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ABSTRACT

The purpose of this study was to examine the effects of principals' leadership behavior on
the motivation of teachers in Murang'a County. The objectives of the study were to:
determine the leadership behaviors of secondary schools principals in Murang'a County;
investigate the principals' leadership behavior that teachers respond most positively to;
determine the influence of principals' leadership behavior on teacher motivation; and
establish the extent to which teachers' level of motivation affects their job performance in
Murang'a County. The study employed a descriptive survey design targeting all the 249
principals and 2,696 teachers from the 249 public secondary schools in Murang'a
County. Stratified sampling was used to select 25 schools according to type - boys'
boarding, girls' boarding, mixed day, mixed day and boarding and mixed boarding
schools. All the 25 principals from the sampled schools were purposively selected to
participate in the study. Simple random sampling was used to select 270 teachers to take
part in the study, giving a total of295 respondents. The study employed questionnaires as
the main tool for data collection. Before data collection, a pilot study was conducted in
two schools from Murang'a County to pre- test the instruments. The aim of the pilot
study was to assess the clarity of the questionnaire items so that those items found to be
inadequate or vague may be modified to improve the quality of the research instrument
thus increasing its validity and reliability. Data obtained was quantitative. Quantitative
data collected was coded and entered into an SPSS programme for analysis. The results
of the data were presented in form of frequency tables and bar graphs. The study
established that principals in Murang'a County mostly employed democratic and laissez-
faire approaches. However, a significant proportion of the teachers felt that principals
were engaging in authoritarian leadership which is discouraging. This is because teachers
felt that they were not involved in school decision making processes and also principals
suppressed their ideas. Moreover, the study found out that the most preferred leadership
approach by most of the teachers was democratic, followed by laissez-faire and then
autocratic. Pearson product moment correlation revealed that different leadership
approaches employed by principals had an influence on teachers' motivation. The study
found out that democratic and laissez-faire leadership had a positive impact on
motivation whereas authoritarian leadership had a negative impact on motivation. The
study finally concludes that leadership style of the principal is demonstrated by the
activities he/she engages in. Therefore, good administrative leadership would lead to
conducive working environment, improved educational plans and also effective school
programmes. Consequently, this would lead to achievement of the school goals and
objectives. The study recommends that: For an effective leadership, the school principal
needs to employ all the leadership approaches depending on the circumstances and
situation in the school; the Ministry of education should organize regular inspection to
school to monitor the style of leadership used by principals that could enhance high levels
of teacher motivation; among other recommendations.
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CHAPTER ONE

INTRODUCTION

1.1 Background to the Study

The academic achievement of many educational institutions has been found to be

influenced by the leadership style of the administration and management team (Tetty-

Enyo, 1997). In secondary schools, the role of school administration, management and

planning rests on the principal (Cole, 1983). School leadership is defined as the act of

influencing the activities of the teachers a~d students in an effort to achieve educational

objectives within the school (Olembo, 1997). Campbell, (1974) indicates that secondary

school principals are charged with the responsibility of running schools by addressing

themselves to six major administrative tasks: Curriculum and instruction, School

community relationship, Finance and business administration, Staff personnel, Pupil

personnel and School plant management.

Hoy and Miskeel (1992) concur with Campbell and add by saying that at the building

level, the principal is usually the key figure in fostering shared governance within the

school. Principals not only have increased responsibility and authority in school

programmed curriculum and personnel decisions, but also increased accountability for a

student and programme success. In the discharge of their duties, principals are required to

focus on the human resources available to them to ensure full productivity (D'Souza,

1994). They should also focus on the curriculum and instruction (Saylor and Alexander,

1974), the school finances (Okumbe, 1998), the management of physical and material

resources (Ministry of Education, 1999), and community relations (Campbell 1993). If

such duties were carried out effectively this would translate into an effective institution,
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characterized by among other things: firm and professional leadership; shared vision; an

orderly and attractive working environment; purposeful teaching; and maximum

utilization of working time (Ministry of Education, 1993).

The repercussions of leadership behaviour and other job-related environmental conditions

on teachers' career commitment and turnover intent are not yet empirically established in

Kenyan context. One area that needs empirical data is the influence that principal's

leadership behaviour has on teachers' motivation. Teacher commitment has been

identified as one of the most critical factors for the future success of education and

schools (Huberman, 1993). Teacher commitment is closely connected to teachers' work

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

practice; absenteeism, staff turnover, as well as having an important influence on

students' achievement and attitudes toward school (Firestone, 1996; Graham, 1996). The

traditional view of teacher commitment considers it to refer to external referents.

However, there is a growing body of literature that draws a strong connection between

teacher commitment and the very intimate element of passion for the work of teaching

(Day, 2004; Elliott and Crosswell, 2001; Fried, 1995).

For many years, the teaching profession has suffered from teacher attrition as large

numbers of educators have left this vocation for other fields. While many factors impact

the high teacher turnover rate, previous research (Borman & Darling, 2008; Stockard

Lehman 2004) has suggested that there is a direct link between teachers Job satisfaction

and teacher attrition. Studies (Cagampang, Garms, Greenspan & Guthire, 1985; Darling

- Hammon, 1984) have found that as many as fifty percent of teachers leave the

profession within any seven year period and Ingersoll and Smith (1997) found that up to
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half of all new teachers depart after only five years in the classroom. Even more

alarming, Freldler and Haselkorn (1999) discovered that one out of ten new teachers

leaves the profession before the end of their first year in the classroom.

These statistics became even more alarming when one considers the impact that teacher

attrition may have on the world of education, effects that include " ... low morale,

increased costs and lower levels of effectiveness" (Stockard & Lehman, 2004, P. 742). If

nothing is done to improve the teacher turnover rate in schools, the revolving door will

continue to present severe challenges in educational settings.

While some literature found that teachers in general are pleased with their jobs (Mertler,

2001), other studies identified a direct link between teachers job satisfaction and teacher

attrition (Borman and Dowling 2008; Stockard and Lehman 2004). If a connection does

exist between teacher attrition and job satisfaction and attrition is seen as a serious

problem, then a question emerges; how can the morale of educators be improved? While

there may be many avenues to support improvement of teacher morale, one clearly

identified area revolves around the leadership within a school.

Evidence suggests that leadership directly impacts morale, particularly because the style

of a leader affects job satisfaction of teachers (Lipham 1981; Bogler 2001; Rhodes,

Nevill & Allan, 2004). For example, leaders who incorporate positive reinforcement

strategies often increase the levels of teacher job satisfaction (Blase & Blase, 1994; Blase

& Blase, 2002; Wahlstrom & Louis, 2008).

Edmonds, Lezotte, Korkrnaz and Monroe (2007) denoted that the principal's leadership

acted as the key to school culture and systematic change within the school organization.
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Leithwood et, al (2004) indicated that to achieve teacher principal relationship, a

principal must have developed three key components; a) Setting direction via shared

goals, b) developing the professional skills set of teachers and, c) establishing a positive

working environment. Adams (1992) states that principals who control many of the

contingencies in the work environment and are the source of much reinforcement for

teaching behavior are the keys to improving morale and self esteem of teachers.

The daily efforts of the school leader to communicate verbally and through actions

identified how he or she displayed support of the teachers as they worked to improve

student achievement (Monroe, 1997). As far back as the early 1980S to the late 1990,

various studies documented teachers dissatisfaction with the field of education due to

lack of high quality leadership that utilized effective leadership styles or traits, which

developed a positive work environment (Lumsden, 1998)

,
As teachers roles expanded to include teaching at higher cognitive levels and acting as

counselors for high - risk students with a vast array of social issues, its important to

explore ways to help teachers and administrators handle issues of teachers morale, how a

person feels about their job and place in an organization (Mackenzie, 2007). According to

Lumsden (1998) teacher morale could have a positive effect on student attitude and

learning. Improved teacher morale not only make the education process more palatable

to teachers; it made the process a richer and more effective learning experience for

students, Vail (2005) contended that by improving teachers' professional skills through

the use of inclusive leadership, principals increased morale and learning. This human

resource or human capital investment allowed teachers to find meaning in their work and

to have a voice in the organization. Different styles of organization leadership have
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ensued over the years. (Leithwood et, al, 1999). Such leadership styles are transactional,

transformational, autocratic, democratic and Leisseiz fare.

In their studies, Silins and Mulford (2003) reviewed that teachers' job satisfaction is

largely dependent on the extent to which principals are skilled in transformational

leadership styles. This assertion gained a strong back up from Bogler (2002)

investigations revealing that teachers who perceived their principal as transformational

leaders not only had high job satisfaction but also conceptualized teaching as their

profession.

Avolio & Bass (2002) noted that no one specific leadership style is appropriate for all

situations, each situation may require a different style. "Each leader has a profile that

includes some or all of that transformation,. transactional and non-transactional behaviors.

The better leaders practice both styles and the best leaders are more transformational than

transactional" (Avolio & Bass, 2002).

Researcher such as Vail (2005) warned that the principal must learn to identify leadership

traits that will influence teacher morale in a positive manner and work from the

understanding that teacher attitudes permeates to students through instruction and

learning expectation. Notably, some related factors such as self - esteem and pay rates

outside the principal control, persistently affected teacher morale; however the principal

held the key to improving those things that can be controlled (Vail, 2005).

Leadership plays a key role in improving school outcomes by influencing the job

satisfaction and capacities of teachers, as well as the school climate and environment

(Bush, 2005). Since the principal is normally regarded as the pivot around whom all the
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learning or teaching revolves (Bush, 2005), he or she should provide good leadership in

order to achieve the school's objectives.

It has been generally observed that school principals playa very central role in successful

management of education institutions. Mbiti (1999) and Griffin (1994) note that the

success of any school depends on how effective the principal is as an administrator.

Further, they advise that principals should not only respect their positions of

responsibility but must also prove by actual performance that the employer was right in

appointing them to the post of headship. This is despite the fact that the principals' are

appointed among serving teachers most of whom have had no prior training in institution

management (Republic of Kenya, 1988; Maranga, 1993). Due to this fact, Eshiwani,

(1993) asserts that it was perhaps with this realization that the Kenya Government

established the Kenya Education Staff institute (KESI) in 1981 to serve as an instrument

for the development of administrative staff of Ministry of Education (MoE, 1994).

Indeed, KESI may be instrumental to staff development in Kenya.

Morumbasi (1993) however notes that principals are first appointed from classroom and

may be a year later invited to attend a KESI course (Republic of Kenya, 1987). Among

the duties of a principal, is being responsible for the overall running and control of the

school and for maintenance of the tone of all round standards. The MOEST management

guidelines (Revised, 1999) outlines that a school principal is responsible to the

Provincial Director of Education for the following: the organization and management of

the approved school curriculum; the management and control of school finances and

stores; management and motivation of human resource in the school; secretary to the

school Board of Governors and the Parents Teachers Association; management and
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maintenance of the school plant and equipment and teaching the subject of specialization.

The principal will have such a keen interest in the welfare of both his and her teachers

and students in order to facilitate self fulfilment in all matters including spiritual and

temporal. Therefore the principal through his or her leadership styles will influence the

behaviour of members of the school which include teachers, workers, students and

parents and determine the school climate.· This will in turn impact on the teacher's job

satisfaction and in turn the teacher will give his or her best or on the contrary put in the

bare minimum. Bannel and Akyeampong (2007), conclude that most schooling systems

are faced with what amount to teachers' motivation crisis which has far reaching

implication for the education Millennium Development Goals (MDGs) for basic

education and for development as a whole.

According to Nkonge (2009), the teacher has become a caricature, the object of constant

ridicule and ribald jokes by both the pupils and the public. Okumbe (1998) also argues

that teaching is now regarded as 'employment of last resort' by most schoolleavers and

university graduates. Barras (2005), and Hedges (2002), further state that in developing

countries such as Uganda, Tanzania, Gambia, Ghana and Kenya teachers are in teaching

not because of internal motives (e.g. self interest and commitment to develop young

people) but rather due to lack of other occupation opportunities in the area. This suggests

that teachers in our schools are dissatisfied with their jobs. It is the intent of this study to

investigate the impact that leadership practices have on morale of teachers in public

secondary schools in Murang'a County.
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1.2 Statement of the Problem

Since teachers report directly to the principals on a daily basis, it is necessary to find out

the principals' leadership behaviour that may contribute to teachers' motivation. The

leadership behaviour of the principal could affect implementation of school policies,

supervision of the teachers, work condition in school and relationship between teachers,

peers and supervisors. These could be some factors that cause dissatisfaction in an

organization.

Previous studies have shown that success of any school depends on how effective the

principal is as an administrator (Mbiti, 1999 and Griffin, 1994). For instance, Kirkpatrick

and Locke (1996), indicate that different leadership behaviours have differential effects

on employee motivation. Griffith (2003) also established that transformational leadership

has a positive effect on teacher motivation and performance of students. However, Brady

and Helmich (1984) hold that leadership behaviour of management do not have a

decisive influence upon employee motivation and work efficiency. A study by Marks and

Printy (2003) also found out that transformational leadership is a necessary but

insufficient condition for improved employee motivation. To address these conflicting

research findings, the study aimed at determining the effects of principals' leadership

behaviour on teacher motivation in public secondary schools in Murang'a County.

1.3 Purpose of the Study

The purpose of this study was to examine the effects of principals' leadership behaviors

on teacher motivation in public secondary schools in Murang'a County.
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1.4 Objectives of the Study

1. To determine the leadership behaviors of secondary schools principals in Murang'a

County

2. To investigate the principals' leadership behavior that teachers respond most

positively to, in Murang'a County

3. To determine the influence of principals' leadership behaviors on teacher

motivation in Murang'a County.

4. To establish the extent to which teachers' level of motivation affect their job

performance in Murang'a County.

1.5 Research Questions

1. What leadership behaviors are commonly portrayed by school principals in public

secondary schools?

2. What leadership qualities do teachers believe affect their individual level of

motivation and satisfaction in a positive manner?

3. Is there a significant relationship between principals' leadership behaviors and the

motivation level of teachers in the County?

4. What influence does teachers' job satisfaction have on motivation and their

performance?

1.6 Significance of Study

Since education constitutes the largest cost and human capital resource, it is imperative to

develop a deeper understanding of the effects of principals' leadership behaviors on

teachers' motivation. The findings of the study may be useful to principals' in re-

9



examining their own leadership behaviors: By so doing the principals would be able to

identify the leadership qualities that promote improved teacher motivation and

satisfaction.

In addition, the study hopes to support school leaders in implementing education reforms

by identifying specific leadership practices that would increase the job satisfaction for

personnel. This would have a positive influence on teachers' performance and also

influence the retention rate of teachers which would be of benefit to the students and the

school system.

As the government works towards improved quality of education, the findings of the

study could be of benefit to training institutions and other bodies charged with training of

education staff, like the Kenya Education Management Institute (KEMI), in that it may

provide important information towards principal preparation programme geared towards

imparting positive behaviors. With the demands of the growing school system to hire

and retain teachers, this sought of principal preparation programme improvement could

be very beneficial.

The study is significant to the field of education in that it fills gaps in research and may

prompt other researchers to do similar studies in other regions or levels of education. The

findings could also be used in human resource planning and provide additional literature

for review.

1.7 Assumptions of the Study

1. That both leadership behavior of principals and motivation of teachers can be

measured by the use of survey questionnaire.
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2. That teachers and principals of public secondary schools have their own

perceptions of leadership behavior and motivation which they can clearly

anticipate

3. That level of teacher motivation is a true reflection and an acceptable measure of

the best leadership style.

4. That the information given by the respondent would be true and free from bias.

1.8 Limitations of the Study

1. The limitation of this study stem from the fact that it is based on the results

gathered from only a few public secondary schools in the County. Thus, the

findings may not necessarily be generalized to other public secondary schools due

to differences in size, geographical location, student composition and school

setup.

2. The researcher is self sponsored student and this puts limit to the scope of the

study due to financial constraints. The study was limited to selected principals and

teachers in public secondary schools in Murang'a county.

3. Another limitation was owed to the time frame within which the researcher

operated. It was short to allow a wide scope of research. Due to this, the

researcher used questionnaires as the main methods of collecting data.

1.9 Delimitations

1. Although there are both public and private schools in the County, the principals

and teachers involved were from public secondary schools.
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2. The teachers involved were those who were in session III their respective

institutions by the time of the study. Those on leave or absent were not included

in the sample even though they would have had vital information.

3. Leadership behaviours are not the sole variables that affect teacher motivation.

However since this study focused on leadership behaviours and its effects on

teacher motivation, all other variables were held constant.

4. Locale was limited to Murang'a County hence findings may not be generalized

for the whole province.

1.10 Theoretical Framework

The study was based on Path-goal theory. This theory is a contingency model of

leadership that was originally developed by Martin Evans in 1970 and expanded by

Robert House in 1996. Drawing on expectancy theory and the Ohio and Michigan leader

behavior studies, House suggested that a leader should help elucidate the path for

followers to achieve group goals. This involves the leader employing particular behaviors

in specific situations to increase follower satisfaction and motivate efforts toward task

accomplishment. The theory identifies four types of leader behavior that include

supportive (relations oriented), directive (task oriented), achievement oriented,

participative leader behavior, as well as two aspects of the situation, namely, follower

characteristics and task characteristics. In situations where the task is dull or taxing, the

theory predicts that supportive leadership behaviors may increase followers' interest in

task accomplishment and encourage followers' expectations of a successful outcome. In

turn, this may motivate followers' efforts to achieve the task. In situations where the task

is ambiguous or complicated, directive behaviors such as clarifying the task at hand and

12



stressing rewards contingent on good performance could increase followers' positive

expectancies. Therefore, a leader's behavior is motivational to the degree that it makes

subordinate need satisfaction contingent on effective performance and provides the

coaching, guidance, support, and rewards that are necessary for effective performance.

1.11 Conceptual Framework

The principal's leadership practice is the independent variable while teachers' motivation

is the dependent variable of this study. School principals spend more time with teachers

providing direction and guidance assessing and providing needed resources and

observing and evaluating job performance. Thus the principal's leadership behavior

affects school staff specifically their satisfaction and commitment to work.

Principals· Leadership behavior

If transformational Initiative
.------------t Individualized

consideration intellectual
stimulation
Persuasive
Participatory
Charisma I Inspiration

Teacher
motivation

High
motivation .,

If not transformational

Low motivation

Environmental factors ~
r--------_~~

Task characteristics
Formal authority system
School policy
Basic workgroup

Source: Researcher, 2013
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Figure 1.1: Conceptual framework showing principals' leadership behaviour and

teachers' motivation

It is expected that teachers under principals who exhibit transformational leadership traits

of charisma, consideration, persuasion, participatory and individual attention would have

higher motivation than those who work under principals who do not practice

transformational leadership. There are also intervening variables that could influence the

relationship between independent and dependent variables. These intervening variables

are school environmental forces. These forces affect principal's behavior and

consequently the teachers' motivation.
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1.12 Definition of Significant Terms

Teacher Motivation - refers to the degree of personal fulfillment and job satisfaction a

teacher feels in relationship to his or her job performance (MCNIH,

2003 p.8)

Principal Leadership - refers to behaviours that school principals exhibit in their

management.

Satisfaction - refers to a combination of psychological, physiological and environmental

conditions that results in a person feeling satisfied with his or her job.

School Climate - "A school personality" (Roach & Kratochwit 2004 P. 13).

School culture - "Assumptions, interpretations and expectations that drive an individuals

behavior within the school context" (Roach & Krotochwill2004, P.13)
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CHAPTER TWO

LITERATURE REVIEW

2.1 Introduction

To get a better understanding of the role of the principal's leadership on teacher

motivation in public secondary schools in Murang'a County, the researcher reviewed

literature regarding leadership, leadership styles, teacher motivation, effects of leadership

practices on teacher motivation and effects of teacher motivation on job performance.

2.2 Leadership

Leadership is the process of influencing the activities of a group of people by a leader in

efforts towards goal achievement (Nworgu, 1991). It could be described as the ability to

get things done with the assistance and cooperation of other people within the school

system (Omolayo, 2000; Aghenta, 2001). Okumbe (2007) states that leadership is the

human factor that binds a group together and motivates it towards goals by transforming

the group's potentials into reality. On the other hand, Pearce and conger (2003) describes

leadership as broadly distributed among a set of individuals instead of centralized in the

hands of a single individual who acts in the role of a supervisor. Bums (2003) states that

"leadership is not only a descriptive term but a prescriptive one, embracing a moral, even

a passionate dimension" (P2). Principals are expected to be a strong instructional leaders

as well as embody other facets of leadership. At a very fundamental level of school

leadership, the principal has been described as an individual in a school who is

responsible for the work performance of <?neor more other persons" (Lunenberg, 1995

P3). He added that the principal's job is to help the school achieve a high level of

performance through utilization of its human and material resources.
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The key functions for effective leadership has been listed as helping in accomplishment

of organizational goals, motivating the subordinates, directing group activities, raising

and building morale of the individuals, mobilizing the workforce of higher performance,

strives for fulfilling its social responsibility towards various social groups, minimizes

resistance among employees, assist in bringing change and increases interpersonal

communication, and enhances teamwork among group members.

Certain theories of leadership have been identified by researchers Akintayo and Adeola,

1993 Ogunsanwo 2000). These include Trait Theory, Situational Theory, Contingency

Theory, and Behavioural Theory and Path Goal Theory. The trait theory tends to

emphasize the personality traits of the leader such as appearance, height, initiative,

aggressiveness, enthusiasm, self confidence, drive, persistence, interpersonal skills and

administrative ability. Situational theory stipulates that leaders are the product of a given

situation. Thus leadership is strongly affected by the situation from which the leader

emerges and in which he operates. Contingency theory is a combination of the trait

theory and situational theory. The theory implies that leadership is a process in which the

ability of a leader to exercise influence depends upon the group task situation and the

degree to which the leaders personality fit the group (Sybil, 2000).

The behavioural theory could either be job-centred or employee centred. The job centred

leaders practiced close supervision while employee centred - leaders practiced general

supervision. The path goal theory is based on the theory of motivation. In this theory the

behavior of the leader is acceptable to the subordinates only if they continue to see the

leaders as a source of satisfaction (Ajayi and Ayodele, 2001).
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2.3 Leadership Styles

Leadership style could be described in various ways. It refers to the underlying needs of

the leader that motivate his behavior (Siskin, 1994 Okenyi, 1995). It is the manifestation

of the dominant pattern of behavior of a leader (Olaniyan, 1999 Okurumeh, 2001). It is

also a process through which persons or group influence others in the attainment of group

goals (Adeyemi, 2006). It is the main task of the principal to create conducive

atmosphere for the teachers to be able to achieve desired changes in students learning.

Ajaiya (2000) asserts that the way the principal relates with his or her staff could

contribute immensely to their effectiveness or otherwise.

Goodland (2004) feels that principal's leadership style is one of the many factors which

influence job satisfaction. Bass and Avolio (1994) has observed that there is no single

leadership style that is appropriate for every situation, but some are more effective than

others in bringing about change in teachers motivation. Researchers have identified

certain leadership styles used in organizations (Adewole and Olanyi, 1992). These are

transactional, transformational, democratic, autocratic and Laissez - faire leadership.

Transactional leadership starts with the premise that team members agree to obey their

leader totally, when they take a job on: the 'transaction' is usually that the organization

pays the team members in return for their effort and compliance. As such, the leader has

the right to "punish" team members if their work doesn't meet the pre-determined

standard. The expertise of transactional leaders has been managerial in nature. Owens

(2004) describes this style of leadership as one that works in completing tasks without the

added component of creating more effective people.
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There are four types of transactional leadership that fall along a continuum of

effectiveness. That is, contingent reward leadership; where followers receive a reward

when a task is completed, management by exception active leadership; where leaders

actively monitor problems and take actions only when needed, management by exception

passive leadership; where leaders wait for problems to arise and then try to correct them,

and Laissez - Faire where leader does nothing or stressed' error detection, monitoring

and correction' (Bass & Avolio, 1997).

Transformational leadership style is the most current leadership theory. It is about

getting everyone involved in decision making. "The overriding element of successful

leadership is to involve people in process of leading" (hovan 1999 P2I).

Transformational leadership has the following five common leader characteristics

creative, interactive, visionary, empowering and passionate (Hackman & Johnson, 2000).

According to Johnson (2001) transformational leadership is the type that emphasizes not

only terminal values such as liberty, equality and justice, but also focuses on moving

followers into leadership roles. Leithwood and Jantzi (2002) reviewed that

transformational leadership fosters capacity development, personnel commitment to

organizational goal and collegiality among leaders and followers.

Transformational principals are in continuous pursuit of three fundamental goals a)

maintaining a collaborative culture b) Fostering teacher development and c) improving

group problem solving (Lunenburg, 1995, P, 110) Transformational Principals have

motivated their teacher and helped them believe in themselves. They inspired others to

do their best and this caused an impact on the organization as a whole (Leithwood &

Riehl, 2003). Transformational leadership gears toward support for teachers ideas and
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innovations (Blase and blase, 2000). This enables the teachers to have high satisfaction

in their job.

Principals with transformational leadership styles solicit their followers ideas and visions

and creativity in order to find solutions to the pressing problems (Stone, Russel and

Patterson 2004). When teachers' expertise and suggestions are acknowledged and

rewarded by co-opting them in decision making, an associated high level of job

satisfaction and morale is noted, Dondero (1996). In many organizations, both

transactional and transformational leadership are needed. The transactional leaders

(managers) ensure that routine work is do~e reliably, while transformational leaders look

after initiatives that add value.

The democratic style of leadership emphasizes group and leader participation in the

making of policies. Decisions about organizational matters are arrived at after

consultation and communication with various people in the organization. The leader

attempts as much as possible to make each individual feel that he is an important member

of the organization. Communication is multidirectional while ideas are exchanged

between employees and the leader (Heenan and Bennes, 1999). In this style of leadership,

a high degree of staff morale is always enhanced (Mba, 2004).

The autocratic leadership style is also known as authoritarian style of leadership. Power

and decision making reside in the autocratic leader. The autocratic leader directs group

members on the way things should be done. The leader does not maintain clear channel

of communication between him / her and the subordinates. He /she does not delegate

authority nor permit subordinates to participate in policy - making (Smylie and Jack,
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1990: Hoy and Miskel, 1993; Olaniyan, 1997). Because of this, autocratic leadership

usually leads to high levels of absenteeism and staff turnover.

Laissez-faire leadership style allows complete freedom to group decision without the

leaders's participation.' Thus subordinates are free to do what they like. The role of the

leader is just to supply materials. The leader does not interfere with or participate in the

course of events determined by the group (Talbert and Milbrey, 1994).

2.4 Teacher Motivation

Websters New World Dictionary (1994) defines motivation as "the moral or mental

condition with respect to inspiration, courage, discipline, confidence, enthusiasm

willingness to endure. hardship etc within a group, or within an individual". Motivation

has been thought of variously as a feeling, a state of mind, a mental attitude, and an

emotional attitude (Mendel, 1987). Washington and Watson (1976) defines motivation

as the feeling a worker has about his job based on how the worker perceives himself in

the organization and the extent to which the organization is viewed as meeting the

workers own needs and expectations. Thus high motivation would result only when the

process of achieving organizations goals also reaches the individuals needs. Motivation

is internal feeling a person possesses free from the perceived reality of others. Teacher

motivation has been defined by Bentley and Rempel (1980) as "the professional interest

and enthusiasm that a person displays toward the achievement of individual and group

goals in a given job situation" (P2).
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2.5 Factors that Affect Teacher Motivation

When a healthy school environment exists and teacher motivation is high, "teachers feel

good about each other and at the same time feel a sense of accomplishment from their

jobs" Hoy and Miskel (1987). Cook (1979) discussed five major areas that affect teacher

motivation. In the first area administrative leadership: positive motivation is reached

when teachers feel their administrator is competent. Next, administrative concern: deals

with the teachers' need to feel appreciated. Personal interaction is the need for

individuals to communicate and have support from other teachers and the administrators.

Opportunity for input: recognizes the teachers need to be a part of decisions affecting

them. Lastly professional growth deals with teachers' needs to continue their education

or professional development.

Adams (1992) states, "Principals who control many of the contingencies in the work

environment and are the source of such reinforcement for teaching behavior, are the keys

to improving the morale and self-esteem of teachers." Favorable work place conditions

were positively related to teacher job satisfaction regardless of whether a teacher was

employed by a public or private school and elementary or secondary school and

regardless of teachers' background characteristics or school demographics (National

centre for education statistics 1997). Teachers who receive a great deal of parental

support are more satisfied than teachers who do not.

Low pay, poor professional status, interactions with students and relationship with

administrators are cited by Hardy (1999) as reasons why teachers leave the profession.

Wentworth (1990) listed the following as essential factors that determine teacher

motivation. Input into decision making that directly affects curriculum instruction and
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school climate. Recognition and appreciation of teacher and student achievement, good

communication, opportunities for meaningful professional growth., clear, shared goals,

strong supportive leadership, quality time for collegial interaction, well maintained

physical environment, good human relations., encouragement and reward for risk taking,

attention to professional needs such as salary benefits etc. and attention to personal needs

such as stress management, good health and social interaction.

Daniel Griffins (1956) noted the following as characteristics of a staff with high

motivation. Look forward to going to work in the morning and not in a hurry to leave in

the evening, exhibit concern for the direction in which school program is moving,

actively participate in school functions, committees and organizations, willingly perform

various tasks above and beyond stated duties, show satisfaction from being a member of

the school system and teaching profession, support school goals and philosophy and

actively engage in improving school community relations

2.6 Effects of Leadership on Teacher Motivation

Many researchers have studied specific factors of educational leadership from practical

and theoretical backgrounds to determine their effect on teacher motivation. Egley and

Jones (2005) performed a study analyzing the relationships of elementary teachers and

their principals. They found out that inviting leadership affected teacher motivation.

Inviting leadership entails a principal focusing on compassion and the respect for the

individual through collaboration and mutual respect.

Schulz and Teddie (1989) found that teacher motivation and the principals' use of

Referent power were correlated. Referent power refers to the leader having traits that the
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follower identifies with and wishes to emulate. Additionally, Blaise, Derrick, and Strathe

(1986) found that teachers who perceived their principal as exhibiting helpful traits

maintained higher levels of job satisfaction.

Davis and Wilson (2000) researched the effects of leadership on teachers' quality of life

at work. The study revealed that "the more principals engaged in behaviours that were

personally empowering, the more teachers saw that they had choices they could make in

completing their work, and the greater impact they perceived they were achieving

through their efforts" (P.352). Thomas (1997) performed a meta-analysis probing into

leadership, leadership theory, leadership style, the effect of principal leadership and its

relationship with teacher motivation. The findings supported that the principals'

leadership style had an effect on teacher motivation. A collaborative leadership style had

the most impact on teacher motivation. Stone et, al, (2004) asserted that principals with

transformational leadership styles solicit their followers ideas, vision and creativity in

order to find solutions to the pressing problems. This style of leadership motivates

teachers.

Nguni, Sleegers, and Devessen (2006) studied the effects of transactional and

transformational leadership on teacher motivation. They found transformational

leadership traits to have a positive correlation to teacher motivation while transactional

leadership traits did not. Unlike transactional leadership, transformational leadership

motivates the followers beyond exchange level to the level of self actualization.

Andrew, Parks and Nelson (1985) performed a study to determine the factors that

determine motivation, identify the instrument to measure motivation, and produce a hand

24



book to aid schools in empowering their motivation. In schools with high motivation

levels, principals displayed the following traits or behaviours: Outgoing, friendly,

organized, enthusiastic, available, fair, and a good listener. In schools with low

motivation the traits or behaviours were as follows: disciplinarian, inconsistent,

unsupportive, formal and impatient. Through the study they developed the following list

of administrative practices that maintain high teacher motivation.

Be open and have good morale yourself, communicate at many levels, involve others in

setting objectives planning and decision making .set planning priorities your job is to get

things done, notto do them yourself know the values and needs of your community, your

students and your staff, hold high expectations for staff but recognize your responsibility

to help them meet your expectations, give recognition to those who are helping to

advance the objectives of the school, school leadership that promotes professional

development not only improves school culture (Leonard and Leonard, 1999) but also

leads to job satisfaction of teachers, have written policy developed for procedures and

regulations, exercise your authority, provide resources needed to achieve the school

objectives and do your best to obtain competitive salary levels so you can obtain the very

best staff.

Teaching is a stressful profession. Principals who view teachers as part of their school

family will work to provide a positive and communal ambiance for all. Principals can

also strengthen teacher motivation by actively standing behind teachers. Effective

principals serve as guardians of teachers' Instructional time, "assist teachers with student

discipline matters, allow teachers to develop discipline codes and support teachers'

authority in enforcing policy" (Blase and Kirby, 1992).
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2.7 Effects of Teacher Motivation on Job Performance

Teachers' job performance could be described as the duties performed by a teacher at a

particular period in the school system in achieving organizational goals, Obilade (1999).

The effectiveness of schools both academically and socially has often been increased by

improving motivation and satisfaction among teachers (Finigan and gross, 2007; Kalis,

1980). Bogler (2001) states that when teacher motivation is high, job satisfaction

increased and the overall environment of the school is affected in a positive way. Job

satisfaction has been conceived by many as instrumental to the physical and mental well

being of workers (Oshagbemi, 1999). Not only does job satisfaction improve teachers

living standards but it also improves their productive capacity leading to economic

growth (Oshagbemi, 1999)

Raising teacher motivation level is not only making teaching more pleasant for teachers

but also learning more pleasant for the students. Teachers who felt good about the work

that they performed made greater efforts to provide students with high quality instruction

and engaging activities, and they more persistently worked with at - risk struggling

students (Ware and kitsantas, 2007). In a school with high staff morale teachers look

forward to work in the morning and are not in a hurry to leave, actively participate in

decision making, perform various school tasks beyond their stated duties, are supportive

of the school, its goals and philosophy and actively engage in school community relation.

Black (2001) specified that when high teacher morale existed, teachers satisfaction with

their work increased, as did student and school achievement.

Dissatisfaction among secondary school teachers is manifested in various acts of apathy.

Mueni (2003) identified some acts as lateness and absenteeism from school without
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proper reason, poor preparation of students' hence poor performance and above all union

conflicts with the government from time to time.

2.8 Summary of Literature Review

This chapter has presented literature on concept of leadership styles of leadership, teacher

motivation, effects of leadership practices on teacher motivation and effects of teacher

motivation on job performance. From the reviewed literature it has emerged that

teachers' motivation is closely connected to teachers work performance and their ability

to innovate and to integrate new ideas into their own practice.

It has also emerged that principals behavior have a stronger relation to outcomes

associated with staff such as job satisfaction. Thus the leadership of the principal plays a

vital role in teacher motivation and affects students' achievement. In nearly every case

the literature shows that positive leadership traits or behaviours are accompanied by high

teacher motivation. Therefore, the review of the related literature implies that there is a

significant relationship between teacher motivation and principals' leadership behaviours.

The impact of leadership behaviours on teacher motivation is not yet established in

Murang'a County. As such it was the purpose of this study to determine if this

relationship is present in public secondary schools in Murang'a County.
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CHAPTER THREE

METHODOLOGY

3.1 Introduction

This chapter presents the procedures that were used to conduct the study. It focuses on

study locale, research design, target population sample and sampling procedures, research

instruments, data collection and data analysis.

3.2 Research Design

The study employed a descriptive survey design. According to Orodho (2002),

descriptive survey designs are used in preliminary and exploratory studies to allow

researchers to gather information, summarize, present and interpret for the purpose of

clarification. By involving a broad category of principals and. teachers, the proposed

study fits within the cross-sectional sub-types of descriptive survey study designs. A

survey design is used in collecting data by interviewing or administering a questionnaire

to a sample of individuals. The choice of the survey research design is based on the fact

that the variables in the study cannot be actively manipulated and that the participants

cannot be randomly assigned to treatment conditions.

3.3 Locale of Study

The study was conducted in public secondary schools of Murang'a County. Murang'a

County is located between Kiambu County to the south, Nyeri County to the North,

Nyandarua County to the West and Kirinyaga County to the East. It is therefore in

Central Kenya with most of its land being mountainous. This locale was chosen because

it is within reach by the researcher. Singleton (1993) advises that the ideal setting for any

study should be easily accessible to the researcher and should be that which permits
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instant rapport with informants. The researcher chose to do her study in Murang'a

County as the County has reported teacher turnover in the past years (Statistics from

County Director's Office, Murang'a).

3.4 Target Population

The target population for this study consisted of all the 249 principals and 2,696 teachers

from the 249 public secondary schools in Murang'a County.

3.5 Sample Size and Sampling Procedure

Since it was not possible to cover all the 2,696 teachers and 249 principals in Murang'a

County, a representative sample was selected for the study. Stratified sampling was used

to select 25 schools according to type - boys' boarding, girls' boarding, mixed day,

mixed day and boarding and mixed boarding schools. Stratified sampling was found

appropriate as it guaranteed better coverage of the schools by ensuring each school type

was included in the final sample. The sampled schools represented 10.0% of the targeted

249 schools which is line with (Gay, 1992) recommendation 10.0% minimum sample.

Purposive sampling was used to select 25 principals while simple random sampling was

used to select 270 teachers to take part, giving a total of295 respondents.

29



Table 3.1: Sampling frame

Stratification of the target population

Strata No. of Principals No. of teachers

Boys Boarding

Girls Boarding

Mixed Boarding

Mixed Day

Mixed day & Boarding

3
4
2

11

5

33
44
21

112

60
Total 25 270

3.6 Research Instruments

The study used two sets of questionnaires for data collection. One set for principals and

another for teachers. The questionnaire was used to collect data because it offers

considerable advantages in the administration. It presents an even stimulus potentially to

large numbers of people simultaneously and provides the investigation with an easy

accumulation of data. Gay (1992) maintains that questionnaires give respondents

freedom to express their views or opinions and also to make suggestions. It is also

anonymous. This helps to produce more candid answers than is possible with an

interview.

3.6.1 Leadership Behaviour Questionnaire for Principals

The questionnaire for principals was used to collect data on principals' leadership

behavior. The principals' questionnaire had two parts. Part one collected demographic

data of the principal and their school. Part two consisted of a scale to measure leadership

behavior of principals.
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3.6.2 Teachers' Motivation Questionnaire

The questionnaire for teachers was used to gather data on teachers' perception of the

leadership behavior of their principals and job motivation. Part one collected teachers'

demographic data including academic, professional qualifications, work experience and

gender. Part two measured teachers' perceptions of leadership behaviours of their

principals and part three was a self assessment scale of teachers' motivation.

3.7 Validity

Validity is defined as the accuracy and meaningfulness of inferences, which are based on

the research results (Mugenda and Mugenda, 1999). In other words validity is the degree

to which results obtained from the analysis of the data actually represents the phenomena

under study. The pilot study helped to improve face validity and content of the

instruments. According to Borg and Gall (1989) validity of an instrument is improved

through expert judgment. As such, the researcher sought assistance from university

supervisor in order to help her improve the content validity of the instrument.

3.8 Piloting

Piloting is testing the instruments by trying them in the field. To enhance validity and

reliability of the instrument, a pilot study was conducted in two schools from Murang'a

County which did not participate in the actual study. The purpose of pre-testing was to

assess the clarity of the questionnaire items so that those items found to be inadequate or

vague may be modified to improve the quality of the research instrument thus increasing

its validity and reliability.
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3.9 Reliability

Reliability is the consistency of a measurement or the degree to which an instrument

measures the same way each time it is used under the same conditions with the same

subjects. It is the repeatability of a measurement. Reliability is concerned with accuracy

of the actual measuring instrument or procedure (Mugenda and Mugenda, 1999). The

researcher used the split-half technique of assessing reliability where an instrument is

designed in such a way that there are two parts. Subject scores from one part were

correlated with scores from the second part to eliminate chance error. This was done

through the Spearman-Brown prophecy formula.

The following formula was utilised in the Split-half technique of reliability testing

(i) 6I (D)2
r = 1 -

N (N2-1)

Where:

r = Correlation coefficient

N = Sample,

I = Summation of scores,

D = Deviation

(ii)
SH=

2r

1 + r

Where:

SH = Split half

r = correlation coefficient
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A reliability coefficient of 0.7966 for teachers' questionnaire and 0.7199 for principals'

questionnaire was obtained as recommended by Gay (1992).

3.10 Data Collection Procedure

The researcher personally administered the questionnaire to the principals and teachers.

A research permit was obtained from the MOFST. Thereafter the researcher sought

clearance from Murang'a County Education Office to conduct the study. The selected

schools were visited and questionnaire given to respondents. The respondents were

assured of strict confidentiality in dealing with the responses. Adequate time was given

to respond to the questions and then filled in questionnaires were collected after a week.

3.11 Data Analysis and Presentation

The study yielded data that required quantitative analysis technique. Quantitative data

was analyzed using descriptive and inferential statistics. The statistics used included

frequency counts, percentages, mean, standard deviation, Pearson product moment

correlation and Chi-square test. Data analysis required the use of a computer spreadsheet,

and for this reason the Statistical Package for Social Sciences (SPSS) was used. Martin

and Acuna (2002) states that SPSS is able to handle large amount of data, and given its

wide spectrum of statistical procedures purposefully designed for social sciences, it is

also quite efficient. The results of data analysis were presented using frequency

distribution tables and charts.
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CHAPTER FOUR

RESULTS AND DISCUSSION

4.1 Introduction

This chapter presents results and discussions of the study findings. The main objective of

the study was to examine the effects of principals' leadership behavior on the motivation

of teachers in Murang'a County. The findings of the research are presented based on the

following research objectives: to determine the leadership behaviors of secondary schools

principals; to investigate the leadership behavior that teachers respond most positively to;

to determine the influence of principals leadership behaviors on teacher motivation; and

to establish the extent to which teachers' level of motivation affect their job

performance. The study targeted a sample of 25 principals and 270 teachers from public

secondary schools in Murang'a county. Of the 295 respondents, 25 principals and 264

teachers responded giving a questionnaire return rate of 98.0%. This response was high

enough to provide reliable information on the effects of principals' leadership behaviour

on the motivation of teachers.

4.2 Background Information of the Study Respondents

Out of the 25 principals, 14 (56.0%) were males while 11 (44.0%) were females. Among

the 264 teachers, 129 (48.9%) were males while 135 (51.1%) were females. Figure 4.1

presents teachers' age.
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Figure 4.1: Teachers' age
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Figure 4.1 illustrates that 22 (8.3%) teachers were aged below 30 years, 108 (40.9%)

were aged 36-40 years while 88 (33.3%) were above 40 years. This shows that majority

of the teachers were over 40 years. Table 4.1 illustrates teachers' working experience.

Table 4.1: Experience in teaching

Experience f %

Below 1 yr 8 3.0

2-5 yrs 35 13.3

6-10 yrs 38 14.4

11-15 yrs 90 34.1

16yrs and above 93 35.2

Total 264 100.0

Table 4.1 shows that 35 (13.3%) teachers had taught for 2-5 years, 90 (34.1%) had a

teaching experience of 11- 15 years whereas 93 (35.2%) had served as a teacher for 16

years and above. This implies most of the teachers had a working experience of more
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than ten years, meaning they had stayed in teaching profession long enough to have

witnessed effects of principals leadership behaviour on teachers' motivation.

Table 4.2 shows academic qualification of the respondents.

Table 4.2: Principals' and teachers' academic qualification

Academic qualification Principals Teachers

f 0/0 f 0/0

Diploma 0 0.0 36 13.6

SI 0 0.0 3 1.1

BA, Bsc with PGDE 1 4.0 15 5.7

B.Ed 14 56.0 196 74.2

Masters 10 40.0 14 5.3

Total 25 100.0 264 100.0

As shown in Table 4.2, majority (56.0%) of the principals and teachers (74.2%) had

attained Bachelor of Education qualifications. Moreover, another significant proportion

(40.0%) of the principals had achieved Masters' qualifications. This implies that

principals in Murang'a County had higher academic qualifications and therefore were

expected to apply leadership styles that were effective in achieving the school goals. In

relation to this, previous studies have shown that principals with Masters Degree had

higher leader performance scores than those with lower qualifications (Ijaz, Uzma and

Ishtiaq, 2010). This clearly indicates that principals with higher level of education may

involve school stakeholders (teachers, parents, students) more in decision making

compared with the principals with lower academic qualifications.
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Table 4.3: Duration served as the principal in the current school

Years served as a principal f %

Below 1 year 1 4.0

1-5 yrs 11 44.0

6-10 yrs 9 36.0

11-15 yrs 4 16.0

Total 25 100.0

Table 4.3 indicates that 11(44.0%) principals had served for 1-5 years in the current

schools, 9 (36.0%) had served for 6-10 years while 4 (16.0%) had stayed in the current

school between 11 and 15 years. Only 1 (4.0%) principal had served for less than a year.

This implies that at least half proportion of the principals had served in their current

school for over 6 years. Long time experience gives the principal an insight of leadership

approach that has a positive impact towards goal attainment and those that have a

negative impact. Thus, most of the principals having stayed in the current schools for a

long time, were expected to apply leadership styles that could lead to success of the

school. Figure 4.2 illustrates types of the sampled schools

Figure 4.2: Types of the sampled schools
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From Figure 4.2, it can be observed that most (44.0%) of the sampled schools were

mixed day. However, all types of the schools in the county were represented in the study

in order to get a clear picture of the leadership styles practiced by principals and their

effects towards teachers' motivation.

4.3 Leadership Behaviors of Secondary School Principals

The first objective of the study was to determine the leadership behaviors of secondary

schools principals in Murang'a County. To answer this research objective, the study

respondents were given list of items measuring leadership styles employed by the school

principals. The items were grouped into three categories of leadership styles, namely:

democratic, laissez-faire and autocratic leadership. Teachers and principals were

expected to indicate the extent to which they agreed or disagreed with each of the item

given on a four-point likert scale. The scale ranged from 1 to 4, with one denoting

strongly disagree, two representing disagree, three denoting agree and four strongly

agree. The midpoint of the scale was a score of 2.5. Any score above 2.5 therefore

denoted that respondent agreed with the statement while scores below 2.5 signified that

respondent disagreed with the statement. Table 4.4 presents means and standard

deviations obtained by teachers on aspects measuring the extent to which principals'

engage in democratic leadership style.
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Table 4.4: Extent to which principals' engage in democratic leadership as rated by

teachers

The principal................ _S_A A D S_D Mean
F % F % F % f

Std.
Dev.

Is friendly and easy to 106 40.2 144 54.5 13 4.9 1
dialogue with

3.34

Is a good listener to you 95 36.0 148 56.1 17 6.4 4
even when he/she holds
divergent opinion

Gives encouragement to 95 36.0 150 56.8 15 5.7 4
you to take initiative

Patiently encourages you 90 34.3 147 55.7 24 9.1 3
and others to frankly and
fully express your view
points.

Has high opiruon over 79 29.9 160 60.6 21 8.0 4
what he/she and staff are
doing

Frankly shares 100 37.9 120 45.5 35 13.3 9
information with staff.

Shows understanding of 70 26.5 156 59.1 30 11.4 8
your view point

Treats everybody equally 57 21.6 153 58.0 48 18.2 6

Is a risk taker 60 22.7 148 56.4 47 17.8 9

0.4 .590

l.5 3.27 .645

1.5 3.27 .636

1.1 3.23 .654

1.5 3.19 .636

3.4 3.18 .786

3.0 3.09 .703

2.3 2.99 .700

3.4 2.98 .737

Expects high quality job 60 22.7 79 29.9 79 29.9 46 17.4 2.58 1.025
from him/herself only

As shown in Table 4.4, the mean scores obtained by teachers ranged from 3.34 to 2.58.

The highest scored statements were: principals are friendly and easy to dialogue with

(3.34); they are good listener to teachers even when they hold divergent opinion in a

discussion (3.27); and they give teachers encouragement to take initiative to benefit the

school and other staff members (3.27). The lowest scored statements were; school

principals felt that they are the only one who could perform quality job (2.58) and they
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are the risk takers (2.98). Results of the analysis showed that respondents obtained scores

above 2.5 in all statements, meaning majority of them agreed with them. This was a clear

indication that majority of the teachers felt that principals were involving them in school

decision making process hence implying that school heads were frequently engaging in

democratic leadership style. According to Heenan and Bennes, (1999) democratic

leadership emphasizes group and leader participation in the making of policies. Decisions

about organizational matters are arrived at after consultation and communication with

various people in the organization. The leader attempts as much as possible to make each

individual feel that he is an important member of the organization. Communication is

multidirectional while ideas are exchanged between employees and the leader.

To confirm these results, school principals were given 16 self rating items measuring the

extent to which they employed democratic leadership style in their respective schools.

Presented in Table 4.5 are results of the analysis.
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Table 4.5: Principals' democratic leadership style

Statements SA A D SD Mean Std.
f 0/0 F 0/0 F 0/0 f 0/0 Dev.

T make my attitudes clear to the staff 10 40.0 15 60.0 0 0.0 0 0.0 3.60 .500

I assign staff members particular tasks 15 60.0 10 40.0 0 0.0 0 0.0 3.60 .500

I give encouragement, support and 15 60.0 10 40.0 0 0.0 0 0.0 3.60 .500
appreciation to group members

I make all staff members feel at ease 13 52.0 12 48.0 0 0.0 0 0.0 3.52 .5] 0
when talking to them

I am willing to make changes in my 14 56.0 10 40.0 0 0.0 1 4.0 3.48 .714
leadership approach

I mobilize and utilize the potential ]2 48.0 13 52.0 0 0.0 0 0.0 3.48 .510
resources and creativity of members
for accomplishing group goals

I am friendly and approachable 12 48.0 12 48.0 4.0 0 0.0 3.44 .583

I make every member enjoy working 10 40.0 15 60.0 0 0.0 0 0.0 3.40 .500
with the others in the group

I look out for the personal welfare of 11 44.0 13 52.0 0 0.0 4.0 3.36 .700
members

I let group members diagnose group 7 28.0 17 68.0 4.0 0 0.0 3.24 .523
problems

I get staff approval III important 8 32.0 14 56.0 3 12.0 0 0.0 3.20 .645
matters before implementing them

I put suggestions met by the staff into 7 28.0 15 60.0 3 12.0 0 0.0 3.16 .624
operations

I do personal forums for staff 9 36.0 12 48.0 4.0 3 12.0 3.08 .954
members

r make sure that all members 7 28.0 13 52.0 5 20.0 0 0.0 3.08 .702
understand me

I treat all staff members as my equals 4 16.0 13 52.0 7 28.0 4.0 2.80 .764

I do little things to make it pleasant to 3 12.0 12 48.0 2 8.0 8 32.0 2.40 1.080
be a member of staff
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Results presented in Table 4.5 shows that majority of the principals reported that they

employed democratic leadership style in schools. This implies that principals in

Murang'a County consulted and involved the school stakeholders, that is, teachers, and

students in school decision making process. Use of this approach had a positive impact in

the success of the school since teachers were empowered to freely express their views on

how to attain the school goals. Consequently, this could positively influence teachers'

motivation at work hence improving their job performance. Smith (1998) asserts that if

the task is highly structured and the leader has good relationship with the staffs,

effectiveness will be high on the part of the staffs. His fmdings further revealed that
I

'~
'1

democratic leaders take great care to involve all members of the team in discussion, and .I

can work with a highly motivated team.

Figure 4.3 shows overall ratings of teachers and principals on the extent to which the

principals engage in democratic leadership.

Figure 4.3: Extent of principals engaging in democratic leadership
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As shown in Figure 4.3, majority of the teachers (75.0%) and principals (76.0%) were of

the view that the principals often engaged in democratic leadership style. This clearly

demonstrated that most of the principals in Murang'a County frequently practiced

democratic leadership style.

The other leadership style that the study considered is Laissez-faire. This style allows

complete freedom to group decision without the leaders' participation. Thus subordinates

are free to do what they like. The role of the leader is just to supply materials. The

leader does not interfere with or participate in the course of events determined by the

group (Talbert and Milbrey, 1994). Table 4.6 illustrates teachers' responses on aspects

measuring the extent to which the principals engage in laissez-faire leadership style
. I
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Table 4.6: Teachers' responses on aspects measuring the extent to which principals
engage in laissez-faire leadership style

The principai... ........ SA A D SD Mean Std.
f 0/0 F 0/0 f % F % Dev.

Provides workers with the 66 25.0 174 65.9 18 6.8 6 2.3 3.14 0.626
required materials

Is patient with progress by 78 29.5 139 52.7 34 12.9 13 4.9 3.07 0.787
the staff towards goal
attainment

Initiates and direct goals for 70 26.5 154 58.3 23 8.7 17 6.4 3.05 0.781
the staff

Allows staff to arrive at a 57 21.6 173 65.5 22 8.3 12 4.5 3.04 0.694
collective decision.

Allows groups to take centre 73 27.7 138 52.3 41 15.5 12 4.5 3.03 0.784
stage in discussion in staff
meeting

Acknowledges staff efforts 58 22.0 127 48.1 55 20.8 24 9.1 2.83 0.875
towards goal attainment in
school affairs

I
Shoulders readily any 35 13.3 131 49.6 81 30.7 17 6.4 2.07 0.779 j

unwarranted blame for I
failure

Pays no attention to 3] 11.7 50 18.9 78 29.5 ]05 39.8 2.03 1.030
individuals interest III the
school

Does not provide any kind 18 6.8 55 20.8 79 29.9 112 42.4 1.92 0.950
of leadership to employees

Is not concerned about 8 3.0 7 2.7 113 42.8 136 51.5 1.57 0.694
group performance towards
attainment of school goals

Mean scores obtained by teachers on aspects measuring the extent to which principals'

practiced laissez-faire leadership ranged from 3.14 to 1.57. The highest ranked

statements were; school principals provides workers with the materials they need to do

their work appropriately (3.14), and they are patient with progress by the staff towards

goal attainment (3.07). On the other hand, majority of the teachers disagreed that
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principals were less concerned about group performance towards attainment of school

goals (1.57), they did not provide any kind of leadership to employees (1.92), and pays

no attention to individuals' interest in the place of work (2.03). From the results, it

emerged that some of the teachers felt that principals rarely practiced laissez-faire

leadership style. They argued that school principals paid attention to individual interest

in the place of work, were concerned about the performance and they provided leadership

to the employee. On the other hand, a significant proportion of them reported that they

were given freedom to make their own decisions and also have a centre stage discussion

in staff meetings. This clearly demonstrated that some principals were engaging in

laissez-faire leadership styles.This kind of leadership style is discouraged by many

authors since majority of them felt that if it is not used wisely, it can lead to low . I

achievement and poor job performance in the school. For instance, a study by Adeyemi

(2010) showed that laissez-faire leadership style is not associated with desirable

outcomes among teachers, leading to his conclusion that the use of the Laissez-faire

leadership style should be discouraged among school principals as it could not bring a

better job performance among teachers.

Leaders who use laissez-faire allow staff members to make their own decisions.

Presented in Table 4.7 are principals' responses on aspects measuring the extent to which

they practiced Laissez-faire leadership style.
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Table 4.7: Principals Laissez-faire leadership style

Statements SA A D SD Mean Std.
f % f % f 0/0 f 0/0 Dev.

I let staff members know 17 88.0 8 32.0 0 0.0 0 0.0 3.68 .476
what is expected of them

I maintain definite 11 44.0 13 52.0 1 4.0 0 0.0 3.40 .577
standards of performance

I provide workers with 10 40.0 13 52.0 0 0.0 2 8.0 3.24 .831
materials they need to do
their work appropriately

I do not provide any kind 0 0.0 0 0.0 18 72.0 7 28.0 1.72 .458
of leadership to employees

I work without schedules 4.0 2 8.0 7 28.0 15 60.0 l.56 .821

I am less concerned about 0 0.0 0 0.0 13 52.0 12 48.0 1.52 .510
group performance
towards attainment of 1

school goals
1

/I
II
~

As indicated in Table 4.7, mean scores obtained by principals ranged from 3.68 to 1.52.
~
«
It
'I
I

Majority of the principals agreed that they allowed staff members to know what is
1
I

implies that principals in Murang'a County were engaging in laissez-faire leadership

expected of them (3.68) and maintain definite standards of the performance (3.40). This

style. In this leadership style, principals delegated some tasks to teachers and also

allowed them to make their own decisions. Figure 4.4 illustrates the overall ratings of

the teachers and principals on the extent to which the principals engage in laissez-faire

leadership style.
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Figure 4.4: Extent of principals engaging in laissez-faire leadership style
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Results in Figure 4.4 revealed that majority of the teachers (79.5%) and principals

(68.0%) were of the view that principals often engaged in laissez-faire leadership style.

The other leadership style is Autocratic in which the leader is high handed in his

administration; he is self-centred and a leader who is the center of all the activities that go

on in the establishment where he is a leader. The problem in this approach is that the

principal may neglect other dimensions of leadership which when blended with autocratic

style will enhance their leadership effectiveness as well as sustain the teachers' job

satisfaction. Presented in Table 4.8 are teachers' responses on aspects measuring use of

autocratic leadership style in schools by the principals.
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Table 4.8: Teachers' responses on aspects measuring use of autocratic leadership by
the principals

The principai... . ASA D Std.
Dev.

SD Mean

f f f %f

Relies on
punishments
employees

III 42.0 28 10.6 17 6.4 3.17 .863threats and 108 40.9
to influence

Suppresses new ideas from 90 34.1 1]0 49.2 37 14.0 7 2.7 3.15 .753
staff members

Has no belief in the teachers' 83 31.4 140 53.0 30 11.4 II 4.2 3.12 .764
independent attainment of
school goals

Supervises teachers in class

Passes buck to the staff for 52
failures

Governs the group through 22 8.3
non intervention

Has a lot of trust In I 1
employees

Prepares employees 10 5
advance on any changes

Gives members room to 8
present their views before
stating his/her stand

Emphasizes on meeting 2
deadlines

78 29.5 129 48.9 37 14.0 20 7.6 3.00 .861

19.7 109 41.3 81 30.7 22 8.3 2.72 .874

70 26.5 151 57.2 21 8.0 2.35 .746

4.2 47 17.8 153 58.0 53 20.1 2.06 .737

1.9 51 19.3 147 55.7 61 23.1 2.00 .708

3.0 41 15.5 144 54.5 71 26.9 1.95 .738

0.2 9 160 60.6 93 35.3 1.70 .5713.4

The mean scores obtained by the teachers ranged from 3.17 to l.70. The highest ranked

statements were that principals: rely on threats and punishments to influence employees

(3.17); suppress new ideas from staff members (3.15) and also principal has no belief in

the group towards attainment of school goals without supervision (3.12). This was a

clear indication that principals were employing autocratic leadership style. In this style,

power and decision making reside among the leaders (school principal). The autocratic
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leader directs group members on the way things should be done. The leader does not

maintain clear channel of communication between him / her and the subordinates. He

/she does not delegate authority nor permit subordinates to participate in policy - making

(Smylie and Jack, 1990: Hoy and Miskel, 1993; Olaniyan, 1997). Because of this,

autocratic leadership usually leads to high levels of absenteeism and staff turnover.

Table 4.9: Principals' autocratic leadership style

Std.
Dev.

Statement SA A D SD Mean-------------------------------
F%F%f%f%

I emphasize the meeting of 16 64.0 9 36.0 0 0.0 0 0.0
deadlines

3.64 .490

I rule out with an iron hand 2 8.0 0 0.0 5 20.0 18 72.0 1.44

I do all the work by myself o 0.0 0 0.0 8 32.0 17 68.0 1.32

I keep to myself 0 0.0 0 0.0 7 28.0 18 72.0 1.28

I refuse to explain my 0 0.0 0 0.0 7 28.0 18 72.0 1.28
actions to staff members

I am slow to accept new 0 0.0
ideas

4.0 5 20.0 19 76.0 1.28

I do not allow teachers to 0 0.0
ask me anything

4.0 2 8.0 22 88.0 1.16 .473

.870

.476

.458

.458

.542
••
M•••

As shown in Table 4.9, the mean scores obtained by principals ranged from 3.64 to 1.16.

The highest ranked statement was I emphasize the meetings of deadlines (3.64) whereas

the lowest ranked statement was I do not allow teachers to ask me anything (1.16). Most

of the statements were scored below 2.5, meaning majority of the principals disagreed

that they used autocratic leadership style. These findings were contrary with the teachers'

responses who reported that school principals were employing autocratic leadership style.

The difference in results could be explained by the fact that respondents (principals) tend
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to overate themselves on positive traits in order to appear in a 'socially desirable' manner

(Webster, Iannucci and Romney, 2002).Figure 4.5 illustrates overall ratings of the extent

to which the principals engage in autocratic leadership style.

Figure 4.5: Extent of principals engaging in autocratic leadership style
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From Figure 4.5, it can be observed that 76.1% of the teachers and 52.0% of the

principals were of the view that sometimes principals practiced autocratic leadership i
'I

style. In this leadership style, the power and decision making process is centralized on

leaders, thus teachers felt that their contribution is not appreciated hence developing a

feeling that they are not motivated in their work place. In line with the results, Mgbodile,

(2004) pointed out that autocratic leadership style appears generally self ..centered and

allows minimum participation of the subordinates in decision making.

50



4.4 Leadership Behavior that Teachers Respond most Positively to

Another objective of the study was to investigate the leadership behavior that teachers

respond most positively to, in Murang'a County. To meet this objective, the study

compared teachers' views on the extent to which principals practice the three leadership

styles (democratic, laissez-faire and autocratic) in their respective schools. Table 4.10

shows results obtained

Table 4.10: Teachers' perception towards democratic, laissez-faire and autocratic

leadership styles

Extent of engaging Democratic Laissez- faire Autocratic
in the three
leadership styles F 0/0 f 0/0 F 0/0

Rarely 0 0.0 0 0.0 30 11.4

Sometimes 16 6.1 16 6.1 201 76.1

Often 198 75.0 210 79.5 33 12.5

Very often 50 18.9 38 14.4 0 0.0

Total 264 100.0 264 100.0 264 100.0

Table 4.10 illustrates that of the 264 teachers, 198 (75.0%) indicated that principals often

engaged in democratic leadership, 50 (18.9%) stated very often while 16 (6.1%) felt that

they sometimes engage in this leadership style. In relation to Laissez-faire, 210 (79.5%)

respondents were of the view that principals often engaged in the style while 38 (14.4%)

stated that they frequently engage in the style. With regard to autocratic, 11.4% of the

teachers felt that principals rarely engaged in this leadership style whereas 76.1% of them

felt that they engaged in this style occasionally. This implies that majority of the teachers

responded positively in both democratic and laissez-faire leadership styles. However,

there was a slight difference between the two leadership styles where more teachers felt
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that principals engaged in democratic leadership very often, meaning teachers' responded

more positively to this style. According to Obi (2003), employees are satisfied with

democratic leadership because their opinions, comments and suggestions are needed for

decision-making. This finding also agreed with that of Ezeuwa (2005) who observed that

democratic leaders see their subordinates as colleagues and partners in progress with

objective ideas for solving organizational problems. The democratic dimension of

leadership style is therefore a better predictor of teachers' job satisfaction and school

achievement. However, achievements in secondary schools are dependent on three

identifiable leadership styles namely; autocratic, democratic and laissez-faire leadership

styles (Lunenberg & Ornstein, 1991). While the autocratic leadership style appears

generally self-centered and allows minimum participation of the subordinates in decision

making, the democratic style is rather people oriented and counts on the participatory

contribution of the subordinates (Mgbodile, 2004). It permits initiatives, originality and

creativity in school work operations and promotes hard work among the subordinates.

On the other hand, laissez-faire leadership style refers to the type which allows free

contributions of ideas or opmions without interference by the leader. In this case,

subordinates develop and maintain individual standards of performance, and correct

themselves from their mistakes as need anses. Obi (2003) argues that such style

predisposes to unproductive activities very often and could be detrimental to school

welfare. On the whole, school principals are therefore assessed by their subordinates for

credible performance based on application of these leadership styles. A major concern of

all modem organizations is goal attainment. There is therefore informed growing interest
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to determine which of these styles is capable of ensuring organizational goal's attainment

and personnel job satisfaction.

4.5 Principals Leadership Behaviors on Teachers' Motivation

The third objective of the study was to determine the influence of principals' leadership

behaviors on teacher motivation in Murang'a County. To address this objective, teachers

were given 10 items on which they were expected to indicate their level of motivation in

a four-point likert scale. The scale ranged from 1 to 4, with 1 denoting highly

demotivated, 2 representing demotivated, 3 denoting motivated and 4 representing highly

motivated. The midpoint of the scale was a score of 2.5. Any score above 2.5 signified

that study respondent felt motivated while scores below denoted that respondents felt

demotivated. Table 4.11 shows teachers' responses on the items.
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Table 4.11: Teachers' motivation

To what extent are you HM M D HD Mean Std.
motivated with the Dev.
following aspects F 0/0 F 0/0 f 0/0 f %
The manner in which the 100 37.9 137 51.9 19 7.2 8 3.0 3.25 .716
principal appreciates
work well done
The willingness of the 108 40.9 120 45.5 22 8.3 14 5.3 3.22 .812
principal to assist
individual teachers III

solving personal
problems.
The willingness of the 100 37.9 122 46.2 33 125 9 3.4 3.19 .780
principal to recommend
you for training and in-
service courses
The supervisory 51 19.3 192 72.7 19 7.2 2 0.8 3.11 .534
procedures employed by
your principal
The degree to which you 37 14.0 159 60.2 55 20.8 13 4.9 2.83 .721
are involved III the
policy formulation
The procedures used by 14 5.3 49 18.6 141 53.4 60 22.7 2.06 .789
the principal III the
delegation of special
responsibilities to
teachers.
The willingness of the 9 3.4 36 13.6 150 56.8 69 26.1 1.94 .730
principal to assist you
acquire study leave
The appraisal practices 5 1.9 34 12.9 160 60.6 65 24.6 1.92 .668
employed by your
principal
The extent to which your 5 1.9 35 13.3 156 59.1 68 25.8 1.91 .678
principal allows you to
make independent
decisions
The type of feedback 15 5.7 19 7.2 155 58.7 75 28.4 1.90 .759
you receive from your
principal on your
performance.

Table 4.11 shows that the mean scores obtained by teachers on aspects measuring their

level of motivation ranged from 3.25 to 1.90. Majority (more than 80.0%) of the
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respondents reported that they were motivated with the following aspects: the manner in

which the principal appreciates work well done (3.25), the willingness of the principal to

assist individual teachers in solving personal problems (3.22) and the willingness of the

principal to recommend teachers for training and in-service courses (3.19). However, a

significant proportion (over 70.0%) of teachers further declared that they were

demotivated with the type of feedback they receive from principal on performance (1.90)

and the extent to which principal allows teachers to make independent decisions related

to the work (1.91). Figure 4.6 illustrates overall levels of motivation among teachers.

Figure 4.6: Overall motivation of teachers
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Figure 4.6 shows that on overall, 4 (1.5%) teachers were highly demotivated, 171

(64.8%) were motivated while 63 (23.9%) were highly motivated. This implied that

majority of the teachers' in Murang'a County were contented with leadership styles

employed by the school principals. However, a small proportion of respondents felt

demotivated with the way principals performed their duties especially in giving of
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feedback on job performance, performance appraisal and making of independent

decisions.

The study sought to establish the influence of principals' leadership style on teachers'

motivation, the researcher conducted Pearson's product moment correlation analysis. The

results obtained are as shown in Table 4.12

Table 4.12: Influence of principals' leadership styles on teachers' motivation

Pearson product moment Overall scores on
correlation motivation
Pearson Correlation .685**

Sig. (2-tailed) .000

N 264

Pearson Correlation -.603**

Sig. (2-tailed) .000

N 264

Pearson Correlation .486**

Sig. (2-tailed) .000
,

N 264 "

Leadership styles

Democratic leadership

Autocratic leadership

Laissez- faire leadership

** Correlation is significant at the 0.01 level (2-tailed).

Pearson's product moment correlation results revealed that there was a significant

relationship between leadership styles employed by the school principals and teachers

motivation. The results presented in Table 4.12 show a correlation coefficient r of 0.685

for democratic leadership and teachers' motivation. This implies that as teachers' scores

in democratic leadership scale increase, their scores on motivation scale also increase.

Therefore, use of democratic leadership in schools predicted teachers' motivation in their

work. Additionally, the results in the table illustrates that there was a positive correlation

between laissez-faire leadership and teachers' motivation. This means that principals'

56



delegation of some tasks to teachers and involving them in decision making processes

positively influences teachers' motivation. In agreement with the findings, Mba (2004)

found out that in democratic leadership, a high degree of staff morale is always enhanced.

Similarly, researchers such as Brennen (2010) have shown that the democratic leadership

style is associated with job satisfaction and improved employee morale. Schulz and

Teddie (1989) further found out that teacher motivation and the principals' use of referent

power were correlated. Referent power refers to the leader having traits that the follower

identifies with and wishes to emulate.

However, the findings further showed that there was a negative but strong correlation (-

0.603) between the autocratic leadership employed by principals and teachers motivation

at work. This was a clear indication that authoritarian leadership had a negative impact on

teachers' motivation. In agreement with the findings, a study by Nakola, (2011)

established that principals who were perceived to be exhibiting democratic style had a

considerably highly motivated staff than those perceived to be autocratic and laissez-

faire.

4.6 Teacher motivation and Job Performance

The fourth objective of this study was to establish the extent to which teacher's

motivation affect their job performance in Murang'a county. To address this objective,

teachers were provided with 13 statements measuring their job performance in school.

They were asked to indicate the extent to which they agree or disagree with each

statement given. Table 4.13 shows their responses
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Table 4.13: Teachers' responses on their work performance in school

Statements SA A D SD Mean Std.
f 0/0 f 0/0 F 0/0 f 0/0 Dev.

I participate m school 159 60.2 112 38.6 3 1.1 0 0.0 3.59 .515
academic programmes

set and administer 130 49.2 133 50.4 0.4 0 0.0 3.49 .508
examinations

I Issue and mark 132 50.0 121 45.8 8 3.0 3 1.1 3.45 .614
assignments for my students

I maintain students 123 46.6 131 49.6 10 3.8 0 0.0 3.43 .567
performance records in the
departments

Idemonstrate flexibility and 115 t13.6 14t1 54.5 5 1.9 0 0.0 3.42 .531
responsiveness m meeting
the learning needs of
students

1 monitor students' learning 117 44.8 136 51.5 9 3.4 2 0.8 3.39 .595
formatively

I Improve teaching 103 39.0 156 59.1 4 1.5 0.4 3.37 .535
methodologies :~

•
I

I establish a culture for 98 37.1 160 60.6 6 21.3 0 0.0 3.35 .523 •
learning "

Imanage classroom routines 101 38.3 153 58.0 9 3.4 0.4 3.34 .563
~I,

and procedures efficiently

I grow and develop 101 38.3 150 56.8 11 4.2 2 0.8 3.33 .591
professionally

I discuss exam results with 103 39.0 145 54.9 16 6.1 0 0.0 3.33 .586
staff members and students

Ispecify the subject syllabus 103 39.0 139 52.7 22 8.3 0 0.0 3.31 .617
and interpret the same for
each class

I prepare curriculum 98 37.1 149 56.4 15 5.7 2 0.8 3.30 .608
documents in time
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Results presented in Table 4.13 indicates that majority of the teachers agreed with the

statements given. The highest ranked statements were: I participate in school events like

academic clinic, price-giving day (3.59); I set and administer CATs and examinations

(3.49); and, I issue and mark assignments/homework for students (3.45). This implies

that most of the teachers who took part in the study knew their duties and were taking

them responsibly. However, there are several factors that may positively or negatively

influence job performance of teachers. For instance, teacher's motivation is expected to

have an influence on performance. The study therefore, sought to establish whether level

of motivation affects teachers' job performance. Table 4.14 illustrates results of the

analysis

Table 4.14: Effects of teachers' motivation on job performance

Levels of motivation Effect on job performance Total Chi-square
statisticsLow effect High effect Very high

effect
Highly demotivated 0 3 1

Demoti vated 2 18 6
Motivated 0 109 62
Highly motivated 0 18 45

Total 2 148 114

*Significant at p<0.05 level

4 X2 =45.939

26
171 df= 6

63

264 Sig.=O.OOO*

Based on the Chi-square test, results of the analysis revealed that there was a significant

relationship between teachers' motivation and job performance, at p<0.05 level. The

findings illustrate that majority of the teachers who reported that they were motivated in

their work also claimed that high level of motivation had a great impact on their job

performance. This implies that level of motivation positively or negatively influences

performance, meaning the higher the level of motivation the higher the performance and
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vice versa. In line with the findings, Bogler (2001) states that when teacher motivation is

high, job satisfaction increased and the overall environment of the school is affected in a

positive way. Job satisfaction has been conceived by many as instrumental to the physical

and mental well being of workers (Oshagbemi, 1999). Not only does job satisfaction

improve teachers' living standards but it also improves their productive capacity leading

to economic growth (Oshagbemi, 1999).
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CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1 Introduction

In this chapter, summary, conclusion and recommendations of the study findings are

presented. The chapter also gives areas for further studies. The following were the

objectives of the study.

1. To determine the leadership behaviors of secondary school principals in Murang'a

County

11. To investigate the leadership behavior that teachers respond most positively to, in

Murang'a County

111. To determine the influence of principals leadership behaviors on teacher

motivation in Murang'a County.

IV. To establish the extent to which teachers' level of motivation affect their job

performance in Murang'a County.

5.2 Summary of the Study

The main objective of the study was to examine the effects of principals' leadership

behavior on teacher motivation in public secondary schools in Murang'a County. The

study was based on Path-goal theory developed by Martin Evans in 1970 and expanded

by Robert House in 1996 .. The study employed a descriptive survey design to target 249

principals and 2,696 teachers from public secondary schools in Murang'a County.

Purposive sampling method was used to select 25 principals while simple random

sampling was used to select 270 teachers to participate in the study. Of the 295

respondents, all the principals and 264 teachers responded giving a questionnaire return
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rate of 98.0%. This response was high enough to provide reliable information on the

effects of principals' leadership behaviours on teacher motivation. Two questionnaires,

one for the principals and the other one for the teachers were used as the main tools for

data collection. Given below are the main study findings.

5.2.1 Leadership Behaviors of Secondary School Principals

In relation to the first objective, the study established that principals in Murang'a County

employed democratic, laissez-faire and autocratic leadership styles. However, the most

frequently used styles were democratic and laissez-faire. Majority of the teachers and

principals were of the view that the principals often engaged in the two styles while

carrying out their duties.

The result findings further showed that principals and teachers had different views on the

extent to which principals engaged in autocratic leadership. Majority of the teachers felt

that principals were employing this style whereas majority of the principals disagreed that

they were using this style. Over 80.0% of the teachers approved that: principals relied on

threats and punishments to influence employees (92.9%); principals suppressed new

ideas from staff members (83.3%) and also principal has no belief in the teachers'

attainment of school goals without his supervision (84.4%). However, majority of the

principals reported that they allowed teachers to ask them anything (88.0%) and also they

accepted new ideas (76.0%). This difference in views could be explained by the fact that

respondents tend to overrate themselves on positive traits. In this case, principals reported

that they rarely/sometimes used authoritarian leadership in schools in order to show that

they had a good social context with the teachers.

62



5.2.2 Leadership Behavior that Teachers Respond most Positively to

The study findings revealed that teachers responded positively in both democratic and

laissez-faire leadership styles. However, there was a slight difference between the two

leadership styles where more teachers felt that principal engaged in democratic leadership

very often, meaning teachers' responded more positively to this style.

5.2.3 Principals Leadership Behaviors on Teachers' Motivation

Pearson's product moment correlation results revealed that there was a significant

relationship between the principals' leadership styles and teachers' motivation, at p<O.05

level. The results show that there was a positive correlation between democratic

leadership versus teacher's motivation and laissez-faire leadership and teachers'

motivation. This implied that as teachers' scores in democratic, laissez-faire leadership

scale increase, their scores on motivation scale also increase. Therefore, use of

democratic and laissez-faire leadership in schools predicted teachers' motivation in their

work. However, the findings further showed that there was a negative but strong

correlation between the autocratic leadership employed by principals and teachers

motivation at work. This was a clear indication that authoritarian leadership had a

negative impact on teachers' motivation.

5.2.4 Teacher Motivation and Job Performance

Chi-square test results showed that there was a significant relationship between teachers'

motivation and job performance, at p<O.05 level. The findings illustrated that majority of

the teachers who reported that they were motivated in their work also claimed that high

level of motivation had a great impact on their job performance. This implies that level
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of motivation positively or negatively influences performance, meaning the higher the

level of motivation the higher the performance and vice versa.

5.3 Conclusion

Considering the findings of the study presented above, the following conclusions were

made:

1. Principals in Murang'a County mostly employed democratic and laissez-faire

approaches. However, a significant proportion of the teachers felt that principals

were engaging in authoritarian leadership which is discouraging.

11. The most preferred leadership style by most of the teachers was democratic,

followed by laissez-faire and then autocratic.

111. Different leadership styles employed by principals had an influence on teachers'

motivation. The study found out that democratic and laissez-faire leadership had a

positive impact on motivation whereas authoritarian leadership had a negative

impact on motivation.

influences performance, meaning the higher the level of motivation the higher the

IV. The study also concludes that level of motivation positively or negatively

performance and vice versa.

v. The study finally concludes that leadership style of the principal is demonstrated

by the activities he/she engages in. Therefore, good administrative leadership

would lead to conducive working environment, improved educational plans and

also effective school programmes. Consequently, this would lead to achievement

of the school goals and objectives.
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5.4 Recommendations of the Study

Based on the findings of the study, the following recommendations are made:-

I. The Ministry of education should organize regular school inspection to

monitor the style of leadership used by principals that could enhance high

levels of teacher motivation.

11. Secondary school principals should strive more to exercise democratic and

Laissez-faire leadership styles as they have a more positive influence on

teachers' motivation which eventually determines job performance. However,

the use of autocratic leadership should be limited as it could lower teacher

morale which would eventually lead to poor job performance.

111. For an effective leadership, the school principal needs to employ all the

leadership approaches depending on the circumstances and situation in the

school.
)•

IV. The Ministry of Education and training institutions should emphasize positive

leadership skills of secondary school principals as such endevours might lead

not only to high teacher morale but also might provide for integrated

instruction planning and goal attainment. Training instructions should

therefore establish and implement programmes that help to develop positive

leadership behaviours among school principals. Such programs may include

seminars, workshops and updates on school administration.

v. Ministry of education need to curtail transfer rate of principals because the

more they have stayed in the same institution the more they are able to

understand the teachers and develop appropriate leadership skills.
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5.5 Areas for Further Research

1. There is need to carry out another research to find out how leadership styles

influences students discipline and performance in school.

11. Since the study findings cannot be generalized in all the counties in Kenya, there

is need to carry out a similar study in other counties to find out whether the same

findings would be obtained.

111. A similar study should be conducted in private schools to find out leadership

styles employed by the principals and their influence on teachers' motivation.

.~
I
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APPENDIX I

PRINCIPALS QUESTIONNAIRE

Introduction

This questionnaire seeks to collect data on the impact of the principal's leadership

behaviours on teacher motivation. Kindly you are requested to provide answers to these

questions as honesty and precisely as possible. Responses to these questions will be

treated confidential. Do not write your name anywhere in the questionnaire. Please tick

(...J) where appropriate or fill in the required information in the spaces provided.

Section A: Background Information

1. Gender (a) Male [ ] (b) Female [

2. Your age In years

a) 30 and below

b) 31-40

c) 41-50

d) 51 and above

3. Indicate your current academic qualification

(a) Diploma

(b) SI

(c) BA BSe with PGDE

(d) BED

(e) Masters

(f) Any other (Specify) .

4. Indicate your professional qualifications

a) SI [ ]

b) Diploma [ ]

c) Graduate [ ]

d) Masters

e) Any other (Specify) .......................

5. Indicate the status of your school
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a) Boys boarding

b) Girls boarding

c) Mixed boarding

d) Mixed day and boarding

e) Mixed day.

6. How long have you been a principal in this school

a) Below one year

b) 1-5 years

c) 6-10 years

d) 11-15 years

e) 16 years and above

Section B: Leadership Styles

Indicate as honestly as possible how you rate yourself as leader in your school, use the

scale given, Strongly Agree (SA), Agree (A), Disagree (D) or Strongly disagree (SD)

Statement SA A D SD
1. I make my attitudes clear to the staff

2. I maintain definite standards of performance
3. I let staff members know what is expected of them

4. I rule out with an iron hand
5. I see to it that the work of staff members is coordinated
6. I emphasize the meeting of deadlines
7. I work without schedules
8. I criticize poor work
9. I seek new and better ways of supervising teachers

10. I do not allow teachers to ask me anything

Statement SA A D SD
1. I look out for the personal welfare of members

2. I do little things to make it pleasant to be a member of staff

3. I do personal forums for staff members

4. I keep to myself

5. I refuse to explain my actions to staff members

6. I am friendly and approachable
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7. I treat all staff members as my equals

8. I am willing to make changes in my leadership approach

9. I do all the work by myself

10. I am slow to accept new ideas

Statement SA A D SD
1. I assign staff members particular tasks

2. 1make sure that all members understand me

3. I get staff approval in important matters before
implementing them

4. I puts suggestions met by the staff into operations

5. I let group members diagnose group problems

6. I give encouragement, support and appreciation to group
members

7. I make every member enjoy working with the others in the
group

8. I mobilize and utilize the potential resources and creativity
of members for accomplishing group goals

9. I make all staff members feel at ease when talking to them

SECTION C: Open Ended Questions

As a principal, what would you identify as factors that affect teachers' level of
motivation?

What would you suggest to be done to improve teachers' motivation?
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As a principal, what leadership styles would you propose to be used in school so as to

improve teachers' level of motivation?

Give reasons for the above

Thank you for your Participation
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APPENDIX II

TEACHERS QUESTIONANAIRE

Introduction

This questionnaire will try to find out the impact of the principal's leadership behaviours

on teacher motivation. Kindly you are requested to provide answers to these questions as

honestly and precisely as possible. Responses to these questions will be treated as

confidential.

Section A: Background Information

1. Gender (a) Male [ (b) Female [

2. Your age m years

a) Belo w 30

b) 31-35

c) 36-40

d) Above 40

3. Indicate your current academic qualification

(a) Diploma

(b) SI

(c) BA Bsc with PGDE

(d) BED

(e) Masters

(f) Any other (specify) .

4. For how long have you been a secondary school teacher?

(a) Below one year

(b) 2-5 years

(c) 6-1 0 years

(d) 11-15 years

(e) 16 and above years

5. Indicate the status of your school

f) Boys boarding

g) Girls boarding
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h) Mixed boarding

i) Mixed day and boarding

j) Mixed day

Section B: Leadership Styles

Indicate as honestly as possible how you rate your principals' leadership in your school,

using the scale given: Strongly Agree (SA), Agree (A), Disagree (D) and Strongly

disagree (SD).

Statement- The principal SA A D SD

1 He /she is friendly and easy to dialogue with

2 Is a good listener to you even when he/she holds divergent
opinion with you and others in a discussion?

3 Shows understanding of your view point and can state it even
when he/she hold a different point of view.

4 Patiently encourages you and others to frankly and fully express
your view points.

5 Frankly shares information with staff.

6 Expects high quality job from him/herself only

7 Has high opinion over what he/she and staff are doing
8 Gives encouragement to you to take initiative to benefit the

school and other staff members.
9 Is a risk taker (either tries new ideas and venture some ideas in

dealing with situation)
10 Treats everybody equally

Statement- The principal

11 Allows groups to take centre stage in discussion in staff meeting
12 Is patient with progress by the staff towards goal attainment
13 Does not provide any kind of leadership to employees

14 Unreservedly acknowledge all members of staff efforts towards
goal attainment in school affairs

15 Shoulders readily any unwarranted blame for failure or mistakes
in the school.

81



16 Allows staff to arrive at a collective decision.

17 Initiates and direct goals for the staff

18 Pays no attention to individuals interest in the place of work
(school)

19 Is not concerned about group performance towards attainment of
school goals

20 Provides workers with the materials they need to do their work
appropriatel y
Statement-The principal SA A D SD

21 Governs the group through non intervention

22 Relies on threats and punishments to influence employees
23 Supervises teachers in class

24 Suppresses new ideas from staff members

25 Passes buck to the staff for failure or mistakes for low
performance in school

26 Has no belief in the group towards attainment of school goals
without supervision

27 Gives room to wards members to .present their views before
stating his/her stand

28 Emphasizes on meeting deadlines

29 Has a lot of trust in employees

30 Prepares employees in advance on any changes likely to take
place in the institution
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Section C: Motivation

You are kindly requested to state your degree of motivation or demotivation in relation to

each of the given items on a 4-point scale. Insert a tick (~) in the most appropriate

column. Use the key below when responding.

Key: HM = Highly Motivated, M= Motivated, D= Demotivated, H D= Highly

Demotivated

To what extent are you motivated with the following H M D HD
aspects M

1. The supervisory procedures employed by your principals to
evaluate your work.

2. The job performance appraisal practices employed by your
principal

--'-".-.~-,,"-.,~~--,,-- ,..-~.-~.
3. The type offeedbackyou receive from your principal on

your performance.
4. The extent to which you are involved in the policy

formulation in the school
5. The extent to which your principal allows you to make

independent decisions related to your work
6. The procedures used by the principal in the delegation of

special responsibilities to teachers.
7. The willingness of the principal to assist individual teachers

in solving personal problems.
8. The willingness of the principal to recommend you for

training and in-service courses
9. The willingness of the principal to assist you acquire study

leave
10. The manner in which the principal appreciates work well

done
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Section D: Performance

In the table below, indicate the extent to which you agree or disagree with the statements

provided. Use the following scale while responding.

SA-Strongly Agree A - Agree D- Disagree SD - Strongly Disagree

Statement SA A D SD
I establish a culture for learning with clear
expectations for students achievement
I monitor students' learning formatively
I grow and develop professionally
I improve teaching methodologies
I manage classroom routines and procedures
efficiently without loss of instructional time
I specify the subject syllabus and interpret the
same for each class
I prepare schemes of work, records of work and
lesson plans in time
I set and administer of CATs and examinations
I discuss exam results with staff members and
students
I demonstrate flexibility and responsiveness III

meeting the learning needs of students
I maintain students performance records in the

departments
I participate in school events like academic clinic,
price-giving day.
I issue and mark assignments/homework for my
students

Section D: Open-ended Questions

As a teacher what would you identify as factors that affect teachers' levels of motivation?

What would you suggest to be done to improve teachers' motivation?
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As a teacher what leadership styles would you propose to be used in school so as to

improve teachers' levels of motivation?

Please give reasons for the above

Thank you/or your Participation
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