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2. To investigate to what extent does transformational leadership style and skills
are practiced by the school heads.

3. To explore the relationship between transformational leadership of school
heads and teachers” job satisfaction.

4. To explore the teachers” level of job satisfaction by practicing

transformational leadership style.

1.6. Research Questions

1. What is school heads’ perception about transformational leadership?

2. What extent does transformational leadership style and skills are practiced by

the school heads?

3. What is the effect of transformational leadership stylc on their teachers™ job
satisfaction?

4. What is the effect of transformational leadership attributes on their tcachers
job satisfaction

5. What is the relationship between transformational leadership (predictor
variable) and teachers’ job satisfaction (dependent variablc)?

6. What is the relationship between transformational leadership attributes
(predictor variables) and teachers’ job satisfaction (dependent variable?)

7. What is the teachers™ level of job satisfaction by practicing transformational
leadership style of school heads?

8. What is the satisfaction level of the teachers for their school heads’

transformational leadership practices?

9. What is the teachers’ level of satisfaction for various dimensions of job?



1.7. Delimitation of the Study

Delimitation defines the parameters of investigation. On the bascs of the availability

of facilities, resources and time the study was delimited to:

I. Only the elementary teachers of Silver Oaks schools (SOS) and The Cits
Schools (TCS) in Rawalpindi city.

2. Teachers and the study related characteristics; gender, education level.
professional qualification, teaching experience, teaching experience with
current head.

3. Head teachers and the study related characteristics; gender. qualification, years
of teaching in gencral and years of headship in current school

4. The measures of job related dimensions: recognition. peer group relation,
autonomy. heads management style. professional development and decision

making.

1.8. Definition of the Key Terms

1. Job Satisfaction: Job satisfaction in general is simply “how people feel
about their jobs and different aspects of their job....it is the extent to which
people like (satisfaction) or dislike (dissatistaction) their jobs™ (Spector
1997, p.2.).

2. Facet Job Satisfaction: an cttective response of individuals which s
reflected in the evaluation individuals make of all individual salient aspcct of
their job and organization for which they work.

3. Head Teacher: an individual who is working as administrator or as school

head or principal in (selected) schools



4. Mixed Method Approach: The mixed method approach cxists in the center
of the continuum as it involves the featurcs of both qualitative and
quantitative research: consequently. it offers more credibility to a study as
compared to quantitative and qualitative research alone (Creswell. 2009:
Creswell and Plano Clark 2007).

5. Concurrent Triangulation Design: mixed method research design. This
model allow researcher to implement both (qualitative and quantitative) data
during the same time and with equal weight.

6. Cross-sectional study: these studies do not allow researcher to manipulate
variables, its only allow the researcher to record the information that is
present in population. and these studies are observational in nature.

7. Mean: arithmetic mean is the most widely used of mecasurc of central
tendency, also called average. Mean is sensitive to extremely large and small
value.

8. Standard Deviation: Standard deviation is a square root of variance. It means
the spread of a set of observation. The larger the SD is the more sprcad out
the observation.

9. Valid N: Valid N, this is the number of the non-missing values and N is the
number of the valid observation for the variablec.

[0. Correlation: measure of relationship or association between two continuous
numeric variables that indicates both direction and degrece to which the co-
vary with one another form case to case, without implying that one is
causing other.

11. Cross tabulation analysis: it is also known as contingency table analysis.

provides detailed information about the relationship between the variables.
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through the word of praise, fair workload distribution among workers. individual
career counseling, mentoring and coaching, and professional development

opportunities transformational leaders.

Together the four main dimensions of the transformational lcaders are mutually
dependent on each other, these factor yield the performance beyond cxpectation

(Gellis, 2001 Simic. 2003: Stone. Russell & Patterson. 2003).

On whole it can be summarized in few words that TL have clear sensc of purposc. it
simple to follow , by nature it is expressive. value driven. TL encouraged congruent
behavior , it require hi performance expectation ,Transformation leaders give clear
direction and vision to their followers . these leader evoke the followers and make
them enthusiastic and active , transformational leaders have ability to inspire and
attract the followers with charisma and guide them through inspiration towards
creativity and innovation . transformational lcaders arc cmotionally mature and the,
are effective communicators that why they communicate their mission and vision 10
their followers . transformational leaders consider the personal needs of the worker as
well they give the equal importance to each individual to bring the neglected worker
on the highest place and give the workers with chance for professional development

and good relationship with their colleagues as well as with the leaders.

2.11. Transformational Leadership in School setting

Leithwood (1994) was prominent for assimilating the work of Burns and Bass into the
ficld of education. Thercfore. certain dimension are associated with transformational
leadership give different meaning when these arc compared to the Leithwood™s model
that was presented by Leithwood & Jantzi (2006). Leithwood's model give a

framework of TL that can be connected to transformational activities and methods
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2001). Nel et al. (2004) stated that employecs are motivated if they alrcady aware of
what to do and what things need to do for the fulfillment of specific goals. refer
management by objective technique (MBO). Employee perform better if they get
continuous and positive feedback for the progress towards the fulfillment of common
and personal goals. Four general principles are noted from Heery & Noon (2001) to
provoke and promote high performance of the employees and raise thcir motivation in
terms of goal setting theory:

1. Goals should be attainable but challenging

2. Goals should be specific

3. Employees’ involvement in process of goal sctting

4. Goals should be measureable; clearly understood by employecs

2.18. Models of Job Satisfaction
Three theories of job satisfaction are discussed below: Affect theory. dispositional

theory and job characteristics theory.

2.18.1. Affect Theory

This theory of job satisfaction was developed by L:dwin Lock in (1976). it a most
famous model of job satisfaction. The main notion of this theory is that work is
differently weighted by employees according to their current salary cxpectation.
Further the employee decided that how much he satisfied or unsatisfied from his job
and when employee meet his/her expectation how much he/she valued the work.
When an employee meet all the expectation related to his/her job has great positive
effect on his performance, when ecmployees’ expectation are not meet than therc this

negative impact on job satisfaction.
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influenced by social interactions from peers supervision. friends. family members.

subordinators. competitors. customers and vendors.

2.19. Educators and job satisfaction /Job Satisfaction and Teaching

Transformational variables that have been associated to job satisfaction include
centralization; climate and culture; job autonomy pay and other benefits: challenge
and variety; employee age; motivation gender, education. provisional development.
coworker relationship, interpersonal relationship, management. For example when the
bureaucratic aspects of school related with jib satisfaction it will give very compley
and hard picture but factor that clarify the job and job duties produce high level of job
satisfaction ( Misk, Fevurly, and Stewart. 1979). however the role conflict are the
strongest negative factors for the educators job satisfaction . in term of educator job
satisfaction five job characteristics are very important that are autonomy. feedback,
skills variety, task identity, and task significance are the variables which are positively
associated with job satisfaction (Hackman and Oldham. 1980), work motivation is
also correlated with job satisfaction (Miskel. McDonald. and Bloom. 1983). open and
participative climate of the school showed the high level of teachers™ job satisfaction.
There is limited relationship exit between the personal variables such as aece eender
(Thomson, McNamara, and Holye, 1997). There are number of that studics have been
conducted in the support of employees job satisfaction. that can provide guide and
for administrative practices .A study conducted on job satisfaction of head teachers by
Ghazi (2004), revealed that government school heads were over all satisfied from
their jobs and from various extrinsic, intrinsic, general and demographic dimension of
job satisfaction (utilized MSQ). Igbal and Akhter (2012) compared the level of job
satisfaction between male and female secondary teachers and interpreted the results in
the context of Pakistan; they concluded that female teachers were more satisfied with
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behavior of their staff members, but according the situation they also used other type

of leadership roles like Transitional and Lassies faire leadership.

2.23. Conceptual Framework of the Study

Transformational leadership has four factors that build the subject. These four factors
are charisma. inspirational motivation, individual considecration and intcllectual
stimulation. In this study dependent variable teachers” job satistaction relics on the
factors or dimensions of transformational leadership. In today competitive world it
difficult for institutions (schools) to compete or even survive without satistying their
staff (teachers). The current study determined the teachers™ overall job saustaction
through the role facets of job satisfaction (various job dimensions): decision making.

autonomy, management style, recognition, professional development and peer group

relations.
C Charisma
Transform IM Inspirational Motivation Teachers’ Job
ational 1C Individual Consideration AR
Intellectual Stimulation Satisfaction
leadership IS

Recognition
Autonomy
Management
Decision
making
Peer group
relations
Professional
development

Figure 8: Conceptual Framework of the Study
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The quantitative part of current study is cross sectional survey and is descriptive and
analytic in nature. A co-relational design is adopted to scek information from
quantitative set of data. A survey is considered a suitable means of gathering data for
descriptive and analytic research, as it allows the identification and investigation of

relationship patterns between variables (Bryman. 2008: Cohen ct al.. 2007).

The qualitative part of the study is phcnomenological design. Phenomenology
approach develop an understanding of the participants recality how the participants
perceived, it investigates the reality of group or individuals as they construct it

(Welman & Krugr, 1999).

3.2.1 Procedure

Survey questionnaire was researcher administered. Researcher carctully explains  the
purpose of the study and procedure for answer the rescarch question to all to
participants. For the retrieval of questionnaire telephone number of the reehers e
recorded: researcher personally collected all the questionnaires from teachers at an
agreed date. Participants were requested for honest responsc. total anonymity and
confidentiality was guaranteed by the researcher. Teachers who had worked with

current school head for period of one year were purposively selected for the study.

For qualitative data. only school heads with at least one academic year expericnce in
their current schools were eligible for inclusion. School heads were provided hard and
soft copy of interview guide and researcher requested school head to write their view
point, answer or perception against each theme or question. Telephone numbers and
email addresses of school heads were recorded 0 lacilitate the retrieval ol e

questionnaires (see Appendix C), rescarcher personally collected few questionnaires
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research issue. Concurrent data collection allows the researcher to collect the QUAN

and QUAL data at the same time, approximately with equal weight.

3.6.1. Quantitative Data Collection methods

Quantitative data were collected from school teachers, using a survey questionnaire to
measure transformational leadership behavior of the school heads and teachers job

satisfaction.

3.6.2. Qualitative Data Collection methods

The study conducted in-depth phenomenological interviews with school heads to
measure transformational leadership behaviors and skills and perception. Interview
questions were directed to the participants’ experience. f[celings. beliefs and
convictions. Phenomenological interview that it is an interchange of views between
two person conversing about theme of mutual interest, where the researcher attempt to
understand the world from subject point of view to unfold the meaning of people’s
experience. The study used bracketing method and when interviewing to bracket the

phenomenon researched for the interviewee.

“Documentation/Memoing” is another important source for data collection in
qualitative research that used in this study. Field notes were prepared what the
rescarcher hcar, sce. experience and think during the inwervicw  process. i was

recorded. Researcher dated the memos and later correlatcs them with data.

Another method was used in this study researcher provide soft and hard copy of

interview guide to the participants to write against each theme, open ended responses
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3.8.3. Clustering of units of meaning to form Themes

At this phase the "artistic judgment” required on the part of researcher. Particularly the
phenomenological researcher involve in something which cannot be preciscly
delineated, researcher involve in ineffabie things known as creative insight (FHvener.
1999). Group of same units of same meaning was created and then themes were
further derived from these units, again researcher cluster the same themes and
identified the significant topic. Considering the nature of human phenomenon. often
there is overlap in clusters. Researcher set the central them of cach cluster by
interrogating the meaning of each cluster and these themes express the essence of
these clusters. Main four themes (factors) were already embedded in instruments:

researcher further derived the themes for data explication.

3.8.4. Generation of key themes and composite Summary

On this very last stage the themes for each factors (charisma. intellectual stimulation.
individual stimulation and inspirational motivation) were generated which depicted
the real essence of the cluster of meaning, any modification necessary was done. as
the result of this, “validity checked’. Researcher conducted this process very careful
and not clustered the common themes if significant differences exist. At the last of
this stage the researcher concluded the explication by writing a composite summary
which reflected the context from which themes emerged. At this point the researcher
transformed the respondent’s everyday expression into expressions appropriatc 1o

scientific discourse supporting the research.
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Demographic information with respect to gender is presented in table 4 for the school
teachers. Numbers of surveyed female teachers were larger than male. females

responses were 75.8% and males were 24.2% for the study.

Table 5: Demographic information of teachers (Education level)

Education level Frequency Percentage  Cumulative  Cumulative
frequency  percentage
Bachelor 54 32.7 54 32.7
Masters 85 51.5 139 84.2
M.Phill/MS 14 8.5 153 92.7
Any other 12 7.3 165 100

Table 5 presents the information with respect to education level of the school teacher.
The education levels for 32.7% teachers were Bachelor. 51.5% tcachers were Masters.

and 8.5% were MS/M.Phill and 7.3% holding any other degrees.

Table 6: Demographic information of teachers (Professional qualification)

Professional qualification Frequency Percentage Cumulative Cumulative
frequency  percentage

Not any 76 46.1 76 40.1

B. Ed. 57 34.5 33 80.6

M.+Ed. 23 13.9 156 94.3

Other 9 5.5 N 100

Demographic information with respect to professional education of the school
teachers is presented in table 6. Professional education of 34.5% teachers was B. Ed.
13.9% teachers were M. Ed and 5.5% were holding any other professional

qualification and 40.1% were not professionally qualified.
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Table 7: Demographic information of teachers (Teaching experience)

Teaching experience Frequency Percentage Cumulative Cumulative
frequency  percentage

Less than 5 years 109 66.1 109 66 1

5-10years 37 224 146 BY.D

11-15years 13 7.9 159 96.4

16 or more than 16 years 6 3.6 165 100

Demographic information with respect to teaching experience of the school teachers
is presented in table 7. Teaching experience of 66.1% tcachers were less than 5 years.
22.4% teachers were between 5-10 years, 7.9% teachers were between 11-15 years

and 3.6% teachcrs were 16 or more than 16 years.

Table 8: Demographic information of teachers (Experience with current head)

Teaching experience with Frequency Percentage  Cumulative  Cumulative
current head frequency  percentage

1-2 years 103 62.4 103 62.4

3-5 years 51 30.9 154 93.3

6-10 years 11 6.7 165 100

Demographic information with respect to teaching expericnce of the school teachers
with current school head is presented in table 8. Teachers with 1-2 vears of tcaching
experience with current school head represented the largest group of teachers
surveyed with 62.4%. while teachers with 3-5 years tcaching experience with current
head represented the 30.9% of the total and teachers with 6-10 years tcaching
experience with current head represented the smallest group of teachers surveyed.

with 6.7%.
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being reliable. Table 14 shows the reliability analysis of job satisfaction and its facets

using Cronbach’s Alpha.

Table 14: Reliability analysis of job satisfaction and its facets

Variables Reliability Statistics Number of Valid Cases
items
Job Satisfaction 0.717 19 30
Facets: Recognition/reward/respect 0.543 03 30
Autonomy 0.601 03 30
Management 0.589 04 30
Decision making 0.667 02 30
Peer group relationship 0.611 03 30
Professional development 0.592 04 30

4.5. Quantitative Data Analysis (Results on Questionnaire)

This section offer results on questionnaire administered for the school teacher to
assess their Head tcachers. Current study used mcan and standard deviation for
descriptive statistics. This section also presents the results regarding the
transformational leadership and its attributes as well as job satisfaction and its facets
in TCS and SOS institution. Section 4.6.1 presents the rclationship between TL and JS

and section 4.6.2 presents results on regression.

4.5.1. Description of Transformational leadership and Job satisfaction

This section provides information for descriptive statistics of the study variables:
transformational leadership and job satisfaction.

4.5.1.1 Transformational Leadership

This leadership style builds unified common interest between leader and followers
and characterized by behavioral characteristics charisma. individual consideration.
inspirational motivation and intellectual stimulation. Table 15 exhibits an assessment

of mean and standard deviation of the attributes of TL for the rescarch study
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The mean score for the attribute individual consideration was within “Satisfied”
(2.51-3.50). Teachers level of satisfaction for head tcachers individually considerate
were (3.05). Teachers were satisfied and committed that heads rcpresented the TL
skills and practicing these skills. Teachers confessed that heads admired them for their
good job, helped teachers’ to develop their strengths, acted in a way that builds others
respect, provided assistance in exchange of teachers’ efforts, considered every tcacher
as having different needs, abilities and aspiration from others. heads created such

conditions that allow teachers to complete their work independently.

The mean score for Intellectual Stimulation was within “Satisficd™ (2.51-3.50).
Teachers level of satisfaction for intellectual stimulation were (2.73). Teachers were
satisfied and declared that the heads werc practicing leadership shills in schools which
give the strength to teacher to think in different way and make them creative and
innovative. Teachers were agreed that heads werc cncouraging creativity and
innovation. Teachers committed that the heads were seeking differcnt perspectives
when solving problems, heads were handling staff mistakes gently. heads encouraged
staff to try new ways of accomplish their work, heads asked the questions that
stimulate the staff members to improve their work performance. heads challenged
staff members to reconsider how they do things and positively acknowledged crcative

solutions to the problems.

4.5.1.2. Job Satisfaction

Job satisfaction is in this study perceived as teachers’ responscs to recognition (for
their work and services). heads’ style of supervision (management), appreciation for

independent work of teachers (autonomy), decision making. opportunities for
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Researcher concluded from the respondents views that all school heads have the
capacity to create compelling vision for the institutions (schools). to achieve the
vision school heads set some common goals, inspire and motivate the teachers to
commit the common vision. School heads facilitates the tcachers that both hecad and

teachers work together for the betterment of the school (institute).

o Inspiration for teachers

Heads plays vital role to inspire their teacher for the commitment of the common
vision and to express their ideas/views during staff meetings. Majority of hcad
encourage their teachers for the achievements of common vision. as they created

friendly work environment for teachers. As articulated by an interviewec:

“Friendly and comfortable atmosphere for teachers. make them
more eager lo go lo work every day, I take advantage of myv wall
space 1o boost their ideas, used food us incentive and celebrale
institutional casual days"(R2,R6).
Teachers are encouraged for hard work and recognized on individual and group bases

to enhance their abilities to express their ideas and views and struggle for the common

vision. Reflected in the statements of the following responses:

“Recognition the individual efforts of the teachers is important. |
often post something about employee’s work on front my bulletin

board "(R1).

“Stand up and make an announcement lo praise an individual

teacher” (R6).

“Take out just a few minutes of day to praise the leachers for good

team work can motivate them to work much harder” (R11, &R10}
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“There is a good interpersonal relationship among staff. With blend
of formal and informal discussion. I am able 1o promote

interrelations among staff” (R3).

“The teachers exhibited a lot of cooperation among each other. |
try to promote the interpersonal relationship among staff used
formal and informal procedures like having a staff retrear where
we discuss important matters of the school and students’(R7).

Heads appreciates their teachers for the good relationship and cooperative

environment, as maintain by one respondent:

“I appreciate my teachers as they are much cooperalive with each

other’s. It is result of joint efforts and supportive camaraderie” (R6).
Some head teachers claimed that they took advantage of theme days to promote the
interrelationship among staff whereas some used food as incentive to build good

relationships, reflected in the statements of the these respondents:

“Food theme day, dress theme day, sport theme day. official
meetings and discussion with my teachers promoting interpersonal

relationship among staff " (R1 &R4).

“Staff retreat and refreshment outside the school are the ways 1o
promote interrelations among staff” (R12).
Some school head revealed that there teacher have only work relationship with cach
other they do not much interact with each others. In other words they go to
staffrooms and then to their class rooms. occasional hello’s when head and teachers

meet. Reflected in the statements of these respondents:

“Staff is cooperative with each other on issues but do not have lot

of interaction” (R8, & R10).
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Another tactics used by the school heads to promote positive relationship were to
show the concern for the families of their teachers. It looked caring when head
teachers concerned about the teachers families. reflected in the statement of a

respondent:

“Emplovees (teachers) are real people with real families and real
struggle. I know them with name of their parents, children and
suppose. It looks more caring when I ask about their families” (R3).

Head teachers emphasized the significance of friendly environment for teachers to

work together for students’ improvements, as is evident from the following way

[ contact and conversation with them (teachers) friendly. Teachers
exhibited the team spirit; we work {logether for student's

improvement " (R2).

“Staff is selfless and exhibited the team spirit, we work together 1o

improve student performance” (R11).

“Friendly and comfortable atmosphere for teachers, make them

more eager to go to work every day, I take advantage of my wall

space to boost their ideas. used food as incentive and celebrate

institutional casual davs”(R2,R6).
4.7.1.3. Individual Consideration
Good leaders always pay special attention to the nceds and problems ol cach
individual. It is ability of the leader through which he/she coach his/her  followers/
staff to their specific needs. Researcher set following indicators: Identify the
uniqueness and use of individual strength/skill. staff contributions. Professional
Development, mentoring and Autonomy (independence) to mcasure the individual

consideration as attribute of TL.
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“ I provide the self-uggrandizement and development . this is a
best aid to encourage their (teachers) independent work. i is
with confines rules and regulations of the schools™ (R™ & R&)

“Teachers are provided assistance in their teaching by observing
them and encouraged their independent work through within

the limits of rules and regulations of institutions’ (R9Y).

Head teachers said that they observe teachers in the class rooms and they are

independent for teaching style and methodologies, participants’ expression:

“Teachers are encouraged to adopt their icaching sivie and
teaching methodologies " (R11).

Teachers are permitted 10 use their  icaching  snilc and
methodologies in class room. I always observe them (teachers) in

the class rooms and provides the assistance where they need” (R1).

All the head teachers acknowledged the importance of independence of teacher as it

is an important aspect of individual consideration.

e Mentoring

The data also revealed that guidance, mentoring and supervision provided by the
leader to the teachers played an important role in their job satisfaction. All
respondents acknowledge the importance of coaching and mentoring of tcachers. as

reflected in these quotes:

“Whenever it is necessary I myself guide and mentor siaff by taking
them an orientation. Teachers are advised to read the maximum books
lo enhance their knowledge and 1o polish their professional

compelencies” (R &R4).
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“I always provide help Individual teachers and mentored them
through personal assistance. Teachers are provided assistance through
peer observation, sharing teaching notes, training courses and

workshops” (R11).

“I coach and guide individual teacher(s) when the need arises as part
of this new areas are taught by me before allocating them to staff”
(R10).

“Individual teacher(s) are assisted to share the relevant teacher's

material like AV aids, books, at the school” (R7).

Few heads claimed that they mentored and coached their new teacher through formal

orientation and advised them to keep the balance between different dutics.

participant’s expressions:

“Staff is mentored through orientation program” (R8 & R9).

"l am personally mentoring new staff through orientation program.
Teachers are assisted 1o share their ideas and views and
information they  gathered through workshops and training

courses” (R2).

“I personally coach the new teachers that thev achieve balance

between different duties. commitments and set priorities " (R3)

"I personally mentor new staff through orientation program. Teachers
are assisted to share their ideas and views and information they

gather through workshops and training courses™ (R6).

Another head articulated in such way:

“Do not mentor individual teacher. But [ normally taught new areas

before allocating them"™ (R 12).
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and managed resources that supports a quality instructional program. Recruiting and
retaining highly qualified teachers to deliver rigorous and up-to-date information.
providing teachers best opportunities to grow professionally. Schoo! hecads have had
the capacity to create compelling vision for organization to achieve the common
vision. Heads recognized the individual efforts, praised the teachers for good team
work. considered differences between teacher’s levels of abilities, skills, ways of
learning, and approaches to work, developed good relationships on workplace,
showed respect attention and consideration towards teachers. crcated social events.
approachable. friendliness. feedback for teachers arc some other ways of inspirational

motivation for the teachers (adopted by head teachers).

Heads had good interpersonal skills; they were promoting interrelations among
teachers through blend of formal and informal approaches and shared responsibilitics

among them (teachers) and believed on participative leadership approach.

Head teachers used variety of the approaches like observation, staff appraisal. verbal
appraisal, incentives and social gathering for individual consideration.
Interdepartmental workshops, seminars. local and international conferences. refresher
courses. training courses, carecr oriented courses and special project for teachers were
recorded for the professional growth and development of the teachers. Staff autonomy
was granted but with confines rules and regulation. It was recorded that heads euide
and mentor their teachers through formal orientation program personal assistance.

peer observation, feedback.

Intellectual stimulation, it was observed that heads inspired teachers for creation of

platform to brainstorm on challenging issue. reframed the problems. solved the issuc

108



in new and alternative ways. developed the conducive learning cnvironment where

teachers creative and tnnovative work flourish.

In sum the school heads showed following features of TL; an educational vision.
team spirit, cooperation, participative leadership, decision making and delcgation for
charismatic leadership. Personal attention, promotion of self-development.
professional growth, mentoring and guidance were the characteristics of individually
considerate leaders. Appreciation for teachers. development of good relationship on
work place, s respect attention and consideration towards teachers. creation of social
events, approachable, friendliness and feedback for teachers are charactenstics of
inspirational motivation, lastly characteristics of intellectual stimulation were

delegation, participative leadership, innovation. and creativity.

It can be constructed that features noticed in case studies match up the
transformational leadership attributes charisma. inspirational motivation. intellectual
stimulation and individual consideration. School heads werc exhibiting T1. behaviors

and practicing TL skills in their schools.

4.9. Analysis of Research Guiding Questions

Previous section provides detail information for data analysis. This section provides
the information for research guiding question. The study is following nine research

questions to fulfill the research objective.
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equally satisfied that head teachers acted consistently with values shared by the staff
members, talked about their most important beliefs and values, instilled pride in other
for being associated with heads, took personal chances in pursuing school goals.
Heads were determined on their jobs, made personal sacrifices for other benefits and
displayed sense of power and competence. Teacher's satisfaction level for the

charisma was within satisfied (2.89).

e Inspirational motivation
School heads dreamed to keep the school academic on higher place that's why they
prepare students for success in their life long pursuit of learning. Another ability of
school heads was noticed that they have had clear vision for their schools and also
adopting different approaches to reach the goals by providing challenging
instructional programs, focused on specific needs of students and teachers. generated
and managed resources that supports a quality instructional program, Recruiting and
retaining highly qualified teachers to deliver rigorous and up-to-datc information.
providing teachers best opportunities to grow professionally. School hcads have had
the capacity to create compelling vision for the institutions (schools). to achieve the
vision. Inspirational Motivation (M = 3.58. SD = .84) was within “Very Satisfied”
(3.51-4.50). Teachers were very satisfied and acknowledged that the heads depicted
the TL skills and capacity to motivate the others to commit the vision. Teachers were
agreed that heads talked optimistically about the future, encouraged teachers to sct

high aims.

o Individual consideration

It was observed that head teachers used different approaches like: student evaluation,

peer observation, staff appraisal. verbal praise. sometime informal social gathering for
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communication gaps between teachers and heads. The transformational school heads
attend, observe, listen, question, and respond with understanding to thcir followers

(teachers).

Problem Management Skills: (coaching, counseling, and mentoring). School heads
problems managements skills helped them to discover potential problems and how
they deal with current problems. These skills helped heads to explore and specify the
problems, by using interpersonal communication skills heads acknowledge that
problems faced by the teachers and tried to solve thesc problems in new and

alternative way which exposed the creative and innovative skills ot head teachers.

Consulting Skills: (for school and teachers development. These set of skills
responsible for teachers and organization (school) development. Heads exhibiting
these skills during their practices, that remarkably portray their (school heads) vision
and to get others (teachers) to agree with it. Heads were observed for the following
cuticle set of skills: informal and formal assessments. problem management
facilitation,  vision consensus-building. performance  cvaluation.  continuous
improvement. Heads were playing vital role for teacher’s professional development
through formal and informal process. Consulting involves the hcads to use their
knowledge, experience and expertise and problem solving skills to add worth into
organization (school) and to professionally develop their teachers for this purpose
variety of training courses, refresher courses and special and carcer oriented projects

were planned.

Innovation Skills: heads were equally exhibiting the innovation skills. These skills
allow heads to be innovative and creative, thesc skills foster heads for cognitive skills:
as heads think creatively and critically and pursued different perspective when solving
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the problems. Innovational skills combine the behavioral skills in hcads: as hcads
have had ability to solve the problems and manage the risk, these skills the combine
functional skills such as writing. reading and numeracy and also combinc the
technical skills to manage the special projects and career oriented projects (for
teachers). Collaborative skills helped the heads to manage innovation. it cnables heads
to manage different personality types in order to get more divers input. and innovative
school heads best utilize the strength of their tcam members. It was observed heads
have had the implementation skills which enabled them to put their ideas into

practice.

Versatility skills: It was noticed only few heads cxhibiting thesc skills and shift
between specific roles, leadership style and skills in order to dcal with certain

situation.

4.9.3. Research Question 3

What is the effect of transformational leadership style on teachers’ job satisfuction?
The output of bivariate regression analysis to address the rescarch question 3 is
presented in table 18 .The data indicate that transformational leadership style accounts
for 36.2% variance in teacher job satisfaction while 63.8% variation is inhcrent or
because of extraneous variables or unexplained variability. The table 19 presents F
test statistics for adjusted R square is 52.31 and associated p value is 0.000. It
indicates that p value is less than 0.001; therefore a significant relationship exist

between transformational leadership and teacher’s™ job satisfaction.

Regression analysis shows that 36.2% variation in tcachers™ job satisfaction is

explained by independent variable (TI1.). The transformational lcadership styvle s
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4.9.5. Research Question 5

What is the relationship between transformational leadership (predictor variable)

and teachers’ job satisfaction (dependent variable)?

Regression analyses define the relationship between predictor and dependent
variables. Correlation coefficient presented the unstandardized Beta cocfficient (sce
table 18). The Beta coefficient shows the positive and statistically significant at .000
significant levels. The value of explanatory coefficient is 0.513 and its /" value Beta
for transformational leadership (t (165) = 7.233. P =.000). Their “t" value 7.233(165)
shows significant and comparatively good relatedness of independent variable

(predictor) with dependent variable (criterion) variable.

4.9.6. Research Question 6

What is the relationship between transformational leadership attributes (predictor

variable) and teachers’ job satisfaction (dependent variable)?

The output of the correlation analysis to address the rescarch question 6. Fhe outcome
of Person coefficient found statistically significant correlation between each
dimension of transformational leadership and job satisfaction (see table 17). Charisma
and inspirational motivation x1x2 (0.656. p < 0.01 and p <0.05) positivc and strong.
charisma and individual consideration x1x3(.736 p < 0.01 and p <0.05)positive and
very strong, charisma and intellectual stimulation x1x4(0.188, p <0.01 and p <0.05)
positive and very weak. charisma and job satisfaction x1y(0.375. p < 0.01 and p
<0.05) positive and weak. inspirational motivation and indinidual consideranan

x3(0.659, p < 0.01 and p <0.05) positive and strong. inspirational motivation and
intellectual stimulation x2x4(0.754. p < 0.01 and p <0.05)Positive and very strong.
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inspirational motivation and job satisfaction x2y(0.552, p < 0.01 and p <0.05)
positive and good, individual consideration and intellectual stimulation x3x4 (0.325.
p <0.01 and p <0.05) positive and weak, individual consideration and job satisfaction
x3y (0.539, p < 0.01 and p <0.05) positive and good and intellectual stimulation and
job satisfaction x4y(0.459, p < 0.01 and p <0.05)positive and moderate. All the
relationship exists between variables are claimed significant statistically. **
Correlation is significant at 0.01 level (2tailed) and *Correlation is significant at the
0.05 level (2tailed). Only relationship between charisma and job satisfaction (x1x4) is
not significant at 0.01 level (2tailed) but significant at 0.05 level (2tailed). For current
study alpha value was assumed 0.05. Hence it is concluded all the attributes of
transformational leadership and job satisfaction have statistically significant

relationship.

4.9.7. Research Question 7

What is the teachers’ level of job satisfaction by practicing transformational

leadership style of school heads?

The results of regression analysis to address the research question 7. Findings of
regression analysis define the teachers’ level of job satisfaction by practicing
transformational leadership. Simple Regression analysis shows that 36.2% variation
in teachers’ job satisfaction is explained by the independent variable (TL).Hence
teachers’ job satisfaction level is 36.2% for head transformational leadership. whilc
63.8% variation is inherent or because of extraneous variables or unecxplained

variability (see table 18).

119



2

4.9.8. Research Question 8

What is the teachers’ satisfaction level for school heads’ transformational

leadership practices?

The results of mean score and standard deviation are to address the research question
8. Results depicted that teacher’s satisfaction level for their heads™ transformational
leadership practices (see table 15). Aggregated mcan and standard deviation for
transformational leadership werc (M =3.76. SD ~0.65). Scorcs for transformational
leadership were within “very satisfied” (3.51-4.50). Tecachers level of satistaction for
the heads’ transformational leadership skills and practices were (3.76). The results for
TL indicated that school teachers were very satisfied from the hcad teacher’s

transformational leadership skills.

The mean score for the attribute Charisma was within “Satisfied™ (2.51-3.50).
Teachers level of satisfaction for the heads’ charismatic skills and practices were
(2.89). The mean scorc for the attribute Inspirational Motivation was withm ~Verv
Satisfied” (3.51-4.50). Teachers level of satisfaction for the hcads” inspirational skills
and practices were (3.58). The mean score for the attribute individual consideration
was within “Satisfied” (2.51-3.50). Teachers level of satisfaction for head teachers
individually consideration was (3.05). Average score for Intellectual Stimulation was
within “Satisfied” (2.51-3.50). Teachers’ level of satisfaction for intellectual skills of
the heads was (2.73). Teachers were satisfied heads motivate their teachers to think in

different way and to be creative and innovative.
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Over all it is concluded that teachers were satisfied from their heads’ transformational
leadership practices. Teachers were more satisfied from inspirational motivation and

least satisfied from intellectual stimulation.

4.9.9. Research Question 9

What is the teachers’ satisfaction level from the various dimensions of job?

The results of mean score and standard deviation are to address the rescarch question
9. Results depicted that teacher's satisfaction level from their job by practicing
transformational leadership (see table 16). Aggregated mean and standard deviation
for job satisfaction were (M =2.97, SD = 0.50). The average score for job satisfaction
was within “Satisfied” (2.51-.3.50). Teacher’s level of satisfaction from their jobs was
(2.97). The mean score for job satisfaction based on recognition or respect was within.
“Slightly Satisfied™ (1.51-2.50). The mean score for job satisfaction based on
autonomy was within “Satisfied” (2.51-3.50). ). The mcan scorc for job satistaction
based on management was within “Satisfied” (2.51-3.50). The mcan score for job
satisfaction based on decision making was within “Satisfied” (2.51-3.50). Thc mcan
score for job satisfaction based on peer group relations was within “Satisfied” (2.51-
3.50). The mean score for job satisfaction based on professional development was

within “Satisfied” (2.51-3.50).

Over all it is concluded that teachers were satisfied from their job. They were not
highly satisfied from their tcaching job but the level of satisfaction is satisfactory for
this study. Teachers were more satisfied from job satisfaction indicators autonomy

and professional development and least satisfied from recognition (see figure 10).
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5.5.3. Discussion of Research question 3 & 4

The research questions 3 & 4 were
intended to examine the effect of transformational leadership and its attributc on
teachers’ job satisfaction. The statistical analyses show that Transformational
leadership had positive effect on teachers’ job satisfaction. School hcads in both
institution exhibited traits of all attributes of transformational lcadership. Although
the strength of every school head differed for all attributes of transformational
leadership. Transformational leadership on the whole had positive effect on tcachers’
job satisfaction. The transformational leadership is found moderately predictive for
the dependent variable as impact is moderate, summated transformational leadership

is good model in predicting teachers” job satisfaction.

The result of this construct is resembled with earlier studics Greenberg & Baron
(1995); Gritman & Batman (1986). Hatter & Bass (1989): Koh. Steers & ‘T'erbog
91995) their studies results confirms that transformational leadership is linked to job
satisfaction moreover studies of Bolger (2001) and Nguni et al. (2006) support this

phenomenon.

Korkamz (2007), Riaz and Haider (2010). Hukpati (2009) and Muhammad (2012)
they also found evidence of the impact of transformational leadership on teachers job
satisfaction. Results for the attributes of the transformational leadership attributes
show that charisma as attribute of the transformational leadership is found
insignificant and other three attributes individual consideration. inspirational
motivation and intellectual stimulation are found significant attributes. It means that
only charisma as personality trait is not essential for job satisfaction but other
attributes of transformational leadership are important for job satisfaction. This result
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with the findings of Bolger (2001) and Koh et al. (1995). It indicated from study
results that teachers did not consider charisma as important for their job satisfaction as
they consider other three attributes. Results also showed that lcaders who have
charismatic vision it not essential they arc creative and innovative or those who are
innovative it is not vital they have charming and impressive personality. But from the
general perspective there is kind of interdependency of variables on each other. As a
matter of fact, an entire combination of all the attributes of transformational

leadership would make great impact of school leaders.

Leaders cannot be too charismatic without necessarily being individually considcrate
at expense of intellectually stimulating their followers. Teachers respond adequately
to charisma if they are given the opportunity to be a part an also within reasonable
parameters of decision making. And doing so. cqually attend uniqueness. talent. skills

abilities and capacities.

Charisma showed strong correlation with inspirational motivation and individualized
consideration. Inspirational motivation strongly correlated with intellectual
stimulation and individualized consideration and findings revealed that leaders who
are inspirationally motivate are more creative and innovative and they create
conducive learning cnvironment for teachers development and such leaders utilize the
teachers strength and uniqueness adequately and consider the individuality in
teachers. Job satisfaction is good correlated with intellectual stimulation and

individualized consideration.
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Teachers job satisfaction may effected by some other variable but it is proved that
36% satisfaction of the teachers from their job is becausc of transformational

leadership.

Teachers were very satisfied trom their school heads leadership practices and
leadership skills. School heads were practicing all the traits of transformational
leadership attributes at appreciable level. School heads understand the leadership
process, its nature and importance and consider leadership essential for organizational
success. School leaders. are self-motivated, goal oriented. delegates responsibilities.
strive for excellence, adapts to change and work with people. and it is only possible

through team spirit and strong bonding between leader and followers.

School teacher were equally satisfied from the various job dimension like recognition.
autonomy, management, decision making, peer group relationship and professional

development. Selected dimension for the study are important for teachers satisfaction.

The findings of the quantitative part of the study suggest that increased practices of
transformational leadership could enable school leaders to enhance teachers™ job

satisfaction and satisfied teachers are more likely to perform better.

5.5. Limitations of the Study

This study is bound by certain limitation that cannot be underestimated. Scveral
limiting factors may affect the generalizability of this research study. The present
study was focused upon private school heads leadership style. its relationship with
teacher’s job satisfaction and its effect on teachers’ job satisfaction. Furthermore the
study is limited to the data collection from school heads and school teachers of two

private sectors institutions (branches of all Silver oaks schools and The City schools
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in Rawalpindi city). Therefore findings of this study in terms of their generalization
are limited to the school heads and school teachers of that specific school. The study
was also limited to measure heads leadership style its effect and relationship with
teachers’ job satisfaction. primary focus and theoretical framecwork centers on
transformational leadership style. Quantitative parts of data were cross sectional make
it difficult to make final assertions regarding the causality and dircctionality in the
findings. Regardless of these limitations. the present study makes an important
contribution to an understanding of leadership in private institutions. This is fertile

area of study yet to receive research attention.

5.6. Recommendations
Recommendations for practice and recommendation for luture rescarch are given

below.

5.6.1. Recommendations for practice

The findings of the study revealed that transformational leadership had moderate
effect on teachers ‘job satisfaction and transformational leadership positively and
significantly related with teachers job satisfaction. the findings also indicated school
heads perception and practices and skills for transformational lcadership. Therefore.
the study has several important implications for theory. practice and policy. It is
hoped educational institutes, cducational policy makers. school lcaders. practitioners.
school teachers, school administration, directorate of staff development. lcadership

trainee will take initiative steps in this regards.

1. The findings from the qualitative part of the study suggest that an increased

practice of transformational leadership behavior could enable school heads to
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enhance teachers’ job satisfaction. Satisfied teachers are more likely to
perform better.

In order to enhance teacher’s satisfaction for their job it is necessary for a
school heads to create open and collegial climate in their institutions in which
teachers can freely express and share their opinions and collaborations on
important decisions, this will boost job satisfaction and teachers morale.

It is essential to offer in-service and pre-service training programs to the
present teachers with leadership skills and competences that enhance the
leaders’ roles for school effectiveness.

An assessment of leadership styles in leadership courses and workshop for
administrators could also lead to better understanding of components of
effective leadership, it is further recommended that educational ministries and
boards on institutions should establish and implement programs that help to
foster leadership skills among school heads.

It has been argued that with rapid changes in the world. lecaders within
institution facing more challenge and needs more advanced skills and
competencies to cope with challenges. In order to function in the most
effective way, it is recommended that school leaders must avail leadership
training and development programs. Seminars. workshop might be of great
help for school heads in this regard.

Finally the Findings of the study could be beneficial for the authorities
responsible for educational policy making, designing staff training and
developmental programs to serve as reference point on policy decision on

leadership.
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7. Qualitative part of data was collected by involving school heads as
participants. In future, it is suggested to more diverse data generation methods.
such as heads diary and observation of school heads at work. along with
questionnaire and interviews.

8. Future study could use school heads’ demographic variables and their
leadership perceptions and the teachers’ demographic variables and their job
satisfaction and examine the intervening effect of these relations upon the
relationship between leadership style and teachers job satisfaction. I'inally
further studies could use other job dimensions; intrinsic and extrinsic factors
and its relation to leadership. It is hoped the diversification of the studv would

contribute to wider generalizability of the research results.
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Appendix- B
INTERVIEW GUIDE FOR HEAD OF SCHOOL

Gender Male () Female ()

Qualification ...............

Professional Qualification..................

Years of teaching in general ................

Years of Headship in current school ........................

Total number of teachers working in your school ....................

Following are the attributes of Transformational Leadership. Through the given

questions basic purpose are to access the head teachers’ Icadership skills and to

examine what extent do they practicing the Transformational leadership in schools.

Charisma: Charismatic vision and behavior that inspires others to follow.

10.

11.
12.
13.

Do you believe that idealize behavior and attributes arc necessary for a good
leader?

Do you think your teachers have faith and trust in you as the head of the
school?

How do you ensure that your teachers have faith and trust in you as the hecad
of school

How do you inspire your teachers to follow your point of vicw/idcas/
opinion/vision?

In your opinion how your teachers feel around you?

How do you involve your teachers in decision atlecting the school?

In what ways in do they willingly participate in school activities?

Inspirational motivation: Capacity to motivate others to commil to the vision

14.
15.

16.

17.

What is your vision for school and have you been able to achieve it?

What are the ways to inspire and encourage teachers that they express their
ideas and opinion in staff meeting?

How do you motivate your teachers to commit the common vision and
collaborative tasks?

How have you as school head promoted interrelations among staff?

Individualized consideration: Coaching to the specific needs of followwers

18.
19.

How does individual consideration enhance the tcacher’s performance?
How do you identify the strength of your teachers?
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