
self-image like self-confidence, independence, graak achievement, and respect.
Self-actualization, which resides at the top of tleed hierarchy, is one’s desire for
self-fulfillment and the maximization of one’s potal.

According to the theory, the need for safety, lamd self-esteem, remains in
between the physical needs and the need for selélatation at the top. As soon as
a person fulfills his or her basic need, it is wader a motivating factor to that

person, and he or she tries to satisfy the nex lefvneed.
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Herzberg’'s Motivation and Hygiene factors

Herzberg’s (1959) two-factor theory is widely ugedanalyze workplace motivation
and employee satisfaction. There are two areas rtftdivate an employee, the
factors that create true satisfaction, and thosgiéme’ or ‘maintenance’ factors
whose absence will generate dissatisfaction. Howeaacording to the theory, the
mere presence of ‘hygiene’ factors (e.g., salargésa working
conditions/environment, status, and job securithemselves will not create
satisfaction. Herzberg (1959 & 1962) argued thatirsic factors in one’s job such
as character of supervision, the working conditioasd salary do not, in fact,
motivate employees, while lack of such extrinsictdes may lead to negative
attitude towards work. He asserted that employaesonly be motivated through
emphasizing the intrinsic factors associated witke’® work, (e.g., the degree of
challenge faced by one’s work, the degree of ajgien by supervisors for his or
her contribution to the general well-being and sgscof one’s organization, the
degree of personal responsibility, and the potefdrapersonal growth). Herzberg’s
strategy to assess workplace behavior and motivatias to asking respondents
questions on situations in one’s work environmerading to job satisfaction and
dissatisfaction. He divided the factors leadinguwch job attitudes into two classes-
the first-level factors and the second level-fagtdX first-level factor, according to
Herzberg, Mausner, and Snyderman (1959), is arctigeelement of the situation
in which the respondent finds a source for hiserdood and bad feelings about the
job. According to the authors, the second-leveldiats regarding the reasons given
by respondents for their feelings. First-level ¢ast derive from a respondent’s
report on objective events, and the second-levefofa come from his or her
psychological reaction to those events. The corél@izberg’s two-factor theory,
however, is that job satisfaction comes from irsign factors, whereas,

dissatisfaction occurs due to extrinsic factorst(iR@n, 1987).
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2.1.3 The concept of job satisfaction

Every employee would wish to be satisfied with drsher job to be able to perform
to the maximum of his or her capacity. This attgubbads to an emotional
orientation that has to do with the individualshgeal attitude towards the job which
Is either one of satisfaction or dissatisfaction.nAmberless of views has been
expressed about the concept of job satisfactionké§1976) stated job satisfaction
as a pleasurable or positive emotional state iagultom the appraisal of one’s job
and job experience (Locke, 1976:1304). In other dsprthis is a relationship
between what a person wants from a job and what jdbe actually offers.
Understanding Locke’s definition is the significanaf general feelings about one’s
job, the influence and insight that the job actuaitovides what he or she values.
Job satisfaction, therefore, can be conceptualézedn assessment of one’s job in
terms of whether it allows the fulfilment of onaimportant job values, which are
congruent with one’s needs (Hackman & Oldham, 19Fsy Nnadi (1997) job
satisfaction is composed of the reaction, attitodgperception of an individual to
work. Nnadi further points out that, job satisfaatis made up of different sets of
variables, which are very complex. Such variabtetude economic rewards, social
rewards, company policy and its administratioreripéersonal relationships, working
conditions, achievement, recognition, work itsedsponsibility and advancement.
Gibson and Donnely (2000) share the views of Nnaaling that job satisfaction is
an individual’'s attitude to his or her work. Accorg to them, this attitude is
influenced by certain factors peculiar to the werkvironment, precisely the style of
the supervisor, work procedures and policies, dad of work and fringe benefits.
Bogler (2001) also defined job satisfaction frora gerspectives of two factors. The
first comprises intrinsic factors, which are asatenl with satisfiers, such as
achievement, autonomy at work, professional prestigd development. The second
is extrinsic dimension of job satisfaction whichrédated to work condition, pay or
benefits. Both of these aspects are connectedtessthat relate to job satisfaction.

Most central to these definitions, is the idea fbhtsatisfaction is presumed to be a
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global construct encompassing a variety of speeiigects of the job that influence
a person’s level of satisfaction (Griffin and Batem 1996). Some Vvital
characteristics of job satisfaction emerge. Thepees include benefits, promotion
opportunities, working conditions, supervisor arudleagues, career prospects and
pay. These various facets are assumed to aggret@aen overall orientation termed
as job satisfaction (Griffin and Bateman, 1996).

From the above explanation of the concept of jdisfs&tion, it is evident that job
satisfaction is a function of employee’s attitudeteir work. It implies doing a job
one enjoys, doing it well, and being suitably resest for one’s efforts. Job
satisfaction is the key ingredient that leads twogaition, income, promotion, and
the achievement of other goals that lead to a gérfieeling of fulfillment. It also
brings about pleasurable emotional state that déads to a positive work attitude
to the worker because a satisfied worker is mdtelylito be creative, flexible,
innovative, and loyal. In essence, job satisfactian be said to be a product of the
events and conditions that people experience anjties. As a concept, it is closely
related to motivation in view of the fact that nvatied employees are perceived as
synonymous to satisfied employees. Motivation ie thtality of what prompts
individual workers to strive to achieve targetsytiiave set. Several theories have
been propounded in support of motivation. In tieddfiof education, most research in
teacher job satisfaction is rooted in the pionegsork of Herzberg, Mouser and
Syderman (Bolger, 2001; Dinham and Scott, 2000)is Ttheory according to
Greenberg & Baron (1995) is useful for describihg tonditions that people find
satisfying and dissatisfying on the job. Herzbdwpuser and Syderman (1959)
propounded the two-factor Motivator-Hygiene theory, arguing thaete are two
general independent types of factors that affegiol satisfaction and job
dissatisfaction. According to them, intrinsic fastqcalled motivators) are factors
whose presence motivates workers to perform batteérso enhance job satisfaction.
These constitute factors related to the job itselfhievement, advancement,

recognition for achievement and responsibility. Hyg or extrinsic factors (also
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called dissatisfies) operate to reduce or elimifatbesatisfaction. These factors may
not necessarily motivate the employee and its alesenay be a clue for job
dissatisfaction. These include salary, supervisioterpersonal relations, working
conditions, organizational policy and managemengnagement style of the

supervisor and job security.

In this theory satisfaction and dissatisfactiondrea continuum with zero midpoints
at which dissatisfaction and satisfaction are ab4&meitner& Kinicki, 2006).
Consequently, a good remuneration, supervisioncanditions of work but difficult
and unchallenging task with a minimal opportunity &dvancement would be at the
zero point and such employee would not suffer tisfsation with the job.
Correspondingly, that person would have no satisiadecause of the absence of
motivators. Hertzberg’'s theory also send signalat tfob satisfaction is not
exclusively dependent on good remuneration and wgrkonditions but also on
enriched job environment that offers opportunity goowth, recognition, autonomy
and personal contribution to a purpose or goalsiggsficance for employees. Nnadi
(1997) therefore makes the observation that affimafor social interaction at work
with co-workers, opportunities for personal growtlecognition, autonomy and

supervision are important facets of job satisfarctio

2.2 Empirical Literature Review
This section deals with empirical studies conduadedleadership and employee
satisfaction, as well as studies on transformatitezalership and job satisfaction of

employee’s in different context.

2.2.1 Leadership and job satisfaction
Considerable research by Bass (1985), has pointédet fact that leader behavior
can have a profound and consistent influence orerabvacets of subordinate
satisfaction. This stance is collaborated by Grif Bateman (1986) and Steers &
Rhodes (1978) that leadership behavior has an irmenand steady influence on

employees’ job satisfaction. According to Maslov®%4), an administrator’s job is
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to provide possibilities for the satisfaction of @oyees’ needs that also support
achievement of organizational goals, and to remioweediments blocking need

satisfaction, and creating frustration, negativieuates, or dysfunctional behavior. In
school management, Maslow’s suggestion was suppdryeDrysdale, Ford, and

Swann (2003) who established that successful sdeaders, who are achievement
oriented, support all members of the school comigumprovide opportunities for

people to achieve, and try their best to contridotehe quality of education and
learning for the whole school community which inrntuenhances teachers
satisfaction to work. This is in agreement with BI81(2008) study of leadership
behavior in public school leaders in relation tacteer job satisfaction in Cyprus.
The study established that due to the individuaisaterate behavior of leaders, a
significantly positive relationship between leadar&l teacher with regards to their
satisfaction on the job was maintained. This tramséd to expressed high job
satisfaction of teachers. Evidently, perceived vidilial considerate behaviors of
head of school satisfy an employee’s needs and ldagsng to the satisfaction of

teachers on their job.

In a related development, a study by Ryan (1980ewfoundland, found a positive
relationship between management style and jobfaetiisn of teachers. But this
study was completed before the concept of transitamal leadership was widely
practiced and so the specific type of leadershigt i¥f the same set up, Delaney’s
(1991) quantitative study to investigate teachercgyations and the effect of
management or administrative practices on teacloealmand job satisfaction found
management practices significantly affecting moléeachers. Three factors that
received most emphasis were job security, workiogdi@ions, and management
practices. He therefore recommended that admitossrahould review their policies
on a regular basis, especially in areas such asidegnaking for a more effective
leadership. Suggestive of Ryan’s (1980) study, Dey& study also provides
evidence of a relationship between leadership pextand teacher morale and

satisfaction.
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Evans (1998) in a study in United Kingdom lendsdibiity to the fact that
leadership is a key factor in teacher job satigfachnd morale. The results point to
the fact that school leaders with consultative eplthborative leadership styles were
more successful in achieving high levels of jobhséattion and morale among their
staff. In a different setting, Medley and Larock&ll(1995) research to measure the
relationship between job satisfaction and leadprsharacteristics within the health
care environment, found that not only did a relatitp between job satisfaction and
leadership characteristics exist, but also orgaioas where job satisfaction was

higher had an 85 % retention rate amongst nurses.

2.2.2 Transformational leadership and job satisfacbn
A review of relevant literature reveals variousidigbns theorists have generated
from their own investigations of job satisfactiohocke (1976) defined job
satisfaction as a positive or pleasurable reactsulting from the appraisal of one’s

job, job achievement or job expenses.

Spector et al, (1987) defined job satisfaction egpie’s affective response to how
individuals feel about their jobs and different @sis of their jobs. Although these
definitions vary somewhat in content, most agres fibb satisfaction is an effective

response to one’s job as a whole or to particaeets of the job.

Empirical studies across most every occupationaldfiincluding the field of

education, have shown that leadership behavior istemsly and profoundly

influences employees’ job satisfaction (Nguni, 2008oreover, studies examining
leadership behaviors show that transformationaddeship is positively correlated
with employees’ job satisfaction (Griffith, 2004)Leaders who practice
transformational leadership reportedly have motisfead and committed followers
than do leaders who practice a no transformatishdé of leadership (Bass and
Riggo, 2006). The field of educational researchlisunding with empirical studies
that heavily document various factors affecting js#tisfaction. Among these

studies, the factor of supervisory and or princlpatlership behaviors is consistently
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documented as a significant determinant of teathelssatisfaction and teacher
retention (Billingsley, 2005; Bogler, 2001; and Mudkey, et al.,, 2004).
Furthermore, a review of school leadership reseerebals that school leaders who
demonstrate transformational leadership behavienge hstaff who report higher
levels of job satisfaction ( Griffith, 2004), whitk consistent with Bass and Riggo’s
(2006) claim.

There are increasing levels of evidence that supper assertion that teacher job
satisfaction is positively correlated to transfotimaal leadership behaviors (Nguni,
2006). In a later study, which added support togmevious study, Bogler (2001)
found that principals’ transformational leaderstighaviors affected teachers’
satisfaction both directly and indirectly througheit occupation perceptions.
Indirect effects occurred through teachers’ peioeptof occupational prestige, self-
esteem, autonomy at work, and professional seléldgment. All of these

behaviors were influenced by individualized consaien and intellectual

stimulation, which are two dimensions in the transfational leadership model for

educational leadership as developed by Leithwo884)L

In a study involving 117 elementary schools in @yéametropolitan area, Griffith
(2004) sought to examine the direct effects of @pal transformational leadership
to school staff turnover and school performancewal as the indirect effect of
transformational leadership to school staff jolséattion. To complete his study,
Griffith chose three components of transformatideatlership as predictor variables
of staff job satisfaction organizational performanccharisma or inspiration
individualized consideratiorand intellectual stimulation. Results of Griffithssudy
adds to the existing evidence that principal tramsational leadership behaviors
affects school performance and staff turnover ewlly through staff job
satisfaction. In other words, the higher staff jgditisfaction, the lower the staff
turnover rate. The higher the staff job satisfagtiechool performance increased;

thereby narrowing achievement gaps. In that pdaicstudy, the researcher
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concluded that transformational leadership behawagre more directly related to
“organizational processes that are directly assediavith employee behaviors,
morale, and satisfaction, which in turn are relatedhe quality of service delivery

and organizational performance” (Griffith, 2004035

Most studies exploring links between transformadldeadership and organizational
functioning have been based on Western sampleshwhise questions about their
generalizability or suitability to other societiether than those of the West. In line
with this, some studies have been conducted inr abtings although very scanty
references support studies in Africa. In spitehi$ Walumbwa et al, (2005) studied
the effect of transformational leadership on walated attitudes, organizational
commitment and job satisfaction in two distincttauts Kenya in Africa and the
United States of America (USA). With 158 responddrim seven foreign and local
banks in Kenya and 189 respondents from five bamklse United States using the
Multifactor Leadership Questionnaire (MLQ) and Smiendall and Hulins (1961)
Job Descriptive Index (JDI), established a strongd gpositive effect of
transformational leadership on organizational commant and job satisfaction in
both cultures. This study provides some evidence@ming the generalizability of
this theory to an environment in a different cudtwutside the West. Similarly,
Ejimofor’s (2007) study in Nigeria examining traoshational leadership skills and
teacher job satisfaction, in secondary cycle iastihs also concluded that
transformational leadership behavior affected teeghob satisfaction. This finding
further showed that engagement of teachers in ideemaking and the creation of
opportunities for teachers professional growth t®weent by transformational
leaders predicted teachers’ job satisfaction. Aléguni et al, (2006) studied
transformational leadership behaviors in both primend secondary school settings
in Tanzania. The study findings showed that theigraf transformational leadership
behaviors had strong to moderate positive effects value commitment,
organizational citizenship behavior, and job satigbn of teachers. These findings
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in the African settings do not only prove the vélsanature of transformational
leadership but also its applicability to diversiation.

2.3 Syntheses

The literature review depicts that there are gapshe sense that, the influence of
the school’s leadership style on teacher's commitnand turnover have not yet
empirically been established in the Tanzanian cdant&@herefore, in order to better
understand the effects of leadership styles orhxacjob satisfaction, particularly
in developing countries where leadership studiessaarce, the present study took
the important step of examining that relationshithin the Tanzanian educational

context.

Gaps have been filled by the findings of the stulhye results of the present study
demonstrate a fundamental point emphasized by @&85) model of leadership,

which suggests that transactional leadership pesvid broad basis for effective
leadership, but a greater amount of effort, effestess and satisfaction is possible

from transactional leadership if augmented by fiansational leadership.

2.4 Conceptual framework

Taking leadership style as the center of understgnidachers’ job satisfaction in

public secondary schools in Tanzania, the reseaddeelops a model to guide the
presentation of the theoretical ideas in which thkisdy is laying up on the

explanation of the phenomenon. Guided by these loleveents and empirical

studies, the conceptual framework investigatesréegionship between leadership
styles and the facets of job satisfaction to deiteenthe overall satisfaction of

teachers in secondary schools. The componentsisnctise are decision making,
recognition, co-worker interrelationships, autongmmanagement style, professional
development and other basic needs. Based on the glsemise, Figure 2.1 shows
the hypothesized link of leadership style and @eefs of job satisfaction (decision
making, recognition, interrelationships, autonomrmanagement style, professional

development and other basic needs) to the entiregtisfaction of teachers.
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Figure 2.1: A conceptual model for studying the reltionship between

leadership style practices and teacher job satisftion.

Facets of Job Satisfaction

Source: Researcher initiatives

Referring to the conceptual framework above theme three major variables;
independent variables, intervening variables ane tlependent variable. The
independent variables comprise of leadership styles Transformational and
transactional leadership. The intervening variallesthe facets of job satisfaction
which are; decision making, recognition, interrglaships, autonomy, management
style, professional development and other basidsieénd the dependent variable

is job satisfaction.
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CHAPTER THREE
RESEARCH METHODOLOGY
3.0 Introduction

This chapter is about the methodology used in shisly. The chapter consists six
sections; section one is about the study or rebedgsign, section two is about the
area of the study, section three is the operatiaheo study, section four is sample
techniques, procedure and sample size, sectiondidata collection methods, and

section six is data analysis

3.1 Research design

The study is case study design. The design whiskcéldy gives explanation of the
phenomenon in depth and is a method used to natown a very broad area of
research to make it small so as to be managealgerake resource available to the

researcher.

3.2 Area of the study

This study was conducted in Musoma Municipal ColumciMara region. Musoma
Town Council was official inaugurated in 1963 abaavn council under section 4 of
the local Government ordinance (The Local Goverriniest. 1962). In 1972 all
Local Government (Councils) were abolished andrtheictions were taken by the
decentralization (Madaraka Mikoani). However colsaiere reinstated in 1982 by

the Local Government (Urban authorities) Act in 298

Musoma Municipality falls under the administratioh57 hamlets (mitaa), 13 wards
namely Buhare, Bweri, Iringo, Kitaji, Kigera, Kamyonge, Mukendo, Mwigobero,

Makoko, Mwisenge, Nyakato, Nyasho and Nyamataree Wunicipality has one
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division and one parliamentary constituency. TheeCaxecutive is the Municipal
Director who is assisted by 9 heads of Departmemdsnely;-community
development and social welfare, Agriculture or $iteek and cooperatives, Finance
and trade, Administration and personnel, Educadio culture (primary education),
Health and cleansing, Work, water and fire seryicasban planning and
environment and Secondary education. The Muni¢ypadirun through a committee
system with each committee having specific respmiits#s. The committee’s
decisions are implemented by the departments. eTéwer three standing committees
namely: - Finance and administration committee; mgdanning, land and natural
resources committee; Education, Health and Commudetelopment committee.
This area of the study was selected because #perted to have a high rate of

teacher’s turnover (Asagwara, 1997).

3.3 Population of the study/ Units of inquiry

Bless and Higson (1995) define a population, addled universe, as the entire set of
people, events or objects which is the object ceaech and about which the
researcher wants to determine some characterittisghat aggregation from which

the sample is actually selected (Babbie, 1989:170).

For this study, the target population was all sdaoy school teachers in the
geographical area of Musoma Municipal Council beeaare the ones facing a high
rate of turnover and not satisfied with their josijong other things is the leadership
styles of their head of schools . Although secondanthool teachers in Musoma
Municipality are not representatives of all teashier Tanzania, they are typical of

teachers in many public secondary schools throuigheucountry.

The number of public secondary schools teacheMusoma Municipal Council is
469 (This was according to Musoma Municipal Coustalff data 2011-Attached as
Appendix | and shown in Table 3.1) which then nagd to 160 teachers to delimit

some of the limitations of the study. So, 160 heas were considered to be the
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population of this study and thus used to deterriaesample size of this study (Table
3.2).

Table 3.1 Population of secondary schools and teasis in Musoma municipal

Council

S/IN | NAME OF SCHOOL NUMBER OF TEACHERS Percentage ofthe Total
1 Musoma 58 12.34
2 Songe 41 8.74
3 Bweri 34 7.25
4 Mara 49 10.45
5 Mkendo 34 7.25
6 Mshikamano 42 8.96
7 Baruti day 21 4.48
8 Makoko day 33 7.04
9 Nyabisare 31 6.61
10 Iringo 42 8.96
11 Kamunyonge 32 6.82
12 Nyamiongo 18 3.84
13 Morembe 22 4.69
14 Nyamitwebiri 12 2.56
Total 469 100

Source: Musoma municipal council staff data- 2011

Table 3.2 Population of the study

SIN NAME OF SCHOOL NUMBER OF TEACHERS | Percentage ofthe Total
1 Songe 21 13.13

2 Mkendo 12 7.5

3 Mshikamano 22 13.75

4 Nyabisare 18 11.25

5 Makoko day 31 19.38

6 Iringo 33 20.63

7 Morembe 13 8.13

8 Nyamitwebiri 10 6.25

Total 160 100

Source: field work

3.4 Sample Size, Sample and Sample Procedure

3.4.1 Sample Size
Keeping in view the costs that incurred the stusfyyrespondents which accounted
11.5% of the total teachers in Musoma municipalnoduwere selected to be the

sample of this study. The sample was optimum & ghnse that it fulfilled the
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requirements of efficiency, representativenessbgity and flexibility. As wised by
Kothari (1990:56) that sample size should be optmmuoptimum sample is one
which fulfills the requirements of efficiency, rgsentativeness, reliability and

flexibility.

3.4.2 Sample Techniques
The study used random sampling techniques and pwgsampling techniques to
obtain the sample. Purposive sampling techniquee weed to obtain 8 secondary
schools (these were Songe, Mkendo, Mshikamano, islgad) Makoko day, Iringo,
Morembe and Nyamitwebiri) purposive sampling wasdubecause the researcher
thought that the schools selected were vital whespondents are facing the
problem of job dissatisfaction hence would help tkeearcher to have correct

information and Random sampling technique was ts@thtain 54 teachers.

The researcher applied random sampling techniqeause it said to be the best
techniques to obtain an optimum sample. Kothari9Q186) random sampling

design, every item of the universe has an equalaghaf inclusion in, and the results
obtained from probability or random sampling carabsured in terms of probability
i.e., we can measure the errors of estimation erstgnificance of results obtained
from a random sample, and this fact brings outstingeriority of random sampling

design over the deliberate sampling design. Thishes reason why this study
considered random sampling as the best techniquseletting a representative

sample.

3.4.3 Sampling Procedure
Single cluster sampling was employed in selectiagi@pants. There was a random
selection of respondents. The sample of teachecspalticipated in this study was

54.The total population of teachers in 8 secondahpols was 160.
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3.5 Methods of Data Collection

3.5.1 Primary data collection
The primary data was collected using two questioaaa.e Multifactor Leadership
Questionnaire-MLQ and Minnesota Satisfaction Quoestaire- MSQ. The
questionnaires consisted of items referring toftle®wing two themes; leadership
styles and job satisfaction (All questionnairesdusethis study were included in the

text as Appendix II).
The following was the operationalization of these themes:
Measurement of Transformational and Transactional €adership

The independent variables were assed by using thdtifd¢tor Leadership
Questionnaire (MLQ, version 1, as used by Bicepl.et1995), plus some additional
items from version 5X) for teachers’ rating of thechool heads leadership (see
Appendix Il section B). The MLQ measures the degoédransformational and
transactional leadership exhibited by the subjdébr the measurement of
transformational and transactional leadership itemese drawn from the MLQ
(Bass, 1985), which has been elaborated by Bycad. €1995). Bycio et al. (1995)
distinguished three factors of transformationatiexahip: charismatic leadership (17
items), individualized consideration (7 items), angllectual stimulation (3 items),
and two factors of transactional leadership, teatontingent reward (7 items) and
management by exception. According to Bass andié\®992) expanded on the
transactional leadership factor of management lmegtion (4 items), and laissez-
faire leadership (4 items). In the present studgpondents were asked to indicate
the extent to which they agreed with each staterasimg a five-point Likert scale

ranging from 1(strongly disagree) to 5( stronglyes].
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Measurement of job satisfaction

Job satisfaction was measured by using Minnesoti#gsf&aion Questionnaire
(MSQ) developed by Weiss, Dawis, England and Lag(ii967). The original scale
was modified to reflect more relevant job relatethdoviors found in school settings
in Tanzania (Appendix II; section C). AccordingAovey et al. (1989), the Manual
for the MSQ indicates that factor analytic proceguhave produced an ‘Intrinsic’
Satisfaction Scale and an ‘Extrinsic’ satisfactgeale. Thelntrinsic Satisfaction
Scale consists of 12 items that reflect abilityizdiion, achievement, the chance to
do things for other people in the job, and so foiithe Extrinsic Satisfactiorscale
consists of 8 items that concern the way comparlicipse are administered, the
guality of working conditions, and so forth. TBeneral Satisfactioscale is simply

a summation of the 20 items and can be viewed esngosite of intrinsic and
extrinsic job satisfaction. The Manual for the M8@icates reliability on the basis
of a wide variety of studies on different occupa#ib groups shows a median
reliability coefficient of .86 for the intrinsic 8afaction scale and .80 for the
extrinsic satisfaction scale and .90 for the Gdn8edisfaction Scale (Arvey et al.
1989). Furthermore, Thoms et al. (2002) point ttet MSQ is a well-regarded
measure of job satisfaction and it has been widséd in academic research for over
thirty years. In this study | focused on the gehgia satisfaction scale in reporting
the results for the simple reason that there i®ry high correlation between the
intrinsic and extrinsic job satisfaction scaleseTespondents were required to rate
their satisfaction with various aspects of thelr gm a five-point Likert scale ranging

from 1 (Very dissatisfied) to 5(Very satisfied).

3.5.2 Secondary data collection
The researcher reviewed the existing literaturecg¢Bdary data sources) to
compliment the primary data. The researcher reuwieweth published and non

published documents. Also the researcher kept\deweéng during report writing so
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as to supplement as well as complement informati@t was gathered through
schedules.

Up to the report seen the way it is, the researcheriewed many published and
unpublished documents which included books, magaziand articles, Research
reports and situational Analysis reports, scholgogpers and other profound

materials were scrutinized.

3.6 Data Analysis

The data collected from the field were coded antkred into the computer for
analysis using two methods; Descriptive statistitabls and multiple linear
regressions; this was made possible by the supgothe computer programme
(Statistical Package for Social Sciences -SPSS).Mastin and Acuna (2002)
observe, SPSS is able to handle large amount af datl given its wide spectrum of
statistical procedures purposefully designed fociadosciences, it is also quite
efficient. This research report yielded the datat thsed both qualitative and
quantitative analysis. Quantitative analysis estahalyzing numbers about a
situation by choosing specific aspects of thatasitun. Quantitative data was
analyzed using descriptive statistical tools sughraquencies, percentages, means
and ANOVA test. Borg and Gall (1983) hold that thwst widely used and
understood standard proportion is the percentageth® other hand, qualitative
analysis entails analyzing in words or pictures dmjflecting data and recording

peoples’ experiences.

Multiple linear regressions were used to analyza Bacause this technique is more
appropriate to use it in determining the relatiopdietween overall transformational

and transactional leadership factors and job satisih, as well as determining the
relationship between each factor and job satisiactThe independent variable was
leadership style’s and the dependent variable wdssatisfaction as shown on the
conceptual framework in figure 2.1. Moreover, npld#ilinear regressions have won

a significant popularity in educational researctal(@eier, 1992). It has also been
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very useful in providing magnitudes and statistgighificance in studies that focus
on relationships between variables. Kirby, Pargdis®l King (1992); Koh, Steers
and Terborg (1995) used regression analysis in tifgerg transformational

leadership factors that could best predict jobs&attion. Hence it was considered

worthwhile to employ the use of multiple linear regsion analysis in this study.

3.7 Expected output of study

The findings of this study demonstrated on howdfarmational and transactional
leadership behavior influence on the job satistectf teachers. These results have
some implications for theory and practice. Givea ldck of research on the topic of
leadership style and its influence on employeespiisfaction; this study adds up to
the field of leadership studies by providing enwaliresearch on this topic in
secondary schools. In this regard, the study isifsegnt for the effort to understand
leadership and employee relations in public seagndehools and perhaps look at

possibility to improve this relationship

3.8 Ethical Considerations

Research work should be governed by principlespaodedures as follows:-

3.8.1 Permission must be obtained
The permission of collecting the research data whtined from Mzumbe
University (School of Public Administration and Megement) after the submission
of the thesis proposal. This was used as an inttody note to the D.E.O of
Musoma Municipal Council, hence permitted to intéraith the heads of schools

concerned (mentioned in table 3.2 as a populatidheostudy).

3.8.2 Research Subjects must be Volunteers
Respondents in this research report were voluptariked to participate. The
inquiries involving respondents subjects was f&sda on the freely given informed

consent of subjects; what the research is aboub, iwhundertaking and why it is
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being undertaken. The advantage of such informaw@s that they gave the
respondents the opportunity to be fully informedhad nature of the research and the

implications of their participation at the outset.

3.8.3 No harm shall Result as a consequence of Raipation in the Research
Research that is likely to harm participants isardgd by most people as
unacceptable. In this research report the issu@oofharm to participants was
considered to be an important issue by advocatiag ©ver maintaining the
confidentiality and anonymity. This means that tigentities and records of
respondents was maintained as confidential (bystaring participants names and
address or letter correspondence on hard drives).

3.8.4 Sensitive information shall be protected
Sensitive information in this  research report veaml will be confidentiality
protected by; not storing participants’ names athdr@sses or letter correspondence
on hard drives, ensuring transcripts do not inclpdeticipants names and using
identifier or respondents codes on data files d@odng the list of participants and

identifier codes in a locked cabinet.
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CHAPTER FOUR
PRESENTATION AND ANALYSIS OF FINDINGS

4.0 Introduction

This chapter presents and analyzes the findingthief study, and it gives some
interpretations of the findings according to thgecbves, research questions, and
theoretical framework of the study. The variablesspnted and analyzed are of
demographic which investigate respondents’ charatitess, and other variables for

research questions and theoretical framework o$tiney.

4.1 Respondents Profile

The study takes into consideration the respondaentsonal characteristics and their
distributions to give general information about p@sdents and to assist the

researcher understanding on the findings. Variabletided here are sex, age,

marital status, academic qualifications, yearsathing, years of teaching at present

school, and years of working with present heacchbsl.

4.1.1 Respondents distribution by sex
The study managed to capture both sex — femalesretels. The data collected
revealed that 57.4% of the respondents were mdide W2.6% were female This
suggest that 57.4% of the data collected for allabdes settled in this study comes
from male and female made contribution of 42.6%bl@a.1 and figure 4.1 show

the results.
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Table 4.1 Respondents distributions by sex

Cumulative
Frequency [Percent Valid Percent  [Percent
Valid
Male 31 57.4 57.4 57.4
Female 23 42.6 42.6 100.0
Total 54 100.0 100.0

Source: field work

Figure 4.1: Respondents distribution by sex

Gender

B male
EFemale

Source: Table 4.1
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4.1.2 Respondents distribution by age group

The study settled five age groups, from which, oesients asked to identify his/her
group. The groups were:- between 18 to 28 yeats28 to 30 years old, 31 to 40
years old, 41 to 50 years old, and 51 to 60 yedilse data collected revealed that
33.3% of the respondents aged between 18 to 28,y28% aged between 29 to 30
years, 50.0% aged between 31 to 40 years, 3.7%lsgeeten 41 to 50 years, and
3.7% were 51 to 60 years old. These findings sugbes, the study was dominated
by people aged between 31 to 40 years old, asclass appears to be the model
class of the age groups. Table 4.2 and figureofvghe results.

Table 4.2 Respondents distribution by age growp

Cumulative
Frequency |Percent Valid Percent |Percent

Valid  18-28 |18 33.3 33.3 33.3

29-30 |5 9.3 9.3 42.6

3140 |27 50.0 50.0 92.6

41-50 3.7 3.7 96.3

51-60 3.7 3.7 100.0

Total 54 100.0 100.0

Source: field work
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Figure 4.2: Respondents distribution by age groups

Age

M1s-28
Hz9-30
O 31-40
M 41-50
Cls1-80

Source: Table 4.2

Three variables settled for the collection of datathis part. The variables were: -
married, unmarried and single parent. The data aftede that 55.6% of the
respondents were married, 35.2% were unmarried9a% were single parent. This

suggested that more than 50% of teachers were enupable 4.1 and figure 4.3

4.1.3 Respondents distribution by marital status

show the result.

Table 4.3 Respondents distributions by marital stats

Cumulative
Frequency [Percent Valid Percent |Percent
Valid Married 30 55.6 55.6 55.6
Unmarried 19 35.2 35.2 90.7
Single Parent |5 9.3 9.3 100.0
Total 54 100.0 100.0

Source: field work
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Figure 4.3: Respondents distribution by marital stéus

Marital Status

Erarried
E Unmarried
[Asingle Parent

Source: Table 4.3

4.1.4 Respondents distribution by academic qualifation
The study put four variables to depict the educatitained by teachers. The
variables were Diploma, Advanced Diploma, First 2egand Other (specify). The
findings were Diploma 37.0%, Advanced Diploma w8r@&%, First Degree were
57.4%, and Other (specify) were 1.9%. These finglgsigggested that more than 50%
of teachers had high level of education. Tableatd figure 4.4 show the result.

Table 4.4 Respondents distribution by academic quidication

Cumulative
Frequency Percent Valid Percent [Percent
Valid Diploma 20 37.0 37.0 37.0
Advanced Diploma 2 3.7 3.7 40.7
First Degree 31 57.4 57.4 98.1
Other (specify) 1 1.9 1.9 100.0
Total 54 100.0 100.0

Source: field work
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Figure 4.4 Respondents distribution by academic guiication

Academic Qualification

H Diploma

H advanced Diploma
CIFirst Degree

W Cther (specify)

Source: Table 4.4

4.1.5 Respondents distribution by years of teaching
The study settled three categories of teaching rexpee in years, from which
respondents asked to identify his/her group. Tloeigs were: - between 1 to 3 years
working experience, 4 to 6years of teaching, andr@®@vyears of teaching. The data
collected revealed that 38.9% of teachers had tegaxperience of 1 to 3 years,
46.3% of teachers had teaching experience of 4yeaés, and 14.8% had teaching
experience of above 6 years. This suggested treat 48% of the respondents had
teaching experience of above four years showingthieey were experts in that field.

The table 4.5 and figure 4.5 show the result.
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Table 4.5 Respondents distribution by years of teamng

Cumulative
Frequency [Percent Valid Percent  [Percent

Valid 1-3years 21 38.9 38.9 38.9

4-6years 25 46.3 46.3 85.2

Over 6 years |8 14.8 14.8 100.0

Total 54 100.0 100.0
Source: field work
Figure 4.5 Respondents distribution by years of tezning

Years of teaching
B 1-3 years

H 4-Gyears
Cower 6 years

Source: Table 4.5

Under this point the study settled three categdmegears of teaching at the present
school, from which respondents asked to identi§yhar group. The categories were:
0 to 1 years, 2 to 3 years, and over 3 years. B abllected revealed that; 18.5%
of teachers had stayed at the present school tartdébto 1 years, 24.1% had spent 2
to 3 years at the present school, and 57.4% ohesacclaimed to be teaching for

over 3 years at their present schools. These fysdsuggested that over 50% of

4.1.6 Respondents distribution by years of teachingt present school
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teachers had been teaching at their present schaolsore 3 years, hence had

experienced different styles of leadership fromrthead of schools.

Table 4.6 Respondents distribution by years of te&ing at present school

Cumulative
Frequency |Percent Valid Percent |Percent
Valid  0O-lyears 10 18.5 18.5 18.5
2-3years 13 24.1 24.1 42.6
Over 3years |31 57.4 57.4 100.0
Total 54 100.0 100.0

Source: field work

Figure 4.6 Respondents distribution by years of tezing at present school

Years of teaching at present school

Eo-1years
B 2-3years
[Oover 3years

Source: Table 4.6
4.1.7 Respondents distribution by years of workingvith present head of school

Under this point the study settled three categobyesyears of working with the
present head of school, from which respondentsdasgkeentify his/her group. The
categories were: 0 to 1 year, 2 to 3 years, and 8vgears. The data collected

revealed that, 40.7% had worked with their presex#td of schools for the years
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range 0 and 1 year, 38.9% had worked with theisgme head of schools for the
years range 2 and 3 years, and 20.4% had workédtetr present head of schools
for more than 3 years. Table 4.7 and figure 4.%sthe results.

Table 4.7 Respondents distribution by gars of working with present

head of school

Frequency |Percent [Valid Percent|Cumulative Percent
Valid 0-lyear 22 40.7 40.7 40.7
2-3years 21 38.9 38.9 79.6
Over 3years|11 20.4 20.4 100.0
Total 54 100.0 |100.0

Source: field work

Figure 4.7 Respondents distribution by years of waing with present head of
school

Years of working with present head of school

Wo-1year
W 2-3years
Oover 3years

Source: Table 4.7
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4.2 Descriptive statistics of the leadership stylemd job satisfaction variables
Descriptive statistics of the leadership styles gmlol satisfaction variables are
reported in Table 4.8. The means range from 1.34.44. Comparison of means
suggests that respondents report more satisfactiovards transformational
leadership style. The decision of selecting theaase, whether SD, D, N/O, A and
SA was taken depending on the one with the highestentage of respondent’s

frequencies on selecting that response.
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Table 4.8: Leadership styles of the heads of sche¢N = 54)

Iltem Responses

S D N/

D o]

f % f % f %
The head of the
school makes me
feel good to be 9 16. 1 18. - -
around him/her 7 0 5
because he/she
has an impressive
and charming
personality
The head of
school is 4 7.4
respected by all
teachers
The head of the
school is a good
example of good 1 19 1 22. 5 9.3
work and 2 2
behavior for me
to follow.
| consider the
head of the
school as a3 56 - - 2 3.7
symbol and sign
of success and
accomplishment
in our teaching
profession
| trust the head of 4 74 6 11. 7 13.
the school ability 1 0
and good
judgment in
solving problems
The head of the
school inspires
and encourages - - 7 13. 9 16.
teachers to aim 0 7
high in  our
teaching job and
in life.
The head of the
school makes me - - 6 11. 4 7.4
feel proud to be 1
associated  with
him/her.

N =

O N

=N

%

10

10

20

16

%

9.3

Mea

3.31

3.35

3.59

4.17

3.72

3.74

3.80

Decision

Agree

Agree

Agree

Agree

Agree

Agree

Agree
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The head of the 4
school has a

special ability

and talent for

seeing what is

really important

for me to

consider in my

teaching job and

in life.

The head of 1
school

encourages me to
hope for a bright
future in  our
teaching
profession and in
life.

The head of the -
school inspires
loyalty and
commitment  to
the school.

| have complete -
faith and trust in
the head of the
school because of
the good way
he/she manages

the school.
The head of the -
school sets a

vision and future
direction of what
we may be able to
accomplish and
achieve if we
work together.
The head
school
encourages me to
express my ideas
and opinions in
staff meetings.

The head of the -
school

encourages
teachers to
understand  the
points of views of
other  teachers

of -

74 8 14
8

19 9 16
7

- 3 656

- 1 19

- 3 656

- 3 656

9 16. 2 38. 10 18. 357
7 1 9 5
5 93 3 63. 5 9.3 361
4 0
4 79. 11 20. 4.20
3 6 4
12 22. 3 55 9 16. 3.83
2 0O 6 7
5 93 3 66. 7 13. 4.19
6 7 0
2 37 1 35. 30 55 44
9 2 6
9 16. 2 42. 19 35. 4.07

Agree

Agree

Agree

Agree

Agree

Strongly
agree

Agree
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during staff
meetings.

The head of the 10

school gives me a
sense of overall
meaning and
satisfaction in my
teaching job and
in life.

The head of the
school shows a
sense of duty and
work commitment
which he
transmits to me.
The head of the
school stimulates
and encourages

teachers to
participate
willingly and

happily in doing
school duties.
The head of the

school shows
his/her
satisfaction to me
when | meet
required

standards of good
work.

The head of the
school creates
conditions  that
allow teachers to
do their teaching
job and complete
various school

duties even
without  his/her
presence.

| get credit and
praise from the
head of the
school for doing
my work well.

The head of the
school finds out
what | want and
he/she tries to
help me get it.

You know for

13

3

1

5 0 5 1

- - - 6 11.
1

74 - - 2 3.7

19 3 656 3 5.6

=

27. 6 11. 2.94

59. 16 29. 4.19

50. 21 38. 4.3

59. 9 16. 3.96

66. 11 20. 3.98

37. 7 13. 3.02

27. 5 9.3 3.13

59. 6 11. 4.07

No
opinion

Agree

Agree

Agree

Agree

Agree

Agree

Agree
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sure that the head
of the school will
praise you when
you do a good
job.

The head of the

school gives
personal

attention to
teachers who
look neglected,

lonely and keep
away from the
company of other
teachers.

The head of the
school treats each
teacher as an

individual  with
different needs,
abilities and
aspirations.

The head of the
school has
provided me with
new ways of
looking at things
which 1 did not
understand
before in my
teaching job.

The head of the
school has
challenged  my
ideas and have
made me change
some of my own
ideas which | had
never questioned
before in my
teaching job and
in life.

The head of the
school helps me
think and solve
old problems in
new and
alternative ways.
The head of the
school assures
me | can get what
| personally want

7.4

[

5.6

18

33.

3 1
40. 13 24.
7 1
50. 12 22.
0 2
93 14 25.
9
37 7 13.
0 0
44, 5 9.3
4
51 7 13.
9 0

3.80

3.80

3.28

3.54

3.30

3.69

Agree

Agree

Agree

Agree

Agree

Agree
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in exchange for
my efforts for
doing school
duties.

The head of the
school talks a lot

about giving
teachers special
recommendations

, praise and
promotion for
good work.
Whenever | feel
necessary, | can
negotiate or talk
to the head of the
school what
reward | can get
for what I
accomplish.

The head of the
school tells me
what | should do,
if | want to be
rewarded for my
efforts.

The head of the
school gives me
the reward | want
in exchange for

showing my
support for
him/her.

There is a close
relationship

between what |
am expected to
contribute to the
work in a group
and the reward |
get out of my
contribution.

The head of the
school pays more
attention in the
school affairs
when there are
problems,
irregularities and
mistakes in the
school.

The head of the

4

3

3

7.4

7.4

5.6

=

W

14. 11 20. 1 33

19 11 20. 2 51.

16. 9 16. 1 35.

11 20. 3.50
4

7 13. 3.44
0

6 11. 3.80
1

8 14. 3.61
8

3 5.6 3.44

14 25. 4.02
9

12 22. 3.63

Agree

Agree

Agree

Agree

Agree

Agree

Agree
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school spends
most of his time
solving disputes,

troubles and
conflicts in the
school

Most of the time
the head of the

school follows
closely my
mistakes.

The head of the
school, most of
the time directs
his/her attention
towards failure to
meet standards in
the school.

The head of the
school does not
take action until
problems
becomes serious.
The head of the
school waits until
things have gone
wrong in the
school before he
takes action.

The head of the
school is a person
who believes that
if there are no
problems, then
there is no need
to change
anything in the
school.

Problems  must
become very bad
before the head
of the school
takes action.

The head of the
school avoids
getting involved
when important
issues and
problems arise in
the school.

The head of the
school most of

4

20

21

20

23

31

25

7.4

5.6

N

16.

13.

11

5.6

3.7

1.9

7.4

5.6

11.

7.4

7.4

3.7

3.7

7.4

3.28

3.59

2.30

2.13

2.28

2.11

1.65

1.96

Agree

Agree

Disagre

e

Disagre
e

Disagre
e

Disagre
e

Disagre
e

Disagre
e
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the time is absent

from the school

when needed.

The head of the 30 55. 2
school avoids 6 0
making decisions

in the school.

The head of the 34 63. 2
school delays 0 0
responding to

urgent problems

that arise in the

school

1.59

1.37

Disagre
e

Disagre
e

Source: field work

Teachers’ Job Satisfaction

Responses

Item SD

f %
The type of 4 74
encouragement
your head of school
gives you at work
Academic 2 37
achievement of
students in your
school compared
with  government
standard
Your head of 2 3.7
school ability to
encourage good
relationship among
teachers
Your head of 1 19
schools’ ability to
foster academic
achievement of
students in your
school
The measures your 3 5.6
head of school
takes to ensure
security of staff
Your head of 10 18.5
school’'s sensitivity
to the needs of
teachers
The extent of 4 7.4
students’
participation in

D N/O A SA
f % f % f % f %
5 93 39 722 6 111 -

12 222 12 222 28 519 -

5 93 5 093 26 481 16

3 56 33 611 17 315 -

40 741 11 204- - - -

2 37 29 537 13 24%% -

5 93 33 611 12 222 -

Mean

3.87

3.22

29.8.91

4.22

4.15

3.83

3.91

Decision
No

opinion

Agree

Agree

No
opinion

Disagree

No
opinion

No
opinion
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extracurricular
activities

Your head of
school’'s ability to
organize
discussions and
sharing of ideas
among teachers

The extent to which 2

your head of school
allows you the
freedom to use
different techniques
in teaching

The way your head 2

of school evaluates
your teaching skill

The way teachers 16

are allowed to join
in decision making
that affects them

The amount of 8

freedom your head
of school allows
you to make
innovations in your
area of expertise

The teaching job 2

gives me a chance
to help other people
Your head of
school effort to
arouse students’

interest in
achieving the
objectives of
instruction

The way your head
of school matches
personal goals with
school goal

The way your head
of school forms
task force
committees to look
into problems that
requires immediate
attention.

The kind of friendly
atmosphere  your
head of school
creates

7.4

3.7

3.7

29.6

14.8

14.8

7.4

1.9

3.7

5.6

111

9.3

9.3

5.6

14.8

66.7

5.6

111

14.8

40

33

10

17

24

32

31

31

741 7 13.0-
61.1 13 24.1
185 34 63.0
315 11 204
444 19 352
59.3 12 222
18.5- - -
574 13 241
3.7 23 426
574 13 24.1-

- 393 No
opinion

- 406 No
opinion

3 5.63.57 Agree

5 9.33.70 Agree

- 4.00 Agree
- 400 No
opinion

- 4.04 Disagree

3 56415 No
opinion

19 35.2 4.15Agree

- 3.98 No
opinion
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The teaching job 1 19 1 19 10 185 27 50.0 12 222 4.06Agree
provides me with a

chance to get

recognition  from

the community

The extent of your 5 93 4 74 9 167 26 481 10 18.8.59 Agree
students’

involvement in
school decision-
making

| like the way 3 56 1 19 3 56 27 500 20 37.@8.11 Agree
teachers cooperate

and get along

friendly with each

other in this school

The ability of your 3 56 4 7.4 24 444 23 426 - 419 Agree
head of school to

mobilize teachers in

social relationship

Source: field work

The table 4.8 above shows that more than 79.6%eofedspondents reported to agree
that, the head of the school inspires loyalty aochmitment to the school, on the

other hand 72.2% strongly agreed that, the heathieoschool makes them to feel

proud to be associated with him or her. About 66cf%he respondents agreed that,
the head of the school creates conditions thaivakachers to do their teaching job

and complete various school duties even withoutohiber presence. This implies

that more than 70% of the respondents were satisfith working conditions and

the style of leadership leading to job satisfaction

Another descriptive statistics were run and thdetadhows that, 57.4% of the
respondents strongly disagree that the head oftheol avoids getting involved
when important issues and problems arise in thedciBesides 63% strongly
disagreed that the head of the school delays relapgho urgent problems that arise
in the school. The findings also show that manghees believed that, their head of
the school avoids making decisions in the schodloa 55.6% of the teachers
believed that the ability of their head of schoeiss inadequate. It is evident from
the scale that about 74.1% of the respondents baahy opinions on their head of
the schools ability to organize discussions andistaf ideas among teachers. This
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implies that some teachers were not involved inisi@e making leading to
dissatisfaction.

The scale also showed that about 1.9% of the relgmas disagreed that; teaching
job provides them with a chance to get recognifrom the community. The main

implication of this statement is that, communitynsiers teaching profession as
inferior occupation compared to other professio@her issues that teachers felt to
be dissatisfied with were related to conditions@umding the teaching job, which

include: delays in promotions, poor working coratis, and lack of in-service

training. According to the job satisfaction thearly Herzberg et al. (1959), these
factors are referred to as hygiene factors.

4.3 Hypotheses Testing: Leadership styles and joltsfaction

The relationship between the aspects of leaderslylps and job satisfaction was
investigated using Pearson product-moment coroglatoefficient. Table 4.9

indicates the results. Generally, the intercorr@hst among the dimensions of
transformational, transactional leadership stylesd ajob satisfaction have

demonstrated moderate levels of correlation. Thaama that, some teachers are
satisfied with the leadership styles of their he&dschools while others were not
satisfied with the leadership styles of their hefdchools, as elaborated in detail

after table 4.9 below.
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Table 4.9: Leadership styles and Job satisfactiofNES4)

CorrelatiofBearson’s r)

Variable 1 2 3 4 5 6 7 8
1 Charismatic 1 )
leadership

2 Individualconsidern .535(**) 1

3 Intellectual .066 A85(*%) 1
stimulation
4 Contingent A37(%%)  .295(%)  .193 1
Rewards
5 Active
management by .124 -.143 -.328(%) .272 1
exception
6 Passive
management by .528(**) -.063 197 211 .039 1
exception
7 Laissez-faire -.5684(**) -.190 AL14(%) ~.449(*%) 243 .566(**) 1
8 Total job .522(**) .394(**) .266 A495(*%)  .011 -.182 ~492(**) 1

satisfaction

Source: field work
** Correlation is significant at the 0.01 level {@ied).
* Correlation is significant at the 0.05 level @led).

4.3.1 Analysis of variables in research questions.

4.3.1.1 Analysis of variables in research questiame.
Table 4.9 indicates that there was a positive ngtiignificant correlatiorr, = .522,
n (54), p < 0.01 between Charismatic leadership and jolsfaation. This implies
that the higher the respondents categorized thead$ of schools in charismatic

leadership aspect the higher they reported josfaation.

The results shows that there was positive cormlatr =.394, n (54), p < 0.01
between individual consideration and job satistactiThis implies that the higher
teachers were motivated by the head of the schedhigher they were satisfied with
their jobs.
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Besides the results reveals that there was posibweelation, r = .266, n (54), p<
0.01 between total intellectual stimulation and gatisfaction. This means that all
respondents who were categorized under total @utielal stimulation were likely to

perform better and satisfy with their jobs.

4.3.1.2 Analysis of variables in research questiotwo.
There was a positive strong, significant correlatio= .495, n (54), p<0.01 between

Contingent rewards and job satisfaction.

There was positive correlation, r =.011, n (54001 between Active management

by exception and job satisfaction.

There was no significant correlation, r = -.182(54), p<0.01 between passive
management by exception and job satisfaction. fit@ans that passive management
by exception did not contribute to job satisfaction

There was no significant correlation, r = -.49251), p<0.01 between total laissez-
faire and job satisfaction. This means that laigage did not make any contribution

to job satisfaction.

4.4 Regression analysis explaining job satisfacti from leadership styles

The regression analysis reported in table 4.10caids that the variables in the
model of this study reached a statistical signifasa ofp < 0.005. In totality, the
variables explained 56.1% of the variance in joliskection. Passive management
by exception made the largest unique contributibi3®8% of the variances (=
.275). Intellectual stimulation variable followed making unique contributions of
11.9% of the variances(= .559). Charismatic leadership was the last bikingaa
unique contribution of 2.8% of the variange £ .275). Other variables such as
individual consideration, Contingent rewards, Aetmanagement by exception, and
Laissez-faire did not make any statistical sigaifit unique contribution of the

variance to job satisfaction. Bass’'s augmentatigpothesis (transformational
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leadership factors augment the influence of trainwaa leadership factors) can be

confirmed by these data.

The positively significant regression coefficientdf charismatic leadership,
intellectual stimulation and contingent reward aadsive management by exception
indicate that the higher the level of these exmpeed transformational and

transactional leadership factors, the higher thewarnhof job satisfaction was.

Table 4.10: Regression analysis explaining Job Ssiaction from Leadership
styles (N = 54)

Model (p<.0.005) R’ Percent Coefficient

561 56.1 Standardized
Variables Beta Sig. Part
Charismatic Leadership .028 2.8 275*  .093 .168
Individual consideration .013 1.3 -170 .255 -113
Intellectual stimulation 119 119 559 .001 .345
Contingent Rewards .00 .00 .038* 770 .029
Active management by exception .00 .00 -.063  .57855
Passive management by exception .388 38.8 .275* 0 .05197
Laissez-faire 012 1.2 -749 .000 -.113

Source: field work

4.5 Effects of background characteristics on transfrmational and transactional
leadership, and teachers’ job satisfaction.

With regard to the relationship of the backgrouhdracteristics on leadership and
teachers’ job satisfaction, multiple regressionlyses was conducted to examine the
effects of background characteristics on transftional and transactional
leadership, and teacher’s job satisfaction. Resufitthe regression analyses are

presented in Table 4.11.

Results of regression analyses as shown in Tald& dhow that background
variables account on the average for approximdi2®p of variance of the scores of
all variables. With regard to leadership variablésachers experience more
charismatic leadership when they have more teacldrgerience { = .27).

Teachers’ level of experienced charismatic leadpyshdividualized consideration,

and intellectual stimulation seemed to increasé wabchers’ experience with their
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present head of schoolf € .24, .17, and .24 respectively). Contrarily,ctesxs’

experienced passive management by exception setmaecrease with teachers’
experience with their present head of schopls(14). Teachers with the lowest
level of academic qualification (i.e. Diploma) exipaced high levels of Active
management by exception (M = 3.71 versus M = 3ai8tlie higher academic

qualification).
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Table 4.11: Regression analyses of the influenceteficher characteristics on leadership factors anpbb satisfaction (N

—=54)
Charismatic Individualized Intellectual Contingent Active Passive Laissez-faire Job Leadership
Consideration Stimulation reward management management atisfaction by exception by exception

B B B B p B p B
Teacher Characteristics
Sex -. 04 .03 -0 -.10 .02 -.03 -.01 -.02
Age -.11 .08 -.06 -12 .01 .04 -.10 A2
Marital status -.10 .03 04. -.06 .02 .06 -.01 .07
Academic qualification: LL .07 .01* .05 .05 .15% -.03 .06 .12*
Academic qualification: HL 07 .03 -.05 .04 .04 -.08 .03 07
Years of teaching .27* 8.0 .05 7.1 .02 -.15 4.024
Years of teaching at PS .16 -.02 .04 -.07 .10 .20 048
Years of working with PHS .24* A7 .24* -.01 -.01 -.14* -.05 15*
R?- Change .11* *06 .02* .01 .02 .06* 5+

63



CHAPTER FIVE
DISCUSSION OF THE FINDINGS

5.0 Introduction

This chapter talks about the findings of the tweesrch questions, it tells what was
found after analysis, why the findings appear treey whey are, and the relationship

between the reality and findings of others study.
5.1 Discussion of the research question one:

What are the relationships between aspects of traf@mational leadership such as
idealized charismatic leadership, individualized cosideration and intellectual
stimulation with job satisfaction in public seconday schools?

The first research question as stated investigdiesrelationship between aspects of
transformational leadership (Charismatic leadershigividualized consideration and
intellectual stimulation) with job satisfaction jublic secondary schools. Statistics
show that transformational leadership had an inteeon job satisfaction. And that
influence or effect is positive. This is in consooca with earlier studies (Griffin &
Bateman, 1986; Lowe et al 1996) which confirm ttransformational leadership is
linked to follower job satisfaction. The presentudst also supports more current
researches conducted by Bolger (2001) and Ngural €2006) which also found
evidence of the influence of transformational leatg on teacher job satisfaction and
the relation of transformational leadership to anbar of important organizational
outcomes including perceived extra effort, orgatmirel citizenship behaviors and job

satisfaction (Bryman,1992).

Similar studies conducted by Webb (2009) and Koal €1995) supported the study in
that they found out that the transformational mgateticted follower job satisfaction. A

likely explanation to the results is given by Bagk985) who suggests that
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transformational leaders encourage followers taktheritically and look for new
approaches to do their jobs. This challenge giedoltowers motivates them to become
more involved in their tasks which results in aor@ase in the degree of satisfaction
with their work and commitment to the organizatiéortunately the result of this study
counts up to ones conducted in Africa by Walumbwalg2005) in a cross cultural
study involving the United States and Kenya, Ngahial (2006) in Tanzania and
Ejimofor (2007) in Nigeria, which established aosiy and positive effect of
transformational leadership on job satisfactione Tésults of these studies put together
are gradually contributing to the universality dfetlink between transformational
leadership and job satisfaction and helps responithé question of generalization or

suitability of results of studies on this subject.

Extending argument with regards to the relationstamong the individual
transformational leadership attributes, and thaatronship with job satisfaction and its
facets, the results as showed a very strong antlvyeoselationship among attributes of
transformational leadership. This result of thedgtalso confirms with that of Bolger
(2001), Koh et al, (1995) and Nguni et al (2006)ichhindicated strong relationship
between the attributes of transformational leadprsimd job satisfaction. Evidently,
from a general perspective there is a kind of dependency of the variables on the
attributes on each other. As a matter of fact, atiree combination of the various
attributes would make tremendous impact on follewelkeaders cannot be too
charismatic without necessarily being individualkpnsiderate at the expense of
intellectually stimulating their followers. For folvers respond sufficiently to charisma
if they are given the opportunity to be part andoabperate within reasonable
parameters of decision making. And in doing songvattend to individual uniqueness,
talents and skills. Charisma among the attribubesved the strongest relationship with
job satisfaction. This result is also collaborateith that of Nguni et al (2006) which
established that charismatic leadership dimensidransformational leadership showed
a significant influence and accounts for a largeat@n in teachers’ job satisfaction.
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Looking at the attributes individually, charismadhe relatively weak relationship with
autonomy and decision-making. This weak relatigmstuuld perhaps be explained by
the fact that a show of too much charisma by adeddnds to hinder rather than
facilitate the ability of subordinates to believe their own actions, convictions and
decisions. The attribute individual consideratioaswalso weakly related to autonomy
but fairly strong in relation to the other facefgab satisfaction. A likely explanation is
the way and manner in which leaders show considerdbd individuals given their
uniqueness. Perhaps attention given by leadetssndspect rather makes teachers feel
they cannot operate on their own. Intellectual station on the other hand showed a
modest relationship with decision-making, employegognition, interrelationship
among co-workers and job satisfaction but had akwetationship with professional
development and was insignificantly related to aatoy. However, generally the
attributes were well related to the many facetgobfsatisfaction. Notwithstanding, the
facet professional development was not significamith all the attributes of
transformational leadership except intellectualmstation. This seemed unlikely
especially given that teachers are anxious for gzxbnal development if the
opportunities and possibility for doing so are &dae. These results seem to contradict
that of Ejimofor (2007) that the ability to engatgachers in decision-making and the
ability to create opportunities for teacher proiesal development of principals’
transformational leadership skills significantlyedicted teachers’ job satisfaction. An
explanation however on the non-existence of a ioglship between professional
development with charisma and individual consideratcould be attributed to the
variable construct for professional developmentngpevery thin. Nonetheless, the
significant relationships among the various pagrauld be attributed to the nature of
work at the tertiary level where efficiency is basen collaborative, participative
leadership intertwined with reciprocal relationshipm staff.
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5.2 Discussion of the research questions two:

What are the relationships between aspects of tramstional leadership such as
contingency rewards, active management by exceptipmpassive management by
exception and Laissez-faire with job satisfactionn public secondary schools?

Unlike the transformational leadership behaviong, tombined effects of transactional
leadership behaviors on the outcome variable wawaed to be moderate to weak. The
results of the study confirm results obtained ifopstudies conducted in both non-
educational and educational settings, in which @#svalso found that the group of
transformational leadership factors had strongesitpe influence on the outcome

variable than the group of transactional leadersagbors (Bycio et al.; 1995, Bogler,

2001; Koh et al.; 1995). This indicates that wheachers perceive their heads of
schools as articulating a realistic vision of th#ufe that can be shared, mobilizes
commitment to these visions, stimulates subordsetiellectually, and pays attention to
the differences among the subordinates, teachersnare likely to experience higher

levels of job satisfaction.

With regard to the effects of the individual tractsanal leadership dimensions, the
results reveal some interesting findings. The tessthow that only two transactional
leadership factors; contingent reward and activaagament by exception had moderate
to weak positive effects on the outcome variable.

Contingent reward had generally shown to have #&ipesnd a significant correlation
had we expected.

Active management by exception dimension had atipesinfluence on the job
satisfaction. We had expected that leaders whoelgtintervene to solve problems

would be perceived by teachers to be effectivedesadnd in this turn would promote
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teachers job satisfaction. The explanation for niederate to weak effects of active
management by exception on the outcome variablgghtmbe that leaders who
constantly intervene on teachers work for the psepof corrective action might create
feelings of interference and thus causing resenter@ong teachers.

However as expected the two transactional leaderdlimensions of passive
management by exception and laissez-faire had ynaimbwn insignificant negative
influence on the job satisfaction. This is also sistent with prior research that found
that passive — avoidance leadership (i.e. passargagement by exception and laissez-
faire leadership behaviors) to be typically negatiwelated to job satisfaction. This is
because as Bass (1985) has argued that thesesleaedgrerceived by followers as being
ineffective and therefore these behaviors are apraductive in enhancing follower’s

motivation.
5.3 Findings of the Theoretical Frame Work Test

It has been found that, the study failed to colfedficient data to support the theoretical
frame work of the study which this study claimed hold explanations about the

influence of leadership style on teacher’s jobssatition in public secondary schools in
Tanzania. So this study concludes that the framek Wwas shown some signs that can
explain the problem. The researcher believed tiaktis the need for the frame work to

be tested in another area in Tanzania for furtinegstigation on its explanatory power.
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CHAPTER SIX
SUMMARY, POLICY IMPLICATION AND CONCLUSION

6.0 Summary

Three trends can be derived from the above restittse effects of transformational and
transactional leadership on job satisfaction. Theseds have also been observed in
prior research. First, it can be observed thahengresent study, as the case with other
previous studies, that there is increasing evidetocgéhe fact that there is quite a
significant variation in the way that the individdaadership dimensions influence the
criterion variable. In the present study, as theecaith previous studies an important
finding is the fact that charismatic leadership ension is the leadership dimension that
has the strongest positive influence on the outceanable, thus accounting for higher
positive motivational aspects on teachers workuaktis and behaviors.

This finding is important in the fact it shows thmportant role that charismatic
leadership dimension plays in motivating followeThis implies that school leaders
who articulate attractive visions of future statelevate follower goals and inspiring
impatience and hopefulness are likely to have t@civho experience higher levels of
job satisfaction. In the current educational refafforts in Tanzania, whose success is
dependent on teachers it is necessary to haverteath® can use charismatic leadership
practices in developing teachers motivation andaheciowards educational reform and

school improvement.

The second trend arising out of the above mentioesudlts is the fact that the individual
leadership dimensions have varying degrees ofenfte on teachers job satisfaction this
confirms the argument of Bass (1985) and later BassAvolio (1990) and Eden et al
(1998) that in order to be effective, school leadeeed to use a combination of the

various leadership behaviors. This finding is atsmsistent with Bass and Avolio
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(1990) observation that effective school leadefiectall of the three transformational
leadership factors ( charismatic leadership, irtliglized consideration and intellectual
stimulation) and two transactional leadership disi@ms ( Contingent reward and
active management by exception) in their practitensactional Contingent reward
leadership builds the foundation for relationshgtvwieen leaders and followers in terms
of specifying expectations, clarifying responsii®, negotiating contracts and
providing recognition and rewards for achieving ested performance.
Transformational leadership enhances the developwofefollowers, challenging them
to think in ways which they are not used to thigkimspiring them to accomplish
beyond what they felt was possible, and motivatimgm to do so by keeping in mind
the values and high moral standards that guide pgesformance. A key point here is
that using the full range of leadership behaviorssoaiated with effective
transformational and transactional leadership isen@ffective strategy than using any
one in isolation (Bass and Avolio, 1990; Bass £t24103).

The third observed trend from the above study figdiis that two transactional
leadership behaviors of passive management by geoepnd Laissez-faire have
generally shown to have negative effects on te&heb satisfaction. This is also
consistent with prior research that found that pasavoidance leadership (i.e. passive
management by exception and Laissez-faire leagerbkhaviors) to be typically
negatively related to unit commitment, satisfactma performance effectiveness (Bass,
1985). It is argued that leadership styles in whedders sits and waits for things to go
wrong and then take action was not a very effedgaelership style in terms of either
motivating employees or predicting unit performagBass et al., 2003). In this regard,
school leaders should be made aware that such régaplebehaviors of passive-
avoidance, which have negative consequences ohae@ttitudes and work behavior,
do not serve the interests of the current schdormeprocess. Therefore, it is important

that leaders should not practice these passivénafiéctive leadership behaviors.
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With regard to Bass’s (1985) augmentation hypothdbie results of the present study
show that transformational leadership behaviorsreuyg transactional leadership factors
in predicting teachers job satisfaction. Theref@ass, (1985) augmentation hypothesis
is supported by these findings.

With regard teacher’'s background characteristibg, tesearch results point to the

expected direction and supports prior research hen basic notion that teachers

background characteristics influence teachers pgoreof leadership styles (Reyes and

Pounder, 1993). In this regard, the influence alchers background variables on

transformational and transactional leadership &g our research results suggest that
teachers with lower level of academic qualificateem to experience higher levels of

active management by exception than more qualtéadhers (i.e degree holders). The
explanation for this might lie in the fact that ¢keteachers having lower level of

academic qualifications are therefore less critiaal more dependent on the leadership
and support from the head of schools. This findimght be consistent with the idea that

less qualified employees are more likely to reqguelance, interventions, and approval

from the leader as they might feel less confidemtecarrying out their daily

organizational tasks and responsibilities.

6.1 Conclusion

In a nutshell, major findings in the present studjlaborate with previous studies on
leadership styles and job satisfaction. There isoasistently positive relationship
between transformational leadership and job satisia This finding of the study is
indicative that leadership in institutions with higansformational leadership scores will
more likely have staff with higher job satisfactisnores and longer association with

their staff. This also indicates that Transformadilo leadership style may predict

71



employee satisfaction which can promote long assiot with staff, an aspect with

important implications for the institutions.

6.2 Recommendations

There are no doubts about the significant roleeafdérship in all set ups. Thus the
results of this study have some relevance on lshgertraining, policymakers and
school leaders. The following recommendation cambéde based on the findings of the
study. In order to promote teacher satisfactiohpetleaders ought to create open and
friendly climate in their institutions in which telaers can freely express and share their
opinions and collaborations on important decisidrss will reduce stress and boost job
satisfaction and morale (Walonick, 2004). Therefore-service and in-service training
programmes aimed at equipping prospect and presddol leaders with leadership
skills and competencies that enhance leadershipldiie organized. An exploration of
Leadership styles in leadership courses and wogssfar administrators could also lead
to a better understanding of the components ofcee leadership. In this hint, it is
further recommended that educational ministries aodrds of institutions should
establish and implement programs that help to fastasformational leadership skills
among heads of schools. Programs such as semiaiisshops and updates on school
administration might be of great help. For schaeads, in order to function in the most
effective way, it is recommended that leaders mimtthemselves to leadership training
and development programmes. Such programmes haverpto increase achievement,
motivation and enhance the personal competencitsl W effective leadership
(Cherniss, 1998). Finally, the findings of this dstucould be made available to
authorities responsible for making educational ged and or designing staff training
and development programs to serve as a referenod po policy decisions on

leadership.

72



6.3 Area for further study

The findings of this study, it makes an importaantcibution to our understanding of
leadership styles and employee satisfaction inipgleicondary schools in Tanzania. It is
hoped that the results will stimulate further inigetion into other equally important
aspects affecting leadership styles and employdatans. This study was restricted to
one construct of work related behaviors- job satibn, hence further research in the
area could extend to cover other constructs whieh rlate to employee organizational
effectiveness and outcomes. For instance on org#msl citizenship behavior and
employee commitment as other aspects of work-rlatétudes. Further studies could
also be conducted using private institutions frowider variety of backgrounds. Yet
another area that demands attention is leadersitipeademic performance or student
outcomes. It is expected that high levels of satigbn will exert on student learning and
raise academic performance. In this sense studieaseessing leadership impact on
student performance would be invaluable. Finalg tesearcher would like to call up
another test for a simple model developed by thiglysin order that it may acquire

statistical inferential and provide a greater abwiiion in the future.
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APPENDICES

APPENDIX I: Musoma Municipal Council Staff Data-2011

No. Departments Number of
Employees

1 Administration
Operation Service 21
Professionals 89

2 Finance 11

3 Internal Auditors 4

4 Distribution, Supply 2

5 Finance planning 4

6 Town planning 12

7 Law 8

8 Cooperative 4

9 Building, Construction and fire 15

10 Education
Education Administration 47
Primary Education 658
Secondary Education 469

11 Health
Environmental Health 60
Medical Health 95

12 Water 1

13 Natural Resource 1

14 Community Development 17

15 Agriculture 6

16 Livestock 4
TOTAL 1528
Vacancies 246
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Appendix Il: Research Questionnaires
SECTION A

Teachers Personal Information
Please, give your answer by putting a tick (V) e appropriate space or write your

answer in the space provided.

1. What is your Gender/ Sex Code
1 Male
2 Female
2. Age
1 18-28 yrs 4 41-50 yrs
2 29-30 yrs 5 51-60 yrs
3 31-40 yrs 6 61 yrs and Above

3. Matrital Status

1| Married 4| Divorcee
2| Unmarried 5| Single Parent
3| Widow

Primary school Education

Ordinary level secondary school educatjon

Advanced level secondary school

education

Diploma

Advanced Diploma
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First Degree

Other (specify)

4. What is your Highest Academic Qualification?

5. How many years have you been teaching?

6. How many years have you been teaching at thisad®........................
7. How many years have you been working with yortespnt head of your
school at this school?.............
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SECTION B
NATURE OF SCHOOL LEADERSHIP QUESTIONNAIRE
(Multifactor Leadership Questionnaire-MLQ)

The following statements are descriptions of lesldigrthat may or may not reflect leadersk
practices in your school. Indicate the extent tacwhyou agree that the statement descri
leadership practices in your school by either plga circle (0) or a tick (V) against the numi
that best reflects your opinion. The response optiange from 1= Strongly Disagree, 2
Disagree, 3 = No opinion, 4 = Agree, and 5 = Stlpgree. Use the "NA" (Not Applicable

response if the item does not apply to you or yoitcknow.

—1

P
bes

er

Item

1

2

3

5

Strongly
Disagree

Disagree

No
opinion

Agree

Strongly
Agree

NA

Charismatic Leadership

The head of the school mak
me feel good to be arourn
him/her because he/she has
impressive and charmin
personality.

es
d
dn

g

NA

The head of school is respect
by all teachers

of

NA

The head of the school is a go
example of good work an
behavior for me to follow.

od
o1

NA

| consider the head of the sch
as a symbol and sign of succe
and accomplishment in ol
teaching profession

Dol
2SS
o

NA

| trust the head of the schg
ability and good judgment i
solving problems

ol
Nl

NA

The head of the school inspir
and encourages teachers to 4

es
Aitn

high in our teaching job and in

NA
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life.

The head of the school mak
me feel proud to be associat
with him/her.

es
et

NA

The head of the school has
special ability and talent fo
seeing what is really importa
for me to consider in m
teaching job and in life.

NA

The head of school encourag
me to hope for a bright future

our teaching profession and |i

life.

NA

10

The head of the school inspir

(SN

loyalty and commitment to thel

school.

NA

11

| have complete faith and trust
the head of the school becat
of the good way he/she manag
the school.

n

es

NA

12

The head of the school sets
vision and future direction @

a
f

what we may be able tol

accomplish and achieve if W
work together.

e

NA

13

The head of school encourag
me to express my ideas a
opinions in staff meetings.

jes
ndl

NA

14

The head of the scho
encourages teachers

understand the points of viev
of other teachers during st3
meetings.

ol
to
vd
\ff

NA

15

The head of the school gives

me
a sense of overall meaning 2[19
b

satisfaction in my teaching j
and in life.

NA

16

The head of the school shows
sense of duty and wor
commitment which he transmi
to me.

NA

17

The head of the scho

stimulates and encourag

NA
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teachers to participate willingl

and happily in doing schoo

duties.

=<<

Individualized Consideration

18

The head of the school sho

his/her satisfaction to me wher %
meet required standards of gop

work.

WS

NA

19

The head of the school creates

conditions that allow teachers

to

do their teaching job andl

complete various school duties

even without his/her presence.

NA

20

| get credit and praise from t

ne

head of the school for doing myi

work well.

NA

21

The head of the school finds qut

what | want and he/she tries
help me get it.

td

NA

22

You know for sure that the he
of the school will praise yo
when you do a good job.

ad
1

NA

23

The head of the school gives
personal attention to teachers
who look neglected, lonely and.

keep away from the company
other teachers.

of

NA

24

The head of the school treats

each teacher as an individLai

with different needs, abilitie
and aspirations.

S

NA

Intellectual Stimulation

25

The head of the school has

provided me with new ways of

looking at things which | did nqgtl

understand before in my

teaching job.

NA

26

The head of the school h

S

challenged my ideas and have

made me change some of

own ideas which | had never

guestioned before in m
teaching job and in life.

NA
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27

The head of the school helps
think and solve old problems
new and alternative ways.

me
n

NA

Contingent Reward

28

The head of the school assu
me | can get what | personal
want in exchange for my effort
for doing school duties.

res

el
S

NA

29

The head of the school talks
lot about giving teachers spec
recommendations, praise a
promotion for good work.

?

NA

30

Whenever | feel necessary, | @
negotiate or talk to the head
the school what reward | can g
for what | accomplish.

an

o

NA

31

The head of the school tells 1
what | should do, if | want to b
rewarded for my efforts.

ne
el

NA

32

The head of the school gives
the reward | want in exchang
for showing my support fo
him/her.

NA

33

There is a close relationshi

between what | am expected
contribute to the work in a groy
and the reward | get out of m
contribution.

NA

Active Management by
Exception

34

The head of the school pa
more attention in the scho
affairs when there are problenm
irregularities and mistakes in tf
school.

ysS
o]
S
e

NA

35

The head of the school sper
most of his time solving
disputes, troubles and conflig
in the school.

ds

NA

36

Most of the time the head of t
school follows closely my
mistakes.

NA

37

The head of the school, most

NA



the time directs his/her attentic
towards failure to mee
standards in the school.

—

N

Passive  Management by
Exception

38

The head of the school does
take action until problem
becomes serious.

not
sl

NA

39

The head of the school wa
until things have gone wrong
the school before he tak
action.

NA

40

The head of the school is
person who believes that if the
are no problems, then there is
need to change anything in t
school.

NA

41

Problems must become very h
before the head of the schg
takes action.

NA

Laissez-faire

42

The head of the school avoids

getting involved when importar
issues and problems arise in {
school.

it
he

NA

43

The head of the school most
the time is absent from th
school when needed.

of
€

NA

44

The head of the school aVOildf

making decisions in the school

NA

45

The head of the school dels

yS

responding to urgent problemd

that arise in the school

NA
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SECTION C

JOB SATISFACTION QUESTIONNAIRE

(Minnesota Satisfaction Questionnaire-MSQ)

The following statements describe various aspettseachers’ job satisfaction within
school. After reading each statement, indicate eéktent to which you agree with th
statement by either placing a circle (0) or a {i¢k against the number that best reflects y
opinion. The response options range from 1=Strobidpgree, 2 = Disagree, 3 = No opinid
4 =Agree, and 5 = Strongly Agree. Use the "NA" (Mgiplicable) response if the item do
not apply to you or you don't knc

1 2 3 4 5
How  satisfied| Very Dissatisfied| No Satisfied| Very NA
are you with: Dissatisfied opinion Satisfied
1 | The type oOf
encouragement
your head ofl 2 3 4 5 NA
school gives you
at work.
2 | Academic
achievement  of
students in you 1 5 3 4 5 NA

school compared
with government
standard.

3 | Your head of
school ability to
encourage goodl 2 3 4 5 NA
relationship

among teachers.

4 | Your head of
schools’ ability to
foster academic
achievement  of
students

in your school.

5 | The measures
your head of
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school takes t¢
ensure security o
staff.

=

Your head of
school’s

sensitivity to the
needs of teachers

NA

The extent o
students’
participation in
extracurricular
activities

NA

Your head of
school’s ability to
organize

discussions an

sharing of ideas

among teachers.

U

NA

The extent td
which your head
of school allows
you the freedom
to use different
techniques in
teaching.

NA

10

The way your
head of schoo
evaluates  you
teaching skill.

NA

11

The way teacher
are allowed tg
join in decision
making that
affects them.

[72)

NA

12

The amount of
freedom your
head of schoo
allows you to
make
innovations in
your area oOf
expertise.

NA

13

The teaching jok
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gives me g
chance to helf
other people.

14| Your head of
school effort to
arouse students’
interest in| 1 NA
achieving the
objectives of
instruction.
15| The way your
head of school
matches personall NA
goals with schoo
goal.
16 | The way vyour
head of school
forms task force
committees td
look into| 1 NA
problems that
requires
immediate
attention.
17| The kind of
friendly
atmosphere yourl NA
head of school
creates.
18 | The teaching job
provides me with
a chance to getl NA
recognition from
the community.
19| The extent of
your students
involvement  in| 1 NA
school decisiont
making.
20| 1 like the way
teachers 1 NA

cooperate and ge

along friendly
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with each other ir
this school.

21| The ability of
your head of
school to
mobilize teachers
in social
relationship.

U7

THANK YOU FOR YOUR COOPERATION

Enumerator
AN F= 0 [ PP
Signature
Date
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