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ABSTRACT

The purpose of the current study was two-fold. First; the study aimed to access the

transformational leadership perception, practices and skills of school heads. Secondly;

the study aimed to explore the effects of transformational leadership of school heads

on teacher's job satisfaction. The objectives of the study were: to explore the school

heads perception about leadership and to investigate to what extent docs

transformational leadership style and skills are practiced by the school heads. to

determine the effect of transformational leadership style on teachcrs' job satislaction

1o explore the relationship between transformational leadership bchavior of thc school

heacJ and teachers' job satislaction and to explorc the teachcrs' lcvcl ol'satislactiotr.

-fhis study used the mixed method approach lor dala analvsis and data collcctiott.

"Concurrent triangulation design" was selected for the study. 'l-hc quantitativc part ol-

the study was cross-sectional survey and is'descriptive'and'analytic' in nature. A

co-relationaldesign was adopted to seek information from the quantitative set of data.

The qualitative part of the study was phenomenological dcsign. 'fhe City schools and

Silver Oaks schools selected as institution of study. Questionnaires and interview

guide were administered to 165 teachers and 13 heads of school from privatc

institutions respectively. Pilot test conducted in two schools frorn thirly (30) tcachcrs

and two (2) school heads for questionnaire and intcrvierv rcspcctivcll'.'l-hc pilot studr

provides fruitful foundation for the rnain studl'. with scvcral modificatiotrs atrd a

better-planned strategy. Reliability of tool. for teachers. was dctcrmincd through

SpSS software which was 0.804 for transformational leadcrship (clttcstionnairc scctitrtr

B) and 0.717 for job satisfaction (questionnaire seclion C). Validit)' dctcrmincd

through expert opinion. Both quantitative and qualitativc analyses wcre cxcculcd to

establish the transfonnational leadership practices o[ heads of schools and thc

relationship and effect between transformational leadership and thc job satislaction ol'

teachers. Regression and correlation tests were used to analyze the data tal<ing into

consideration the clescriptive statistics of mean and standard dcviations. lixplication

process of qualitative data involved four phases; tlracketing and Phenomenological

reduction. Delineating the unit of Meaning. Clustcring of units ol mcanins to lirrnr

1'hemes, (ieneration o1'kcy,themcs and compositc Summlrr l'hc l'cstrlts shouctJ ;t
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positive correlation between transformational leadership and teachers' job satisfaction.

It further revealed moderate impact of transformational leadership on job satisfaction

of teachers. The results also depicted the satisfactorily practices of ffansformational

leadership of school heads. It was witnessed that school heads build vision and goals,

offer individual support, symbolize professional practices and values, demonstrate

high perfonnance expectations and develop structures to foster participation in

decisions. The results exposed transformational school heads exhibited leadership

skills. Finally, the study recommended that policy makers and boards of institutions

integrate programs such as seminars, workshops and updates on school administration

and leadership in order to sharpen the skills of institutional leaders on the job.

f)

s

lx



TABLE OF CONTENTS

Page

TITL PAGE .............. i

THESTS SUBMTSSTON................ .................. ii

AppRovAL SHEET ................. iii
CERTIFICATE.............. ............ iv

DEDICATION................ ............ v

AUTHOR'S DECLARATION............ .......... vi

ACKNOWLEDGMENT ........... vii

TABLE OF CONTENTS............ .................... x

LIS'. oF TABLES """""""""' xiv

LIST OF FIGURES... ................ xv

LIST OF APPENDICES............... ............... xvi

LIST OF ABBREVTATIONS ........ .. ......... xvii

CHAPTER 1................. ............. I

rNTRODUCTrON.......... ............. I

1.1. Background of the Study.......... ................2

1.2. Statement of the problem....... ..................' 4

L3 Significance of the Study........... ................ 5

1.4. Ratidnal of the Study ............7

1.5. Objective ofthe Study.......... ....................7

1.6. Research Questions .....'......" 8

1.7. Delimitation of the Study .......... ..... ..... 9

1.8. Definition of the Key Terms.. .""...'.."'..... 9

1.9. Variables of the Study .......... . ... ........ ... ll
1.10. Overview of the remaining Chapters/'Ihesis.............. .................. l3

cHAprER 2................. ........... I I

LITERATURE REVIEW .......... 14

2.1. Introduction............. ......'...' 14

2.2. Leadership.............. ...'........ 14

2.3. Transformational Leadership.. .....'.'........ 17

2.4. Bass's Full Rang Leadership Mode1.......... ..'.'............ 19

2.5. Differences of Transformational leadership from other styles.......... ....--...........20

2.6. Characteristics of Transformational leaders ...............21

2.7. Core Qualities and Attributes of Transformational Leaders....... ........................23

2.8. Theory of Transformational Leadership.. .................-.24

2.9. Dimension of Transformational Leadership.. ..-..........27

2.10. The Additive Effect of Transformational Leadership ...".............28

2.1 l. l'ransformational Leadership in School setting......... ..........--.-.....29

2.l2.Transformational Leadership and Educational Leadership................ "'........'.. 30

2.13. EducationalTransformational Leader Model......... ......'.".".........32

2.14. Transformational leadership and School llffectiveness.................. .. .- . ......... :il



2.15. Outcomes of Transfonnational leadership in Pakistan

JOB SATISFACTION .............. 36

2.16. Concept ofjob Satisfaction .'.'...........". 36

2.L6.t. Facet Satisfaction ........... '............'.'37

2.1,6.2. Factors that determines the job satisfaction .............. ...........38

2.17. Job Satisfaction and Motivation.............. ................. 39

2.I7.1. Content theories/need theories.... .....................41-

2.17 .2. Process theories .........43

2.18. Models of Job Satisfaction ....-.-....-....... 46

2.L8.1. Affect Theory ..............46

2.L8.2. DispositionalTheory....... .,......."""'41

2.L8.3. Job Characteristics Theory """""""41

2.19. Educators and job satisfaction /Job Satisfaction and Teaching................. .......48

2.20. Leadership and job satisfaction .............. -....."""""" 49

2.2l.Transformational Leadership and Job Satisfaction "..""""""""" 50

2.22.Transformational leadership and Job Satisfaction in Pakistan ......................... 5l

2.23. Conceptual Framework of the Study.......... """"""" 53

CHAPTER 3 ................. .........'. 54

METHODOLOGY........ ............ s4

3.1 . Introduction ............. """""' 54

3.2. Research Design """"""""' 54

3.2.1 Procedure.............. """"55

3.3. Popu1ation................ """""' 51

3.4. Sample """ "' 57

3.4.1. lnstitution of the Study........... ' "58

3.5. Instrumentation......... "" " -i9

3.S.l-Survey Questionnaire............'... " '6ti

3.5.2. lnterviews............ """"'60

3.5.3. Pilot Test of lnstruments """""""""61

3.5.4. Reliability and Validity of lnstruments ..........,..... """"""""""'61

3.6. Data Collection Methods...... """""' " 62

3.6.1. Quantitative Data Collection methods """"""""'63

3.6.2. Qualitative Data Collection methods """""""""'63

3.6.3. Data Storing Methods "" """"" "64

3.7 . DataAnalysis Techniques (for quantitative data) """ 64

3.8. Explication of Data (for qualitative data)..'......... """' 65

3.8.1. Bracketing and Phenomenological reduction """65

3.8.2. Delineating the unit of Meaning " "" " """ " '65

3.8.3. Clustering of units of meaning to form Themes....... " "" . "66

3.8.4. Generation of key themes and composite Summary ' " 66

!'



CHAPTER 4................. ...........67

ANALYSIS AND INTERPRETATION OF DATA... ......6]

4.1. Introduction ............. ...--'..... 67

4.2. Demographic Analysis ............... ............67

4.2.1. Demographic lnformation of School teachers ........'.'..............67

4.2.2. Demographic lnformation of School heads........... ................".70

4.3. Scale Analysis .........--.-.......71

4.4. Reliability Analysis ....'.......72

4.4.1. TransformationalLeadership and its attributes.... ............,......12

4.4.2. Job Satisfaction and its facets ......... .......'.............12

4.5. Quantitative Data Analysis (Results on Questionnaire)............ """.......'........... 73

4.5.1. Description of Transformational leadership and Job satisfaction............... .......... . . 73

4.6. Relationship between transfbrmational leadership traits and job satisfaclion........................ ttl

4.6.1. Correlation Ana1ysis................. ..'.,...'81

4.6.2. Regression Ana|ysis................. ........'83

4.7. Qualitative Data Analysis (Results on phenomenological cases).......... .'.. ..... .. Ii6

4.7.1. Description on lnterviewed cases........... '.'."""'..86

4.8. Summary of case description.. .............. 107

4.8.1. Transformational leadership skills and practices ...'........'.'...' 107

4.9. Analysis of Research Guiding Questions ......'.......'.. 109

4.9.1. Research Question 1.................. .....110

4.9.2. Research Question 2.................. .....111

4.9.3. Research Question 3.................. .....116

4.9.4. Research Question 4.................. ....117

4.9.5. Research Question 5.................. .....118

4.9.6. Research Question 6.................. .. ..118

4.9.7. Research Question 7 .................. "'..119

4.9.8. Research Question 8.................. ..'..120

4.9.9. Research Question 9.................. .....L21,

cHAprER 5................. .......-.122

SUMMARY, FINDINGS, CONCLUSION, DISCUSSION AND RECOMMENDA'I'IONS ... I22

5.1. Summary ................. ......... 122

5.3. Main Findings...... ........""' 123

5.3. Conclusions..,.......... ..'.""' 129

5.4. Discussion............... ......... 132

5.4.1. Discussion of Research Question 1.................. .........,.............132

5.5.2. Discussion of Research Question 2.................. .......................134

5.5.3. Discussion of Research question 3 & 4............ .......'....."........1Jl

:



,f

5.5.4. Discussion of Research question 5 & 5..........'. .".......'.."..'.....138

5.5.5. Discussion of Research Question 7,8 & 9......' .................-.....140

5.5. Limitations of the Study.......... ............. l4l
5.6. Recommendations -'.....'--..142

5.6.1. Recommendations for practice. ....'L42

5.5.2. Recommendations for future research ..............744

...146

Appendix-A ..................... 164

Appendix- B....... ...... 168

*!

fg

xilt



*

LIST OF TABLES

Page

Table l: Attributes of transformational leadership..' """"'26

Table 2: Example of equity and inequity """ 45

Table 3: Population and Sample information Analysis """"""""""""' 58

Table 4: Demographic information of teachers (Gender)""" """""""" 67

Table 5: Demographic information of teachers (Education level) .......... ....".,"....... 68

Table 6: Demographic information of teachers (Professional qualification) """""""""""""""" 68

Table 7: Demographic information of teachers (Teaching experience) ........""."""' 69

Table 8: Demographic information of teachers (Experience with current head) """"" """""""" 69

Table 9: Demographic information of school heads (Gender) """""""' """""""""' 70

Table l0: Demographic information of school heads (Education level). """"""""" 70

Table l l: Demographic information of school heads (Professional Qualification)....'."""""""" 70

Table l2: Demographic information of school heads (Headship in current school)....'..""""""" 7l

Table l3: Reliability analysis variable transformational leadership, its attributes..."""""" """"'72

Table 14: Reliability analysis ofjob satisfaction and its facets...... """'73

Table 15: Summary of mean and standard deviation for transformational leadership... ..""""""' 74

Table l6: Summary of mean and standard deviation for job satisfaction indicators...' ."""""""'77

Table l7: Correlation matrix of transformational leadership traits and job satisfaction .............' 81

Table 18: Bivariate Regression Model summary """"""" 84

Table 19: Multivariate Regression Model summary """"' 85

b

,,,



G/

LIST OF FIGURES

Page

Figure I Bass's Full Rang Leadership Model """""""""' 19

Figure 2: Transformational Leadership Mode1......... """"'27

Figure 3: Transformational Leader and teachers Efficacy Model """" 33

Figure 4: Facet Satisfactions """"""""""""' 38

Figure 5: Maslow's needs hierarchy theory """"""""""" 42

Figure 6: Herzberg's two factor theory """"' 43

Figure 7: Vroom's Expectancy Theory """"' 44

Figure 8: Conceptual Framework of the Study """"""""' 53

Figure 9 : Transformational Leadership Practices..... """"74

Figure l0: Teachers'job satisfaction level..'.. """""""""'77
tt

,Fr



LIST OF APPENDICBS

Page

Appendix A... ... " ""'164

AppendixB...... ""'l(rtl



l!}
Ff

'=a:M

LIST OF ABBREVIATIONS

l. TL Transformational leadership

2. JB Job Satisfaction

3. MLQ Multi Factor Questionnaire

4. SPSS Statistical Package for Social Sciences

5. RWP Rawalpindi

6. SOS Silver Oaks School

7. TCS The City School

8. C Charisma

9. IC Individualized Consideration

10. IS Intellectual Stimulation

ll. IM InspirationalMotivation

12. M Mean

13. SD Standard Deviation

14. R Respondent

15. GCE General Certificate of Education

16. SSC Secondary School Certificate

d*

L

xvil



t

CHAPTER 1

INTRODUCTION

The study of the leadership has increased exponentially within the last 30 years and is

a continuously expanding subject the drive for organizational effectiveness and

excellence has been a force for the quest for the best method or style of leadership.

Organizational leaders understand need for leadership. and its importance to the

success oftheir organization, they also understand the nature ofthe leadership and the

need to establish leader-follower relationship lead to developing, maintain an

interdependent organization that is able to embrace organizational transformation

when required (Bennis & Nanus, 1985).

School is the most important organization and one of the most important elements of

the school is experienced leader (principal or school head). As Dcl.ucca. ct al. (1997)

found that, "the literature on educational leadership clcarll cmphasizcs that

principal's highly complex and demanding role". Fullan (1991) describcd that

principal role over the past two decades as becoming dramatically morc cornplcx. 'l'hc

role of the principal/school head in creating an environment conductive to learning is

very important. Principals especially are expected to make learning the center of the

organization, to empower teachers, and to ensure that parents are involved in their

child's education.

Teachers are arguably the most important group of prolessionals lbr our nalion's

future. Therefore. it is alarming to Iind that many of today's tcachers are drssatislled

with their jobs. lt is dire need to closely examine and observe the role o1' principal in

order to increase and sustain the teacher level of job satisfaction at high level. It is

expected that through some true and concrete efforts teachers satisfaction level will

lr
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raise, teachers will more encourage to their profession which ultimately effect the

students' academic achievement and decrease the teacher's attrition (Bush, 2003).

Transformational leadership plays an important role in promoting and managing

school development by influencing subordinates. Transfonnational leaders inspirc

their followers so that they idealized the leaders' behavior and lollow thcir lcadcrs.

These leaders stimulate their followers and make them rcady for any challenging

situation and emphasize on creative thinking. In doing so 1l-rc lollovrcrs appcars

satisfied from their leaders behavior and performance as wellas, high level of workers

satisfaction are attained (Bass, 1985).

1.1. Background of the Study

Leadership is function of management which helps to maxirnize the workcr

productivity and efficiency and achieve the organizational goals. 'l-o acl.ricve thc

coffrmon goals in an organization or institution it is csscntial to adcipt goud lca..icrslrip

style in order to run the organization effectively and to increasc thc cmploycc's

outcome (Bennis and Nanus, 1985).

School is the most important organization in Pakistani educational system. One of the

elements to a school's success is an experienced leader, who has a positive attitudc

and is able to create a school environment that encourages cooperation and

communication among staff members. A solid leadership is the most essential key to

school success. School needs to improve from time to time for this purpose satisficd

and highly qualified teachers are required and this process nceds to bc lcad b1' a

qualified leader who is talented, determined, knowledgeable and capable. 'l'he 
most

appropriate starting point is to search and train that capable, talented principal who

then lead the staff and students in the development of common expectations. We musl
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understand the importance of leadership that focuses the school on a vision of

excellence and the effort they must invest to achieve excellence. In this entire

situation transformational school leadership is key to success.

Effective leadership also effect employees' job satisfaction level and their .iob

performance. Formal collegial model of leadership was presented by llush 12003) in

educational institutions. Transformational leadership style represent the efI-ective

leadership style and it contribute well for the outcome of educational instiltrtions.

Transformational leadership stimulates and inspires their worker. motivate and

encourage followers for the common goals. Transformational leadership encourages

the worker to achieve beyond expectations (Bass, 1985).

Teachers' satisfaction from their job in Pakistani's educational institute has long

standing concern. The education system in Pakistan is facirrg ttuttrbcr ol'thc

challenges. Government and private sector aim to advance the quality olteachitrg and

learning and have introduced initiatives that facilitate quality teaching and learning

practices in schools. The efforts aim to work for quality assurance and main locus to

develop the teachers' capacity to participate constructively in quality improvement.

but the main concern about teachers' lack of motivation, less satisfaction from the job,

constant turnover of the staff have been highlighted for educational researchers in

Pakistan. To attract the customers in private institution and to enhance the .iob

satisfaction among teachers as wcll as to aohievc the intuitional goals srnoothly w'ith

help of teachers in schoots, a possible solution could bc leadership that ma1 bc

transformational in character. Previous studies proved that those school leaders adopl

transformational leadership behavior they tend to more teachers satisfaction and

learning in their schools (Silins & Mulford ,1992).



Several studies have been conducted which confirmed that transformational

leadership behavior is positively related with high employee performance, high level

of job satisfaction, greater organizational commitment among employees.(Seltzer and

Bass ,1990; Avolio & Bass, 1988). Bass (1985. 1988) studies confirm thal

Transformational leadership had positive influence on organizational commitment and

worker performance.

Through this study it is explored whether educational leaders (principals) at

elementary level are practicing the Transformational leadership. and to what extent

they have Transformational leadership skills, either teacher are satisfied under heads'

leadership, effect and relationship of Transformational leadership with Job

Satisfaction.

1.2. Statement of the problem

With the passage of time researches on techniques of administration and manasement

bring out very viable results, therefore there is need to practice modern management

skills to fulfill the leadership challenges and to satisfy the employees. The role of the

principal/school head in creating an environment conductive to learning is very

important. School heads especially are expected to make learning the center of the

organization, to empower teachers, and to ensure their (teachers) professional growth

and development which ultimately essential for students' achievement. There is need

to know to what extent school heads held the necessarv attributes to makc thcir stalf

satisfy from their jobs and to what extend these attributes oan be used. 'l'eachers arc

arguably the most important group of professionals for nation's future. Therc[ore. it is

alarming to find that many of today's teachers are dissatisfied with their jobs.



There are several studies which have been done on transformational leadership rn

different context and in different disciplines, but in Pakistan still huge efforts are

required to understand leadership concept and role of leader and also the needs and

demands of teachers who play main role for aoademic carrier of the students.

Drawing on all enlisted issues, this research was designed to specifv school heads

leadership role and teachers' job satisfaction. The purpose of the current study was

two-fold. First; the study aimed to access the transformational leadership perception,

practices and skills of school heads. Secondly; the study aimed to explore the effects

of transformational leadership of school heads on teacher's job satisfaction.

1.3 Significance of the StudY

Education in Pakistan bears enormous challenges, both in scale and complexity.

Concrete efforts are required to improve the educational provision in Pakistan. all ke-""

planners especially teachers and school managers could play vital role in this aspect.

Many problems are highlighted (school teachers are facing) from Ministry of

Education, donors, education researchers and teachers. Policy makers and educationist

are the well aware from these problems but they do not take the effective action to

address these problems. In all this situation there is need to choose effective

leadership style and guide the teachers properly for their effectiveness and maximum

output in education sector.

It is dire need to closely examine and observe the role of principal in orcler to incrcasc

and sustain the teacher level of job satisfaction at high level. lt is cxpectcd that

through some true and concrete efforts teachers satisfaction level will raise. teachers

will feel happier and more stimulated and encourage to their profession.



The transformational leadership is important concept in every discipline, in this

leadership style the leader empower their followers, transformational leader build

trust for willingness to adopt organizational, values and encourage workers to become

the leader. Those school prin<;ipals who adopted 1'L style they lind their teachcrs

more energetic, enthusiastic and self-confident.

Pakistan is developing country there is dreadful need to practice new management

skills to fulfill the leadership challenges, if educational leaders practice the

transformational leadership skills in schools, colleges and universities the teacher

working under their supervision will be more satisfied, confident, motivated,

empowered, creative, innovative. This 'study explored the nature and extent ol

relationship between transformational leadership and job satisfaction and explored the

transformational leadership practices, perception and skills at elcmentarY levcl's

school heads. Results of this study may contribute for the school heads in rnaking

aware of their leadership style, skills and abilities. This heightened conscious and

modified principal leadership may contribute to the teacher's satisfaction for their

jobs. This study may prove helpful for the educators, school heads and administrators

to polish their leadership skills, it may provide insights review for researchers in thc

field educational leadership. It may provide satisfaction to the teachers with their

work. It may enhance leadership behavior and skills of head teachers for staff membcr

and promote friendly environment, that lead to maximize input, which rnight bc

enhanced students' performance and achievement. This may also providc particular

essentials to foster growth of teachers.
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1.4. Rational of the Study

Educators generally have higher academic qualification than the average people in the

society. Educators are role model for their society and they are expected to be

intelligent. Strengh of the educationists (school leaders) must be used in clleclivc

way, principal must have a vision and sense of mission and an agenda and these

qualities must come from inside not from school itself, from reflection and from ones'

personal values and beliefs. Educational leaders have capacity and ability of enabling

other team members to attain and exercise leadership skills. Drawing on these view

points, educational leaders can only attain and sustain lasting commitment to change

by adopting more transformational leadership approach. By the practices of

Transformational leadership approach in educational institutions the employees those

who are working under their supervision seems more satisfied lrom their.iobs. Presenl

study aimed to explore Transformational leade rship c{'(ect orl tcashct's -lt.'b

satisfaction. As elementary level education is very crucial stagc in students' life so it

is needed to have intelligent and fully equipped heads with all crucial leadership skills

which can lead teachers on right policy and encourage and inspire staff to new and

challenging situations.

1.5. Objective of the StudY

The primary focus of this study was twofold. First; the study airned to access tlre

transformational leadership perception, practices and skills of school heads. Secondly;

the study aimed to explore the effect of transformational leadership of school hcads

on their teachers' job satisfaction. Whereas research study set following objeotives to

address the research problem, these are given below'

1. To explore the school heads perception about transformational leadership.
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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 o[ school

heads and teachers' job satisfaction.

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

transformational leadership style.

1.6. Research Questions

l. 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 style on their tcachers'.iob

satisfaction?

4. What is the effect of transformational leadership attributes on their teachers

job satisfaction

5. What is the relationship between transformational leadership (predictor

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

6. What is the relationship between transformational leadership attributes

(predictor variables) and teachers' job satisfaction (dependent variablc?)

7. What is the teachers' level of job satisf-action by practicing transl'orrnational

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?
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1.7. Delimitation of the Study

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

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

l. Only the elementary teachers of Silver Oaks schools (SOS) ancl 
.l-hc ('it1

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

ofteaching in general and years ofheadship in current school

4. The measures of job related dimensionst 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 (dissatisfaction) their jobs" (Spector

1997, p.2.).

Z. Facet Job Satisfaction: an effective response ol'individLrals wlrich is

reflected in the evaluation individuals make of all individual salient aspect 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 exists in the center

of the continuum as it involves the features 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 Clark2007).

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.

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.

Mean: arithmetic mean is the most widely used of measure 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 spread out

the observation.

Valid N: Valid N, this is the number of the non-missing values and N is the

number of the valid observation for the variable'

Correlation: measure of relationship or association between two continuous

numeric variables that indicates both direction and degree to which the co-

vary with one another form case to case, without implying that one is

causing other.

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

provides detailed information about the relationship between the variables.

-

5.

6.

7.

9.

10.
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13.

12. Bivariate Regression: Bivariate regression analysis created a linear

regression line to determine the strength of relationship of two variables. r{n

independent variable and dependent variable.

Multivariate Regression: Multivariate Regression analysis is a statistical

process for estimating relationship among variables. 
-Ihis 

analysis dctcrtttirtc

the strength of relationship of more than two variables, focus on relationship

between a dependent variable and two or more independent variables.

R-Square: Measure how much variability in the independent variable is

accounted for by predictor variable.

Adjusted R-Square: give the basic idea how well the rnodeI is to generalize

the population.

16. ANOVA: ANOVA is totally different word for procedure in rcgression. It

divides the variance in regression model and provides analysis of variance in

the regression model. So don't confuse this with statistical procedurc

ANOVA.

17. Sig: The term 'Sig' in SPSS refers to a "'significance test" which is another

way to of saying "statistical hypothesis". In other words the labeled vales in

sig column called p values and therefore gives the results of a hypothesis test.

In this study p values refer to test of entire values (the entirc collection of

independent variables).

18. Unstandardized Beta coefficient: Correlation coefficient presents the

unstandardized Beta coefficient. It expresses the degree to which two or more

independent variables (predictors) are related to dependent variable

(criterion).

t4.

15.

!

11



q

19. Level of Significance: Generally in social sciences an alpha level of 0.05 or

0.01 is used as level of significance which represents that resulted are atg5ntn

and 99%o confidence level respectively. l"he level of significancc is also

called the p (probability) - value.

20. Phenomenological model: Phenomenology approach dev'clop an

understanding of the participants reality how the participants perceived. it

investigates the reality of group or individuals as they construct it (Welman &

Krugr, 1999).

21. Semi structured interview: it is flexible interview, in which the interviewer

does not follow a formulized list of questions but hs list of gcneral topics

called interview guide for respondcnt(s) (sce Appcndix I)).

1.9. Variables of the Study

Study involved two variables, Transformational Leadership (TL) considered

Independent variable (predictor variable) and Job Satisfaction (JS) considered

Dependent variable (response or criterion variable).

l. Independent Variable: Transformational Leadership (TL) considered as

Independent variable, whereas the attributes of transformational leadership arc

Charisma, Inspirational motivatiorr, Individual considcration and Intcllceti-ral

stimulation.

Dependent variable: Job Satisfaction (JS) considercd as Dcpcndcnt variablc,

whereas the facets of job satisfaction are decision making, recognition,

administration, peer group relationship, autonomy and professional

development.

AS

AS
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1.10. Overview of the remaining Chapters/Thesis

The second chapter of the thesis present a review of the literature related to leadership

and job satisfaction and relationship between them. construct will be dcscribed.

followed by the discussion about different theories related to job satisfaction and

leadership. However, in the leadership section, more and focused discussion will bc

upon transformational leadership and its theoretical framework supports the present

study. A number of research articles, masters and doctoral theses from a variety of

cultural context, countries related to the study will be evaluated and discussed.

In the third chapter, the research design will be discussed, which provide the study

frame to achieve the research objectives. This chapter will also mentioncd the

population and sampling, further more in this chapter data collcction stratcsies'-

procedure, reliability and reliabilities and frame for analysis will be disousscd.

The forth chapter will deal with the presentation of quantitative data, analysis of

quantitative data and findings with specific focus research question 1,2 and 3. The

qualitative data presentation, related findings, and findings with regards to research

question 4 and 5 will be addressed in the same chapter.

Finally the fifth chapter will provide in depth but completc picturc of the data. this

chapterwill also providc clctailcd analysis and synthcsis ol'dil'lcretti sels ul .lui". l],,-l

outline of the thesis and a summary of the main findings of the study will bc prcscntcd

and discussion on research findings with respect to research guiding questions. 'l'his

chapter will present conclusion and implication for theory and practice, followed by

the limitation of the study are discussed, finally the recommendation for further study

will be discussed in the same chapter.

cr
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CHAPTER 2

LITERATURE REVIEW

2.1. Introduction

This chapter includes the literature related to transformational leadership and job

satisfaction. Study used different sources to access the relevant material, diff'erent e-

journal was explored on the similar research study by using major educational

research engine: Sage, Emerald, Eric, J-store and Google, after relevant collection of

relevant material for the study the conceptual and theoretical framework of the study

is formulated. The conceptual model is the exact picture of the literature review.

Whole data were collected to keep an eye on the objective of the study.

2.2.Leadership

Different scholars give their own definition of leadership. Chemers (1997) offers

typical definition of the leadership.

"Leadership is process of social influence in which one person is able

to enlist the aid and support of others in accomplishment of common

task"

For the effective leadership there must be strong bonding between leader and his

subordinates. Leader just not impose his decision and ideas on hisi her r.n''orkers br"rt tr1'

to influence them with his vision and his/her charismatic personality that workers jtrst

obeyed him/her and ready to die for him as fbr such type of leader worker believe that

he/she is always right and will not do that work which is harmful for the subordinates

or for the organization. Leader must try to create shared sense of purpose (Jago,

1982).
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Leadership is human activity it creates a lbrce that creates capacitv ancl e'mpou'ers

employee to do something better (McKenna, l99l).

For many people leadership word implies that one person is director: he makes all thc

decision and make all important decision in the group, but the true leadership is more

than this because in group of more than two or three there are also other furnction to

do it himself. A good leader evokes or draws forth leadership from the group. He

works as senior partner with other member to achieve the task, build the team and

meet individual needs (Adair, 1988).

Its wholly depends upon a leader how he works and which style he/she adopts fbr

his/her organization and worker to keep them on highest place . most recent studied of

Ieadership take the view that style of leadership is dependent upon a number ol

factors associated with The leader's values and beliefs, Confidence in the sta{f

involved, Personality and style, Leaders' need for control and The degree of success

(Leask, and Terrell, 1997).

An effective leaders is person who guide other group or organization members

towards common goals, showing them right way through persotral example. create

smooth active and healthy environment for work. prefer work in team prefer

collaboration. A good leader is always a good listener: initiate his workers towarcls

common goals, appreciate their ideas, arouse them for creative thinking. A good

leaders is focused for the teaml organization mission and vision, focus on shared

vision and keep the workers on track in this way worker will stay motivated and more

productive. Good leaders are motivated and organized and motivate his/her team

member to manage their work according to the organization objectives. Good leader
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appreciate individuals differences and give attention each worker and delegate dutv to

the worker keeping in the view about the strength and weakness oIa persorl.

Being educationists we are supposed to check that all these qualities exercise bv the

education leaders? Certainly all these qualities are important in all the fields of the

life. Leaders are able to influence others those who have a vision that is well

communicated, or someone who builds trust among colleagues.

Leadership is not solitary activity. It requires the involvement of others like followers

participate enthusiastically to achieve the organizational goals. Leadership creates and

facilitates a vision for what must be done. Leadership therefore required not only right

vision to accomplish the comrron goals as well as it needcd right attittrclc (Kottzcs

James, Ponser, Barry 1987).

According to Bennis and Nnus (1985) leadership is activity and has ability to push all

the members to perform collective task and achieve the goals. According to Rost

(1991) leader inspire their followers and intend real change. Cuban (1894) describes

leadership a social process, where leader follower work together and share the ideas to

pursue the goalof organization.

Effective leadership involves alignment of people with organizalional aims and this

way leaders and followers shared the same vision and work for thc same objectives

and move forward in same directions (Kotter, 1990).

Nandi's (lgg7) recoded the views the leaders, that the good leader is always goal

oriented, self-motivated, hard work and keep responsibilities for excellent

performance and further he described that it is only possible through team work and

strong bonding between leader and follower. If the leaders want to be successful they

must develop people and develop the organization. 'l-hus the leadership deflned

generally as a social process.
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Leadership is equal important in school, where school efficacy determined by school

administration through nature and quality of leadership. There is no doubt that

effective leadership is vital part of school success. Transformational leadership is

considered an effective leadership style for school success and this leadership style is

focus of this study.

2.3. Transformational Leadership

In early 1970 interest in transformational leadership increased due to significant

global economic changes (Simic. 1998). Transformational leadership provide mission

and vision to their followers. it provide mutual relationship wherc leader and Ibllower

work together for organizational goals and leaders makc tlrcir'fttllorl't't ttr,rrt'

powerful and work oriented ( Leithwood as cited in Hoy and Miskel, 2005).

Transfer refers to change completely or essentially in composition or in structure. All

transformational approaches to leadership emphasize the emotions and values; vision

in common, preference to organizational goals, increased capacity and oommitment

that is assumed in transformational leadership as extra effort and great productivity

(Davis,2005).

James Mac Burns (1978) formulated the idea of transformational and transactional

leadershipand he applied these leadership styles in political arena. On thc bascs olthc

Burns ideas, Bass (1985) furtherconstructed highly influential and broad range model

forthe leaders in social organizations. The basic conceptof TL can be conceptualized

using the Bass continuum which is called "A full range leadership model".

According to Bass (1999) transformational leadership
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"Occurs when leaders broaden and elevate the interests ol' their

employees, when they generate awareness ancl acccptancc ol' thc

purposes and mission of the group, and when they stir employee to

look beyond their own self-interest for the good of the group"

Bass (1985) argues that transformational leaders are proactive and raise the

awareness level of the followers about the inspirational and collective interest and

help their followers to achieve the common goals of te organization by giving the ir

high level of performance. Transformational leadership charismatically directed their

employees to achieve beyond expectation (Graham. I 991 ). 'l'ransfbrmational

leadership facilitate the redefinition of the people mission and vision ([.eithwood.

1992).

The theory of transformational leadership suggests charisma, intellectual stimulalion,

inspirational motivation and individualized consideration as essential attributes of the

leadership. Transformational leaders create friendly environment for the employees

and try to bring change in employee in positive way.

This form of leadership was developed for business purpose but Leithwood (1992)

and Fullan (2001) further developed this theory for the application in edr-rcational

setting. Summarizing from all above discussion and definitions it is concluded that

transformational leadership is leadership style which allow attraction between leader

and followers to achieve the common goals. In all this process leader and fbllowcr

work together and provide assistance on hard problems and give the vision and sense

of mission. Doing so worker become their own change agent and accomplish the

chal lenging task for organization.
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2.4. Bass's Full Rang Leadership Model

Building on the work of Burn's the llass(1985) crcatcd a niodcl itttcgtating.r

continuum of leadership styles in an organizational setting that ranged lrom I-aissez-

fair, to transactional to transformational, while Burns focused on leaders' behavior

being either transactional or transformation. Bass made a difference that both

leadership style e necessary to a leaders' success and not mutually exclusive .

on performance

Source ; Adopted from Kirkbirde (2006)

Figure 1 Bass's Full Rang Leadership Model

Laissez-fair is characterizcd by hands-olf approach. fhe tratrsactional charactct isti,.;s

are consistence with Burn (1978) that leaders take action only whcn thcy lecl

'lransformational

Leadership

Inspirational
motivation

Intcllectual
stimulation

Individual
considcrat
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performance and results are not conforrn to standards. Transformational leaders

behave in different way they inspire their followers and encouragc thcm to go bcrond

their own self-interest to achieve high purposes and collective good of the

organization (Howell & Avolio, 1993).

2.5. Differences of Transformational leadership from other styles

Transformational characteristics make it different from other leadership styles. For

example instructional leadership which focus in school setting on school work and

learning process and development of curriculum. On the othcr sidc wltcrt u'c

compare transformational leadership in school setting, it emphasize all the

organization including employees and leaders and particularly pay attention to its

followers.

Transactional leadership based on an exchange of followers services with multiple

tangible rewards (salary, bonus, and other financial and material rewards) from which

control the followers. Leaders believe on to-down decisions for effective control on

staff, allocate resources and initiate the process of change. Sergiovanni ( 1990)

considered TL a first and central stage to get day to day routines carricd out.

Transactional leadership works only when bother follower and lcadcr undcrstand

which tasks are more important. TL shapes, alerts, elevate followers, motives and

values. Transactional leaders motivate and encourage their followers for the small

change and doesn't authorize or empower their workers, it fails to impart vision,

meaning and truth in workers but the Transformational leadership motivate and

inspire their workers to make huge change and these leaders also empower their

followers to achieve the organizational goals. Transformational leaders motivate and

challenge their workers to be innovative and crealive in new and challcngtng
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situation. Transformational leaders re change agents who have vision fbr the

organization in order to effect the change, Transformational leadership has wide range

important implications for educators and educational systems.

2.6. Chara cte ristics of T ra nsfo rm ation a I leade rs

Transformational leadership empower their leaders and provide them vision, mission

and purpose in order to better understand what Transforrnational leadership is, one

must clearly understand what Transformational leaders does. Egan (1985) stated that

transformational leaders are shapers of values; they are the creators. interpreter of the

organizational goals, role models, and pathfinders. Vision of the 'l'ransformational

leaders so convincing, that they knew what they want from every interaction. 'l'he

vision of Transformational leaders does not blind their followers but empower them

and show them the right path. Transformational leaders have deep sense of purpose.

House (1998) further defines the role of Transformational leaders "as providing

followers with clear visions of the future, expressing high expectations for follower

performance, and displaying confidence in their followers' to accomplish challenging

tasks".

According to the literature, Transformational leaders go togethcr with ltrur basic

attributes of Transformational leadership. Transformational leaders are people who

can create significant change in both followers and organization with which they are

associated (Burnham, 2009). Transformational leaders have some intangible qualities

like shared vision and values, ideas and relationship building.

Carlson &. Perrewe (1995); Yulk (1989) state that there are lour stages of

organizational change under Transformational leaders.
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First, it is necessary to make a compelling case for change T'ransformational leaders

helps to bring change by making convincing case for it, example within school or

educational environment to invite government authorized person to the school to

present an overview a policy and related context.

Second, it is important to inspire a shared vision, seeking broad input, and encourage

everyone to think of new and better future. This might be achieved through involving

all staff in shaping and reshaping to the school/departments' strategic plan on regular

basis.

Third, change need to be led. A sense of firmness must be instilled, team work has to

be encouraged, and self-confidence of the followers must be increased. In fact it is

necessary to create an environment conducive to creation sharing of knowledge

(Bryant,2003).

Finally, change need to be embedded, this task may be fulfilled by, morritoring

progress of followers and organization it-self. changing appraisal and reward s,vstem-

and hiring team members to cooperation and collaboration and provide lollowcrs

common vision, and providing followers support and guidancc and work togcthcr lor

the collective good of the organization (Carlson & Perrew, 1995).

In summary " transformational leader articulates the vision in clear, tempting and

attractive way, explain how to attain the vision, acts consistently, confidently and

positively with values shared with other. expresses confidence in the fbllowers.

emphasizes with symbolic actions, leads by example, and empowcrs the followers to

achieve the vision (Stone, Russell &Patterson, 2003).
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Transformational leadership studies have been successfully revealed in diverse range

of professional and cultural settings, including, military, schools, corporations,

business and political arena (Bryant, 2003).

2.7. Core Quatities and Attributes of Transformational Leaders

In order to understand best about the transformational leadership and transformational

leaders, it is essential to identify the core qualities, skills and attributes which

transformational leaders possessed

Kouzes and Ponser (1999) surveyed in different industries for top qualities in

managers, they found the top five responses for their leader; forward looking,

inspiring, intelligent, and honest and competence. And they considered all these

qualities essential for a good leader. In any situation it is clear honesty is most

important part of being a leader, if an individual d not trust their leader it is difficult to

achieve the goals. It is very difficult to measure the someone level of honesty as

honesty as it is a judgmental inference in order to improve the level o[ honesty in

leaders and to build the trust, leader must create an friendly and srnooth onvironmont

for followers where they work independently, leader provide their workcr cssential

guidance and support, leaders must act consistently, optimistically with thcir valucs

and belief and make those values and beliefs aware to all followers in order fbr

individuals to entrust them which their careers and security.

Competence involve that leaders are able to successfully perform their tasks.

Transformational leaders are have ability to inspire their followers for the collective

good of the organization. Transformational leaders are aware of their pcrlormancc and

skills they possessed. Anderson, Gisborne and Holliday (2006) stated that most

organizations perform poorly in the selection of the competcnt and effcctivc lcadcl es
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these leader are lack of clear description of skills. This study will help those

organizations in determining particular skills in leaders.

Great leaders always have sense of vision and direction for their organization and

followers. Being forward looking is an important to trust in followers and those who

working around the leaders. Finally being a successful leader require the ability to

inspire those who around the leaders and ability to motivate other to commit the

common vision for the collectivc good of thc organiz-ation. 'lhosc lcatlcrr riltrr trr'

enthusiastic, eager, positive and energetic about the future they perceived as more

inspiring for their followers. A transformational leader always help and guidc thc

followers to achieve the mission and goals, followers are much inspired by the leaders

they follow their leaders blindly as they have trust and confidence on their leaders.

transformational leaders help follower to see their purpose; therefore resulting in

several positive outcomes.

2.8. Theory of Transformational Leadership

Transformational leadership provides a prominent approach for looking at new

leadership. The early work on transformational leadership was donc by .latrtcs

McGregor Bum's (1978) analyzed political leadership to define two types of leaders

transformational leaders and transactional leaders, the work of Burns I'urther

elaborated by the Bass (1985) and instrumentation by Bass (1994, 1995). The basic

idea of Burns was that the leaders transform the life of their followers by alerting their

perceptions, expectations, values and beliefs. The leader demonstrates. communicales.

has a sense of vision and encourages the followers. T'he Burn's main contribution lor

theory was to measure the efficacy of the Bass Transformational leadcrship theory.

24



Transformational leadership was first eminent from transactional lcadcrship b1'

Downtown (1973) in accounting for differences among revolutionary, rebellious,

defiant, reform oriented and common leaders. Burn argued that leadership style can be

placed on continuum in term of leader competence and effectiveness, he made a

difference between ordinary (transactional) leaders who exchange tangible rewards

for the worker liability and extraordinary (transformational) leaders who engaged with

followers, and focused on the specific needs of the followers.

Bass Transformational leadership theory in other words was interested in the extcnl to

which leader influence the followers. The followers go after their leaders because of'

the inspiration, trust, confidence, honesty and other qualities, the follower showed

great responsibility and loyalty towards their leader and leader acknowledge. The four

dimension of transformational leadership was identified by Bass. these were charisma"

inspirational motivation, intellectual stimulation and individual consideration.

Charisma means being able to influence by one's personalitv. charisma ref'cr to a

degree to which the leader behave in admirable way. Individual consideration mcans

leader pay full attention to the followers needs. listen el'fectively them and aware ol'

the individual concerns of their followers. Intellectual stimulation is prooess to which

a leader stimulates and motivates followers intellectually, leaders encourage their

followers to be innovative and creative in their work and adopt new and alternative

ways to solve the problems. Inspirational motivation means leaders must have sense

of vision and capacity to motivate others. The four main dimension of

transformational leadership together are mutually dependent on each other and must

co-exist all of them are held to havc an additive effbct that yicld pcrftrrtratrcc bcrorrd

expectation (Gellis,200l). Most author in the field suggested that four factors make

up transformational leadership whereas Leithwood and Janliz (2000) suggested six.
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Table 1: Attributes of transformational leadership

The Four Common I's

l. Idealized Influence:
charismatic vision and
behavior that inspires other to

follow
2. Inspirational Motivation:

Capacily to motivate lo commil
the common vision.

3. Intellectual Stimulation:
Encoura ging innovat ion and
creativitY.

4. Individual Consideration:
Coaching to the specific needs

of the followers.

Sources: Barbuto (2005); Judge &
Piccolo, 2004; Simic (1998).

Leithwood's Six

l. Building vision and goals.

2. Providing intellectual
stimulati<ln.

3. Offering individual support
4. Svnrholizirtu. prolLssitrttlil

practices and values.

5. Demonstrating high
performance expectations.

6. Developing structures to
foster particiPation in

decisions.

Source:Leithwood & lantzi (2000).

The source of translormational leadership is in thc pcrsotral l'alucs and bclit.{.s ti['tlie

leaders. Transformational leaders are able to unite their followers and are ablc to

change the followers' goals and belief by expressing their pcrsonal bclicfs and

standards due to the highest idealized influenced of the leader worker obey and

respect him . In this way the leader produce the higher level of the performance than

previously (Hoy, and Miskel, 2008).

Similarly the Boss (1985, 1999) observes in his studies that the transformational

leadership can be seen in the organization when a leader stimulate followcrs to scc

their work from new perspectivc. producc information and cotrscit)tlsllc\s lc!,elJing

mission and vision of the organization, motivate and stimrrlatc thc lbllor'r'crs to

beyond the personal interest and work together for the collcctive good of the
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organization. ln overall assessment of the theory the Yukl (1999) concluded that

transformational leadership seems to be making important explanation for the

leadership assessment (outcome) and process.

2.9. Dimension of Transformational Leadership

Bass (1985) developed the Multifactor Lcadership Qucstionnaire (MLQ).'l'lris is an

instrument which intended to measure transformational and transactional leadcrs'

behaviors. Over the past two decades following applications are used in studics

conducted for military, education, political, commercial, business and even lilr

cultural studies (Gellis, 2001). An outcome of transformational leadership is

segregation of four factors which are essential to be a effective leader. These effects

are summarized below in figure 2.

Idealized
Attributes

Idealized
Behaviors

Individual
Consideration

lntellectual

Stimulation

Source: Adoptedfrom Burn (1978)
Inspirational
Motivation

Set the

l-rample &
\'lodel thc

'l'ransformational I
Leadership I I akr

Get people

excited aboul
going to new

places

Figure 2: Transformational Leadership Model
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2.10. The Additive Effect of Transformational Leadership

ldealize Influence is about building trust and confidence and becoming a role model

for the followers so that the followers pursue to follow their leader. Leaders are

admired, praised, trusted and respected by their followers for their (leaders)

charismatic vision. (Bass, Avolio, Jung & Berson, 2003). l,eaders confidence

provide foundation to their followers to accept organizational change. follou'crs

follow blindly their leaders and sure about the leaders qualities.

Inspirational Motivation is related to idealized influenced but charisma is necessan'to

motivate individuals, whereas inspirational leadership is about motivating the entire

organization, transformational leaders give clear and compelling view of the future.

encourage followers to become a part of the organization and this goal might be

achieved through motivational speech and public displayed of enthusiasm, positivity

towards outcomes and stimulation for teamwork (Simic. l99tt). l'hrou-eh the

motivational speech transformational leaders encourage their followers to conlribttte

for the welfare an{ development o[ organizational goals (tsass. Avolio. .lung &

Berson, 2003).

Intellectual Stimulation involves the solution of old problems in new and alternative

ways and encourages the followers to creative and innovative (Bass, 1999 Barbuton.

2005). Transformational leaders empower by motivation to propose new and

controversial ideas (Ston, Russell & Patterson,2003).

Individual Consideration involves responding to the particr,rlar needs of the followers

and accepts the fact that each individual is unique in terms ol'talent. knowledge-

ability, capability, skills and capacity and ensure the followers are participated in

transformation process of organization (Simic, 1998). This might take expression,
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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 leaders are mutually

dependent on each other, these factor yield the performance beyond expectation

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

On whole it can be summarized in few words that TL have clear sense of purpose' 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 cmotiotrally rttaturc and tliu5

are effective communicators that why they communicate thcir mission and'uision to

their followers , transformational leaders consider thc pcrsonal nccds of thc n'orkcr 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

field of education. Therefore. certain dimension are associatcd with transl'ormational

leadership give different meaning when these are compared to thc Leithwood's mode I

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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:rl
}{tft

H
=,
t6aoI-1

29



within school setting. This model support the distributed leadership in school setting

as it is assumed that school leader share the power and responsibilities among

teachers instead of controlling with other power. By this particular model of

leadership focus of school leaders to provide individual support, motivate teachers,

instill pride in others and collective vision for learning is advocated (Stewart. 2006).

Leithwood's model of education also included the dirnerrsion oleducatiorral practiccs.

included creating productive community relationship that was not lound in ar,y prior

model oftransformational leadership.

2.12. Tran sformational Leadership a nd Ed u cational Leadersh ip

Transformational leadership is a term which appeared with increasing frequency in

writing about education since the late 1980s in the early mid to 1990s it was used as

importantly as appropriate type of the leadership for schools. In educational setting

the best work has been done by the Leithwood (1994). hc asscssecl thc cf'fccts ol'

seven dimension of transformational leadership. IIis conceptual framework is based

on two statements. First transformation leadership in schools dirc<;tly aflects the

school outcome (student's achievement or student's grade). Second transformational

leadership indirectly effects the school characteristics, teacher commitment, and

organizational. Leithwood concluded from his research following generalization

school setting or for educators:

l. Transformational leadership depends upon to prcsence ol' all

leadership (4I's) in Bass's terms, idealized influence. intellectual

inspirational motivation and individual considcratiorr.

School organization need unique formulation of TI- for the

consideration

aspects ol

stirnulation-

indiv idual2.
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apart from expert thinking, TL represents contingency approach

Distinction between management and leadership cannot be made in terms of

observed behavior

Several studies conducted and the results of the studies concluded that

transformational leadership dimension have positive influence on studcnt learning,

work environment, organizational change, teachers' satisf-action (Hallinger, 2003).

Transformational leadership proves guidance to the fbllowers in order to hclp thcnt to

adapt the ever changing world of education (Bass, Avolio, Jung & Berson, 2003).

Leithwood (1994) concluded in his study that transformational leadership values help

the school to reform, reconstruct, restructure, renovate and recreate, similarly the

Silins (1992) resulted in the study that transformational leaders have great positive

effect on schools than transactional leadership.

Marks and Printy (2003) report contrihution to class room instrttction ol' hoth

instructional and transformational approaches to leadership and the part ol-principals.

Leithwood and Jantiz (1999) found that TI- practices had smaller br-rt signilicant el'l'ect

on the student performance. Sillins (1992) found significant contribution for both

student's achievement and organizational learning in the school. The execution of

transformational leadership try to transform feeling of teachers that must effect the

school culture, Geijesi et al. (2003) reported significant effect of TL approaches on

teachers' level of commitment and effort. l'he execution of transl'ormational

leadership tries to transform feeling of teachers that must affect the school culture.

Leithwood and Jantzi (2000) established that transformational leadership redircct the

student achievement through the school culture and that emphasizes learning at all

levels.

J.

4.
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A study conducted by Mir and Abbasi (2012) investigated the relationship between

emotional intelligence and transformational leadership of academic leaders at higher

education; Pakistan. Findings of the study provide an evidence that emotional

intelligence is at the core of transformational leadership style and elements ol

emotional intelligence are significantly re lated to translonnational lcadcrship bchar it-,r

of academic leaders.

Overall transformational leadership widely used in different studies in educational

setup but it is necessary to lead the transformational initiative leaders must possess

the numerous skills and abilities and behavior that according to the Bass (1998) can

be developed , taught, and learned. Transformational leadership can be enhanced

through formaltraining (Driven, Avolio & Shamir, 2002).

2.13. Educational Transformational Leader Model

Ross and Gray (2006) asserled that transfortnational lcadcrship positivcll irtllucrr"uti

pedagogical efficacy of schools and positively influenced laculty and staff

commitment to the schools mission and to the professional learning community. In

developing these assertions, Ross and Gray (2006) developed and tested two

educational transformational leader models. This model is depicted in figure 3

hypothesized that transformational leadership would have direct effect on teachcr

commitment and indirect effect through teacher efficacy. 1'eacher efficacy is set of

beliefs within a teachers' professional behavior that providc the cxpectalion that

he/she would ensure student learning (Ross & Gray, 2006).
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Transformational
Leadership

Commitment to
Professional
Community

Collective
teachers Efficacy

Commitment to

Community
Partnership

Source; Adoptedfrom Ross & Gray (2006), p. 186

Figure 3: Transformational Leader and teachers Efficacy Model

It was concluded by Ross and Gray that transformational leadership directly al'fcct

teachers' commitment and efficacy and directly and positively affect the faculty and

staff commitment, teachers' collective efficacy to the school mission and commitment

to the professional community, as depicted by the solid arrows (see figure 3). Through

the influence by the transformational leaders, teachers were able to directly and

positively, influence the commitment to the community partnership. 'l'his

commitment, in particular was developed through the relationship devcloped with

parents, which in turned provided for higher student achievement.

Transformational leadership indirectly but positively. influenced commitment to thc

community partnership through the direct influence of teacher efficacy, as in figure it
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is depicted by dash arrows. Finally, through the direct influence of teacher eflicacy,

teacher committed to the school's mission as well as to the professional community.

2.14. T ransformational leadership a nd School Effectiven ess

Educational leaders who follow and contribute to the l-ransflormational lcadcrship

philosophy are effective leaders for the institutes as thc close association ol'

Transformational leadership qualities and skills with those of the elfectivc school

leaders. Murphy (201l) stated that, effective and good school leader must understand

the meaning of leadership and it is not build around the power and authority but it is

power sharing to all group members or followers to reach the common goals of

organizations. He further argued that effective and good school leadership is not

depend upon principal (school head); instead it is about the legacy that school hcad

leave behind.

Transformational leadership model is correlated with effcctive leadership attributes.

central them of the transformational leadership is based on distributed leadership

emphasizes on power sharing rather than control and power, consider all group

members valuable contributors to the organizational vision and mission.

2.15. Outcomes of Transformational leadership in Pakistan

Number of the studies have been conducted in Pakistan in different sectors: banking.

telecom, and private sectors and in educational context. Ghal'oor ct al. (201 l)

Concluded in their study that significant relationship exist between managcrs

transformational leadership and employees performance, results also supported thc

mediation of psychologicalownership in relationship of these variables.
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Imran and Haque (201l) reviewed in the study that the transformational leadership

facilitates the organizational model that is characterized by flexibility and external

focus and that is positively affect the innovative work behavior. A study by Bushra et

al. (2011) concluded in their study that transformational leadership positively and

significantly affects the employee job satisfaction and organizational commitmenl.

Riaz and Haider (2010) found transformational leadership and job success highly

correlated with each other. Batool's (2013) study supports the argument that there is

positive and significant relationship exists between transformational leadership and

organizational commitment. Chaudhry, Javed and Sabir (2012) conducted a study in

Pakistan's banking sector, they concluded in their study that positive and significant

relationship exists between transformational and transactional Ieadership with

dependent variable motivation.

A study conducted by Rehman et al. (2012) on perceived leadership style indicated

that both transformational and transactional leadership stylcs have positivc

relationship with organizational commitment but transformational leadership has

slightly strong relationship as well as strong impact on organizational commitment

than transactional leadership.

A study conducted by Mir and Abbasi (2012) provides evidence that emotional is at

the core of transformational leadership style. Results of the study also rcvcalecl that

elements of emotional intelligence are significantly related to transfbrmalional

leadership.

35



JOB SATISFACTION

2.16. Concept of job Satisfaction

Concept ofjob satisfaction got excessive importance in social seclors. social mangers.

organizations, educators and scientists showed greal interest in recognizing the value

ofjob experience in one's life. There is number of definition ofjob satisfaction. therc

is no universal definition of job satisfaction. Schermerhorn (1993) argues that job

satisfaction as an emotional response towards various aspects of a job. further he

explains the most likely causes of job satisfaction: status, coworker relationship,

leadership style, promotion, nature of job and work, work environmenl arrd

organizational structure. Spector (1997) states that, job satisfaction is about how

people feel about their jobs and different aspect of their.iob. I-llickson and Logsdon

(2002) states that it is term in which employee like their work. Milkovich and

Boudreau (1998) define the job satisfaction as "a pleasurable and positive emotional

reaction to person job experience". According to Cano and Miller (1992)" job

satisfaction can describe as "the condition of contentment with one's work and

environment, donating a positive attitude. Robin et al. (2003) describes that an

individual with high job satisfaction show positive attitude for their job whereas

dissatisfied individuals showed negative attitude towards their .lob. I{uc and By'ars

(1992) give contrast views about job satisfaction and refer it as an individLral's'

mental state about their job. Nnadi (1997) said that job satislaction is composccl o1'

reaction, attitude or perception of an individual to work. Job satisfaction is cognitive

effect and evaluative reaction towards their job (Greenberg & Baron, 1995). Griffin

and Bateman (1995) defines the concept of job satisfaction is a global construct

including variety of specific aspects of job that effect the level one's level of
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satisfaction, they define some crucial aspects ofjob satisfaction; benefits. promotions.

nature of the work , workload, work environment, pay supervision and coworker

relationship.

A commonly accepted definition by Lock (1976), "the pleasurable emolion state

resulting from the perceptions of one's job as fulfilling or allowing fulfilhnent ol'

one's job values".

In other words job satisfaction is relationship between what a people wants form job

and what the job actually offers. Bolger (2001) defines job satisfaction from aspect of

two factors. First factor from intrinsic side and this factor associated with satisfaction

such as achievement, autonomy, professional development. Other factor is extrinsic

which is related to pay, working condition and benefits. Both aspects are importanl

for job satisfaction. From all above discussion it concluded that job satisfaction is

function of employees' attitude to their work. Job satisfaction is one of the important

aspect that lead to recognition, income, promotion and achievement and autonomy

and general feeling of fulfillment. It is pleasurable emotional state that lead employee

towards positive attitude towards work and increase the productivity of employee and

empower the employee to be creative, loyal, flexible and innovative on work place.

Cherrington (1994) revealed in his research that two aspect of job satisfaction is

important; facet satisfaction and overall satisfaction.'fhese two aspects arc crplairrccl

as follow.

2.16.1. Facet Satisfaction

Facet satisfaction refers to tendency for a worker to be more or less satisfied with

various dimension or aspects of job satisfaction (Jhons 1998). Cherrington (1994)

refers various facets of job from which an employee may be less or more satistied;
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nature of the work, recognition, workload, autonomy, soft managerial approach and

pay, all possible facets ofjob satisfaction are given in figure 4.

Source: Adoptedfrom Hackman & Oldham (i,980)

Figure 4: Facet Satisfactions

2.16.2. Factors that determines the job satisfaction

Psychological rewards.' this is the positive inner balance that comes from whether

there is favorable working experience or not. [t is the product of the positivc oulcome

of the factor outline below.

Material Rewards: Good salaries and allowance can determine the job satislaction so

it must be of high priority. This is very crucial motivation factor that motivate a

employee through some kind of material reward s. employee should consider

\

.lob
Satisfaction

38



f

improving on his status as it is a great convincing factors that could cause worker to

protect their sources of good income.

Opportunities and Socialization: ffaining opportunities for employees. posting on

informative places and introduction to interactive plate fbrm can improve thc slatus ol

employees as well equally important for the professional development of individual

worker in any organization.

Physiological Needs: if the employee are availing basic necessities during their

working hour they seem to be more satisfied from their job like drinking, eating

resting all these factors make the employees relax during their working hour.

Security Needs: worker must be facilitate and ensure about his/her luture comlon in

the tern of reliable pension and health insurance.

Good relationship.' workers must provide healthy and friendly environment where

they can freely interact with their fellows. Workers could bring in a session of

belonging.

Self-esteem: workers should be given recognition on his/her good performance this

thing will build up their confidence. They will improve their performance to achicvc

the highest standards ofthe job.

Self- actualization: a great job allows a workerto drive personal satislactirin in tcrt.r'ts

of personal fulfillment. This thing will bring worker personal pride. identification.

2.17. Job Satisfaction and Motivation

It is a reality that motivated employees considered as more satisfied than others.

concept fjob satisfaction is associated to the motivation. Several theories have been

offered to support the concept of job satisfaction with motivation. Factors related to
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job it are achievement, autonomy, recognition, advancement and responsibility and

there are some other factors that may not essential to motivate worker but in the

absence of some other aspects (related to job) may cause dissatisfaction. 'l'his includcs

salary, management style, working condition. interpersonal relationship, and .iob

security and working policy.

No organization can successful without highly motivated and committed employees.

Due to the numerous effects of the factors on working behavior and performance of

workers, understanding human motivation is vital for managing people. Number of

the researches have been conducted to explore the factors how to motivate the

employees and how make them happy and satisfied from their jobs. Motivc is drivc

force or desire which causes a person to act in a manner hc/slrc clocs (Singh" 1005).

Mullins (1996) states that, "Motivation is process which may lead to job satisfaction".

Usually it is not easy to determined exact relationship between job satisfaction and

motivation, relationship between these two constructs can explain through

motivationaltheories. Motivationaltheories divided into two main groups content and

process theories of motivation. Mullins (1996) process theories determined the

relationship of job satisfaction and motivation in effective way and content thcories

reflect the relationship between job satisfaction and job performance. Nadim et al.

(2010) revealed that positive and significant relationship exist between cxtrinsic and

extrinsic factors and motivational factors, however they concludcd that tcuchcls jot'

satisfaction is largely caused by intrinsic motivational factors as compared to extrinsic

motivational factors. To run a successful organization is vital to motivate the

employees on iterative bases. Ahmed and Islam (201l) considered three important

facets of motivation or job satisfaction; working condition, compensation and

recognition, results of their study revealed that there is positive and significant
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relationship exist between all three factors and motivation furthermore they concluded

that motivated employees were found to be more satisfied with their jobs.

For better understanding the concept of jab satisfaction and its rclated variablc which

may cause satisfaction and dissatisfaction of the employees i1 is essential to discusscd

both contemporary and early theories of the motivation.

2.17 .1. Content theories/need theories

Content theories attempt to provide support for job satisfaction.

2.17.1.1. Maslow's needs hierarchy theoly

This theory was developed by Abraham Maslow in 1943. Hierarchy of needs theory

was emerged in early 1960. He developed a method for gaining insight by providing

categories of need in hierarchical order. He believed that it is a natural proccss

whereby individual fulfill needs in ascending order from most immature to most

mature Hierarchy divided into five levels. Edwards (1993 cited in Arnold and

Boshoff, 2004) level describes satisfaction of physiological needs that describes the

basic needs like water, air, cloth, house, food, etc., these factors have positivc impact

on the job performance of employees. Level two of hierarchy shows the safely and

security needs, steady employment and benefits for the old age, insurancc against rislt.

safe working environment for the employers (Abdullah,2002). Al level three social

needs of human must be fulfilled; need for sociability, inforrnal contacts, rccognition.

sense of belonging, need for affiliation, focusing on relationship with coworker. [-cvel

four ofhierarchy describes the need for self-esteem and self-esteem for others, feeling

of achievement, recognition, appreciation and status. The self-expression needs exits

at level five and it is enhanced by the existence of power, potentialities realizalion,

creative expression and achievement.
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Love/belonging

Safety
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Source: Adoptedfrom Singh (2005) book, p I 37

Figure 5: Maslow's needs hierarchy theory

2.17.1.2. Herzberg's fwo factor theory

This theory was prepared by Frederik Herzberg and his associates in 1966. Herzberg

two factortheory consist of two main factors known as hygiene factors and motivator

factors. The hygiene factor also known as extrinsic factor responsible for satisfaction

or dissatisfaction of employees on their job. These factors include interpersonal

relationship, nature of work, management style, personal polices, job security' ancl

benefits, salary and working condition (Ruthankoon & Ogunlana. 2003). 'l'hcse

factors according to Herzberg must be rightly termed as preventives to prevent .iob

dissatisfaction. These factors must be present and satisfied before motivation can bc

activated. As these factors support people mental health. existences of "Hygiene"

factors do not yield satisfaction but absence of these factors may cause in

dissatisfaction. The 'Motivation' Factor: these are the f-actors which motivate

employee for work and for the better performance and people are motivated to work

only when job satisfactory or motivators are present in the work situation . thesc

\loralilr.
creativity,

Self-esteem confi dence, achievement,
respect of others, respected by others

Friendship, family, scxual intimacy

Security ofi body, employment, resources family, health and

Breathing, water, footl, excretion, scx
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motivators are related to the job content and Herzberg term these factors as

(motivators factors);nature of the work ( chall, IIigh , achievement in the

successfully completing a task. responsibility at work. rccognition ol' thc u'ork.

opportunity for advancement, environment in which job is done. It is observed that

these factors are necessary for the improvement in work performance.

Hygiene factors

Quality of supervision
Company polices
working conditions
Coworker relations
Job security

High Low

Source: Adoptedfrom Singh (2005) book, p.145,

Figure 6: Herzberg's two factor theory

According to Schemerhon (1993),Herzberg is an important for managers ancl leadcrs

to best understand the concept ofjob satisfaction. This concept is equally impo(ant is

school setting where the school leaders can eliminate thc poor liygicnc sourcc of iob

dissatisfaction in workplace and ensure to build factors that satisfied the teachers.

2.17.2. Process theories

Process theories that will be given attention and that best provide a supporting

context for the job satisfaction are: Expectancy theory, Equity theory, Goal setting

theory.

intrinsic

l,ow

T
Job dissatisfaction

Job satisfaction

Motivation factors

Promotion opportunities
Recognition
Professional development
and growth
Responsibility
Achievernent
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2.17.2.1. Vroom's Expectancy Theory

This theory was developed by Victor H. Vroom. Expectancy theory establishcd thc

concept of valence (V), instrumentality (l) and cxpcctanc)'(l:). rcf'crrcd as \/11.. l'hi:;

theory views that motivation as a process governing choices; most behaviors are

under the voluntary control of the person (Cronje et al., 2003).

This theory also emphasizes individual differences in motivation and makes possible

the examination of very explicit relationships between motivation and the

accomplishment of organizational goals, whatever these goals may be (Nel et al..

2004). In brief. Vroom's theory requires that needs and satisl'action be considercd

before a person sets a meaningful goal. In Expectancy motivation model, force to

perform defined as expectancy times instrumentality times valence, or M " UIV. 'fhe

theory proposed three determinants of motivation (Dessler, 1998). Expectancy theory

predicts that motivation to work will be high if:

1. The Expectancy that individual Efforts will result in Performance

2. The Expectancy that Performance will result in Reward

3. The Valence of Regards

Effort *

The employee

believes that
effort will result
in acceptable
performance.

Adoptedfrom Singh (2005) book, p. I 56

Figure 7: Vroom's Expectancy Theory

Performance Reward*

The employee

believes that

acceptable
performance will
produce the
desired reward.

The employee

values that
reward.
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2.17.2.2. Equity Theory

Equity theory was formulated by J. Stacy Adam. The principal object ol'any system

is equity or fairness. Every employee of an organization expects that he/she must be

treated with justice (Dessler, 1998). Robbins (1993) stated for Equity theory that

satisfaction is determined by an individual input-outcome balance. This theory

proposes that employees evaluate the outcomes from the job i.e. salary, benefits.

recognition, achievement and promotion for the input knowledge, skills. ability.

education, experience and expertise. Robbins et al. (2003) states that crnployecs rnust

compare their job input; knowledge, skills, ability , education, cxpcriencc and

expertise with job outcomes salary . bencfits, inccntivcs. rccognition. aclliciclllcllt

and promotion and in relation to that of others. In equity exist when employces

perceived that they are over or under rewarded to other in relation to their jobs. Ijquity

and inequity is totally based upon individual perception, individual has to make

concrete efforts to reduce the inequity (Dessler, 1998).Example of equity and inequity

is shown in table 2.

Table 2: Example of equity and inequity

Ratio Comparisons Perception

o/lA< oilB

O/lA=O/lB

o/lA>o/1B

Inequity due to being under-rewardcd

tiquity

Inequity due to being over-rewarded

2.17.2.3. Goal setting theory

This theory was proposed by Edwin Lock, he anticipated that setting specific goals

will improve the motivation. This theory is based on this concept that behavior o1'

employee can be changed by influencing their goals and targets (lleery & Noon,
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2001). Nel et al. (2004) stated that employees are rnotivated if they alrcacll'au'arc ol'

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 their motivation in

terms of goal setting theory:

l. Goals should be attainable but challenging

2. Goals should be specific

3. Employees' involvement in process of goal setting

4. Goals should be measureable; clearly understood by employees

2.18. Models of Job Satisfaction

Three theories ofjob 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 Edwin [-ock 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 expectation.

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 employees' expectation are not meet than there this

negative impact on job satisfaction.
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2.18.2. Dispositional Theory

This is general theory ofjob satisfaction , this theory composed that pcople have some

innate dispositions that leads them towards the certain level of job satisfaction. this

theory also states that job satisfaction level gradually tend to stable the simplest

notion of this theory is there is no job satisfaction if there is no prior nced

2.18.3. Job Characteristics Theory

This theory was developed by Richard Hackman and Grcg Oldnrarr in 1976; this

theory proposed that how core set of job characteristics affcct thc dill.crcnt

physiological states, in specific work environment. 'fhis theorl' also crplaincd and

what are the effect of these characteristics on motivation, job satisfaction and

employees' performance. In this regard two job characteristic theories will be

discussed.

,lCM Model; job characteristics model developed by the Hackman and Oldman

(1976) according to them job satisfaction can be accessed through five job attributes

which are also called "core job dimension". Skill variety, task identify. task

significance, autonomy and t'eedback, presence of' llrst three dtmenslons, sktlls

variety, task identify and task significance in job make the job value able . important

and worthwhile .autonomy give personal responsibility to person who is entrusted

with job. Feedback gives right information to the employee for his performance

effectiveness.

SIP Modet.' the central theme of this social Information Processing model is this that

employee respond to job as they perceive it so rather than the reality of the job.

According to this theory employee behavior and attitude on job are profoundlv



influenced by social interactions from peers supervision. f iends. lamily t.ttcmbers.

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 givc r,cn' complt'r

and hard picture but factor that clarify the job and job duties producc high level of job

satisfaction ( Misk, Fevurly, and Stewart.l979), 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 variablcs sttch as aqc. gcnclcr

(Thomson, McNamara, and Holye,1997). There are number of that studies have beon

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). Iqbal and Akhter (2012) compared the level of job

satisfaction between male and female secondary teachcrs and intcrprctcd thc rcsults itl

the context of Pakistan; they concluded that female teachers wcre more satisfied with
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nature of work and supervision aspect of .iob satisfaction as comparecl to male

teachers. Nadim et al. (2010) conducted a study on motivational factors and tcachcrs

job satisfaction, their study revealed that positive and significant relationship exist

between extrinsic and extrinsic factors and motivational factors, however they

concluded that teachers job satisfaction is largely caused by intrinsic motivational

factors as compared to extrinsic motivational factors.

2.20. Leadership and job satisfaction

Frorn all above discussion and from all rnotivation thcorics and loh srtisfitcti,rrt

models, it is concluded that job satisfaction and leadership havc vcrl' strong

association with each other. A significant research conducted by Bass (1985) and

Vroom and Jago (1998) pointed outthe factthat leader behavior have consistent and

reflective impact on many facets of employees job satisfaction. Griffin and Bateman

(1986) concluded that leadership style have huge and stable effect on workers'.iob

satisfaction. According to Maslow's (1954), an administrators' duty to provide

opportunities to the employees forthe satisfaction of the needs, that may contribtrte to

the achievement of organizational goals. In school Maslow's suggested that

successful school leaders, who are achievement oriented. provide gtridancc and

support all the members of the community, provide opportunity to achieve. and

contribute to the quality of education and learning and try to sustain the standards.

which in turn enhances school teachers' job satisfaction and satisfaction towards work

(Drysdale, Frod, Gurr & Swann (2003). Mine's (2008) revealed in the study that due

to the individual considerate behavior of the leader, significant and positive

relationship exist between teachers' satisfaction and leader behavior. evidently

individual considerate behavior of the school heads satisllcs tlrcir teachcrs attcl

recognize the individual differences between teachers and best utilize the teachers
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strength which lead the teachers towards job satisfaction. Ryan (1980) found positivc

relationship between school head management style and teachers' job satisfaction.

Delaney's (1991) revealed in his study that management practices of school leaders

affect the morale of the teachers. Evans (1998) conducted the study in United

Kingdom concluded in his research that collaborative and consultative leadership

style are the key factor forteachers satisfaction from their jobs and to raise the morale

of the teachers. A study conducted by Zame & Hope (2008) concluded that lack of

leadership competences of school head due to the absence of school leadcrship

preparation programs.

2.21. Transformational Leadership and Job Satisfaction

Transformational leadership has huge spectrum of outcomes, employees' job

satisfaction and satisfaction with leaders. Bolger (2001) found principals' job

transformational leadership style influence teachers satisfaction in direct \\'ays,

teachers' satisfaction increased when they perceived their principals' leadership style

as more transformational. Delaney's (1981) concludcd in his studl'that managt:nlcllt

practices significantly affect the morale of the school teachers. further he lbund that

three factors more emphasis;job security, working condition, and managemenl s1ylc.

Evans (1998) conducted the study in United Kingdom concluded in his research that

collaborative and consultative leadership style are the key factor for teachers

satisfaction from their jobs and to raise the morale of the teachers. Koh et al. (1995)

conducted their study in Singapore; they found that transformational leadership had

significant effects in the predictions of organizational commitment and organizational

citizenship behavior and teachers satisfaction.
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Bass (1980) revealed that relationship between transformational leadership and

personal outcomes such as job satisfaction and commitment. 'l'ransformalional

leaders instill pride in their followers and inspire them to go beyond their own self-

interest for the sake of organizational goals, transformational leaders are deeper

insight and followers focused on new approaches to do their job and become more

goal oriented and motivated to pursue the tasks. Graham (1998) suggested that

transformational leadership leads to organizational citizenship behavior through the

process of member empowerment.

Dvir et al. (2002) showed that transformational leadcrs hacl dircct impact ()rr

follower's empowerment, morality, and motivation, transformational leaders

frequently good role model for their followers. Brayman (1992) discovered that

transformational leadership is positively related with many necessary organizational

outcomes including job satisfaction and organizational commitment.

Juge and Bono (2000) indicated in their study that work motivation factor for the

employees in rating on transformational leaders on their satislaction. Nguni ct al.

(2006) found that transformational leadership had significant add on effect to

transactional leadership in predication of teacher job satisfaction. Job satisfaction

appeared as mediator of the effect of transformational leadership on teachers'

organizational commitment and organizational behavior.

Hukpati (2009) conducted study in public and private universities of Ghana. he

concluded in his study that transformational leadership had moderate effect on

university teacher's job satisfaction and further he found no significance differcnces

in practices of transformational leadership in public and privatc scctors.
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2.22. Transformational leadership and Job Satisfaction in Pakistan

Transformational leadership is very Important concept in every sector, it is dirc nccd

to satisfied the people from their jobs In Pakistan number of the study have been

conducted in in educational context ( school, universities, colleges ).

Muhammad (2012) concluded in his study that transformational leadership style is

relatively being more often exercised by the leaders of the public univcrsitr in

Pakistan, than transactional leadership style, while laissez-fair leadership style is least

practiced, further he concluded that significant relationship exist between leadership

styles (transformational, transactional and laissez-fair) and the faculty's intrinsic and

extrinsic and overall job satisfaction.

A research paper was presented by Munaf (2010) in international conference on E-

business, Management and Economics, Hong Kong, to determine the effectiveness of

transformational, transactional and passive avoidant management style in selected

higher educational institutions of Pakistan through examining its rclationship with

achievement and motivation of teaching faculties.

Paracha et al. (2012) concluded in their study that transactional and transformational

leadership styles both are positively and significantly related with employec

performance, however transactional leadership was more significant than

transformational leadership. This study also made another important discovery that

there is no mediating role of job satisfaction between transactional leadership. But it

mediates with transformational leadersh i p and em pl oyee pcrlorm arrcc.

A study conducted by Nawaz (2010) reviewed that head o[ the department

(universities) mostly practiced transformational leadcrship rolcs to influcncc thc
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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 consideration and intellectual

stimulation. In this study dependent variable teachers' job satisfaction relies on the

factors or dimensions of transformational leadership. In today competitive world it

difficult for institutions (schools) to compete or even survive without satisfying their

staff (teachers). The current study determined the teachers' overall job satistactton

through the role facets of job satisfaction (various job dimensions); decision making,

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

relations.

Transform
ational

leadership

'l'eachcrs'Job

Satislaction

Charisma
Inspirational Motivation
Individual Consideration
Intellectual Stimulation

Recognition
Autonomy

Management
Decision
making

Peer group
relations

Professional
devclopmenl

Figure 8: Conceptual Framework of the Study
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CHAPTER 3

METHODOLOGY

3.1. Introduction

The research methodology provides the theory of how investigators get information in

their research setting. This chapter contains the information regarding research design.

procedure of the study. target population and selected sample. Further this chaptcr

provides information for instruments used and procedure adopted in undcrtaking the

study as well as data collection methods and frame for data analysis.

3.2. Research Design

Cohen et al. (2007) suggest that research design is governed by the notion of fitness

for purpose. Fraenkel & Wallen (2003) also suggest that while making

methodological decisions "the important thing is to know what question can be the

best addressed by which method or combination of methods". ln orclcr to dcvclop tlrc

coherent research design the present study utilizes a mixed rncthod approach. with

both qualitative and quantitative methods for data collection and analvsis. Ilrar,rlan':

call it methodological diversity and benefits of multi method approach to studies of

leadership (Bryman, 2004a).

The rationale behind taking mixed methods in conducting the current inquiry is

underpinned by two important consideration, first the philosophical position of the

researcher about the issue under investigation and, second, to achieve the research

objectives (Morrison, 2007).Among the various type of mixed method research

designs the "triangulation design" was sclectcd. wlrcrc thc rcse-arclrcr sirrrtrllunc\)r].,1\

collects qualitative and quantitative data, analyses both data sets separatcly but

concurrently to obtain results, and the researcher than compare and contrasts rcsults
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and utilizes the findings to see if they authenticate each other (Creswell, 1994), is

taken in this study. Creswell and Plano Clark (2007:62) labeled this design as "the

triangulation design" and Creswell (2009:213) named this design as "concument

triangulation strategy" the aim of this selected design to get complete and different

data for study in order to best understand the research problem. 'lhc reason behind the

selection of the design is to combine the strenglhs and overcome the weakness of

qualitative and quantitative methods and provide stronger evidence fbr conclusion

through convergence and corroboration of findings (Creswell. 2009). More

specifically, the chosen design is the "'convergence model" one of the triangulation

design variant.

The purpose for the selection of this model is to provide valid and well-established

conclusion regarding an event. the reason behind taking the chosen model(

convergence ) into this study is twofold: give the approximately equal weight to

quantitative and qualitative methods, secondly this method is best fit lor this currenr

study and take less time , as other mixed methods like sequential exploratory strategy

and sequential explanatory strategy opposed with current study and take more tinre

for completion. The selected design is one phase design in which the researcher

implemented the qualitative and qualitative methods during the same time frame and

with equal weight. The Creswell et al. (2003) named this design as "concurrenr

triangulation design".

The mixed method approach exists in the center of the continuum as it involves the

features of both qualitative and quantitative research; consequently. it offers more

credibility to a study as compared to quantitative and qualitative rescarch alone

(Creswell, 2009 ; Creswell and Plano Clark 2007).
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The quantitative part of current study is cross sectional survcy and is dcscriptil'c and

analyic in nature. A co-relational design is adopted to seek 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 et al.. 2007).

The qualitative part of the study is phenomenological dcsign. l)hcnorncnologl

approach develop an understanding of the participants rcalitl, hou' thc 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 carefully explains thc

purpose of the study and procedure for answer the research question to all to

participants' For the retricval ol clucslionnairc tclcphot.tc t.ttttrthe r' 'rl'lltt'' 11i11'l1r'r' r "'' '

recorded; researcher personally collected all the questionnaires from teachcrs at an

agreed date. Participants were requested for honest response. total anonyntity- ancl

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 experience in

their current schools were eligible for inclusion. School heads were provided hard and

soft copy of interview guide and researcher requcsted school head to write their vicw

point, answer or perception against each theme or question. 1'e lephonc numbers and

email addresses of school heads were recorded to lacilitatc thc retriuvai ol tttc

questionnaires (see Appendix C), researcher personally collected few qucstionnaires
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on agreed date and other received through email. Only eight heads out of thifleen

retumed the questionnaires. To get the holistic and complete picture of phenomenon

under research, the researcher requested the school heads for interviews. Separate

interviews were granted the school head at an agreed date in consultation with heads.

At this time the response rate was 100%. Responses were recorded. transcribed and

analyzed.

3.3. Population

Population of the study consists of all the teachers and principals in Silver Oaks

Schools (SOS) and The City Schools (TCS) in Rawalpindi. These were made up of l3

The City Schools (TCS) and 12 Silver Oaks Schools (SOS). The total teacher's

population for TCS institutions was 140 and 153 for SOS institutions making entire

teachers population of 293 for the study.

3.4. Sample

The study utilized purposive sampling technique, SOS and 'l'CS schools wcrc

purposely sampled according to large population size in selected schools. Out ol

thirteen (13) TCS and twelve (12) SOS institutions, six (6) l'CS institutes and seven

(7) SOS institutions were selected. The purpose behind the selection of the institutes

to gather adequate responses, selected schools have large sample size. Detail of the

institutions (SOS and TCS) is provided in section 3.4.1. School heads who had

worked for at least one academic year in that position were purposively selected f<rr

study; in the last stage of sampling process teachers who had worked lbr one ycar

with current school head were purposively sampled. Six school heads from 'l'CS out

of thirteen and seven school heads from SOS out of twelve were selected lor the

study. As the entire population could not be studied, the institutions were sampled for

57



the study. Ninety (90) teachers from SOS and seventy five (75) teachers from 1'CS

were the sample of the study.

Two hindered and ninety three (293) teachers were targeted population. According to

L. R Gay (2000, p. 125) if population size is 293 than 165 teachers are adequate for

the sample of the study. The total teacher's population lbr TCS institutions was 140

and 153 for SOS institutions making entire teachers population of 293 for the study.

The target sample was 75 teachers from TCS institutions and 90 from SOS

institutions'making total of 165 teachers. Analysis of the population and sample size

for the study is given below in table 3.

Table 3: Population and Sample information Analysis

TCS SOS Total Percentage (7o)

Number of the teachers
(population )

Teachers sampledr (Actual

153 293

li 25

07 l3

90 l6s

90 165

140

75

s responses)
Anticipated sample 75

Response rate
Head ofthe School (population t2

)
Sampled Head of the School2 06

l00o/o

52o/o

tFor quantitative analysis (questionnaire) and 2 For qualitative analysis (interviews)
Source: *Annual Report of SOS Head ffice in Rawalpindi city, 2013
**Annual Report of TCS Regional ffice in Islamabad city, 2013

3.4.1. Institution of the Study

There are two school chains included in the study: Silver Oaks Schools and The City

School, next section briefly introduced thcse institutions. 'fhc reason bclrirrd thc

selection of these institutes, the researchers personally worked in both institutes and

witness for specific leadership style (transformational leadership).
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3.4.1.1. The City School

The City School (abbreviated as TCS) is one of the largest private English medium

school systems in Pakistan. It offers preschool, primary and secondary education as

well as preparation for local SSC and international GCE. The City School was

established in Karachi, Pakistan in 1978. Now it has become national and

international organization with 153 branches in 43 cities w'ith thousands ol stuclcttls

and numerous teaching staff and nonteaching staff. It is striving for promoting quality

education all over the world. Highly qualified teachers are selected with high

qualification and expertise. In Pakistan, The City School system perceived as

institution of excellence.

3.4.1.2. Silver Oaks School (SOS)

Silver Oaks School (SOS) in Pakistan is the branch of company with the same namc.

it is group of private fee paying academic institutions located throughout l{awalpindi

and Islamabad in Pakistan. . It offers preschool, primary and secondary education as

well as preparation for local SSC and international GCh,. SOS opened its llrst branch

in Islamabad, in 2000 and plans to open more schools across the region. It is striving

for promoting quality education all over the world. Highly qualified teachers are

selected with high qualification and expertise.

3.5. Instrumentation

Researcher developed two research questionnaires to cope with the mixed rncthod

design research. Survey questionnaires were uscd to measurc translbnnational

leadership behavior of school heads and teacher's job satisfaction and interviews to

assess the transformational leadership skills, perception and practices of school heads.
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3.5. I Survey Questionnaire

The questionnaire was divided into three sections; section A contains the

demographic information of participant's. Section B contained twenty (25) statements

on transformational leadership and three open ended questions, included four

attributes of TL; charisma, intellectual stimulation. individualized consideration and

inspirational motivation. Section C contained twenty two 1221 statenlenrs arrd rwo

open ended questions on perceived area of job satisfaction included recognition,

management, autonomy, peer group relations, professional development and

recognition. Statements weighted between not satisfied to extremely satisfy.

Questionnaire was administered by the researcher but the researcher took much help

from MLQ (developed by the Bass and Avolio, 1997) for the development of section

B, only items on transformational leadership are addressed in the study.

School heads responded to semi structured interviews containing, twenty seven

questions to access the transformational leadership practices and necessary attributes

ofschool heads and to explore the perception ofschool heads about leadership.

3.5.2. Interviews

Interviews were conducted to address the two research questions (1 & 2) that provide

insight into how research participants view the world (see Appendix B). As the locus

of the study is clear, semi-structured interview was seen as appropriate for qualitativc

data collection. Though interviews have several issues like more expensivc.

interviewer biasness, issues for interviewee, problematic for some respondent, and

issues of interviewee's fatigue/bad mood could affect the interview (Cohen et al.,

2007). Yet it also has much strength, like it enabling the multi-sensory channels to be
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used to generate in depth and complete information regarding the phenomenon

(Cohen et al., 2007). Furthermore it gives complete, insight picture o1' the

phenomenon, it offers freedom and flexibility, also allow the respondents to reply in

their own way (Cohen et al., 2007). School heads were interviewed to iclentil,v and

measure their transformational leadership perception, skills of 'fl, and the extent of

TL practices.

3.5.3. Pilot Test of Instruments

Pilot testing of the tool (survey questionnaire) was conducted after careful

consideration in two schools with selected sample of 30 teachers who did not from

part of the study sample, but the part of study population. 'fhis enables researcher

make necessary corrections (Gall, Borg & Gall, 1996).The reason of having 30

respondent for pilot study to meet the minimurn requirement of tlrc sarrplc. sarrplc

size selection criteria set according to the Rosco's rules of thumb (cited in Sekaran,

2003) i.e. sample that is larger than 30 and less than 500 is appropriate flor most

researches, the results of reliability statistics is as presented in chapter four sections

4.4.1 and 4.4.2. The interview guide was equally piloted from two school heads from

the same institutions. Corrections were made according to feedback of the teachers,

heads and pilot testing results. The pilot study provides fruitful foundation for the

main study, with several modifications and better- planned stratcgy. thc qucstiorrnairc

were redesigned.

3.5.4. Reliability and Validity of Instruments

Reliability refers to the degree to which a tool or instrument consist measurement

errors. According to Aiken (1997) reliability of the tool was determined through
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CronBach's Alpha by using SPSS software which was 0.804 for transformational

leadership and0.717 for job satisfaction, detail analysis of reliability statistics is given

in chapter four, section 4.4-l and 4.4.2.

Pilot testing was conducted and reliability was delerrrined' Validiti' dctcrtlritrcs

whether the tool is presenting the content which it is supposed to present. Validity of

scale and the interview was determined through expert opinion. For validation

purpose, eight teachers, from different universities, were requested for validating the

research tools. Among them, four teachers were from International Islamic

University, Islamabad, one from Fatima Jinnah Women University, Rawalpindi, one

teacher from Muhammad Ali Jinnah University and one from Allama Iqbal Open

University, after getting permission, these tools were circulated among them. Somc

corrections suggested by these experts which were being incorporated in survcy'

questionnaire and interview guide.

3.6. Data Collection Methods

As it is already discussed in section 3.2 of this chapter that researcher used the mixcd

method approach for better understanding of research problem. Among the various

type of mixed method research designs the "triangulation design" was selected, wherc

the researcher simultaneously collects qualitative and quantitative data, analyses

both data sets separately but concurrently to obtain results. and the rescarcher than

compare and contrasts results and utilizes the findings to see il'thcy authcnticatc each

other (Creswell, 1994). Creswell (2009:213) named this dcsign or data collcction

strategy as "concurrent triangulation strategy" the aim of the design is to obtain

different but complimentary data on the same topic in order to best understand the
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research issue. Concurrent data collection allows the researcher to collect the QUAN

and QUAL data atthe 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. feelings. belief,s 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

researcher hear, sec. cxperiencc and think during the irttcrvie w iluruss. it w.,"

recorded. Researcher dated the memos and later correlates thcm 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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were also included for data analysis. This method of data collection was conducted

before the interviews.

3.6.3. Data Storing Methods

All filled survey questioners were collected frorn school teachcr on agrced datc.

researcher transcribe all quantitative data manually as well as soft copy of data were

available in computer to perform further operations on data.

All interviews were audio recorded with permission of interviewees. Each interview

was recorded on separate cassette. Each interview was assigned a code for example

Respondent 1,17 May,20l3. Each cassette was labeled with assigned interview code.

All the recorded interviews were listened and notes wcrc rnadc by the rcscarchcr.

Researcher transcribed key words, phrases and statements in order to explore the

phenomenon.

Qualitative part of this study used filed notes as secondary data storage. As human

mind tends to forget quickly, field notes by the researcher are vital in qualitativc

research to retain the data gathering (Lofland & Lofland, 1999). Researcher prepared

observational notes "what happened notes" and theoretical notes "attempts to derive

the meaning". Researcherwas bearing in the mind the basic datum of phenomenology

is conscious human being or live experience of respondent in thc research.

3.7.Data Analysis Techniques (for quantitative data)

Quantitative data used different techniques for data analysis. Descriptive statistic:

mean and standard deviation for teachers' satisfaction level from various job

dimensions and school heads transformational leadership practices. Correlation and
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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 ineffable things known as creative insight (l lycner.

1999). Group of same units of same meaning was created and then themes wcre

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 each 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 thc last o1'

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 appropriate to

scientific discourse supporting the research.
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CHAPTER 4

ANALYSIS AND INTERPRETATION OF DATA

4.1. Introduction

This chapter contains the detailed information regarding study results. 'l'his chapter

also presents information for demographic analysis, reliability analysis and soale

analysis. Results for survey questionnaire and interviewed cases are presented in

section 4.5 and 4.7 respectively. Analysis of five research guiding questions presents

in section 4.9.

4.2. Demographic Analysis

The researcher visited each school site to smoothly conduct the research process. 'l'he

teachers and head teachers also provide demographic information relatcd to their

gender, education level, professional education and years of teaching at their current

school. For study purpose all the demographic information provided by the teachers

and head teachers were used in data analysis process. The response rate was 100%o for

teachers surveyed in this study. Demographic information analyzed through

frequencies and percentages, whereas cumulative frequencies and cumulative

percentages verified the results in given tables.

4.2.1. Demographic Information of School teachers

School teachers provide following demographic information for data analysis process.

Table 4: Demographic information of teachers (Gender)

Gender Frequency Percentage Cumulative Cumulative

Female t25 7s.8 r65 r00
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Demographic information with respect to gender is presented in table

teachers. Numbers of surveyed female tcachcrs w'crc largcr thatl

responses were75.\Yo and males were24.2Y, for the study.

Table 5: Demographic information of teachers (Education level)

4 for the school

malc. lcrnrlc:;

Education level Frequency Percentage Cumulative Cumulative
frequency percentage

Bachelor
Masters

M.PhiIYMS
other

54
85

t4
t2

32.',l
51.5
8,5
7.3

54
139

153

165

32.1
84.2

92.7
100

Table 5 presents the information with respect to education level of the school teacher.

The education levels for 32.7o/o teachers were Bachelor. 5l .57o teache rs wcre Mastcrs.

and 8.5% were MS/I4.Phill and T.3Yoholding any other degrees.

Table 6: Demographic information of teachers (Professional qualification)

Professional qualification Frequency Percentage Cumulative Cumulative

Not any
B. Ed.

M.+Ed.
Other

76
57

23

9

46.r
34.5

t3.9
5.5

76
I J-)

156

t65

40.1

80.6

94.5
100

Demographic information with respect to professional education of the school

teachers is presented in table 6. Professional educationof 34.5Yo teachers was B. Ed,

l3.go teachers were M. Ed and 5.57o were holding any other professional

qualification and 40.lYo were not professionally qualified.
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Table 7: Demographic information of teachers ('I'eaching experience)

af

Teaching experience Frequency Percentage Cumulative Cumulative

5-lOyears
I l-l5years

37
13

22.4
'1.9

146 rJ8.:>

159 96.4
165 100

Demographic information with respect to teaching experience of the school teachers

is presented in table 7. Teaching experience of 66.1%o teachers were less than 5 ycars,

21.4%teachers were between 5-10 years,7.9%oteachers were between ll-15 years

and 3.6o/o teachers were l6 or more than l6 years.

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

Teaching experience with Frequency Percentage Cumulative Cumulative

[6 or more than 16

current head
1-2 years

3-5 years
6-10

uenc

tl|-- 103

5l
ll

62.4

30.9
6.7

103

154
r65

62.4

93.3
r00

Demographic information with respect to teaching experience of the school teachers

with current school head is presented in table 8. Teachers with I -2 years of tcachinc'

experience with current school head represented the largest group ol- tcachcrs

surveyed with 62.4Yo, while teachers with 3-5 years teaching experience with current

head represented the 30.9%o of the total and teachers with 6-10 years teaching

experience with current head represented the smallest group of teachers surveyecl'

with 6.70/o.
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4.2.2. Demographic In formation of School h eads

This subsection contain demographic inform for the school heads.

Table 9: Demographic information of school heads (Gender)

Gender Frequency Percentage Cumulative Cumulative
frequency percentage

Male
F'emale

15.4
84.6

15.4

100
2

1l
2
l3

Demographic information with respect to gender of school heads is presented in table

9. Table shows that only 15.4% school heads were male and female were94.6Yo.

Table 10: Demographic information of school heads (Education levcl)

Education level Frequency Percentage Cumulative
frequency

Cumulative
percentage

Masters
M.PhiIUMS
Any other

8

2
J

8

l0
l3

6.5

15.5
23.1

84.2

77.0
100

Table l0 depicts the education level of the school heads. 6.5%oteachers had master's

degree, 15.5% heads were having M.phill /MS degree whereas only 23.l7oschool

heads had any other qualification.

Table 11: Demographic information of school heads (Professional Qualification)

Professional
Oualification

Frequency Percentage Cumulative
frequency

Cumulative
percentage

Not any
B.Ed.
M.Ed.
Other

0
2

6
5

0
15.4
46.2
38.5

0

2

6
l3

0

r 5.5
6l .6
100
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Table I I shows that all the selected head teachers had professional dcgrces. Onll

15.3% had B. Ed. as professional degree and 46.2oh had M.Ed. degree and 38.5% had

other professional degrees.

Table 12: Demographic information of school heads (Headship in current school)

Headship in current
school

Frequency Percentage Cumulative
frequency

Cumulative
percentage

1-2years
2-4years
5 or more than 5 years

4

7

2

30.8
s3.8
15.4

4
il
l3

30.8
84.6
100

!

Study purposively selected the heads who had experience of headship in cltrrcnt

school at least one academic year. Table present 30.8% teachers had l-2 years of

headship experience in current school, 53.8% had 2-4 years' experience and

onlyll.4o/o had5 or more than 5 years of headship experience in current school.

4.3. Scale Analysis

The survey questionnaire was researcher administered divided into three section A, B.

C. Section A contained information for participant's bio data whcreas section B

contained 25 statements for transformational leadership style and section C contained

22 statements for teacher's job satisfaction. 'l'he following 5 point l-.ikert scaling was

applied to the study.

1. "Not Satisfied"

2. "Slightly Satisfied"

3. "Satisfied"

4- "Very Satisfied"

5. "Extremely Satisfied"

(l .00- l .50)

(r.sl-2.s0)

(2.s 1-3.s0)

(3.s 1-4.s0)

(4.s 1-5.00)
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One hundred and sixty five teachers completed the survey queslionnaire lrom The

City Schools and The Silver Oaks Schools.

4.4. Reliability Analysis

This section presents the reliability analysis of independent variable (transformational

leadership and its attributes) and dependent variable (ob satisfaction and its facets).

Cronbach's Alpha internal consistency method was used to establish the reliability of

the study. Usually statistic equal to or greater than 0.7 is said to be good. Statistics

equal to 0.6 is also reliable for the study.

4.4.1. Transformational Leadership and its attributes

The reliability statistics for transformational leadership and its attributes; charisma.

inspirational motivation, individual consideration and intellectual stimulation were

0.804,0.698, 0.712,0.723 and 0.699 respectively. This shows good reliability of the

variables (or items) of measurements for these attributes. Table 13 shows the

reliability statistics of transformational leadership and its attributes.

Table 13: Reliability analysis variable transformational leadership, its attributes

Variables Reliability Number of Valid Cases

Statistics ilcnrs

Tra nsformational Leadership
Attributes: Charisma

Inspirational motivation
Individual consideration
Intellectual stimulation

25 30

07 i0
06 i0
06 30

06 :i0

0.804
0.698
0.7 t2
0.723

0.699

4.4.2. Job Satisfaction and its facets

The reliability statistics for job satisfaction and its facets autonomy, decision making,

peer group relationship were 0.717,0.601,0.667 and 00.61I respectively showed

good reliability whereas Management and Professional development werc close to
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being reliable. Table l4 shows the reliability analysis ofjob satisfaction and its facets

using Cronbach's Alpha.

Table 14: Reliability analysis of job satisfaction and its facets

Variables Reliability Statistics Number of
items

Valid Cases

Job Satisfaction
Facets: Recognition/reward/respect

Autonomy
Management
Decision making
Peer group relationship
Professional

4.5. Quantitative Data Analysis (Results on Questionnaire)

This section offer results on questionnaire administered for the school tcacher to

assess their Head teachers. Current study used mean and standard deviation l'or

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 relationship between TL and -lS

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 leadersh i p and job sati sfacti on.

4.5. 1. I 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 l5 exhibits an assessment

of mean and standard deviation of the attributes of TL for the research study

0.717
0.543
0.601
0.589
0.667
0.61 I
0.592

30

30

30
30

30

30

:t0

l9
03

03

04
02
03

04
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Table 15: Summary of mean and standard deviation for transformational
leadership

Independent Variables Number of items S.D.Mean

Transformational Leadersh ip
Attributes: Charisma

Inspirational motivation
Individual consideration
Intellectual stimulation

Valid N ( sample)

25

07
06
06

06
165

3.76
2.89
3.5 8

3.05
2.73

0.6s
0.45
0.tt4
0.52
0.46

Results of Section B (Survey questionnaire) depicted that aggregated mean and

standard deviation for transformational leadership was (M:3.76, SD:0.65),

Charisma (M : 2.89, SD : 0.45); Inspirational Motivation (M - 3.58, SD =' 0.t14);

Individual Consideration (M : 3.05, SD : 0.52); and Intellectual Stimulation (M '=

2.73,5D: and 0.46). Graphic presentation of data is given in figure 9 below.

5

4.5

4

1.5

t

2.5

1

0.5

o

Very Satisfied

3.76

Transformational Leadership Practices

Very Satisfied

, EO

SN
Charisma lnspirational

nrotivation
E l!'lean tr Stan=ard Deviatior

ir.r.qr
'*-li\

.\ '.:..

lndividual
consideration

lrrtellectua I

stinr ulation
Transformatbnal

[eadership

Figure 9 : Transformational Leadership Practices
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Scores for transformational leadership was within "very satisfied" (3.51-4.50).

Teachers level of satisfaction for the heads' transfornrational lcadcrship skills arrd

practices were (3.76). The results for mean scores indicated that school teachers were

very satisfied from the head teacher's transformational leadership skills and teachers

were agreed that head teachers were practicing the transformational leadership in their

institutes (see figure 9).

The mean score for the attribute Charisma were within "Satisfied" (2.51-3.50).

Teachers level of satisfaction for the heads' charismatic skills and practices were

(2.89). Teachers were satisfied and confessed that the head teacher depicled

charismatic skills to influence the others (teachers) heads charismatic vision and

behavior inspires teachers to follow. Teacher equally satisfied that head teaohers 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.

School teachers were satisfied that heads took personal chances in pursuing school

goals. Heads were determined on their jobs, Made personal sacrifices lor other

benefits and displayed sense of power and competence.

The mean score for the attribute Inspirational Motivation was within "Very Satislicd'

(3.51-4.50). Teachers level of satisfaction for the heads' inspirational skills and

practices were (3.58) (see figure 9). Teachers were very satisfied and acknowledged

that the heads depicted the TL skills. Teachers were agreed that heads talked

optimistically about the future, encouraged teachers to set high aims, encouraged

teachers to express their ideas and opinions in staff meetings. heads articulated a

compelling vision of the future and encourage teachers to understand the point of

views of others during staff meetings.
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The mean score for the attribute individual consideration was within "Satisficd"

(2.51-3.50). Teachers level of satisfaction for head teachcrs individuallv considcratc

were (3.05). Teachers were satisfied and committed that heads represented 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 ofteachers' efforts, considered every teacher

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 lntellectual Stimulation was within "Satisfied" (2.51-3.50)'

Teachers level of satisfaction for intellectual stimulation were (2.73). Teachers were

satisfied and declared that the heads were practicing lcadership skills iu scltools wliiclt

give the strength to teacher to think in different way and make them creative and

innovative. Teachers were agreed that heads were encouraging creativity and

innovation. Teachers committed that the heads were seeking different 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 pcrformancc, heads challcnged

staff members to reconsider how they do things and positively acknowledged creative

solutions to the problems.

4.5.1.2. Job Satisfaction

Job satisfaction is in this study perceived as teachers' responses to recognition (flor

their work and services), heads' style of supervision (management), appreciation for

independent work of teachers (autonomy), decision making, opportunities for
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professional development, peer group relations. fable 16 shows the results fbr of

mean and standard deviation for job satisfaction indicators

Table 16: Summary of mean and standard deviation for job satisfaction
indicators

Dependent Variable Number of Mean
items

S.D.

Job Satisfaction

Valid N ( sample)

Recognition/reward
Autonomy
Management
Decision making
Peer group relationship
Professional development

t9
03

03

04
02
03

04
165

2.97
L93
3.23
2.90
2.86
2.51

3.05

3

Results of section C (survey questionnaire) depicted that aggregated mean and

standard deviation for job satisfaction was (M = 2.97, SD = .50); Recognition ( M :

1.93, SD : .63); Autonomy(M :3.23, SD : .41); Management ( M : 2.90, SD :

.37); Decision making (M:2.86, SD = .55); Coworkers relation (M: 1.701, SD:

3l) and Professional development (M:3.05, SD: .52).

Job Satisfaction level

Sa'l is{ie d

2.86

Satisf ierl

Slightly
Satisfied

1.93

Job Recognitbn
Satisfaction

Autonomy ManaSentent DeCision

making

[t Mean o St ndard Deviatirn

Coworker Professiortal
relationship developnrent

Figure 10: Teachers' job satisfaction level
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The average score for satisfaction from indicators was within "Satisfied" (2.51-.3.50).

Teacher's level of satisfaction from their jobs was (2.97). Teachers were agreed and

committed that they were satisfied from their job and following job indicators,

recognition, autonomy, management, decision making, peer group relationship,

professional development. Results indicated that teacher's level of satisfaction is

slightly different for each indicator but they overall satisfied from their jobs. The

average scores also depicted teachers were not dissatisficd from anf inclicrtor (scc

figure: l0)

The mean score for job satisfaction based on recognition or respect was within

"slightly Satisfied" (1.51-2.50). Teachers were slightly satisfied from the job

satisfaction indicator recognition. The results depicted that some teachers were not

highly satisfied that teaching job provided them chance to get recognition from

community and parents and school appreciated and recognized teachers' work and

good performance. Results also presented that teachers were slightly satisfied from

there teaching job and did not feel sense of pride in doing this job but overall leachers

were slightly satisfied from this indicator.

The mean score for job satisfaction based on autonomy was within "Satisfied" (2.51-

3.50). Teachers were satisfied from the job satisfaction indicator autonomy and their

level of job satisfaction was (3.23). Teachers were agreed that teaching job allowed

them (teachers) to work independently and to try out some of their own ideas and

styles of teaching. Teachers were pleased that they were autonomous to make their

own judgments and decision in their work in s<;hool. Though the teachers werc not
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extremely satisfied from this facet of job satisfaction but the level of satisfaction is

satisfactory to consider their satisfaction from theirjobs.

The mean score for job satisfaction based on management was within "Satisfied"

(2.51-3.50). Teachers were satisfied from the job satisfaction indicator management

and their level of job satisfaction was (2.90). The mean score is less from autonomy

indicator but it lied in same category of satisfaction. The results depicted thal teachers

were satisfied from their head management style as their head handled the teachers

complaints in roper way and tried to find out the solution for all complaints. 'l'cachcrs

were also satisfied from school head decision making as heads bclicvc ol"l

participative decision making process. Teachers were equally agreed that their heads

provided them assistance and guidance on hard problem and guide them in proper

way and suggested alternative ways to solve the old problems and helped the

motivated teachers to reframe their problems. Results depicted that teachers were not

extremely or very satisfied from heads management style but they were satisfied from

their heads management and this level of satisfaction is satisfactory for the study.

The mean score for job satisfaction based on decision nrakinu was u'illrin 'Sittis{lcil"

(2.51-3.50). Teachers were satisfied from the job satisfaction indicator decision

making and their level of job satisfaction was (2.86). The satisfaction level is slightly'

less from indicator management but it lied in the same category of satisfaction.

Teachers were agreed and committed that their heads provided them chance make

decisions regarding teaching styles and instructional methods and involved teachers in

decision making process. the level of satisfaction is to be considered satisfactorl' lor

the study (see figure l0).The mean score lor job satislaction bascd on pccl Broup

relations was within "Satisfied" (2.51-3.50). Teachers were s satisfied frorn thc.lob
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satisfaction indicator peer group relations and their level of job satisfaction was

(2.51). The satisfaction level of the teachers is less than decision making and

management but it is laid in same satisfaction category. Teachers were agreed that

their coworkers are much cooperative and appreciate each other performances.

Teachers were pleased as there is greatdeal of cooperation amongthem, teachers also

showed satisfaction for the relationship with their head and their head take serious

steps to further enhance peer group r relation. The level of satislaction is to be

considered satisfactory for the study. The mean score for job satislaction based on

professional development was within "Satisfied" (2.51-3.50). Teachers were s

satisfied from the job satisfaction indicator professional development and their levcl

ofjob satisfaction was (3.05).

Results showed that professional development earned highest level satisfaction as the

indicator of job satisfaction except autonomy which is the most highest for job

satisfaction indicator (3.23). Teachers were acknowledged and agreed that their

institution and heads were providing them plenty of chances for prof'essional growth

and development. Teachers agreed that there were chances of promotion on ability.

chances of further study, opportunity of professional developmenl \vas proviclcci on

regular bases.

Over all it is concluded that teachers were satisfied from their job. They were not

highly satisfied from their teaching job but the level of satisfaction is satisfactory for

this study. Teachers were more satisfied from job satisfaction indicators autononl)

and professional development and least satisfied from recognition.

80



-

4.6. Relationship between transformational leadership traits and job
satisfaction

The relationship between transformational leadership traits and job satisfaction was

investigated through correlation analysis, regression analysis were performed to

further indicate the extent and nature of the relationship between the cohorts.

4.6.1. Correlation Analysis

Correlation analysis among four attributes of TL and teachers' job satisfaction used to

investigate the relationship between independent and dependent variables p. person

correlation analysis is an important tool to examine the association the relalion

between dependent and independent variables for normally distributed graphs.

Table l7: Correlation matrix of transformational leadership traits and job satisfaction

Table l7 provide detailed information about relationship between the variables.

Outcomes statistical data showed that significant relationship exist between each

dimension of transformational leadership and job satisfaction. The charisma shows

strong and positive correlation with leadership trait inspirational motivation and

statistically significant (r xr yr : 0.656, df :165). Charisma and individual

Charisma
(xl)

Inspirational
Motivation (x2)

Indivualized
Considerat. (x3)

Intcllcctual
Stimulation (x4)

,lob Satislirct.

LY)

Charisma (x I )

Inspirational Motivation (x2) 0.656 I

Indivualized Consideration (x3) 0.736 0.659

Intellectual Stimulation (x4) 0.1 88 0.754-- 0.32s I

Job Satisfaction (y) 0.275 0.552 0.5i9 {) t5,

ls ficant at the 0.01 level (2-ta

. Conelation is sienificant at the 0.05 level (2-tailed).
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consideration show very strong relationship (r *r *: -- 0.736, df ='165). Charisma and

intellectual stimulation show very weak relationship (r *r*+ : 0.188, df :165). 'l'he

charismatic transformational heads brings about job satisfaction, relationship existed

between variables were weak but positive and statically significant (r *1n : 0.275, df

:165). There was good and positive relationship existed between inspirational

motivation and individualized consideration. The heads who were more intellectually

stimulate gave more attention to individuals and considered individual ditlbrences (r

*z*l:0.659, df :165). The result showed that intellectual stimulation and inspirational

motivation have very strong relationship (r *z*+ : 0.754, df :165). The leadership trait

inspirational motivation brings job satisfaction, there was good and positive

relationship between the variables (r *zy = 0.552, df :165).

However the intellectual stimulation and individualized consideration show weak and

statistically significant relationship (r *l*+ : 0.325, df :165). The individualized

consideration and job satisfaction were good correlated and showed positivc

relationship (r *l y : 0.539. df :165). Intellectual stimulation and .iob satislaction

showed moderate and positive relationship (. *+ ,: 0-459, df :165).

Level of significance for current study is 0.05. It can generally be assumed from the

foregoing that charisma shows weak correlation with intellectual stimulation and job

satisfaction inspirational motivation also have good association with individualized

consideration, intellectual stimulation and inspirational motivation builds verv strong

relationship, Job satisfaction is weak correlated with charisma. good correlated with

individualized consideration, relatively moderate corrclated with inspirational

motivation and intellectual stimulation.
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4.6.2. Regression Analysis

Researcher used simple regression to evaluate the effect of Tt, on teachers' .iob

satisfaction and multiple regressions to evaluate the effects of each dimensions of TL

on teachers' JS. This tool used to analyze the effect of independent variable on

dependent variable. The independent variables (four attributes of TL) are analyzed to

predict the individual contribution of predictors and summated effect ol"l'1. over

teachers' job satisfaction. A regression analysis explain or predicts variation in

dependent variables which is assessed using coefficient of determination known as

adjusted R square. The larger the coefficient. the larger the eflect ol'indcpcnclcnt

variable upon the dependent variable. Generally in social science an alpha level of

0.05 or 0.01 is used as level of significance which represents that resulte d are at 95oh

and99o/o confidence level respectively. The level of significance is also called the p

(probability) - value.

4.6.2.1. Bivariate Regression Model

The output of regression in the model summary describes whether the model is

successful in predicting teachers' job satisfaction or not. Enter method used to

identify statistically determined variables in predicting the dependent variables. The

value of multiple correlation coefficients between the predictors and outcome is

indicated by R. R Square provides an indication of explanatory power of the

regression model. Adjusted R Square give the basic idea to how well model is to

generalize the population. ANOVA for the significance of the model. Model summary

is given in table l8 below.
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Table l8: Bivariate Regression Model summary

Model
Summary"

R R Square Adjusted R Square F test statistics

F Sie.

Transformation
al Leadership

0.602^ 0362 0.356 52.311 .000"

Unstandardized
Coefficient (Beta)

Standardized
Coefficient

t test statistics

t Sig.

0.513 0.602 7.233 L000
a. Dependent Variable: Job Satisfaction
b. Predictors: (Constant), Transformational Leadership

Table l8 presents the regression outcomes, which shows the dependence ol'teachers'

job satisfaction (dependent variable) on -l-ransfortnational lcadcrship (irtclcpcndent

variable). Above table shows that R value is found 0.602 that shows correlation

between transformational leadership and job satisfaction. R square measures the

variability in teachers' job satisfaction is accounted for by transformational

leadership. R square value is found 0.362 in this study. This value indicates that

transformational leadership factors contribute 36.2% of the variation in teachers' job

satisfaction, while 63.8% variation is inherent or because of extraneous variables.

Generally adjusted R square is very closc R squarc, in this studl (llr Acljustcd Ii

Square, 0.362- 0.356: 0.006) very small difference exist. It indicatcs thal model is

derived from population not tiom sample,0.07%o less variance in thc otttcot.ttc. 
.l'hc

computed F statistics is 52.311 with an observed significance level which is less than

0.001. The model overall resulted good degree of prediction over teachers' job

satisfaction.

Table l8 presents the Beta coefficient shows the positive and statistically significant

at .000 significant level. The value of explanatory coefficient is 0.513 and its "t"

value Beta for transformational leadership (t (165) = 7'233' P "'000)' 'l'heir "t" value

7.233(170) shows significant and comparatively high relatedness of independent

variable (predictor) with dependent variable (criterion) variable.
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4.6.2.2. Mu ltivariate Regression Model

To evaluate the effects of each dimension of transformational leadership on teachers'

job satisfaction multiple regression is utilized. This tool has used to evaluate each

independent variable (charisma, inspirational motivation, intellectual stimulation and

individualized consideration) in terms of teachers' job satislaction. 'l'he independent

variables (charisma, inspirational motivation, intellectual stimulation and

individualized consideration) are analyzed to predict the individual contribution of

predictors and summated effect of TL over teachers JS.

Table 19: Multivariate Regression Model summary

a. Predictors: (Constant). charisma. inspirational motivation. intellectual slimulation arrd indivitlualizctl considcrltion

b. Dependent Variable: job satislaction

Table 19 shows the effect of four attributes of transformational leadership on

teacher's job satisfaction. R value is found 0.624 that shows correlation between

transformational leadership and job satisfaction. R square measures the variabilit,,- in

teachers' job satisfaction is accounted for by transformational leadership. R square

value is found 0.389 in this study. 'fhis value indicates that lransformational

leadership factors contribute 38.9% of the variation in teachers' iob satislaction. whilc

6l)% variation is inherent or because of extraneous variables. Generally ad.iusted R

square is very close R square, in this study (R2 - Adiusted R Square, 0.389- 0.362 '

Model
Summaryb

R R Square Adiusted R Square F test statistics

F Sis.

Four factors of
Transformation
al Leadership

.624u I .389 .362 l4 r83 000'

Unstandardized
Coefficients (Beta)

Standardized
Coefficients

t test statistics

t Sie.

Charisma 0.081 0.102 t.170 0.245

Inspir. motivation 0.246 0.3 86 2.90s 0.005

lndivi.considerat. 0.024 0.050 0..j 7ti 0.0U(r

Intell. stimulation 0.206 0.271 2.935 0j904
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0.017) very small difference exist. It indicates that model is derived from population

not from sample, 1.7% less variance in the outcome. The computed F statistics is

14.183 with an observed significance level which is less than 0.001. Statistically

significant relationship exists between transformational leadership and job

satisfaction.

Table l9 shows that the coefficient values were determined as0.081, 0.246,0.024 and

0.206 respectively for the explanatory variables (C, IC, IM. IS). Beta lor Charisrna (t

(165) : l.l7o, p:0.245; Inspirational motivation (t (165) : 2.905, p:0'005;

individualized consideration (t (165):0.378, p:0.006; and Intellectual stimulation (t

(165) : 2.935, p : 0.004. three factors of transformational leadership (inspirational

motivation, intellectual stimulation and individual consideration) have higher t value

with significant p value less than 0.05. inspirational motivation, intellectual

stimulation and individual consideration are found determinate in predicting teachers'

iob satisfaction, other factor charisma is found insignificant sincc it p valuc was

observed higher than 0.05.

4.7. Qualitative Data Analysis (Results on phenomenological cascs)

The qualitative data was generated by semi-structured interview (see Appendix B)

which explicitly addressed first two research questions.

4.7.1. Description on Interviewed cases

This section reports on transformational leadership strategies and skills uscd by thc

school heads. Thirteen heads were interviewed to assess on their leadership traits and

skills follows to transformational leadership traits. An intcn,icu guiJc I.,euscJ 'ii
assign traits of C, IM, IC and IS. Responses from the school heads depictcd thc

86



ia'

working methods, leadership perception and leadership skills and practices of these

leaders (school heads). Views of individual heads of school presented as they

perceived. All the responses were narrated by the perspective of the respondents

(heads); the researcher did not interpret the finding from her own perspective but the

subject. The information is arranged according to attributes of transformational

leadership.

4.7.1.1. Charisma

Charismatic vision and behavior that inspires other to follow. Charisma is an

important attribute of the TL. All the school heads were agreed that charisma is an

essential part for a leadership. respondents (school heads) perception regarding

charisma given as follow in their own words.

"Extra ordinary power and appeal of personality" (Rl).

"Compelling attractiveness or charm that can inspire devotion in

others" (R5).

"A divinely conferued power or talent" (R8)

lc

"A managerial role dealing

con/licts are resolved" (Rl3).

mostly respondent was in favor that

leader as they said that charisma

interpersonal skills

with how decisions are made and

charisma is an important attribute a good

is result of excellent communication and

Researcher set some indicator ( Trust and Confidence, willing participation of

teachers, heads' and presence of school head ) to measure the charisma (attribute
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of TL) of school head in the following paragraphs researcher described the

respondent views.

o Trust and Conjidence

The majority of respondent emphasized that teachers had confidence in them owning

to the collegial environment they had nurturcd. 
.lhcl 

intcractccl licc!,r rrith lll ,lr:l'l

members, listen all the teachers carefully, respect others views, always ready to sharc

responsibilities with them. The school heads particularly proud of their teachers

because they were committed and efficient. As one participant stated:

"l interact freely with my teachers, listen to their concerns, mulualll'

respect each other's views and is always reody to share" (R5).

Most participants maintained that school head conforms trust and respect from his

teachers due to the strong relations and communication. Teachers listen to their heads

carefully. Head teachers believed that they won trust and confidence of their teachers

because they refer to them for most direction on their work. Respondents' expression:

'ol have faith in the capabilities of teachers, therefore believed in

my staff and so trusted thot they will not disappoint me. I am also

proud of my teacher because they are committed and supportive "

(R4)

Concerning the same issue another participant stated:

"l confirm the lrust und respect lhat I enioy frotn mt' teuc'her,s tltta

to relalions, communications and exchange omong us" (R9)."

I considered my teachers trusted me, this is result of collegiol

environment that I had nurtured" (R8)."
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I owned the trust of my teachers as they discuss sensitive issues

with me it mean they had trust in me" (R11)

Further the One head described that she had trust on her teachers since they oftcn

discussed related and also discussed some private issues and they also mention the

reasons why the teachers trusted them, Participants' expressions:

"l believed my teachers have trusl andJuith on me and thr.s r.s result

of association or my strong networking where teachers ./reellt

discussed issues pertaining to work and private matters" (Rl)

"Teachers refer to me on a lot of issues regarding teaching, lesson

plans, social work and even personal issues" (R5).

Concerning the same issue another participant stated:

"The sensitive nature of the issues di'gcus,sed with me makes me

believe thal teachers have trust in me" (R31.

Majority of head teachers proud of their teacher as their teachers are supportive and

cooperative. they said their staff is committed and diligent to work. llowcvcr. ll'w

head teachers complaints that some of their teachers do not behave professionally and

not follow the rules and unable to meet the challenges which impact negatively on

their work, yet they still make room for such teachers.

. Presence of Head and decision making

Eleven out of thirteen respondents acknowledged that teacher I'elt relax around them.

Teachers exhibited calmness. congenial climate around them. so hcacl tccl thcl le'lt

comfortable around them, especially when they took decision for the betterment of the

school. The majority of head said that they particularly appraised by their staff

as head show commitment to their staff members, in result teachers show their
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willingness to participate in departmental activities, organize and supervise student

projects, field trips, tours. Respondents' expression:

"I believed that teacher are comfortable with my presence as no

one shows any sign of restlessness" (R7).

"No one shows amt sign of edginess in my presence " (Rl 3).

There were.few re.spondent, who rutticed lhttt utme ol thcir sttt/l

members are not comfortable in the presence of the head,

re spondent art iculate d :

"I.felt that some of my staffmembers feel edgl around me becattse

I always insisted on doing right things and some of teachers feel

that I am too demanding" @10).

One respondent stated that I owned the trust of my teachers as they discuss

sensitive issues with me it mean they had trust in me however. she is not

proud on them due to their unprofessional behavior towards the work,

respondents' articulated :

"Some qf my teachers do not behave professionally and are unable

to meet time schedules, yet I still make room.for such people"

(Rr l).

Mostly school head were greed that their teachers felt comfortable in their presence

and head engaged teachers in useful activities and work togethcr lor school and

student improvements. Only two school head out of thirtecn clairned that thcir tcachcr

felt edgy around them and they claimcd that son'rc of tlicir tcachcr bcliavc

unprofessionally to school tasks and felt that their heads are too demanding. ['lcad

teachers engaged them in decision making schemes and other school activities to

make them (teachers) comfortable.
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4.7 .1.2. Inspirational motivation

Researcher set some indicators (Head's vision, inspiration for teachcrs, Interrclations

among staff) to measure the Inspiration motivation (attribute of 'fL) of school

head in the following paragraphs researcher described the respondent views

c Vision for school

Bennis 1990 writes that leaders "manage the dreams". Mahoney (1990) stated that

"top school leaders create a vision for their school system and develop a plan for the

future". "Mostly 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, care

for physical, emotional and spiritual needs of the students and value each student as

an individual as reflected in these quotes:

"To achieve lhe ac'ademic excellence by.foc:using on the .spect.lic'

needs of the students. This is accomplished by moniloring the

students' progress e.ffectively while providing them with the best

opportunities .for co-curricular activities that help to polish their

skills, build confidence and troin them as product6ive cilizens for

the community" (R2 & R5)

"My vision.for school is to train the student's minds, discipline

their hearts and bring light to the city and one child at a time " (Rl ).

"Prepare the student,s lo thrive in,school, in college, al home and m

tife" (Ra).

It was emphasized to improve the instructional programs articulatccl bv irrlcrviewecs:

" It is my vision to maintain and improve students achievement by

providing a challenging instructional programs thot meet,v the
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needs of all students, and I am successful in achieving this with

cooperation of my staff and institutional inputs"(R7).

"I wished to generate and manage resources that support a qualily

instructional program. I looked .forward to achieve this vision in

near.fulure with usual cooperation qf my staff" (R12).

Qualified and trained teachers played significant role to polish the skills ol'students.

some school heads stated, it is their vision to have highly qualified teachers. and

participant' s maintained :

"My mission is to recruit and retain highly qualified teachers tct

deliver rigorous and uplo-date information. Moderate

achievements have been done to pursue this goal" (RL0).

Effective communication system plays vital roles for the school improvement as is

evident from the following response :

"Establish an effective electronic communication ^system /or

students, stffi parents, board members, and the community. Bold

step have been taken to achieve this aim" (Rl 1)

Vision gives a direction to the organization by articulating what it wishes to attain.

Vision not only describes an organization goal, but also the means of accomplishing

it. Heads dreamed for their organization to provide quality education of international

standards to become center of excellence, as reflected in the statements of the

fol lowing respondents.'

"My vision is to make my school center ol excellence .for relerual

"fo, other schools. This excellence achieve through quality

manogement, quality training and quality teaching, bringing

benefits to students, the community and the wider world" (R9).
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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 teachers that both hcacl and

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

. Inspirationforteachers

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 head

encourage their teachers for the achievements of common vision, as they creatcd

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

"Friendly and comforlable atmosphere for leachers, make thcm

more eager to go to work every day, I take advantage o.f'm1" u'all

space to boost their ideas, used Jbod as incentive and celehrule

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 importanl' I

often post something about employee's work on.fronl my bullelin

board" (Rl ).

"Stand up and make an announcement to praise an individual

teacher" (R6).

"Toke out just a few mirutles of day to praise the teachers .for good

team work can motivale them to work much harder" (Rl I, E Rl0)
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"Consider dffirences between teacher's levels o.f abilities, skills,

ways of learning, and approaches to work" (R4).

Development of good relationships on workplace motivates the teache rs. It is anothcr

tactic to motivate the teachers. It was observed that heads and teachers build positive

relationship. Articulated by a respondent:

"Employees (teachers) are real people with real fomilies and real

struggle. I lcnow them with name of their parents, children and

suppose. It looks more caring when I ask about their families" (R5)

Concerning the same issue another head stated:

Demonstrate cdre for the followers qnd take interest in them and

their work, show respect attention and consideration towards

teachers" (Rl I )

Genuine interest in teachers work, create social events, chatting with teachcrs

(hobbies, interests), approachable, friendliness, feedback for teachers are some othcr

ways of inspirational motivation for the teachers (adopted by head teachers).

c Interrelations among stoff

Good interrelationship existed among teachers which were promoted through

participative leadership. Majority of the school head were agreed that good

interpersonal relationship exist among staff. Heads made serious el'forts to promote

and improve the interrelations among staff. Heads used lormal ancl informal proccss

to support the interrelations among staff. Heads were the driving force to have very

effective consensus building, participant's expression:

94



"There is a good interpersonal relationship among stqff With blend

of formal and informal discussion, I am able to promote

interrelations omong staff" (R3).

"The teachers exhibited a lot of cooperalion among each other. I

try to promote the interpersonal relationship among stal/'used

formal and informal procedures like having a .rta// retreol v,here

we discuss important matters of the school and student.v"(R7)

Heads appreciates their teachers for the good relationship and cooperative

environment, as maintain by one respondent:

"I appreciate my teachers as they ore much cooperotive with each

other's. It is result ofjoint 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, fficial

meetings and discussion with my teochers promoting interpersonal

relotionship among staff"(Rl AR4)

" Staff retreal and refreshment outside the school are the way,s to

promote interrelations among staff" (Rl2)

Some school head revealed that there teacher have only work relationship with each

other they do not much interact with each others. In other words they go trr

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 nol have lot

of interaction" (R8, A N0).
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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 concemed about the teachers families, reflected in the statement of a

respondent:

,,Employees (teachers) ore real people with real ./'amilies and reQl

struggle. I know them with name of their parents, children and

suppose. It looks more caringwhen I ask about their families" (R5).

Head teachers emphasized the significance of friendly environment for teachers

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

I contact and conversation with them (teachers) friendly. T'eachers

exhibited the team spirit; we work togelher for stttdent's

improvement" (R2).

"Staff is selfless ond exhibited the team spirit, we work logether to

improve student performdnce" (Rl I).

"Friendly and comfortable atmosphere for teachers, make them

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

space to boost their ideas, used food as incentive and celebrute

institutional casual do1ts " (R2, R6).

4.7 .1.3. Individual Consideration

Good leaders always pay special attention to the needs and problems ol each

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 measure the individual

consideration as attribute of TL.
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o ldentilication of uniqueness and use of individual's strength

Human beings are unique on terms of ability, needs, skills, knowledge and strength,

etc. identification of individual strength and weakness is essential t'or a leadcr llcad

teachers had strong faith that individual consideration enhances the teaclrer's

performance, participant's expression:

"Deserved praise and meaningful recognition makes the teacher more

active affective and efficient, however effective leader utilized this

method in moderotion; otherwise il becomes meaningless" (R5)

Majorityof the respondent emphasize thatthey recognize the uniqueness of their

teachers through appraisal system, personal attraction with their staff to detect

their abilities, and peer observations and student evaluatiotts the. participant's

maintained:

"(Jnique talent of my staff identified through staff performance

appraisal system than duties are assigned according to the abilities

and identified skills" (R4)

"Verbal Praise constituled as means of recognizing outslanding

contributions or performance of teachers in the schrtol" (R[0).

,.1 sometime send messoge o.f praise on accomplishmenl lo my stu/f

lhrough mobile lexl ntessuge " (R7 ).

Heads personally interact with teachers to recognize their skills and abilities as

reflected in the statements of these respondcnts.

,,(Jniqueness are identified through personal interaction with them(

teachers) and duties are assigned to them according to their skills

abilities and strengths("Rl).
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The head teachers confirmed the

abilities and strengths, in the view

maximum utilization of their teachers skills,

of respondents ( school head).

"I encourage my sta.f.f to take up some of the opporlunilies for sel/-

development as school did nol have well-slruclut'ecl.fucilities lbr thut

(as it is a new branch)" (R9)

Some heads mentioned that they detect their teachers abilities and talent

through observations and students evaluation and then utilize the strength of their

teachers, participants' expressions:

" I recognize the abilities , talent and skills of my teachers through

peer observation and students evalualion. Sub.iecl area und

responsibilities are then assigned in accordance to idenli/ied skills and

abililies" (R2)

"Performance appraisal syslem and peer observalion are lhc wu1.s lt,t

identifu the uniqueness of my teachers. I normally sit in classrooms of
my teachers for assessment and help to improve their lessons and

lesson plans, than duties are assigned according to discovered skills"

(Rr 3).

Majority of the school heads used verbal praise to acknowledge the contribution of

the teachers, respondents' articulated:

"In the absence oJ' anyJormal procedure or meuns to ctc.knou,ledga

staff contribution , verbal commendation before the whole group on

remarkable individual performonces or verbal praise ./br each

individual to moke ensure the conlribution oJ'the teachers " (Rll, &
Rt2 ).
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"Provide supporl .for teachers self-esteem

appreciate their contributions and ensure they

(R6)

by

Qre

valuing teachers,

progre.ssing well"

. Professional Development

Professional development is the strategy schools and schools districts use to ensure

that educators continuous to strengthen their practice through their career. The most

effective professional development engages team of teachers to focus on the needs of

the students. The school head help the teachers not only to leam but also solve the

problems together in order to ensure all students achieve success. School systems use

a variety of schedule to provide this collaborative learning and work time lbr teachers

Through seminars, training programs, workshop and confbrences

that organized collaboration with other educational inslilutions,

the professional growth of the staff is gradttally enhunc'ed " ( R I t

All the participants were emphasized the importance of staff development

and encouraged their staff for their contribution, articulated by

respondents:

"The organization (TCS inslitutions chain) has established working

relationship with other financial firms which provide opporlunities.fbr

staff professional growth. Professional growth of the leuchers ensured

through encouraging slaff al u'orkshop and c'onferences" (Rl).

Our organization offered variety of the progroms, training and special

projectsfor professional development of the teachers like: training are

designed to cater the needs of acodemics, corporote and instructional

technologt capacities, refresher programs help leachers, head

teachers.for professional growth"(R2 & R6).
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"lnter school seminars and training programs ./'ormed parl o.f

activities organized to boost professional growth of hi,s lecltrrers"

(Rrt).

Concerning the same issue another participant mentioned:

" I ensured the Professional development of

training programs, seminar , workshops that

other professional bodies" (RL0)

A participant articulated that the some teacher do

seminars.

my leachers through

are conducted v'ilh

not attend conferences and

" professional growth of the teachers were developed lhrough inter

schools seminars, conferences, lraining courses und workshops.

But it is my observation that some o.f my staff members are not

interested in attending conferences and seminars as lhert (stu//i

commented thot workshop are not rewarding them but jusl waste

of time for them" (R[3).

There were formal structure to develop the school staff, training are designed to

enhance the capabilities in academics. corporate. instruclional tcchnologl'and

business. Refresher courses, career oriented courses and spccial pro.iccts crcatc

different skills in teachers and enhance their capabilities

It is concluded that both institutes training (teachers) philosophy builds on institute

vision and commitment to promote and enhance learning through continuous

professional development of its human resource. Researcher concluded from

participant perception that TCS provide more organized and more opportunities for

teacher's professional development. TCS undertakes to offer opportunity and training
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through process of convergence, synthesis, evaluation and formation of knowledge

and skills that enable teachers to achieve personal satisfaction and progress to

contribute positively towards organizational and social growth.

o Aulonomy (independence)

Autonomy is an individual's capacity for self -determination and self-governance. An

independent teacher gives more output and yield fruitful results for the school.

Researcher asked the respondent about the teacher autonomy during interview. All the

respondents acknowledged the importance of independence of teacher, as reflected in

these quotes:

"I always encourage the independent work of the leachers. There i,s

needfor an ovenue where the independent work of all staff could be

rationalized" (R4).

"I always encourage the independent work of my teachers, that

characteristic is fundamental in the school work" (Rl0).

Majority of the school heads revealed that they encourage the independent work of

the teacher, but they argued that teachers must follow the rules and regulations o[ thc

institutions

"Stajf is encouraged to pursue.the independent work but within

margins of rules and regulations of operations within the school.

The school rules and regulation do not allow to arrange

unspecified teachers times with students"( R3).

"Teachers are allowed to pursue their own their ideas which

is not con/licted to the schools rule andregulations"( R5 &R12).
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" I provide the self-aggrandizement and development , this is a

best aid to encourage their (teachers) independent work. It is

with confines rules and regulations of the school.s" (R7 &R8l

"Teachers are provided assistance in their teaching by observing

them and encouraged their independent work through wilhin

the limits of rules and regulations of institutions" (R9)

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 lo adopt lheir leuching style und

teaching methodologies" (Rl l).

Teachers are permitted to use lheir teuching .sl.l;lc uncl

methodologies in class room. I always observe them (teachers) in

the class rooms and provides the assistance where they need" (RI).

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

is an important aspect of individual consideration.

o 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 tcachcrs- rs

reflected in these quotes:

"Vl/henever it is necessary I myself guide and mentor staf.f by taking

them an orientdtion. Teachers are advised to read the maximum books

to enhance their lonwledge and to polish their professional

competencies" (Rl AR4).
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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

worlcshops" (Rl l).

"I cooch and guide individual teacher(s) when the need arises 4s part

of this new areas are taught by me before allocating them lo slaff"

(Rt0).

"Individual teacher(s) are assisted to share the relevqnt teacher's

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

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

orientation and advised them to keep the balance between different duties,

participant' s expressions :

"Staffis mentored through orientation program" (R8 & R9).

"I am personally mentoring new staff through orientation program'

Teachers are assisted to share their ideas and views and

information they gathered through workshops and training

courses" (R2).

"l personally coach the new teachers that they achieve balance

between dffirent duties, commitment,s and set priorilie's" (R5)

"I personally mentor new staffthrough 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 teocher. But I normally taught new areas

before allocating them" (R 12).

llt
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Mentoring and coaching an important factor to keep the teacher satislled liom therr

jobs as well as it is an important aspect of transformational leadership almost all the

head practicing this in different ways.

4.7 .1.4. Intellectual stimulation

Intellectual stimulation means new, innovative and creative way of doing the

conventional. It is defined as the degree to which you encourage others to be creative

in looking old problems in new ways, create an environment that is tolerant.

Researcher set some indicator (motivation and new challenges. learnine

environment) to measure the intellectual stimulation (attribute of 1'l-) ol school

head in the following paragraphs researcher described the respondents views

o Motivation and New challenges

An insight into the intellectual stimulation of the staff revealed participative

leadership where school heads and teachers sought the solution for the new

challenging problems. Head teachers expected that teachers must find the new and

alternate way to the old problems. Articulated by the interviewees:

"I adopled new assessment procedure, lo intellectuull), slitttulute Lite

staff, which inspires the staff to new and challenging situations. At the

end of the session the teacher ore assessed to .find out if the goals are

attained" (Rl).

"it is essential to intellectually stimulate the teachers, I motivate and

inspires my teacher to new and challenging situalions, lhrough new

opportunities created.for staff to share informalion and parlicipalive

leadership , in lhis way leachers I believe leachers changes on some

old walts with new ctnd current pruclic:e,s" (R91.
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"l personolly participale in u'hQlevcr tha tcuchar".s (tc doing. I

always encouroge the stolf and brainstorm on .finding solution lo the

challenging situotion " ( R I 2).

Teachers are encouraged to share their ideas and information in the school , in this

way all the staff facilitate from new and alternative ideas in any difficult situation

"l always encourage the innovation and creativity in the teachers

and help them to find the solution of the problems in the new and

alternative woys. Lot o.f ideas generated from the slaff' as way oJ

.finding solution in the dicey situation" (R5)

The school heads created opportunity to share new information as a way of

intellectually stimulating the staff, reflected in the statements of these respondents:

involved sharing new information and brainstorming on

appropriate solutions to challenging situations" (R7).

" I tried to brainstorm with all staff on new trends regarding their orea

of specializotion so that when a change becomes necessary, leachers

may oppreciate it" (R3).

Concerning the same issue another respondent stated:

"As a form of the intelleclual stimulation, I always encouraged lhe

crealive work of my teachers and encouruged lhem to bring

creative ideas and shore information and new ideas with others"

(R8)

A school head replied the same issue in these worlds:

"I encourage my teachers to perceive more deepllt: bevond .first

expression, consider the others point of view, redefine lhe problems.
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generate insight through experiments and exploration.s. share in.ti,qht.s

and ideas and synthesis rather than analltsis" (R2).

It is concluded from participants' views that they are intellectually stimulate their

staff and head are well aware of creating organizational climate which motivate and

facilitate teachers to be innovative and creative and where teacher can apply the new

and alternative ways to solve the old problems.

o ConduciveEnvironment

A leader (school head) must the environment conducive for the followers (teachers).

such supportive environment helps teachers to innovative and creative. All the

respondents acknowledged the importanoe of corrducivc cnvirontncnt tu rtut'Lutit16

creativity of the staff. School heads carefully handle all the problems of the teachers

and provide all the assistance needed by staff to enhance their work. Materials and

other resources are provided by the head to the teacher in doing so. The school heads

are able to create the supportive and conducive learning environment for the teachers.

as reflected in these quotes:

"All needed malerial main resources are provided lo lhe stuf/ to

support the conducive learning environment" (R2 &R 6).

"I focilitated the provision of the needed materisls and facilities.from

institution to enhance teaching and support ffictive learning" (R9).

"I tried to provide all necessary materials to staff to J'acilitate smooth

delivery of the duties for this purpose staffrooms, personal computer,

internet connectivity and all other required materials have been

provided in the school."(R3).
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On the attributes of intellectual stimulation of the staff few heads answered that they

had not had opportunity to intellectually stimulate the staff. l'his is investigative that

had not taken any step to intellectually stimulate the staff.

4.8. Summary of case description

The summary of interviewed cases is presented below. This section also revealed that

school heads practices of transformational leadership as well as it also endorsed the

school heads leadership skills.

4.8.1. Transformational leadership skills and practices

The results from case studies indicated the fact that heads of schools ('fCS and SOS)

exhibited same tactics in so for as transformational leadership was concerned. Heads

of both institutions were exhibiting an appreciable level of charisma, individual

consideration, inspirational motivation and intellectual stimulation. Trust and

confidence from their teachers were built from social cohesion. This interaction

between heads and teachers bothered teachers to discuss private and personal issues

with their heads, this overreliance is an extreme example of trust and confldencc in

the school head. And all this accounted for collegial and friendly cnl'ironmcnt ill thc

schools. Teachers enjoyed heads presence, heads involve teachers in decision making

through consultation, delegation of responsibilities and collective decision making.

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 clear vision for their schools and also

adopting different approaches to reach the goals by providing challcnging

instructional programs, focused on specific needs of students and teachers. generated
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and managed resources that supports a quality instructional program, Recruiting and

retaining highly qualified teachers to delivcr rigorous and up-to-datc inlornratiorr-

providing teachers best opportunities to grow professionally. School heads 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, created social events,

approachable, friendliness, feedback for teachers are some other rval's 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 responsibilities

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. rcfresher

courses, training courses. career oriented courses and special project lor leachers 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 guide

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 issue
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in new and alternative ways, developed the conducive learning environment where

teachers creative and innovative work flourish.

In sum the school heads showed following features of TL; an educational vision'

team spirit, cooperation, participative leadership, decision making and delegation 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 characteristics ol'

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 were exhibiting TI- 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 fulfillthe research objective.

109



.i

4.9.1. Research Question I

ll/hat is School Heods perception about Transformational leadership?

The results of case studies (phenomenological interviews) are to address the research

question 8. To access the leaders (heads) perception for transformational leadership

thirteen head were requested for interview. Data were analyze through

phenomenological approach which allow researcher to record the phenomena through

respondent's perception (see section 4.9)'

Data exposed that all the head understand the leadership pr()cess' its naturc and

importance and consider leadership essential for organizational success. They had

viewed about effective leaders, they are self-motivated, goal oriented' delegates

responsibilities, strive for excellence, adapts to change and work with people' 'Ihey

said it is only possible through team spirit and strong bonding bctween leader and

followers. They said leaderships is a social process to influence the other and

empower worker for achievement of goals'

Over all concluded from the interview analysis that they perceivcd translbrtlational

leadership which allow a leader to become shapers of values' they are the orcators'

interpreter of the organizational goals, role models, pathfinders' Visions of the

Transformational leaders are so convincing that they knew what they want from every

interaction. The vision of Transformational leaders does not blind thcir followors but

empower them and show them the right path. Transformational leaders have deep

sense of purpose. They know how achieve the goals and what kind of culture. bcliel-s

and values and norms must develop to achieve the purpose' By stimulating' modeling'
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innovating, motivating and encouraging, they mold the culture, in the degrec that is

possible to meet intemal and environmental needs.

4.9.2. Research Question 2

What ertent does Transformational leadership style and skills are practiced by the

School Heads/ princiPals?

The output of qualitative and qualitative data revcalcd thc answcr oIrcscarcI qucstion

2. Validity and authenticity of results increased when the research study r"rscd multiple

sources to answer the single construct. The results of Mean scorc and starrdard

deviation of TL (M = 3.76, SD : 0.65) indicate that school teachers were very

satisfied from the head teacher's transformational leadership skills and teachers were

agreed that head teachers were practicing the transformational leadership style in

schools. The results of case studies (phenomenological methodology) also revealed

that head teachers were practicing the TL style satisfactorily.

o Charisma

It was observed from head teachers' perception that teachers had trust and conl.tdence

on them. This confidence bothered teachers to discuss private and personal issucs

with their heads, this overreliance is an extreme example of trust and confidence in

the school heads. And teachers feel comfomable around their heads and enjoying their

presence. Heads involve teachers in decision making through consultation, delegation

of responsibilities and collective decision making'

Heads charismatic vision and behavior inspires teachers to follow' l'eachers were

agreed from the ideatized behavior and idealized influence of the heads l'eacher
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equally satisfied that head teachers acted consistently with vah"rcs shared b1' thc stalI'

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).

o Inspirotionolmotivotion

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. Anothcr ability ol'

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, Recruiti6g and

retaining highly qualified teachers to deliver rigorous and up-to-date information.

providing teachers best opportunities to grow professionally. School heads have had

the capacity to create compelling vision for the institutions (schools). to achicvc thc

vision. Inspirational Motivation (M : 3.58, SD - .84) was within "Very Satrstled"

(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 set

high aims.

o Inclividuolconsideration

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

peer observation, staff appraisal, verbal praise, sometime informal social gathering tbr
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individual consideration. Interdepartmental workshops, seminars. local and

international conferences, refresher courses, training courses, career oriented courses

and special project for teachers were recorded for the professional growth and

development of the teachers. Head teachers said that staff autonomy was granted but

with confines rules and regulation. It was recorded that heads guide and mentor their

teachers through formal orientation program personal assistance, peer observation'

feedback. Individual Consideration (M = 3.05, SD = .52) was within "satisfied"' Teachers

confessed that heads admired them fbr their eood ioh. helpctl leltchcrs' l() (lr'\t'lttn rlt'r'

strengths and acted in a way that builds others respect

o Intellectualstimulation

It was observed that heads inspired teachers to create platform to brainstorm on

challenging issue, reframed the problems, solved the issue in new and alternative

ways, developed the conducive learning environment where teachers creative and

innovative work flourish. Intellectual Stimulation (M = 2.73, SD and '46) was

within,.Satisfied" (2.51-3.50). Teachers verified that heads give them strength to

think in different way and make them creative and innovative. 'fcachcrs \\/erc agrccd

that heads were encouraging creativity and innovation, seeking different perspectives

when solving problems, handling staff mistakes gently, encouraged staff to try new

ways of accomplish their work, heads asked the questions that stimulate the staff

members to improve their work performance' teachers confirmed that heads

challenged staff members to reconsider how they do things and positively

acknowledged creative solutions to the problems'
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Results were confirmed from participants (school heads and teachers) perspective.

School heads were exhibiting an appreciable level ol' charisrna, individual

consideration, inspirational motivation and intellectual stimulation.

. Transformationalleadershipskills

The output of QUAN and AUAL data also exposed the leadership skills exhibited by

school leaders. Data bared out following most critical skills ol these skills may over

laps each other but these critical skills are essential for effective leadership.

Self-Management Skills: these skills are critical to help school heads and these skills

help to realize their personal strenglh. Data depicted that heads who had self-

management skills have great impact on their teachers. These skills helped heads to

identify themselves and to make their personality more attractive and charming to

attract the followers (teachers) to commit the vision. It is concluded frorn rcsults that

heads idealized behavior and idealized attributes displayed that they established their

beliefs, purpose, vision, values and career goals. school vision and havc abilitr to

personally sacrifice, heads were determined on job, showing sense of power and

competence, school heads also have time management skitls, stress management skills

and positive mental attitude. These sets of skills also include the motivational skills:

ability to motivate themselves though inner or outer source and ability to motivate the

teachers through variety of approaches.

Interpersonal Communication Skills: Data revealed that head teachers were exhibiting

these skills to build positive relationships with others. These skills helped heads to

determine specific ways they used to communicate with teachers to build creclibility

and trust. These skills helped to minimize the potential problems and erased the
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communication gaps between teachers and heads. The transformational school heads

attend, observe, Iisten, question, and respond with understanding to their 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 these problems in new and

alternative way which exposed the creative and innovative skills ol'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 managemenl

facilitation. vision consensus-buil<1ing. performance evaluation. cotttirluotts

improvement. Heads were playing vital role for teacher's professional development

through formal and informal process. Consulting involves the heads 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. 'fhese skills

allow heads to be innovative and creative, these skills fostcr hcads lor cognitivc 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 heads: 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 combine the

technical skills to manage the special projects and career oriented projects (for

teachers). Collaborative skills helped the heads to manage innovation, it enables heads

to manage different personality types in order to get more divers input, and innovative

school heads best utilize the strength of their team members. It was observcd hcads

have had the implementation skills which enabled them to put their ideas into

practice.

Versatility skills: It was noticed only few heads exhibiting these skills and shift

between specific roles, leadership style and skills in order to deal with ccrtain

situation.

4.9.3. Research Question 3

What is the effect of tronsformotional leadership style on teachers'.iob satisfaction?

The output of bivariate regression analysis to address the research question 3 is

presented in table l8 .The data indicate that transformational leadership style accounts

for 36.2%o variance in teacher job satisfaction while 63.8% variation is inhcrcnt or

because of extraneous variables or unexplained variability. The table l9 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 36.2oh variation in teachcrs' job satislaction

explained by independent variable (TL). 'Ihe transformational lcadcrship stl lc

IS
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found moderately predictive for the dependent

furthermore the coefficient value is also found

transformational leadership is good model (see

predicting teachers' job satisfaction.

4.9.4. Research Question 4

variable as impact is moderato

significant. Thus the summated

model summary in table l8) in

Whot is the effect of transformational leadership attributes on teuchers .ioh

satisfaction?

The output of multiple regression analysis to address thc rcscarch qucstion ,1. 'fhis

value indicates that transformational attributes (charisma, inspirational motivation,

individual consideration and intellectual stimulation) contribute 38.9Yo of thc

variation in teachers' job satisfaction (see table l9), while 61.1o variation is inherent

or because of extraneous variables or unexplained variability. F test statistics for

adjusted R square is 14.18 and associated p value is 0.000. It indicates that p valuc is

less than 0.001; therefore statistically significant relationship exist bctrvccn thc

variables. The three factors inspirational motivation and Intcllcctual stimulation and

individual consideration have higher 't' value with significant p value less than 0.05.

The factors (inspirational motivation and intellectual stimulation and individual

consideration) are found determinate in predicting teachers' job satisfaction. Other

factor charisma is found insignificant since its p value was observed higher than

0.05. The transformational leadership style is found moderately predictive for the

dependent variable as impact is moderate, thus attribute charisma is found

insignificant for this model.
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4.9.5. Research Question 5

l(hut is the relationship between transformotional leadership (predictor variable)

and teach ers' i ob satisfoctio n (dependent variable) ?

Regression analyses define the relationship between predictor and dependent

variables. Correlation coefficient presented the unstandardized Beta coefficient (see

table l8). The Beta coefficient shows the positive and statistically significant at .000

significant levels. The value of exptanatory coefficient is 0.513 and its "l" value Beta

for transformational leadership (t (165) :7.233, P :.000). Their "t" value 7 '233(165)

shows significant and comparatively good relatedness of indcpendcnt variablc

(predictor) with dependent variable (criterion) variable'

4.9.6. Research Question 6

What is the relationship between tronsformational leadership attributes (predictor

variable) and teachers' iob satisfuction (dependent variable) ?

The output of the correlation analysis to address the rescarch qucstion 6. l.hc oulconrc

of person coefficient found statistically significant correlation between each

dimension of transformational leadership and job satisfaction (see table l7). Charisma

and inspirational motivation xlx2 (0.656, p < 0.01 and p <0'05) positive and strong'

charisma and individual consideration xlx3(.736 p < 0.01 and p <0'05)positive and

very strong, charisma and intellectual stimulation ,xlx4(0.188, p < 0.01 and p <0'05)

positive and very weak, charisma and job satisfaction xly(0.375. p < 0.01 and p

<0.05) positive and weak. inspirational nrotivatiotr arrcl intlir,irltritl cortsitleriltr.''r '.)

x3(0.659, p < 0.01 and p <0.05) positive and strong. inspirational motivation and

intellectuat stimulation x2x4(0.754, p < 0.01 and p <0.05)Positive and verv strops'
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inspirational motivation and job satisfaction x?y(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. *x

Correlation is significant at 0.01 level (2tailed) and *Correlation is significant a1 the

0.05 level (2tailed). Only relationship between charisma and job satisf'action (xlx4) is

nor 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

Whaf is the teachers' level of job sutisfoction by practicing transformational

leadership style of school heads?

The results of regression analysis to address the research question 7. Ijindings ol-

regression analysis define the teachers' level of job satisfaction by practicing

transformational leadership. Simple Regression analysis shows that 36.20/o variation

in teachers' job satisfaction is explained by the independent variable (T'L).1-lence

teachers' job satisfaction level is 36.2Yo for head transformational leadership. while

63.8% variation is inherent or because of extraneous variables or unexplained

variability (see table l8).

119



4.9.8. Research Question 8

What is the teachers' satisfoction 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 l5). Aggregated mean and standard deviation for

transformational leadership were (M :3.76, SD :0.65). Scorcs for transformational

leadership were within "very satisfied" (3.51-4.50). l'eachers lcvel ol'satisl-action lbr

the heads' transformational leadership skills and practices were (3.76). The results for

TL indicated that school teachers were very satisfied from the head 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 score for the attribute Inspirational Motivation rt'as uithirr "\/cr)'

Satisfied" (3.51-4.50). Teachers level of satisfaction for the heads' inspirational skilts

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

leadership practices. Teachers were more satisfied

least satisfi ed from i ntel lectual stimu lation.

4.9.9. Research Question 9

from their heads' transformational

from inspirational motivation and

What is the teachers' satisfoction level from the various dimensions of ittb?

The results of mean score and standard deviation are to address thc rcsearch qucstion

9. Results depicted that teacher's satisfaction level from their job by practicing

transformational leadership (see table l6). 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 fron, 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 mean score for job satisfaction

based on management was within "Satisfied" (2'51-3.50). 'Ihe mean score lor job

satisfaction based on decision making was within "Satisfied" (2.51-3'50). The 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 "Satisfi ed" (2.5 I -3.50).

Over all it is concluded that teachers were satisfied from their job. They were not

highly satisfied from their teaching 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 l0).
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CHAPTER 5

SUMMARY, FINDINGS, CONCLUSION, DISCUSSION
AND RECOMMENDATIONS

5.1. Summary

Due to the leadership challenges and problems of job satisfaction in private

institutions in Pakistan, the transformational leadership was proposed as effectivc

leadership style in schools. 'l"hc study r.vas aimcd to cxplorc tlrc scltool hcrt,l:;

perception and practices about Transformational leadership and to determine the

effect of transformational leadership style on teacher's job satisfaction. 'l'hc sltrdy

further answered the nine research questions regarding effect of TL on JS,

relationship between TL and JS, heads perception of T'L style, teacher's level of JS,

heads' leadership skills and practices and contribution of TL in enhancing teachers

effectiveness. Quantitative data were collected by the use of survey questionnaire and

qualitative data were collected through interviews, memoing/documentation and essay

writing. using school heads and school teachers. Mixed method approach was used to

analyze the quantitative and qualitative. it is one phasc dcsign. lhc ('rcsucll t't ,rl

(2003) named this design as concuffent triangulation design. Reliability of tool. for

teachers, was determined through CronBach's Alpha by using SPSS software which

was 0.804 for transformational leadership and 0.717 for job satisfaction. Pilot testing

was conducted and reliability was determined while the validity of both tools was

determined through expert opinion. This study used descriptive statistics. mean.

standard deviation, correlation and regression to analyse the quantitalive data whereas

for explication of qualitative data were conductcd by lirur crucial stcps or pltascs.

Conclusions derived from the results are presented below.
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5.3. Main Findings

Research study addressed the nine research questions. Chapter four presented the

results of qualitative and quantitative data in this section each question is prcscntcd in

the following pages followed by the main findings:

1. What is School heads perception about transformotional leadership?

The findings of qualitative data revealed the answer of research question l. It was

concluded from respondent point of views that they perceive leadcrship a social

process and social phenomenon it was witnessed that school heads build vision and

goals, provide intellectual stimulation, offer individual support, symbolize

professional practices and values, demonstrate high performance expectations and

develop structure to foster participation in decisions. It was closely observed that all

these characteristic are followed by transformational leader. It was exposed fiom

interview analysis that heads perceived transformational leadership a leadcrship sty,lc

in which leader's charismatic vision and behavior inspires other to fbllow', capacity to

motivate and encourage other to commit the vision, encouraging innovation and

creativity and coaching to the specific needs of the followers.

2. lYhat extent does Transformational leadership style and skills sre practiced

by the School Heads?

The findings of qualitative and qualitative data revealed the answer ol research

question 2. Validity and authenticity of results increased when the research study used

multiple sources to answer the single construct. 'fhe rcsults ol nrcan scorc antl

standarddeviationof TL (M:3.76, SD:0.65) indicatedthatteacherswereagreed

that head teachers were practicing the transformational leadership style in schools.
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The findings of case studies (phenomenological methodology) also reveal that head

teachers were practicing the TL style satisfactorily.

Charisma: [t was observed head teachers trusted by teachers, they shared sensitive

issues with heads, and enjoyed heads' presence, heads believed on participative

leadership, delegation and collective decision making. Teacher's satisfaction level {or

the charisma was within satisfied (2.89). Teachers were agreed heads from the

idealized behavior and idealized influence of the heads. heads acted consistentlv.

instilled pride in others, determined on job, made personal sacrifices, displayed sense

of power and competence .

Individual Consideration: it was observed personal attention, promotion of self-

development, professional growth and reinforcement in the form of verbal praise were

characteristic of individually considerate leaders. Teachers' level of satisfaction for

individual consideration was within satisfied (3.05). Teachers were agreed that hcads

admired them for their good job, helped teachers' to develop thcir strengths. actcd in a

way that builds others respect, considered every teachers as having diffcrent nceds

abilities, skills and aspiration from others, created conditions that allow tcachcls tt-r

complete their work independently.

Inspirational Motivation: heads were observed for following leadership traits:

Appreciation for teachers, development of good relationship on work plaoe. respect

attention and consideration towards teachers, creation of social cvcnts, approachablc,

friendliness, and feedback for teachers. Teachers' level of satisfaction was within vcry

satisfied (3.58). Teachers were agreed that heads talkcd optimistically abor"rt thc

future, encouraged teachers to set high aims, talked enthusiastically about goals.

articulated a compelling vision of the future.
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Intellectual Stimulation: delegation, participative leadership. innovation and creativit)/

and conducive environment for teachers were favored for intellectual stimulation.

Teachers' level of satisfaction for Intellectual Stimulation was within satisfied (2.73).

Teachers verified that heads give them strength to think in different way and make

them creative and innovative, seek different perspectives when solving problems,

handling staff mistakes gently, encouraged staff to try new ways of accornplish thcir

work, heads asked the questions that stimulate the staff members to improvc their

work performance.

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 were exhibiting TL behaviors

and practicing TL skills in their schools.

Leadership skills: Data bared out following most critical skills of translormalional

heads. Self-Management Skills: data depictcd that hcads w'ho had scll'-rlanagcmcnt

skills have great impact on their teachers. Time managemenl skills. stress

management skills and positive mental attitude. Problem management skills

(coaching, counseling, and mentoring). Interpersonal Communication Skills: these

skills helped heads to build positive relationships with others Consulting Skills (for

school and teachers development) these set of skills allow teachers and organization

(school) for development. Innovation Skills: allow leader to pursue the combination

of cognitive skill, behavioral skills, functional skills, technical skills, collaborative

skills and implementation skills.
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3. What is the effect of transformotionul leadership style on teochers'iob

satisfaction?

The findings of the study show that heads exhibited transformational leadership

character. Transformational leadership had positive effect on teachers' job

satisfaction. School heads in both institution exhibited traits of all attributes of

transformational leadership. Although the strength ol cl'cry school hcad dil'l'crcd lbr

all attributes of transformational leadership. Transformational leadership on the whole

had positive effect on teachers' job satisfaction. Regression output shorvs thal36.2oh

variation in teachers' job satisfaction is explained by the transformational leadership.

The transformational leadership is found moderately predictive for the dependent

variable as impact is moderate furthermore the coefficient value is also found

significant. Thus the summated transformational leadership is good model (see model

summary in table l8) in predicting teachers' job satisfaction.

4. llhat is the effect of transformational leadership attributes on teuchers' .iob

satisfuction?

Multiple Regression analysis shows that38.9Yo variation in teaclrers' job satisf-action

is explained by independent variable (transformational leadership). 'Ihe

transformational leadership style is found moderately predictive for the dependent

variable as impact is moderate, but attribute charisma is found insignificant for this

model and intellectual stimulation and inspirational motivation and individual

consideration are found delerminate in predicting teacher.iob satislactiorr.

Hence it is concluded that individual consideration irrtellectual stirnulation ancl

inspirational motivation had impact on job satisfaction but other attribute charisttta is
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found insignificant for this model (see coefficient table l9). Thus over all concluded

that summated transformational leadership is good model (see model summary in

table l8) in predicting teachers' job satisfaction.

5. ,Is there signiticant relationship between transformational leadership

(pred ictor vario ble) a n d t ea ch ers' j o b s at isfa ct io n (depe n d e n t va r i a h l e) ?

Regression analyses deflne the relationship between predictor and dependent

variables. Correlation coefficient presented the unstandardized Beta coefficient see

tablel4). The Beta coefficient shows the positive and statistically significant at .000

significance levels. The value of explanatory coefficient is 0.513 and its "l" value

Beta for transformational leadership (t (165) : 7.233, P :.000). 'fheir "1" value

7.233(165) shows significant and comparatively good relatedness of independent

variable (predictor) with dependent variable (criterion) variable

6. 1s there signi/icant relationship between translormationul leudership

ottributes (predictor variahle) und teachers' joh satisfaction (dependcnt

variable)?

All the relationships exist between variables are found statistically significant. 1'he

relationship between leadership trait Charisma and inspirational motivation (0.656)

positive and strong, charisma and individual consideration (0.736) positive and very

strong, charisma and intellectual stimulation (0.188) positive and very weak.

charisma and job satisfaction (0.375) positive and weak. inspirational motivation and

individual consideration (0.659) positive and strong, inspirational motivation and

intellectual stimulation (0.754) Positive and very strong, inspirational motivation and

job satisfaction (0.552) positive and good, individual consideration and intcllcclual

1.27



stimulation (0.539) positive and good, individual consideration and job satisfactron

(0.325) positive and weak and intellectual stimulation and job satisfaction (0.459)

positive and moderate. ** Correlation is significant at 0.01 level (2-tailed) and

*Correlation is significant at the 0.05 level (2-tailed) for current study alpha value was

assumed 0.05. Hence it is concluded all the attributes of transformational leadcrship

and job satisfaction have statistically significant relationship.

7. ll/hat is the teqchers' level of iob satisfaction by practicing transformational

leadership style of school heuds?

Findings of regression analysis define the teachers' level of job satislaction by

practicing transformational leadership. Simple Regression analysis shows that 36.2o/o

variation in teachers' job satisfaction is explained by the independent variable. Hence

teachers' job satisfaction level is 36.2Yo for school heads transformational leadership,

while 63.8% variation is inherent or because of extraneous variablcs or uncxplainecl

variability (see table l8).

8. ll/hat is the teochers' satisfoction level for school heods' transformational

leadership practices?

The findings of the study show that teachers were very satisfied from school head

transformational leadership practices. the mean and standard deviation for

transformational leadership (M :3.76^ SD:0.65 ) was within "very satisfied" (3.51-

4.50),Charisma (M : 2.89, SD 0.45 ) was within "Satisficd" (2.51-3.50).

Inspirational Motivation (M:3.58, SD - 0.84) was within "Very Satisllcd" t.j.-ii-

4.50), Individual Consideration (M: 3.05, SD: 0.52) was within ''Satisfied" (2.51-
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3.50) and Intellectual Stimulation ( M = 2.73,5D: and 0'46) was within " Satisfied"

(2.s 1-3.s0).

The results revealed that teachers satisfaction level were within "very satisfied" (3.51-

4.51) is an evidence that schoolheads practicing TL skills effectively. Teachers were

more satisfied from inspirational motivation and lest satisfied from intellcctual

stimulation.

g. l(hut is the teachers' sotisfaction level from the various dimension of iob?

The results of mean score and standard deviation depicted that teachers levcl of

satisfaction for various dimension of job, teachers were satisfied from various job

dimensions. Mean and standard deviation for job satisfaction (M : 2.97, SD '= 0'50).

The was within "satisfied" (2.51-.3.50), Recognition (M: 1.93' SD = 0.63) was

within "slightly Satisfied" (1.51-2.50), Autonomy (M ='3.23. SD '0.41) was within

"Satisfied" (2.51-3.50), Management (M :2.90, SD:0.37) The mean score fbr job

satisfaction based on management was within "satisfled" (2.51-3.50), I)ecision

making (M:2.86, SD = 0.55) was within "satisfied" (2.51-3.50), Coworkers relation

(M : 1.701, SD : 0.31) was within "Satisfied" (2.51-3.50) and Professional

development (M : 3.05, SD : 0.52) was within "Satisfied" (2.51-3.50).

Over all it is concluded that teachers were satisfied from various job indicators.

Teachers were more satisfied from job salisfaction indicators autonomy and

professional development and least satisfied from recognition.

5.3. Conclusions

This section enclosed the conclusions of the study derived from the findings of thc

study. The research was conducted to explore the effect. relationship, perception, and
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practices of transformational leadership. The research study was designed with five

objectives and nine research questions to fulfill the research purpose. Following

conclusions have been presented based on the research findings: it is concluded that

l. Heads perceived leadership a social process and social phenomenon and

observed for building vision and goals. providing irrtcllcctual stimulation.

offering individual support. symbolizing professional practices and values.

demonstrating high performance expectations and developing structure to

foster participation in decisions.

2. Heads were exhibiting an appreciable level of charisma. individual

consideration, inspirational motivation and intellectual. Results were verified

from teachers satisfaction level (see table I 5) and head teachers perceptions

(see section 4.9).

3. Transformational school heads exhibited Self-Management Skills, Problenl

Management Skills, Interpersonal Communication Skills. Consulting Skills

and Innovation Skills and some leaders also had Versatility skills.

4. The transformational leadership style found moderately predictive for thc

dependent variable as impact is moderate (see table l8).

5. Individual consideration, intellectual stimulation and inspirational motivation

had impact on job satisfaction but other attribute charisma is found

6.

7.

insignificant for the model (see table l9).

Summated transformational leadership is good model

job satisfaction (see table I 8).

Transformational leadership (independent variable

satisfaction (dependent variable (criterion) showed

relationship.

in predicting teachers'

(predictor) and Job

significant and good
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8.

9.

All transformational leadership traits had positive and significant relations

with each other and with job satisfaction. Hence school heads practices of

transformational leadership style lend grater job satisfaction to their teachers.

Charisma showed strong correlation with inspirational motivation and

individual consideration .school heads who were more charismatic for their

vision , beliefs, values had more inspiring ideas to encourage and motivatc

teachers to set high aims, express ideas, and individually considerate thc

teachers for needs, abilities, skills and aspirations from others.

10. Relationship of leadership traits with job satisfaction showed that only

charismatic skills in leaders are not necessary for job satisfaction but

Inspirational motivation, individual consideration and intellectual stimulation

forteachers lend greaterjob satisfaction in teachers (see table l7).

1 1. Teachers' job satisfaction level from heads' transformational leadership

behavior was 36.2%o while other satisfaction may be inherent or because of

extraneous variables or because of job indicators that are not selected fbr

study.

12. Teachers were very satisfied and confessed that their head were practicing

transformational leadership attributes; charisma, inspirational motivation.

individualized consideration and intellectual stimulation.

13. Teachers were more satisfied from inspirational motivation and least satisfied

from intellectual stimulation. the attributes of transformational leadcrship

(table l5).

14. Teachers were agreed and committed that they were satisfied from their.iob

and following job indicators, recognition, autonomy, management. decision

making, peer group relationship and professional development (table l6).
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15. Teachers were more satisfied from job indicators autonomy and professional

development and least satisfied from recognition (table l6).

16. School heads showed following characteristics of charisma; An educational

vision, team spirit, cooperation, participative leadership, decision making and

delegation

17. Personal attention, promotion of self-development, profcssiotral grouth,

mentoring and guidance were the characteristics of individually considerate

leaders.

18. Appreciation for teachers, development of good relationship on work place,

respect attention and consideration towards teachers, creation of social events,

approachable, friendliness, feed-back for teachers are characteristics of

inspirational motivation.

19. Delegation, participative leadership, innovation, and creativity were favored

for intellectual stimulation.

5.4. Discussion

This section presents a discussion on the results with reference to the research

questions.

5.4.1. Discussion of Research Question I

The research question I was intended to

explore the perception of heads about transformational leadership stylc. Rcsult's

revealed from qualitative analysis the heads of school perceived leadership a social

process which empower and enable worker to develop the strength to achieve the

goals leaders and worker work together for common goals. Heads perceived

leadership a social process and observed for building vision and goals, providing

I
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intellectual stimulation, offering individual support, symbolizing professional

practices and values, demonstrating high performance expectations and developing

structure to foster participation in decisions. It was closely observed thal all these

characteristic are followed by transformational leader. lt was exposed tiom interview

analysis that heads perceived transformational leadership a leadership style in whiclr

leaders' charismatic vision and behavior inspires other to loll<ru. capacitr trr rnotivltlt

and encourage other to commit the vision, encouraging innovation and creativity and

coachingto the specific needs of the followers. Heads reflected from their perception

and practices that they consider transformational leadership as effective leadership for

school, students and teachers achievements.

Egan (1985) states that transformational leaders are shapers of values. they are the

creators, interpreter of the organizational goals. role nrodels. pathfindcrs. Visions of

the Transformational leaders are convincing that they knew what they want f,rom

every interaction. The visions of Transformational leaders do not blind their lollowers

but empower them and show them the right path. Transformational leaders have deep

sense ofpurpose.

They know how to achieve the goals and what kind of culture, beliefs and values and

norms must develop to achieve the purpose. By stimulating, modeling, innovating.

motivating and encouraging, they mold the culture, in the degree that is possiblo tcr

meet internal and environmental needs.

School heads perceived Transformational leaders a leadership style which provide

way to gain a visionary view of an agreed, encouraging and preferred future, offer a

skill mind planning, managing, coaching, guiding, leading in unpredictable change

environment, provide coaching and mentoring for their personal development and
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team development, and lastly develop the skills of caring, so that the worker can in

long term become their own change agents, in turn the worker will be satisf-red.

5.5.2. Discussion of Research Question 2

The research question 2 was intended to

explore either heads' are practicing the transformational leadership and skills and up

to what extent leaders are practicing TL skills of their school. Findings of this

construct verified from both heads (qualitative analysis) and teachers (quantitative

analysis) perspective that head teachers were exhibiting an appreciable level of

charisma, individual consideration, inspirational motivation and intellectual

stimulation. Being a transformational school leaders' role to provide teachers' with

clear vision of the future. express high expectations for the follower's perfonnatrce

and ability to complete the tasks. Heads of both institutions were trlrstcd fiorn tlrcii

teachers, teachers enjoyed the head presence heads believed on participative

leadership, delegation and collective decision making. Teacher's satisfaction level for

the charisma was within satisfied Teachers were agreed heads from the idealized

behavior and idealized influence of the heads, heads acted consistently, instilled pride

in others, determined on job, made personal sacrifices, displayed sense of power and

competence. The findings of this section of the study is consistence with the findings

of Biggerstaff (2012), he concluded teachers lo'cl of satislaction lbr idcalize.l

attributes (charisma) of headmasters was within satisfied. Findings of, this scction

revealed Personal attention, promotion of self-devclopmcnt. prolcssional grorrth.

mentoring and guidance were the characteristics of individually considerate leaders.

Teachers' level of satisfaction for individual consideration was within satisfied.

Teachers were agreed that heads admired them for their good job, helped teachers' to
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develop their strengths, acted in a way that builds others respect, considered every

teaches as having different abilities, needs and aspirations from others, created

conditions that allow teachers to complete their work independently. Heads were

observed for following leadership traits: Appreciation for teachers, development of

good relationship on work place. respect attention and consideration towards teachers,

creation of social events, approachable, friendliness, and feedback for teachers.

Teachers' level of satisfaction was within very satisfied (3.5ti). 'l'eachers were agreed

that heads talked optimistically about the future, encouraged teachers to set high aims,

encouraged teachers to express their ideas and opinions in staff meetings. talked

enthusiastically about goals, articulated a compelling vision of the future, encouraged

teachers to understand the point of views of other during staff meetings. Delegation,

participative leadership, innovation and creativity and conductive environment for

teachers were favored fbr intellectual stimulation. Teachers' level of satisfaction l'or

Intellectual Stimulation was within satisfied. Teachers verified that heads give them

strength to think in different way and make them creative and innovative, seek

different perspectives when solving problems, handling staff mistakes gently.

encouraged staff to try new ways of accomplish their work, heads asked the questions

that stimulate the staff members to improve their work performance. 'l'he findings oI

this construct of the study is consistence with findings of Biggerstaff (2012), he

concluded that head teachers practiced transformational leadership behavior

satisfactorily and teachers were more satisfied f,rom transformational lcadcrship

attribute inspirational motivation, it is very similar to current study.

It can be constructed that features noticed in case studies match up the

transformational leadership attributes charisma, inspirational motivation, intellectual

135



stimulation and individual consideration. School heads were exhibiting'fL behaviors

and practicing TL skills in their schools.

Another area of discussion is school heads' t,eadership skills: Data bore out follow'ing

most critical skills of transformational school heads. Self-Managcmcnt Skills: clata

depicted that heads who had self-management skills have great impact on their

teachers. Time management skills, stress management skills and positive mental

attitude. Problem management skills: (coaching, counseling, and mentoring).

Interpersonal Communication Skills: these skills helped heads to build positive

relationships with others Consulting Skills (for school and teachers development)

these set of skills allow teachers and organization (school) for development'

Innovation Skills: allow leader to pursue the combinati.n o{'coqniti'c skill'

behavioral skills, functional skills, technical skills. collaborative skills and

implementation skills. Egan (1985) stated the same role l'or the transltrrmational

leaders. Moreover the study of Kouzes and Ponser (1999) found the similar qualities

of managers. They found the top five responses for their leaders; honest, competence.

forward looking, inspiring and intelligent; all of these qualities are required to be

successful and effective leaders. Anderson , Gisbome and Holliday (2006) stated the

same qualities of leaders, they explained that transformational leaders provide way to

gain a visionary view of an agreed, encouraging and preferred future. offer a skill

mind planning, managing. coaching. guiding. lcading in urrprcclicta[-rlc e lratrve

environment, provide coaching and mentoring for their personal dcvclopnrent and

team development, and lastly develop the skills of caring, so that thc workcr can in

long term become their own change agents, in turn the worker will be satisfied.
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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. l'he statistical analyses show that 'l'ransfonnational

leadership had positive effect on teachers' job satisfaction. School heads in both

institution exhibited traits of all attributes of transformational leadership. Although

the strength of every school head differed for all attributes of translormational

leadership. Transformational leadership on the whole had positive effect on teachers'

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 studies Greenbcrg & Baron

(1995); Gritman & Batman (1986); Hatter & Bass (1989); Koh, Steers &'l'crbog

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 lcadcrship atlributes

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. l'his result
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is contradict with that of Nguni et al. (2102) who established that charismalic

leadership dimension of transformational leadership showed significant impact in job

satisfaction. But entire transformational leadership had positive relationship u'ith

teacher'sjob satisfaction for current study.

5.5.4. Discussion of Research question 5 & 6

The research questions 5 & 6 were intended to

explore the significant relationship between transformational leadership and teachers'

job satisfaction and significant relationship between transformational leadership

attributes and teachers' job satisfaction. The findings of the study revealed that there

is significant relationship exist between transformational leadership attributes and

teachers job satisfaction. The results of this construct are also consistenl with thc

findings of Turpin (2009), Hukpati (2009), Riaz and Haider (2010) and Muhamrnad

(2012), who found transformational leadership is strongly correlated with teachers'

job satisfaction, all the attributes of transformational leadership had positive and

significant relations with each other and with job satisfaction. Hence school heads'

practices of transformational leadership style lend greater job satisfaction to their

teachers. Results of current study also consistent with the study og Biggerstaff (2012)

his relationship study concluded that transformational leadership is positivelv

correlated with teachers' job satisfaction.

Extending the argument with regards tcl the relationsirip anlonB irrdivrJuai aLtributes

of transformational leadership and their relationship with each othcr and teachcrs job

satisfaction, findings revealed that the attributes are good correlated with each other

and with job satisfaction except charisma showed weak correlation with job

satisfaction and intellectual stimulation. The result of this construot is consistence
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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 are creative and innovative or thosc lr'ho arc

innovative it is not vital they have charming and impressivc personality. Br"rt frorn thc

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 considerate

at expense of intellectually stimulating their followers. Teachers respond adequately

to charisma if they are given the oppomunity to be a part an also within reasonablc

parameters of decision making. And doing so, cqualll,altcncl uniclttcness. talcnt. sl<ills

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 environment for teachers development and such leaders utilize thc

teachers strength and uniqueness adequately and consider the individuality in

teachers. Job satisfaction is good correlated with intellectual stirnulation and

individualized consideration.
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5.5.5. Discussion of Research Question 7, 8 & 9

The research questions 7,8 & 9 were intended to

measure the satisfaction level of teachers' by practicing transformational leadership.

satisfaction level for heads'transformational leadership practices and teacher's

satisfaction level for the various dimension of job. Teachers job satisfaction level

from heads' transformational leadership behavior was moderate and significant while

other satisfaction may be inherent or because of extraneous variables. Teachers were

very satisfied and confessed that their school heads were practicing transformational

leadership attributes; charisma, inspirational motivation, intellectual stimulation and

individual consideration. The results of this construct is consistence to the findings of

the Biggerstaff (2012), his study findings revealed that teachers were satisfied ltorn

heads transformational leadership practices. Teachers were agreed and committed that

they were satisfied from their job and following job indicators, reoognition.

autonomy, management, decision making, peer group relationship and professional

development. The results of this construct of the study similar to the findings of

Bogler (2001), study of Ghazi (2004) for teachers' job satisfaction from Pakistan.

Hukpati (2009)for Ghana university teachers' .iob satisfaction and Muhammad

(2012) study for Pakistani university teachers job satisfaction. The findings also

resonate with the results of Hwa (2008) and Cheah et al. (2011). they pointed out

Malaysian context principal's transformational democratic leadership behavior are

more conducive to enhancing teachers' job satisfaction.

Transformational leadership model proved good model for prediction of teachers 'job

satisfaction as it moderately predict the teachers' job satisfaction. Combinalion of all

the attributes of transformational leadership played vital role for teachers' satisfaction.
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Teachers job satisfaction may effected by some other variable

36% satisfaction of the teachers from their job is becausc

leadership.

it is proved that

transformational

Teachers were very satisfied from their school heads leadership practices ancl

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 prolessional

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

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 bc undcrcstimatccl. Scvcral

limiting factors may affect the generalizability of this research study. 1-he presenl

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 'fhe City schools

but

of
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in Rawalpindi city). Therefore findings of this study in terms of their generalizatton

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 framework centers on

transformational leadership style. Quantitative parts of data were cross scctional make

it difficult to make final assertions regarding the causality and directionality 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 lor Iuturc 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. Thereforc.

the study has several important implications for theory. practicc and policy. It is

hoped educational institutes, educational policy makcrs, school lcadcrs. practitiollcrs,

school teachers, school administration, directorate of staff development, leadership

trainee will take initiative steps in this regards.

l. 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 I'or a

school heads to create open and collegial climate in their institutions in which

teachers can freely express and share their opinions and collaboratiorls orr

important decisions, this will boost job satisfaction and teachers morale.

It is essential to offer in-service and pre-service training programs to thc

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 componcnts 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 schoolheads'

It has been argued that with rapid changes in the world, leaders 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 lbr the authorities

responsible for educational policy making, designing staff training and

developmental programs to serve as reference point on policy decision on

leadership.

4.

5.

6.
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5.5.2. Recommendations for future research

Results of this study make an important contribution to our understanding fbr

leadership and job satisfaction in school. lt is hoped the results will arouse further

investigation into other aspects which effect leadership style and workers relations.

l. The study was delimited to one work related behavior job satislaction" furthcr

research in the other areas could extend to cover other construct like teachers

performance, teachers effectiveness and organ izational outcom es.

2. Further research could be conducted in private and public both institution.

Furthermore, it could be replicated using private institutions broader variation

of background as well as comparative analysis could be conducted in private

intuitions.

Leadership and student's outcomes or students' academic perlbrmance and

school effectiveness and teacher efficacy another areas that demands attention.

Further research could be conducted with large and more diversified sample

population, more over it could involve large group of teachers from private

schools in other areas of the Pakistan.

Theoretical framework of the current study is based upon the transformational

leadership model to determine the effects on teacher's job satisfaction and its

relationship with teachers' job satisfaction. A future research study could use

different leadership style like distributed leadership and servant lcadcrship and

innovative leadership.

Quantitative part of data was cross sectional it makes it difficult for making

final assertions regarding the causality and directionality in the findings. 'l'o

overcome this longitudinal design with appropriate time lag would have

extended the findings of the study for quantitative data.

3.

4.

5.

6.
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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.

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. Finally

further studies could use other job dimensions; intrinsic and extrinsic factors

and its relation to leadership. It is hoped the diversification of the study would

contribute to wider generalizability of the research results.

7.

lr

8.
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Appendix-A

RESEARCH QUESTIONNAIRE FOR TEACHERS

Dear teacher,

I have been working on research which is required for MS degree in Department of

Education, International Islamic University Islamabad. Topic of my research study is

"Effects of Transformational Leadership of School Head on their Teacher Job

Satisfaction". For this purpose I attach herewith a questionnaire to be filled in by you.

The questionnaire is purely for academic purposes and you are assured that your

response will be treated with utmost confidentiality. 'fhanking you in arrticipation.

Best Regards
Sabahat Zaman

Section A:
l. Gender: Male ( ), Female ( ).

2. Education level: Bachelor ( ), Masters ( ), M.phill/MS ( ), any other .

3. Professional Qualification: Not any. B.Ed ( ), M.Ed ( ), any

other.

4. Teaching experience: Less than 5 ( ), 5-10( ), I l-15 ( ), 16 or more than 16 ( ).

5. Experience with your present Head ofschool: 1 -2 ( ),3 -5 ( ), 6 -10 ( ).

Section B:

On the following page you will find the statement about the certain aspects of your

heads' management practice.s. Please tick the answer that reflects your opinion in the

following statements.

NS (Not Satisfied), SS (Slightly Satisfied), S (Satisfied), VS (Very Satisfied) and F.S

(Extremely Satisfied).

Sr.no ltems NS SS S VS t1S

Charisma

6. Acts consistently with values shared by the staff members.

7. Talks about their most important values and beliefs.

8. Instills pride in others for being associated with him/her.

9. Takes personal chances in pursuing school goals

t0. Displays a sense of power and competence.

ll Makes personal sacrifices for others benefits.

t2. Shows determination on job.
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Inspirational motivation

Talks optimistically about the future.

Encourages teachers to set high aims.

Encourages teachers to express their ideas and opinions in
staff meeti
Talks enthusiastically about what need to be accomplishcd.

Articulates a compelling vision of the future.

Encourages teachers to understand the point of views of
other durins staff meetin
Individual consideration

Admires me for my good job.

Provides me with assistance in exchange of my efforts.

Considers me as having different needs, abilities and
asoirations from others.

Creates conditions that allow teachers to complete their
work independentl

Is respectful on handling staff member's mistakes.

Encourages staff to try new ways of accomplish their work.

Asks the questions that stimulate the staff members to
improve their work Derformance.
Challenges staff members to reconsider how they do things.

Positively acknowledges creative solutions to the problems.

Helps teachers' to develop their strengths,

Acts in a way that builds mv respect.

What conditions have school head created that

teachers?

facilitates the independent work of the

Intellectual Stimulation

Seeks different perspectives

Q2 How your head of the school motivate and inspire you
lllll.r

to new and challenging situation? j
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Section C:
To what extent do you agree or disagree with the following statements that rcflect the

extent of your satisfaction with your job as a teacher?

ltems NSISS

School Head is an elficient decision makcr.

I like the teaching job because the rules and regulation are

lollowed and obeyed in the school.

How have head of the school promoted interrelation among stafl?

I
I

--t
I

Recognition.

This job provides me with a chance to get recognition from the

School Head appreciate me for my good performance.

I feel a sense of pride in doins m

Autonomv

Teaching job gives me with chance to try out some of my own

ideas and own styles of teaching.

The job I am doing provides me the chance to work

Teaching job provides me chance to make my own judgments

and decision in my work.

Decision making

The teaching job provides me a chance to try my own style of
teaching in the classroom.

The teaching job gives me chance to try my own method of
teaching in the classroom.

School Head takes care of complaints of the leachers.

I like the job because my School Head provides me help on

hard oroblem.
Co- workers Relations

Teachers appreciate me for my good performance.

There is great deal of cooperation among all the teachers.

There is strong bonding between School Head and teachers.

Professional Development

There is chance of promotion on ability.

This job
wth.

provides continuing professional stimulation ancl
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48. There is an opportunity for further study.

49. There are chances for Regular promotion in this job.

Q4 Which types of professional development opportunities are provided?

Qs If there are other reasons for your job satisfaction, please mention.

:

u

Thanks for your cooperation in completing this questionnaire and I believe it
will contribute well for the research.

NE
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Appendix- B

INTERVIEW GUIDE FOR HEAD OF SCHOOL

l. Gender Male ( ) Female ( )
2. Qualification.....
3. Professional Qualification....
3 Years of teaching in general

5. Years of Headship in current school

6. Total number of teachers working in your school

Following are the attributes of Transformational Leadership. 'l'hrough the given

questions basic purpose are to access the head teachers' leadership skills and to

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

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

7. Do you believe that idealize behavior and attributes are necessary for a good

leader?

8. Do you think your teachers have faith and trust in you as the head of the

school?

9. How do you ensure that your teachers have faith and trust in you as the head

of school

10. How do you inspire your teachers to follow your point of view/ideas/

opinion/vision?

I l. [n your opinion how your teachers feel around you?

12. How do you involve your teachers in decision afflecting the sclrurl'J

13. In what ways in do they willingly participate in schoolactivities?

Inspirational motivationz Capacity to motivate others to commit to the vision

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

15. What are the ways to inspire and encourage teachers that they express their

ideas and opinion in staff meeting?

16. How do you motivate your teachers to commit the common vision and

collaborative tasks?

17. How have you as school head promoted interrelations among stal'l?

Individualized consideration: Coaching to the ,specific need.s of fbllowcrt

18. How does individual consideration enhance the teacher's perfonnance'.)

19. How do you identify the strength of your teachers?
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20. How do you utilize the strengths and skills of your teachers?

21. How do you ensure the contribution of individual teachers?

22. Whattype of professional activities do you offer your staff as an integral part

for staffdeveloPment?

23. Have you had any personal instance to personally mentor or coach individual

teachers?

24. What type of environment have you created that facilitate independent work of

teachers?

Intellectual stimutatio nz Encouraging innovation and cre ativity.

25. How do you ensure innovation and creativity in your teachers?

26. How do you motivate and inspire staff to new and challenging situations?

27 . How do you challenge the ideas of your teachers and encourage them to solve

their problems in new and alternative ways?

h
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