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Abstract
This research investigates the relationship between instructional leadership styles of
secondary school principals and teachers’ job satisfaction in Islamabad’s public
secondaryschools.Recognizingthateffectiveschoolleadershipiscentraltoimproving
educationaloutcomes andteachermorale. Theobjectivesofstudywere: to identifythe
prevailinginstructional leadership styles among principals; assess the current levels of
job satisfaction among secondary school teachers; and examine the extent to which
thesetwovariablesarecorrelated. Thestudyemployed aquantitative approachusinga
correlational research design. The population of study was comprised of 1830
secondary school teachers under Federal Directorate of Education. The researcher
selected desired sample of 250 teachers from which 83 were male and 167 werefemale
using proportionate random sampling technique. Data collection wasconducted
through two structured questionnaires: one focused on instructional leadership
(assessing elements such as goal setting, shared responsibility, problem- solving, and
quality assurance in teaching and learning), and the other measured job satisfaction
(including motivational factors like achievement, recognition,
responsibility,andhygienefactorssuchassalary,supervision,andworkingconditions).
Data was analyzed using descriptive (percentages and means) analysis and Person
correlation using SPSS software. The findings revealed a statistically significant and
strongpositivecorrelationbetweeninstructionalleadershipandteacherjobsatisfaction.
Schools with principals exhibiting participative, achievement-oriented, and supportive
leadership styles had more satisfied and motivated teachers. The study concludes that
effective instructional leadership contributes to lower teacher attrition, a more
collaborative work culture, and enhanced instructional quality. It is recommended that
leadership training programs for school heads be strengthened, emphasizing
instructional competencies and emotional intelligence. Furthermore, policymakers
should promote leadership frameworks that empower teachers, foster shared decision-
making, and align leadership practices with teacher well-being to enhance overall
school performance.
Keywords: Leadership style, Job Satisfaction, Motivation Satisfaction, Hygiene
Satisfaction, Education.
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Chapter 1

INTRODUCTION

A key component of educational management is instructional leadership style,
whichfocusesontheteachingandlearningprocessinclassrooms.Itentailsestablishing
precise learning objectives, keeping an eye on the curriculum's delivery, encouraging
professionalgrowth,andcreatinganatmospherethatisconducivetolearning.Sincejob
satisfaction boosts motivation, dedication, and effectiveness, it is essential for
educationalinstitutionstosucceed.Insecondaryeducation,instructionalleadershipand job
satisfaction are particularly linked, as pupils are in a vital developmentalstage.
Teachersfeelempowered andmaydevelopasaresult ofthe collaborative environments,
shared decision-making, and constant feedback that effective leaders provide. In an
efforttofurthertheconversationonsuccessfulschoolleadership,thisstudyattemptsto
investigatethe connection betweenwork satisfaction andinstructional leadership style
(Hallinger, 2011).

1.1 Backgroundofthe Study

Itisoften acknowledged that oneofthe most important factors influencingthe
caliberofeducationistheleadershiproleinsecondaryschools.Instructionalleadership,
which focuses on creating an atmosphere where teaching and learning can flourish, is
one important area of concentration within educational leadership. A leader that
practices instructional leadership actively participates in curriculum development,
teacherprofessionalgrowth,andtheentireteachingprocess.Theseleadersareincharge of
overseeing the curriculum, establishing clear objectives, and assessing the
effectivenessofteachers(Hallinger,2011).AccordingtoLeithwoodandJantzi(2008), this
leadership style has a substantial impact on teachers' work experiences, including their
degree of job satisfaction, in addition to student outcomes.

Teacher Contentment with their work given its substantial correlation with
teachercommitment,retention,andperformance,jobsatisfactionamongeducatorshas
garneredsignificantattention fromeducationalacademics andpolicymakers(Skaalvik &
Skaalvik, 2011). Teachers are more likely to perform better in their responsibilities
and provide better results for students when they feel appreciated, encouraged, and
fulfilled professionally (Bogler, 2001). The Significance of Leadership in Instruction
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The emphasis placed by the instructional leadership style on fostering high-quality
teaching and learning has drawn attention to it. According to research, educational
leadersarecrucialincreatingcollaborativecultures,offeringprofessionaldevelopment
opportunities, and establishing a favorable school atmosphere (Robinson, Lloyd, &
Rowe,2008).Leaderscanaddressimportantaspectsthatcontributetojobsatisfaction
byconcentratingontheinstructionalprocessandteacher development. Higher levels of
satisfaction can result from instructional leaders' assistance in fostering environments
that support teacher autonomy, foster professional development, and acknowledge
teachers' efforts, as noted by Leithwood and Riehl (2003).

Hallinger (2003) explore that instructional leadership techniques, like
professional development and feedback, had a big impact on instructors' feelings of
satisfaction and efficacy. Similarly, Hoy and Miskel's (2008) research shows a strong
correlation between greater levels of job satisfaction among teachers and leadership
styles that foster cooperation, shared decision-making, and support for innovation.
Nonetheless, there is still much to learn about how exactly instructional leadership
affectswork satisfaction insecondaryschools, especiallyinsettingswith a diversityof
student populations. By investigating the connection between instructional leadership
styleandteacherjobsatisfactionatthesecondaryschoollevel,thisstudyseekstoclose this
gap. Gaining an understanding of this relationship can help school administrators
createamoreencouragingandfulfillingworkenvironmentforteachers,therebyleading to
improved learning outcomes for students.

1.2Problem Statement

Effective instructional leadership is crucial for improving teacher morale,
motivation, and retention in Islamabad’s secondary schools. In Islamabad’s secondary
schools, persistent challenges such as low teacher morale, frequent turnover, and
inconsistent teaching quality raise concerns about leadership effectiveness. Although
principals are expected to act as instructional leaders who motivate and support
teachers, many still follow traditional, top-down management styles that limit
collaboration and teacher engagement. While international studies have established a
strong relationship between instructional leadership and teacher job satisfaction,
limited research in Pakistan has explored this connection within the local educational
context. This gap highlights the need to investigate how instructional leadership
influencesteacherjobsatisfactioninIslamabad’ssecondaryschools,toinform
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policiesthatenhanceteachermotivation,retention,andschoolperformance.

1.3 ObjectivesoftheStudy

Theobjectives of studywere:

1. Tofind the instructionalleadershipstyle of principals’ inIslamabadSecondary
schools.

2. Todeterminethejobsatisfactionofsecondaryschoolteachers’inIslamabad.

3. Toexploretherelationshipbetweeninstructionalleadershipstyleandteacherjob
satisfaction in secondary school teachers’ in Islamabad.

1.4 ResearchQuestions

Theresearch questionsof studywere:

1. WhatleadershipstylesdoschoolleadersuseinsecondaryschoolsinIslamabad?

2. Whatisthelevelofjobsatisfactionamongsecondaryschoolteachers’in Islamabad?

1.5 ResearchHypothesis

Theresearch hypothesisof studywas:

H01:Thereisnosignificantrelationshipbetweeninstructionalleadershipstyleand teachers’ job
satisfaction.

1.6 SignificanceoftheStudy

An important component in lowering teacher burnout and turnover is job
satisfaction,which isinfluenced byinstructionalleadership styles. Thisstudyprovides
insightful information on this relationship. It also sheds light on how leadership style
impact educators' professional experiences, encouraging development, independence,
and wellbeing. This research can help policymakers create policies that support good
instructional leadership, increase teacher retention, and guarantee high-quality
education. Byexaminingthe connection between instructional leadership andsecondary
schoolteachers'work happiness,educational researcherscanclosea gapinthebodyof
knowledge. Students stand to gain the most from this study because higher student
resultsarecorrelatedwithteachersatisfaction.A morefavorablelearningenvironment
iscreatedintheclassroombymotivatedandsatisfiedteachers.Thisstudyshinesa
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welcome light on how principals in Islamabad’s secondary schools can genuinely
make a difference through everyday leadership moments, like walking through
classrooms to offer timely feedback, engaging teachers in decision-making, and
modeling trust and collaboration. These real human behaviors come alive in this
research, which adapts global findings, like how feedback and professional
development foster teacher motivation and learning into Islamabad’s unique setting.
While several studies revealed strong links between instructional leadership and
teacher performance, and underscored the importance of trust and motivation, this
study digs into how leadership translates into meaningful experiences for Islamabad's
educators. By doing so, it offers practical, heartfelt insights that school leaders and
policymakers can use, helping them build school environments where teachers feel
seen, supported, and inspired to stay and thrive in their work.

1.7 DelimitationoftheStudy

Thestudywasbedelimitedto:

1. AllgovernmentsecondaryschoolsteachersinIslamabad.

2. TeachersofSSCI-II

1.8 OperationalDefinition

1.8.1 Education

The function of education is to teach one to think intensively and to think
critically. Intelligence Plus character that is the goal of true education.

1.8.2 InstructionalLeadership

Hallinger and Murphy (1985): "Instructional leadership is the process of
influencing the behavior of teachers and other staff members to improve the academic
achievement of students."

1.8.3 Job Satisfaction

Jobsatisfactionas"apleasurableorpositiveemotionalstateresulting
fromtheappraisalofone'sjoborjobexperiences."Heemphasizesthatjobsatisfaction is
about how employees feel about their work and their overall job experience.
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Job satisfaction Motivation Achievement Workitself Recognition Advancement Responsibility Hygiene Salary Working condition Supervision

InstructionalLeadership Settinggoals Buildingshared
responsibility Solvingproblems Ensuringqualityof
teaching Ensuringqualityof
learning

1.9 ConceptualFrameworkfortheStudy

The two psychological theories that are most commonly used to examine job
satisfaction are Maslow's hierarchy of requirements (Maslow, 1954) and motivation
hygiene theory (Herzberg, 1959). The fulfillment of needs is how Maslow's (1954)
hierarchyofneedsdefinessatisfaction.Inthemeantime,themotivation-hygienetheory,
which emphasizes the work environment and tasks, describes the elements that affect
jobsatisfaction, accordingtoHerzbergetal.(1959). Itsaysthat schoolprincipalsmust
supplyjobelementsconnectedto10satisfiers,whichcanbeseparatedintotwogroups, in
order to improve employees' performance and meet their requirements and
satisfaction: (1) motivational factors, such as accomplishment, acknowledgment, the
task itself, accountability, and promotion; (2) hygienic factors, such as management,
supervision, compensation, and working conditions, Motivational factors, such as
achievement, recognition, and the work itself.

Inordertosatisfyeachperson'swants,thereareconnectionsbetweenMaslow's
hierarchyof needs and Herzberg's two elements. According to the hierarchy of wants,
Figure 1 illustrates how the three fundamental levels of humansatisfaction individual
physiological needs, safetyand security, and belonging and love are influenced bythe
Herzberg's hygiene factor. However, self-actualization and self-esteem represent the
highest level of human requirements that are impacted by motivational variables.

Fig.1:AConceptualFrameworkofInstructionalLeadership andTeachers’Job
satisfaction

(Bendiksonet.al;2012) Herzberg’stwofactors
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Chapter 2

LITERATUREREVIEW

A literature review is an account of what has been published on a topic by
accredited scholars and researchers in peer reviewed journal papers, books theses and
may be from well- reputed conferences organized by renowned societies in the
respective discipline of study. The purpose of the literature review is to identify what
past research has been carried out and how it links to your research problem. For this
purpose, search the relevant cutting-edge research papers through a proper database.
Theliteraturereviewalsointroducesthetheoreticalorexperimentalframeworkforthe study.
This section should include the following.

2.1 LeadershipandIt’sStyles

2.1.1 Defining Leadership

Leadership has evolved significantly over time, transitioning from traditional
approaches to modern perspectives. Traditional leadership styles include trait,
behavioral, and situational approaches, while the modern perspective encompasses
transformationalandcharismaticstyles.Despitethecomplexityoftheconcept,thereis no
universally accepted definition of leadership. However, three common definitions
emerge: First, leadership focuses on organizational improvement (Hoy & Miskel,
2013). Second, leaders exist within organizations to drive enhancement. Third,
leadershipinvolvessettingacleardirection.Additionally,leadershipcanbeunderstood as a
process of directing, organizing, and fostering relationships. It encompasses
interactions among followers across various types of organizations and environments
(Leithwood & Jantzi, 2006; Marzano, Walters & McNulty, 2005).

2.1.2 ClassificationofLeadershipTypes

Leadership studies in recent years have embraced an increasingly nuanced
understanding of styles, moving beyond rigid typologies toward dynamic, context-
sensitive classifications.

2.1.2.1 AutocraticLeadership

Autocraticleadershipremainsoneofthemosttraditionalandhierarchicalforms
ofleadership.Itischaracterized byunilateral decision-making,rigidcontrol structures,
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and top-down communication. Leaders operating under this model typically maintain
authorityoveralldecisions,withminimalinputfromsubordinates.Thisleadershipstyle was
especially prevalent during the industrial era, where efficiency, order, and
obediencewereprioritizedoverinnovationorcollaboration. Incontemporarycontexts,
autocraticleadershiphasshownutilityincrisissituations,militaryoperations,ortightly
regulated industries where swift decision-making and compliance are critical
(Hamidova, 2025). However, research consistentlyhighlights its drawbacks, including
diminished employee morale, increased turnover, and suppressed creativity. When
overused or applied in knowledge-based sectors, this style often results in disengaged
employees and a resistance to change.

2.1.2.2 DemocraticLeadership

Democratic or participative leadership offers a sharp contrast to the autocratic
model.Itisgroundedinprinciplesofinclusion,consultation,andcollaboration,wherein
leaders actively seek input from team members before making decisions. This style
alignswellwithmodernorganizationalvaluesthatemphasizeemployeeempowerment,
team synergy, and shared accountability. Democratic leadership has been shown to
fosterhigherlevelsofjobsatisfaction,trust,andinnovation,particularlyinknowledge-
driven and educational environments (Bourgeois, Ledger & Harris, 2025). Leaders
practicing this style facilitate open communication channels, encourage critical
thinking, and often cultivate apsychologicallysafeclimatewherediverse perspectives
are valued. While decision-making under this model can be slower due to the need for
consensus, its benefits in terms of staff commitment and organizational learning are
substantial and well-documented.

2.1.2.3 Laissez-FaireLeadership

Laissez-faire leadership is characterized by minimal supervision, high
autonomy, and limited interference in the daily activities of employees. Leaders who
adopt this approach provide the necessaryresources and support but largelystep back,
allowing team members to self-direct their tasks. This style can be highly effective in
environments with mature, self-motivated, and highly skilled professionals, such as
academic research or software engineering teams. However, when applied without a
supportive framework or in teams lacking clarity and experience, laissez-faire
leadershipmayresultinroleambiguity,lackofcoordination,andreduced
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accountability(Rapp&Rapp,2023).Studiessuggestthatpoorlyexecuted laissez-faire
leadership can contribute to organizational drift, low cohesion, and eventual
underperformance. Therefore, while it empowers autonomy, it must be coupled with
clear expectations and occasional feedback to avoid negative consequences.

2.1.2.4 Servant Leadership

Servant leadership represents a value-driven, follower-centric approach in
which the leader's primary role is to serve and support others. First conceptualized by
Greenleaf and later extended in empirical studies, this style emphasizes empathy,
listening, ethical behavior, and a commitment to the personal and professional
development of team members. In today’s context, servant leadership is gaining
increasing traction in sectors such as education, healthcare, and social services, where
emotional intelligence and ethical responsibility are essential leadership traits.
Empirical research has found that servant leadership is positively associated with
enhanced employee engagement, psychological safety, organizational citizenship
behaviors, and even improved mental health outcomes among staff (Pérez-Escolar et
al., 2023). Its emphasis on humility and ethical guidance also helps foster a culture of
trust, collaboration, and inclusivity. However, critics argue that in highly competitive
orfast-paced environments, this style maybeperceived as overlypassiveorlackingin
assertiveness if not balanced with strategic direction.

2.1.2.5 CharismaticLeadership

Charismatic leadership is driven by a leader’s personal appeal, emotional
expressiveness, and the ability to articulate a compelling vision that inspires devotion
and commitment among followers. Such leaders often possess strong communication
skills, confidence, and the capacity to influence through symbolic actions and
ideological alignment. The influence of charismatic leadership is particularly
pronouncedduringorganizationalchange,crisisperiods,orinentrepreneurialventures
where abold vision is needed to rallysupport and overcome inertia. However, modern
critiqueshavehighlightedpotentialdownsides,includingoverdependenceontheleader,
personality cults, and sustainability issues if the leader exits or fails (Bugaj &
Marchwiany, 2025). Additionally, charismatic leadership, if unchecked can lead to
ethical blind spots, as followers may overlook questionable decisions in favor of
perceivedvisionarygoals.Hence,whilecharismaticleadershipcanenergizeand
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mobilize,itmustbegroundedinethicalresponsibilityandsharedgovernance mechanisms.

2.1.2.6 TransformationalLeadership

Transformationalleadershipremainsoneofthemostempiricallysupportedand
widelyadoptedleadershipparadigmsincontemporaryorganizationaltheory.Itinvolves
inspiringfollowerstotranscendtheirself-interestinpursuitofacollectivevision,while
fostering a culture of innovation, trust, and personal development. Transformational
leaders are known to exhibit four key behaviors: idealized influence, inspirational
motivation, intellectualstimulation,andindividualizedconsideration.These behaviors
help shape high-performance cultures and are especially impactful in educational
institutions, corporate transformation initiatives, and non-profit organizations (Yassin
& Beckmann, 2025). Research consistently demonstrates that transformational
leadership contributes to improved job satisfaction, increased employee engagement,
and heightened organizational commitment. Unlike transactional leadership, which
focuses on stabilityand compliance, transformational leadership is future-oriented and
change-driven. However, it requires leaders to possess high emotional intelligence,
strategic foresight, and authentic engagement with their teams.

2.1.2.7 TransactionalLeadership

Transactionalleadership isgroundedinstructured policies,definedroles,anda
clear system of rewards and penalties. It is particularly suited for maintaining
organizational efficiency, ensuring compliance, and achieving short-term performance
goals. Transactional leaders emphasize performance monitoring, task completion, and
corrective feedback, making this style effective in regulated sectors such as public
administration,manufacturing,andlogistics.Despitebeingperceivedaslessvisionary,
recent research shows that transactional leadership still plays a critical role in
maintaining order and meeting operational targets, especially when combined with
transformational elements(Grohmann &Feindt,2024).However,itmayfailtoinspire
discretionary effort or foster innovation, and overreliance on extrinsic motivators can
limit long-term employee engagement. As such, transactional leadership is often
recommended for stability but should ideally be integrated within a broader
transformational or adaptive framework to meet the evolving demands of modern
workplaces.
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2.1.2.8 Adaptive Leadership

Adaptiveleadershipisemergingasacriticalframeworkinthefaceofincreasing
complexity, change, and disruption. Unlike traditional leadership models, which often
relyonauthorityorroutineprocedures,adaptiveleadershipemphasizesthemobilization
ofcollectiveintelligencetosolvenovel,ambiguous,andsystemicchallenges.Adaptive
leaders focus on empowering others, promoting experimentation, and fostering
resilience through a learning-oriented environment (Klasmeier & Hüffmeier, 2024).
This style is especially effective in fields like education reform, healthcare
transformation,environmentalpolicy,andcrisisresponse,wherechangeisconstantand
problems lack straightforward solutions. By encouraging open dialogue, distributed
decision-making, and ongoing reflection, adaptive leaders help organizations navigate
uncertainty while staying mission-aligned. As the post-pandemic world grapples with
volatility and hybrid work models, adaptive leadership has proven crucial for
institutional agility and long-term relevance.

2.1.2.9 DistributedLeadership

Lastly, distributed leadership has gained traction as organizations decentralize
authorityand promote team autonomy. This model sees leadership as a shared process
involving multiple actors across hierarchical levels. Recent research emphasizes the
importance of distributed leadership in enhancing innovation, trust, and team
performance, especially in digital and post-pandemic workspaces (Lin et al., 2023).
Integrative reviews also point to emerging hybrid leadership models, where effective
leaders switch between styles based on situational demands, cultural context, and
organizational maturity.

2.2 InstructionalLeadership Style

Instructionalleadershipisaleadershipapproachthatprioritizesthecoremission of
schools: teaching and learning. Unlike administrative or managerial models that
emphasize organizational maintenance, instructional leadership is grounded in
enhancing instructional quality, improving student outcomes, and supporting teacher
effectiveness. Central to this model is the role of the principal or school leader as a
“leader of learning,” who actively engages with curriculum, instruction, assessment,
and teacher professional development (Luo & Asavisanu, 2022). Instructional leaders
areexpectedtodefineaclearacademicvision,sethighexpectationsforbothteachers
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and students, monitor classroom practices, provideconstructivefeedback, and create a
culture of continuous improvement (Tran, Luong, & Nguyen, 2024).

Furthermore, the instructional leadership style has evolved to incorporate
elements of distributed leadership, emphasizing collaborative decision-making and
shared instructional responsibility. Adams, Harris, and Moosa (2025) note that
contemporary instructional leadership increasingly values teacher leadership,
encouraging departments and professional learning communities to drive instructional
innovation. In charter school contexts, Smith (2023) observes that the degree of
autonomy granted to school leaders affects their ability to enact strong instructional
leadership, especially in post-crisis or rapidly evolving educational systems.
Instructional leadership also supports academic optimism, fostering trust, collective
efficacy, and academic emphasis across the school environment (Luo & Asavisanu,
2022).

Critically,instructionalleadershipmustnownavigatecomplex challengessuch as
digital transformation, equity gaps, and post-pandemic learning recovery. Instructional
leaders are expected to guide the effective integration of technology, address
disparities in student performance, and support teacher resilience through targeted
professional development (Garcia, 2023). As such, instructional leadership today is
not just about oversight but about modeling pedagogical excellence, empowering
educators, and building systems that prioritize meaningful student learning.

Instructional leadership, initially defined by Hallinger and Murphy (1985),
remains a cornerstone in school leadership research. Over time, these foundational
principles have evolved, with contemporary studies emphasizing a shift from
hierarchical control toward collaborative instructional influence, reflective dialogue,
and data-informed decisions (Liu, Bellibaş, & Gümüş, 2021). Instructional leadership
today is viewed as a distributed and developmental function that not only monitors
classroom practices but also cultivates teacher capacity, fosters academic optimism,
and builds trust-based relationships (Ambon, Alias, & Mansor, 2025).

Instructional leadership has emerged as the most effective approach for
enhancingschoolperformanceandstudentoutcomes.Instructionalleaderssignificantly
impactstudentachievement,particularlyinunderperformingschools.However,
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instructional leadership typicallyoperates as a top-down communication process, with
principals serving as the primary sources of educational expertise and setting school
goals (Bush, 2020). The term "style" refers to a leader's behaviors or practices used to
influence their subordinates (Boonla & Treputtharat, 2014), while a leadership style
encompassesthestructureand qualificationsnecessaryforaleadertosuccess.Owusu-
Ampomah(2016)identifiesseveralleadershipstyles,includingautocratic,democratic,
laissez-faire, participative, and situational styles. Autocratic leadership is a task-
oriented approach characterized by a principal's lack of confidence and trust in
subordinates (Gyasi, Xi & Owusu-Ampomah, 2016).

In contrast, democratic leadership emphasizes decentralization of authority,
participatory planning, and open communication, which foster empowerment,
teamwork,andcollaboration.Thisstyleisevident whenaprincipaldemonstratestrust,
confidence, and provides motivational rewards (Adeyemi & Bolarinwa, 2013).
Conversely,thelaissez-faireleadershipstyleallowssubordinatesconsiderablefreedom,
with the principal refraining from decision-making or goal-setting. This approach is
effective onlywhen employees are qualified, experienced, and motivated. However, if
these qualities are lacking, laissez-faire leadership can lead to apathy or chaos (Gyasi,
Xi & Owusu-Ampomah, 2016).

Recentstudiesalsoindicatethattheeffectofinstructionalleadershiponteacher job
satisfaction is mediated by school culture, self-efficacy, and collective teacher efficacy
(Liu et al., 2021; Ahn, Wang, & Lee, 2025). Instructional leaders shape
satisfactionnotmerelythroughoversight,butthroughbuildingsupportiveprofessional
environments where teachers feel valued, competent, and connected. In this view,
instructional leadership serves both as a structural and symbolic function—aligning
schoolgoalswithteacherneedswhilealsomodelingvaluesofinstructionalexcellence,
collaboration, and reflective practice (Veletić, 2023). A leader is generally defined in
the literature on leadership as a person with authority or influence (Merriam-Webster,
2005). This section examines many positive leadership attributes from the body of
literature in this context to help understand how principals, often referred to as school
leaders, can effectively influence their subordinates.

Thus, the type of influence that allows followers to voluntarily accept guidance
andauthorityfromanotherisknownasleadership.Stateddifferently,theroleofleaders isto
persuadefollowersto behavevoluntarilyoutsidetheparametersset bytheofficial
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authority.Thus,basedonthesedefinitions,schoolleadershipmaybesummedupasthe
principal's capacity to persuade educators, students, and other stakeholders to make
everyeffortvoluntarilyandjoyfullyinordertoaccomplishschoolobjectives(Sisungo,
2002).Forexample,aprincipleisacknowledgedashavingaleadershiproleinaschool.

Nonetheless, different institutionshave different leadership philosophies, and it
isimportanttonotethatnotwoleaderscanmanageandguidetheirorganizations inthe same
manner.(4) Laissez faire leadership is the type of leadership where there are
essentiallyno rules in the organization. It also assumes that when people agree to do a
certain task, they must agree to cede that portion of agreement and authority to their
leader, whomust assumecompletecontroland poweroverthesubordinates,whomust obey
his or her orders without question. It allows for total autonomy in group or individual
decision-making without the involvement or guidance of leaders (Nzuve, 1999).

Holdford (2003) has noted leadership styles that exist to include; (1) Autocratic
leadershipstylewhichusesrewardsandpunishmentstoinfluencebehaviour.Itisastyle of
leadership where the leader has a task orientation rather than a follower orientation
inhis/herwayofcontrollingofothers,(2)Democraticleadershipstylewheretheleader
giveshis/herfollowersasayindecisionsthataffecttheirworklives.Itgeneratesasense
ofownership bythestaff in thepursuit oforganizational goals, nurturesthegeneration
ofideas,andhelpsbuildtrustandrespect.Further,italwaysseektheadvicefromother
subordinates and tries to reach consensus within their teams (Rotemberg and Saloner,
1993), (3) Transactional leadership style with the belief that punishment and reward
motivate people (Holdford, 2003).

2.3 Teacher’sJobSatisfaction

Thereisn't asingledefinition fortheterm "jobsatisfaction."Therearemultiple
definitions from various academics. A person's appreciation of their own work or
experience leads to a positive or pleasant emotional state known as job satisfaction
(Locke,1976citedinDemirtaş,2010).Positiveornegativeevaluativeevaluationsabout
one'sworkandteachingpositionarewhatdefineit(Weiss,1999;Skaalvik&Skaalvik, 2010).
Amoroso (2002) defines teacher job satisfaction as the extent to which an educator
feels successful, rewarded, challenged, and safe in their present school of employment.
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Job satisfaction has long been examined through psychological and organizational
behavior lenses. Herzberg’s (1968) Two-Factor Theory remains highly influential,
distinguishing between “motivators” (e.g., recognition, achievement, growth) and
“hygienefactors”(e.g.,policies,supervision,salary).Modernresearchersbuildonthis
theorybycontextualizingitwithineducationalsettings,suggestingthatleadershipstyle
significantly determines how these factors are perceived by teachers (Demir-Yıldız,
2023). In particular, instructional leadership has been positively linked to intrinsic
motivators such as professional autonomy, instructional support, and opportunities for
development all of which enhance teacher satisfaction and retention (Wu, 2023).

Effectiveschoolsarepredictedbyteacherworksatisfaction,claims.Theoriesof
hedonisminpsychologytrackthesignificanceofenjoyment.Thebeliefthathumansare eager
to seek pleasure and to avoid pain is the foundation of hedonism (Manxhari,
2010).Itmakessensethatindividualswouldwanttoenjoylifetothefullest andreduce
anystressordiscomfortintheirdailylives. Peopleneedtobemoremotivatedthemore
pleasure they receive, and vice versa (Llaci, 2017). The obstacles that institutions
encounter have grown asa result of the faster pace of globalization and change.
Reachingtheorganization's goalshasgrownmorechallenginginrecentyears.Without
concentrating on and investing in human capital and human resources who must be
motivated, assessed, and have a positive work environment success and effectiveness
cannot be achieved. Ensuring the job satisfaction of teachers is a crucial responsibility
of principals, as it is a prerequisite for achieving school goals.

A keyfactor in predictingteacherretention attrition is jobsatisfaction (Sargent &
Hannum, 2005). A number of elements, including those related to the school and
outside ofit,theenvironment,revisedpolicies,leadershipphilosophies,etc.,determine and
impact satisfaction. They were separated into two groups, for example, organizational
and personal characteristics. In contrast to organizational variables,
whichincludesupervisorcommunication, commitment, stress, autonomy, recognition,
routine, peer communication, fairness, and professionalism, he claims that personal
variables include age, education, years of experience, and locus of control (cited:
Güleryüz, Güney, Aydin, & Asan, 2008 and Vermeir, et al., 2017).

Therelationship thatexists betweenaleaderandtheirfollowersisasignificant
component that influences effective leadership styles. Moswela (2017) asserts that a
numberofvariables,suchastheuniquetraitsofindividualsengaged,theleader's
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interactionswiththefollowers,andtheparticular situationalsetting,haveanimpacton these
connections. Going a step further, Short and Greer highlight that these linkages
depend on job specificity, situational fit, leader-follower relationships, leader
character,andgroupdevelopment.Theexaminationofemployees'perceptionsontheir
occupations and the factors that contribute to job satisfaction takes place within the
context of Herzberg's theory. Herzberg makes a distinction between two categories of
factors. Dissatisfies/cleanliness factors and satisfiers/inspirations. Positive
relationships,howworkersviewtheirjobs,andoverallworkexperiences areall related to
satisfaction. Workers who receive satisfaction are more inclined to dissatisfies, on the
other hand, are linked to particular situations like individual accomplishments,
organizational structures, income, and work security. Job discontent may result from
theabsenceofvariousworkplacedissatisfies.Effectivelyaddressingbothsetsofissues is
necessary to achieve job satisfaction.

2.4 LeadershipStylesandInfluenceonJobSatisfaction

A person's leadership style describes how they manage a group of people, a
department, ateam,orthemselves(Krallis&Souto,2014).Severalleadershipideasare
presented in modern literature. A variety of leadership philosophies have been
expounded upon, including charismatic, transactional, transformational, autocratic,
laissez-faire, supporting, participatory, charismatic, instructional, and servant.
Leadership that is transformational and transactional has received particular attention
and interest.

The main distinction between these leadership philosophies is how leaders
motivate their followers or play on their feelings and convictions (Nguni, Sleegers, &
Denessen,2006).Infact,thisdistinctionisemphasizedbyalltransformativeapproaches

.Four components make up transformative leadership. Transformational leaders
increase their workforce's level of job satisfaction by motivating their followers and
forging a shared vision (Voon, Lo, Ngui, & Ayob, 2011). The foundation of
transactionalleadershipispunishmentand rewording. Three components comprise
thetransactionalleadershipframeworkasproposedcontingentreward,managementby
active exception, and managementby passive exception (Elmazi, 2018). Followers
carryoutalloftheresponsibilitiesassignedtothemandadhere to the leader's laws and
regulations.Financialcompensationisawardedfortaskscompletedsuccessfully;inthe
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event of delays or noncompliance, punitive measures will be taken. In contrast to
transactional leaders, transformational leaders make an effort to move their followers'
requirements from a lower to a higher state of development and maturity (Nguni,
Sleegers, & Denessen, 2006).

Professional satisfaction is also defined in this study using the idea of job
satisfaction.Theeducationsectorfrequentlyfailstoopenlyaddressthesignificantissue of
employee job satisfaction. Job satisfaction among teachers and principals is highly
influenced bythe positive and negative interactions that occur between them and other
school administrators. As leaders in the classroom, principals are accountable for
creating a happy workatmosphere and guaranteeing that teachers are happy in their
positions. Principals must recognize theinfluence of their own actions since it has a
direct effect on teachers' motivation and concentration in the classroom (Ladd, 2019).
As such, a significant portion of this research is concerned with the motivation of
teachers (Pansiri, 2018). It's interesting to note that previous study has looked at the
relationship between various motivational styles and workplace behavior, but it hasn't
goneintogreatdetailonhowtheserelationshipsrelatetojobsatisfaction.However,itis well
accepted that workplace hygiene and leadership styles affect how happy teachers and
principals are in their jobs, and that motivation and job satisfaction are related
(Prideaux, 2012). Thus, we shall look at two opposing theories of occupational
happiness.

2.5 RelationshipbetweenInstructionalLeadershipandTeacherJobSatisfaction

The relationship between instructional leadership and teacher job satisfaction
hasbecomeafocalpointincontemporaryeducationalleadershipresearch,particularly
asschoolsgrapplewithteacherattrition,professionalburnout,andincreasingdemands for
accountability and performance. Instructional leadership, rooted in the work of
Hallinger and Murphy, emphasizes pedagogical support, goal-setting, supervision of
instruction, and the creation of a conducive learning climate. Emerging empirical
literature demonstrates that this leadership style plays a critical role in fostering
teachers'psychologicalwell-being,professionalefficacy,andlong-termjobsatisfaction
(Liu, Bellibaş, & Gümüş, 2021). Effective instructional leaders actively engage in
curricular leadership, provide timely and constructive feedback, and cultivate
professional learning communities that encourage innovation and reflective practice.
Theseactionscreateaschoolenvironmentwhereteachersfeelvalued,empowered,and
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intrinsicallymotivated.

Recentstudiesconfirmthatinstructionalleadershipsignificantlyinfluencesboth
intrinsic and extrinsic dimensions of job satisfaction. For example, found that in
schools where principals demonstrate high instructional visibility and relational trust,
teachers report stronger professional commitment, lower emotional exhaustion, and
greater enthusiasm for their work. This satisfaction is not only derived
fromsupportiveleadershipbehaviorsbutalsofromstructuredopportunitiesforgrowth,such
as mentorship, collaboration, and data-informed instructional planning. Furthermore,
instructional leadership enhances the perception of fairness, recognition, and
meaningful participation, thereby satisfying key motivator factors identified in
Herzberg’s Two-Factor Theory. (Liu, Bellibaş, & Gümüş, 2021). Underscore that
when school-level conditions, such as autonomy, decision-making involvement, and
learning culture, are shaped by strong instructional leadership, teachers experience
higher levels of organizational identification and job embeddedness.

Moreover, instructional leadership exerts its influence through several
mediating variables such as collective teacher efficacy, organizational trust, and
perceivedinstructionalsupport.Researchindicatesthatleaderswhoengageteachersin
instructionaldialoguesandsethighacademicexpectationsindirectlyreinforceteachers’
belief in their ability to impact student learning thereby increasing their jobsatisfaction
(Liu et al., 2021). Khalid and Shahid (2024) further argue that in contexts with limited
resources or challenging socio-political environments, the presence of effective
instructional leadership can act as a buffer, providing stability and a sense of
professionalpurpose.Inincreasinglycomplexpost-pandemiceducationsystems,where
digital learning, equity challenges, and teacher shortages intersect, instructional
leadershipemerges as atransformativecatalyst, notonlyforstudent outcomesbutalso for
teacher engagement and retention.

Overall, the current body of research positions instructional leadership as a
strategic lever for improving teacher satisfaction. It does so by aligning instructional
priorities with teacher development, fostering inclusive decision-making, and building
acohesivevisionofteachingexcellence.Asglobaleducationsystemstransitiontoward more
collaborative, data-driven, and emotionally intelligent models of leadership,
instructional leadership remains central to cultivating thriving, resilient teaching
workforces.
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2.6 Empirical Evidence of relationship between Instructional Leadership and
Teacher Job Satisfaction

Overthepastdecade,empiricalstudiesacrossvariouseducationalcontextshave
consistentlyaffirmedarobustandpositiveassociationbetweeninstructionalleadership and
teacher job satisfaction. Instructional leadership, characterized by clear academic goal-
setting, systematic classroom observations, instructional support, and data- informed
decision-making, has emerged as a pivotal determinant of teachers’ professional well-
being, motivation, and retention. Principals who embody this
leadershipapproachdomorethanmanageinstructionalsystems;theyactivelyinfluence
schoolculture,buildteachercapacity,andfosterprofessionalefficacy,therebyshaping
conditions that enhance teachers’ emotional and occupational satisfaction (Liu,
Bellibaş, & Gümüş, 2021).

In a cross-national study, Liu et al. (2021) demonstrated that instructional
leadershipcontributesbothdirectlyandindirectlytojobsatisfactionthroughmediating
variables such as teacher collaboration and supportive school culture. Their structural
equation modeling revealed that when principals prioritize instructional matters and
involveteachersinpedagogicaldiscussions,itcultivatesaprofessionalcommunitythat
supports teacher engagement and satisfaction. Reinforcing these findings, Guo, Alias,
andMamud(2025)conductedresearchinsecondaryschoolsandconfirmedthatschool
organizational climate plays a mediating role between instructional leadership and
teacher satisfaction. Their results emphasized the role of emotionally intelligent
leadership in promoting trust, clarity, and collective responsibility within school
environments.

Theempiricalevidencealsopointstogeographicalandculturalrelevance.Duale and
Mohamed (2024), in a study of Somali secondary schools, reported that instructional
leadership behavior strongly predicted teacher job satisfaction, even in post-conflict
educational systems. This reinforces the cross-contextual applicabilityof
instructionalleadershipprinciples.Similarly,Jabbar,Zafar,andNazli(2024)foundthat both
instructional leadership and intrinsic motivation were significant predictors of teacher
performance and satisfaction in Pakistani public schools, underscoring the synergistic
relationship between leadership behavior and internal psychological motivators.
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Recentscholarshipfurtherhighlightsthepresenceofmediatingandmoderating
factors that explain this relationship. For example, Khan and Gupta (2024) identified
teacher self-efficacy as a critical mediating variable in the instructional leadership
satisfaction nexus. Their findings suggest that when leaders actively support
professional learning and provide meaningful feedback, teachers develop a stronger
sense of competence and are more likely to report higher job satisfaction. In the
Indonesian context, Ridwan and Hendra (2024) identified school climate as a partial
mediatorbetween instructionalleadership andjob satisfaction,particularlyinreligious
highschoolsettings.Thesefindingsunderscorethatinstructionalleadership'sinfluence is
not only behavioral but also psychological, shaping the emotional and cognitive
climate of teaching professionals.

Moreover,Hallinger,Liu,andAung’s(2025)systematicreviewofinstructional
leadership research across Asia revealed a consistent pattern: effective instructional
leadershipsignificantlyimprovesteacherattitudessuchasorganizationalcommitment,
efficacy, and satisfaction. This review validated that instructional leadership remains
central to positive teacher outcomes across diverse educational systems, despite
cultural, policy, or resource-related variations.

Importantly,empiricalinsightsarenowrecognizingthatinstructionalleadership
functions best when integrated with elements of transformational and distributed
leadership.Smith(2025)foundthatincharterschoolenvironments,teacherperceptions of
administrative support in instructional domains, including mentorship, resource
allocation, and curriculum planning, had a strong positive relationship with job
satisfaction. Thestudyemphasized thatinstructional leadership ismost effectivewhen
enactedcollaboratively,givingteacher’svoiceandagencyininstructionalimprovement
processes.

Collectively, these empirical investigations reveal that instructional leadership
is not merely an operational function but a strategic driver of teacher job satisfaction.
By shaping school climate, supporting instructional growth, and reinforcing teacher
efficacy, instructional leaders play a decisive role in elevating both the emotional and
professional experiences of teachers. This growing body of research signals a global
consensus: the quality of instructional leadership directly affects not only teaching
effectiveness but also the psychological and organizational health of school systems.
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2.7 SynthesisofEmpiricalEvidence

A synthesis of contemporary empirical research (2014–2022) reveals a
consistent and significant positive relationship between instructional leadership and
teacher job satisfaction across diverse educational systems. Instructional leadership,
centeredonimprovingteachingqualitythroughgoal-setting,curriculumoversight,and
professional development, has emerged as a key driver in shaping the organizational
climate and influencing teacher well-being and commitment. The systematic scoping
review by Polonis, Oliveira, and Lopes (2025) highlighted that among over 30
empiricalstudies,leadershippracticesthatinvolvedteachersininstructionaldecisions,
providedpedagogicalsupport,andencouragedcollaborativecultureswereconsistently
linkedto higher levels of teacher satisfaction. The review identified job satisfaction as
a multidimensionalconstructinfluencedby leadershipstyle,withinstructional support
and autonomy ranking as core predictors.

Hallinger, Liu, and Aung’s (2025) meta-review further emphasized that
instructionalleadershipsignificantlyinfluencesteacherattitudessuchasorganizational
commitment, instructional efficacy, and satisfaction. Their synthesis of Asian-based
research underscored how instructional leaders who set clear goals, engage teachers in
data-driven decisions, and monitor learning outcomes contribute to a supportive
professionalenvironment.ThesefindingsareechoedbyNinkovićandKneževićFlorić
(2024), who synthesized studies demonstrating the indirect effects of instructional
leadership on teacher satisfaction via enhanced collaboration, professional trust, and
collective efficacy.

Another major trend in the synthesis is the mediating role of school culture.
Alias, Nordin, and Zhang (2025) conducted a systematic review that found that when
instructionalleadershipisembeddedwithinacollaborativeandcollegialschoolclimate, its
effects on job satisfaction are amplified. Studies from low-income and conflict-
affected regions, such as that byDuale and Mohamed (2024), confirmed the relevance
of instructional leadership even in resource-constrained environments, particularly
when aligned with teacher needs and socio-cultural expectations.

Furthermore, the reviewed literature identifies instructional leadership as not
only a direct predictor of satisfaction but also a buffer against job dissatisfaction and
burnout.Karakus,Toprak,andChen(2024)arguethatschoolleaderswhooffer
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meaningful instructional feedback and empower teachers contribute to their
psychological resilience and workplace optimism. This is particularly vital in post-
pandemic educational recovery, where leadership support correlates with teacher
emotional well-being (Gazali et al., 2024).

Taken together, this synthesis suggests that instructional leadership is a
multidimensional, context-responsive construct that not only improves instructional
outcomes but also enhances the emotional and professional experience of teachers.
Effective instructional leadership contributes to satisfaction by fostering autonomy,
providing continuous feedback, supporting innovation, and creating an inclusive and
purpose-driven school culture. As a result, policymakers and practitioners are
increasingly advised to integrate instructional leadership development into school
reform, professional learning, and administrative training programs Principal
Leadership Style and Teacher’s Satisfaction

Our jobs have a big influence on our daily life. However, most people spend
theirtimeonwork-relateddutiesbecausetheworkplaceissocompetitive,whichmakes
themdisregardthepressuresthatarequietlyharmingtheircareersandlifestyles(Ahsan et al.,
2009). The management style used by the school's head of school will either directly
or indirectly affect the stress levels of teachers (Tahseen, 2010). How much a person
enjoys their work is reflected in their degree of job satisfaction. A prior study found
that employees who are content with their jobs should be less stressed and miss
fewerdaysofwork.Theyarelikelytostaywiththecompanylongerand makepositive
contributions (Kamali Cheshmen Jalal et al., 2016).Research indicates that businesses
with happy employees are more productive than those with unhappy employees
(Hellrigel & Slocum, 2011).

McShane and Von Glinow (2016) define job satisfaction as an employee's
evaluation of their role and work environment. According to Dawis (2004), time and
situation can change how satisfied one is with their work. It is an attitude toward the
specificaspectsoftheworkplace sinceitisanassessment oftheworkingenvironment,
emotionalexperiences,andperceivedjobstyles.Furthermore,Malik(2013)agreedthat
anindividualmaybedelightedwithcertainaspectsofataskbutdissatisfiedwithothers.
Previous studies found that a teacher's personal performance was the most satisfying
aspect of teaching. (Steyn & Kamper, 2006; Harlow, 2008).
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Ample resources, educational facilities, school regulation, school
administration, and teaching curriculum are further attributes that were found to
contribute to overall satisfaction. The most satisfying part of a teacher's job is helping
children and collaborating with other educators(Harlow,2008).Otherintrinsic factors
that significantly affect a person's job satisfaction include achievement, responsibility,
progress, advancement, and acknowledgment (Wiliams & Lankford, 2003; Foor &
Cano, 2011; Matsuoka, 2015; Tran, 2015).

Numerousresearchhaveproventheeffectofprincipals'leadershipbehaviorson
teachers' job satisfaction (Dinham & Scott, 1998; Griffith, 2004; Nguni et al., 2006;
Cerit,2009).Numerousstudieshaveexaminedhowaprincipal'sleadershipstyleaffects
teachers' job satisfaction (Griffith, 2004; Stockard & Lehman, 2004; Cerit, 2009).
Furthermore, studies have demonstrated that the principal's decision-making style
affects teachers' job satisfaction. Principals who support teachers' involvement in
decision-makinghave a favorable effect on their engagement and commitment to their
teaching duties and courses (Hui et al., 2013). Few studies have been carried out in
secondary schools, despite the fact that the majority of research was carried out in
Malaysian elementary schools (Zaki, 2008; Yusof, 2011; Hassan & Suandi, 2012;
Ahmad, 2014).

2.8 TeacherTraitsRelatetoJobSatisfaction

In order to influence followers and achieve goals, leadership is demonstrated
throughcharacteristics,actions,powerdynamics,andcircumstances(Yukl,2010).Ina
relatedcontext, it refers to the methods used to oversee staff in order to increase
organizational performance and motivate individuals to achieve objectives (Marion,
2002; Yukl, 2010).However, this study believes that interactions between leaders and
followers are the most effective strategy to influence teachers and help them achieve
jobhappiness.Nonetheless,agreatdealofresearchhasbeenconductedtoexaminethe
relationship between leadership style and job satisfaction, particularly effective
leadership, which helps to differentiate between various leadership philosophies and
gives organizational practice a theoretical foundation for effective leadership (House,
1971; Burns, 1978; Bass, 1985; Dirks & Ferrin, 2002). In order for administrators to
carryout their responsibilities efficiently, good leadership is dependent on a variety of
elements, including the traits of leaders, their styles, and the circumstances
surrounding them. Saowanee, Wallapha, and Tang (2014) quote Waro (2006).
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Accordingtosituationaltheorists,dependingon thecircumstances andfollowers'
preparedness levels, several leadership philosophies might be more suitable to employ
(Daft, 2002). Many researchers claim that a leader's effectiveness is determined by
universal leadership traits, characteristics, behaviors, or styles; however, this maybe a
challengingtask because leaders who are viewed as excellent by some may also be
viewed as inefficient byothers (Nathan, Leslie, Toshio & Daniel, 2011). Management
specifically deals with organizing and staffing, such as creating rules and procedures,
planning and budgeting, such as scheduling and resource allocation, controlling, and
problem solving, such as creating initiatives and coming up with solutions (Kotter,
1990; cited in Northouse, 2010). However, leadership entails setting goals, such as
forming a vision, formulating plans, and coordinating

Therefore, in order to fulfil the degree of educational transparencyand accountability,
head teachers enroll with KEMI to pursue management professional requirements
(Maina, 2014). Nonetheless, this study suggests that programs should be created in
educational institutions such as colleges and universities to influence the knowledge
and abilities required.

According to Daft (1999), effective leadership arises from a sincere concern for
others. As a result, many leadership experts feel that a successful leader is one who
supports and communicates with their followers, addressingtheir issues. Additionally,
possessingadmirablepersonaltraitsisessentialtobecomingasuccessfulleader,which
followers will imitate (Mat, 2008). Although Leana (2013) highlights respect for
subordinates and equal treatment as a concern, passion, honesty, and humility are
examples of positive personal traits. When followers witness these powerful abilities,
they help to improve, empower workers in decision-making, and boost followers'
confidence and autonomy, which in turn increases their commitment to goals and
strategies related to job satisfaction (Harris, 2006; Mangin, 2007 & Jacobs, 2010) the
company.

Individuals have different priorities, and the same person may have different
priorities, according to Malik (2013). An employee may be content with some aspects
of their employment but unhappy with others. For example, they may be content with
their coworkers but unhappy with their workload. This study predicts that primary
school teachers will be unhappy with their workload since they lack subject-matter
expertise.Nonetheless,Malik(2013)assertsthatcircumstancesandtimecanalterone's
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level of job satisfaction. However, a pleasant or enjoyable emotional state brought on
byanevaluationofone'sworkorworkexperiencesisknownasjobsatisfaction(Nelson and
Quick, 2000; & Luthans, 2008). Public school teacher performance evaluations
represent a new paradigm for professional development.(TSC, CORT2015).

The circumstances described in this study indicate that school leaders lack a
strategybecauseofaprogram'sinadequateframeworkand trainingthatisn'tintegrated to
suit needs. Based on these opinions, leadership courses at universities and teacher
training institutions must be redesigned to close the gap. But according to (Daft 1999;
citedinMat,2008), leadershipisameans ofdevelopingavisionandstrategy, keeping an eye
on the future, establishing shared values, fostering growth in others, lowering
boundaries, concentrating on people, inspiring and motivating followers using one's
own power, serving as a coach, a facilitator, a servant, an emotional connector, open
mindfulness, listening, nonconformity, self-awareness, and bringing about radical
change.

Researchindicatesthatavarietyoffactors,includingage,gender,experience,and
educationalbackground, mightimpactanemployee'slevelofjobsatisfaction.Ageand work
experience were found to be reliable indicators of job satisfaction in a study on nurses
(Gatechew and Haftu, 2014). According to several researchers, gender and
teacherworksatisfaction arenotsignificantlycorrelated(George, Louw &Badenhorst
2008; Madera, 2005; Strydom, Nortje).Van, Esterhuyse, and Beukes, 2012).According
to the findings of astudybyGhafoor(2012),maleemployees werehappier than female
employees, and higher levels of education and academic credentials were
associatedwithhigherlevelsofjobsatisfaction.AccordingtoOkumbe(2001),teachers'
physical and professional skills declineas they go closer to retirement, but those with
moreeducationcontinuetobehighlyproductiveforalongerperiodoftime.Inspiteof
theirageing,headded,workerswithgreaterqualificationsextendtheirproductiveyears by a
considerable amount. It is important to remember that head teachers' transfers to other
schools in the samerole eventually have an impact on sustainability (Maina, 2014). For
example, adjusting to the new surroundings and culture could take some time

2.9 Achievement-orientedleadershipstyleandjobsatisfaction

Jobsatisfactionisaprevalenttopicinmanagementandeducation,anditisviewed
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as a gauge of academic achievement and educational attainment (Joo, 2011).
Achievement- oriented leadership encourages followers to put up their best effort and
demonstrates a high degree of confidence in their capacity to finish the task, even
thoughitsetsclearandchallenginggoalsforthem(Mat,2008;Jones&George,2011).

A leader who exhibits a high degree of trust in their team members sets a high
standard for performance and pursues continuous improvement (Northouse, 2013).
Considering the aforementioned, some school administrators can claim that they
encourage their teachers to perform at their highest level, yet instructors hardly ever
receive continual training. According to Jones and George (2011) and Northouse
(2010), achievement-oriented leaders believe in their team members' abilities and
expect them to reach high expectations. However, this is partially caused by a lack of
trust between leaders and followers in a school context.

Considering the aforementioned, some school administrators can claim that they
encourage their teachers to perform at their highest level, yet instructors hardly ever
receive continual training. According to Jones and George (2011) and Northouse
(2010), achievement-oriented leaders believe in their team members' abilities and
expect them toreach high expectations. However, this is partially caused by a lack of
trustbetweenleadersand followers in a school context. Nonetheless,thisstudyargues
that achievement-oriented leadership can enhance performance by recognizing,
inspiring,anddelegatingdutiestofollowers.Thestudylargelyconfirmsthefindingsof
Davis,Darling-Hammond,LaPointe,andMeyerson(2005),whoobservedthatthereis
growing consensus regarding the characteristics of successful head teachers. They
showed that successful school leaders influence achievement by establishing effective
organizational practices and encouraging the development of effective teachers.

Negron(2008)assertsthatanachievement-orientedapproachiseffectiveforjobs that
are ambiguous and for employees who may need a morale boost to increase their
confidence in their capacity to complete the task at hand. An achievement-oriented
approach is effective when the task is challenging and the surroundings are unclear.
Thisisbecauseitcouldincreasesubordinates'confidencethattheycanaccomplish the
goals.Theachievement-orientedleadertriestochangetheiremployees'perspectivesin order
to pursue ongoing development (Leana, 2013).

However,achievement-orientedleadershipisprojectedtoincreasefollowers'
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effort and enjoyment when the activity is complex and unstructured by increasing
followers'self-confidenceandanticipationofsuccessfullyachievingachallengingtask
orobjective. This is explainedbythe Path-Goal Theory, which holds that both thelink
betweenleadershipstyleandstaffperformanceandtherelationshipbetweenleadership
styleandjobhappinessaremoderatedbytheenvironmentandstaffaspects(Northouse,
2013).

According to path goal theory, an effective leader must: recognise the needs of
those under their direction and try to address them in the workplace; recognise and
reward those who reach their goals; and help followers decide which path to take to
reach their objectives (Northhouse, 2013).

This bolsters Yukl's (2010) assertion that an achievement-oriented style takes a
transactionalapproach,definingroles,layingoutexpectations,andprovidingincentives and
recognition to achieve the desired outcome. Several studies show that leaders'
incentive actions can predict the performance and satisfaction of their subordinates. A
meta-analysis by Podsakoff, Bommer, and MacKenzie (2006) found a positive
relationship between leaders'and subordinates' job satisfaction

Since Path-goal theory concentrated on how leaders affect followers'
expectations, According to the theory's creator, Robert House, a leader's actions are
justified if they make their subordinates happy (Kreitner & Kinicki, 1995).
Furthermore, a leader's actions are motivating when they remove obstacles to goal
achievementwhileofferingemployeesemotionalsupportandgenuineappreciationfor their
accomplishments. According to House, a leader should remain on the correct course in
order to accomplish difficult goals because achievement-oriented leadership
encourages employees to perform at their best by setting high expectations and
challenging goals for them (Northouse, 2013). According to these recommendations,
teachers' academic credentials are achievements and should be acknowledged as a
component of success on the correct route to demonstrating goal attainment.

According to Portin, Paul, Michael, and Lauren (quoted in Maina, 2014), the
primaryresponsibilityofthehead teacher istoidentifythe needsofthespecificschool and
use the skills and resources at hand to address those needs. The reason for this is that
performance is agitated by achievement-oriented leadership (Mat, 2008 & Yukl,
2010).
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AccordingtoPortinetal.,schoolsrequireleadershipinhumanresourceareassuch as
hiring, guiding, and developing administrators and teachers, as well as providing
professional development opportunities. This is true regardless of the type of school.
However, an OECD research (Schleicher, 2012) states that more nations worldwide
demandhigher academic performancefromtheir educationalinstitutions. Therefore, it is
essential to provide professional development for teachers in order to consistently
accomplish higher goals in schools and to close the gap in launching mentorship and
internship programs for teachers.

Therefore, the meta-analysis by Podsakoff, Boomer, and Mackenzie (2006)
confirms that leader reward styles are positively associated to subordinate job
satisfactionsincetheyarepredictorsofteachereffectivenessandsatisfaction.Teachers'
workimprovesasaresult,andtheyareinspiredtocontributemore(Hars&Ou,2002). To the
extent that teachers themselves have high aspirations for success, their actions show
that personal achievement satisfaction has a good impact on motivation. According to
Malik (2013), supervisors and jobs in general, as well as coworkers and work,
aresignificantly impacted by achievement-oriented leader.

2.10 Directiveleadershipstyleandjob satisfaction

Authoritarianandlegitimateauthoritythatemploysintensedegreesofcommand,
intensive monitoring, and stringent direction to give tasks psychological shape and
clarity is what defines directive leadership (Northouse, 2010; ClarkHartline & Jones,
2009; Houghton&Yoho,2005).Directiveleadersestablishperformancestandardsand
provide subordinates explicit instructions on what has to be done, how to do it, and
when to do it (Jones & George, 2011; Northouse, 2010).

Furthermore, directive leadership lays forth exactly what is expected of
subordinates. It describes a leader who informs followers about their responsibilities,
including expectations, methods, and deadlines for completing certain tasks.
Additionally,heestablishesclearguidelinesandexpectationsforsubordinatesandsets
performance goals (Northouse, 2013). Given these viewpoints, primary school head
teachers must devise a plan for effectively conveying well-controlled instructions to
their staff. When a task is complicated or unclear, formal authority is strong, and the
teamoffersjobsatisfaction,adirectivestyleofleadershipissuitable(Lussier&Achua, 2010).
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According to performance standards and organizational regulations, the directed
leadershipmakesexpectationsclearandprovidesdetailedinstructionsforachievingthe
intendedresults(House,1996,andLeana,2013).However,Okumbe(1999)contended
thatbecausetheleadergivesthempreciseinstructions,standards,andworkplans,along
withlawsandregulations,subordinatesunderdirectiveleadershiparenotactive.When
dealingwithinexperiencedorrecentlyhiredsubordinatesandincircumstancesthatcall
forquickdecisions, the directive approach is suitable (Negron, 2008).

However, Martin (2012) noted that directive leadership works best when
employees are unclear of their responsibilities or when their work is highly uncertain.
The main reason for this is that a directive style eliminates task ambiguity by making
clear what the subordinates must accomplish. Furthermore, the directive leadership
styleclarifiestheconnectionbetween work and reward and, thus, the expectation that
effort will result in a worthwhile end (Martin, 2012). Because it specifies what mustbe
done and how, a directive style can be interpreted as aggressive, controlling,
descriptive, and structured.

According to research, the directive leadership style has a negative correlation
withemployees'jobsatisfaction(Yunetal.,2007,p.178),butitrarelyhasanimpacton job
satisfaction (CW Tsai, 2008, p. 296). In a same vein, Yun et al. (2007) found no
evidence of a significant impact of directed leadership on job satisfaction in their
research of work teams. Additional research shows that directive style has a positive
relationship with subordinates' expectations and satisfaction when they are used to
complete unclear, unstructured tasks; on the other hand, it has a negative relationship
with subordinates' expectations and satisfaction when they are given clear, well-
structured tasks (Negron, 2008; & Leana, 2013).

Giventheaforementioned, primaryschool headteachers should exercisecaution
when using a directive style with little authority because, at their core, they trust their
abilityto use other styles and are not concerned about losing control that could lead to
undesirable results from the tasks they assign. Mascall and Leithwood (2008)

Thought of leadership in terms of roles, giving instructions and using power to
achieve the objectives But according to Leithwood et al. (2008), the primary category
of leadership practice in their transformational leadership model is setting directions,
whichincludesestablishingacommonvision,encouragingacceptanceofgroup
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objectives, establishing high performance standards, and communicating the direction
(Leithwood, Harris & Hopkins, 2008; Leithwood & Jantzi, 2008; Leithwood & Louis,
2012).

Althoughtherehavebeensomestudiesonteachers'jobsatisfaction,headteachers' new
and increased responsibilities are a contributing factor to the rise of distributed
leadership practices in schools (Jacobs, 2010). Distributed leadership, according to
Spillane (2006), is the technique of distributing and directing leadership roles over
people; nonetheless, primaryschool teachers are the onlyones with autonomyin using
their duties. According to Grant (2011) and Hoy & Miskel (2008), leadership is not
aboutoneperson'sdominancebutratheraboutleadersandfollowerssharingleadership
duties. However, Bolden, Petrov, and Gosling (2009) and Jacobs (2010) define shared
leadershipintermsofhowresponsibilitiesaredelegatedandextendedoverindividuals.
Serrell (2011) sees this in terms of how followers and leaders engage with the
circumstance. According to Robinson (2008), shared leadership is defined as the
execution of specific duties that are assigned to multiple individuals.

According to Pont et al. (2009), the head teacher's position is maintained when
dutiesandobligationsaredividedwithotherschoolpersonnel.Accordingly, thisstudy
believes that recognizing teachers' positions requires including their areas of expertise
into primary school curriculum. According to these viewpoints, using individual
leadership is a sign of collective, group-centered, inclusive, supporting, and
participative style (Gronn, 2008; Leithwood& Mascall, 2008; Street, 2011).

Toincreaseschoolperformance,successionplanning,anddevelopment,directing
leadershipessentiallyprovidesaplatformforheadteacherstodivideoutactivitiesbased on
responsibilityand experience (Gronn, 2009; Pont et al., 2009). Although the nature of
the job determines job satisfaction, the study by Hulpia & Devos (2009) found that
theformaldistributionofleadershiprolestoteachershadnodiscernibleeffectonschool
leaders' job satisfaction. Nevertheless, this study argues that school managers should
assignteachersequalauthorityandautonomy.Thedimensioninitiatestructureofpath- goal
theory additionally, a leadership style that places a strong emphasis on structure-
initiation is compatible with an efficiency-focused and strict cost-control mindset
(Chaganti, Cook, & Smeltz)
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2.11 Participativeleadership styleandjobsatisfaction

Teachers are provided opportunities to participate in group decision-making
while organizations undergo redesign. The belief that teachers have a say in and are
involvedinschool-widestaffdevelopmentchoicesispartofjobsatisfaction(Walstrom &
Louis, 2008). According to the study by Joo (2011), teachers should be involved in
choosing school activities such administrative affairs, financial management, and
supervision. Furthermore, a wider range of people with a variety of abilities,
pedagogical knowledge, curriculum expertise, decision-making authority, and best
practices must provide the expertise required for school development.

Underparticipatoryleadership,decisions arediscussedwithsubordinates, their
opinionsaresought,ideasareobtained,responsibilitiesareshared,andtheirsuggestions
areincorporatedintothedecision-makingprocessbeforeafinaldecisionismade(Mat, 2008;
Negron, 2008; Leana, 2013; &Northouse, 2013). Accordingly, participative leadership
is suitable when followers are capable, have internal locus of control, and don't want
autocratic leadership; when tasks are complex, authority is either strong or weak, and
coworker satisfaction is either high or low (Lussier & Achua, 2010).
Furthermore,Mat(2008)contendedthatbyenhancingroleclarityandfollowerliberty,
participatoryleadership is recommended to boost followereffort in unstructured tasks.

Accordingtotheconceptofcollectivegroupings,autonomyindecision-making
mayberestrictedbecauseformalleadershipstructurescannotbeeliminated,according to
Harris and Spillane (2008) and Street (2011). It is crucial to make the case that
involvementindecision-makingthatspansindividualsandlocationsresultsinincreased
dedication to objectives and tactics related to job satisfaction (Harris, 2006; Mangin,
2007; & Jacobs,2010). When considering the evolution of leadership, Gronn (2008)
favoureditsuseforhigh-qualitychoices.However,Lima(2008)believedthatdecision-
makingwasdangerousandhadanadverseeffectontheteam.Jacobs(2010)assertsthat
teachers' leadership experiences during the dissemination of school choices aid in the
development of their skills. According to these academics' opinions,educators must
possess the abilities, know-how, and experience necessary to address new problems.
Additionally, they can satisfy staff development goals because their inclusion in
decisions has a big impact on job satisfaction

AccordingtoLewin(quotedinWaters,2013),participatoryleadershipholds
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that the opinions of many people lead to better decisions than the judgement of one
person. Teachers are more actively involved and dedicated to decision-making
procedures as a result of this observation, which leads to increased job satisfaction.
Moreover, after analyzingthe impact discovered that the participative leadership style
was the most successful. These findingsmake it clear that the interaction between head
teachers' leadership style and teachers' is ultimately crucial in determining job
satisfaction,ifaparticipativestyleisused.Additionally, accordingtoWaters(2013),a
participative approach fosters relationships between principals and teachers as well as
staff collegiality and trust.

Conversely,amotivatedworkermayputinmoreeffortthananticipatedtofinish
theassignment,offersolutions,andproactivelylookformethodstoenhancethecalibre and
effectiveness of the workplace through decision-making (Ashim, 2011; & Grant,
2011). According to this study, efficient use of knowledge and skills via participative
leadership results in high-quality solutions. According to Jacobs (2010), succession
leadership is easily supported in this setting. Emphasized that if school teachers are
dedicated, interested in formal leadership responsibilities, and ready for them,
successionplanningforschoolleadershippostsispossible.Potentialapplicantsarealso
turned off by a demanding workload, compensation, unclear hiring practices, and
limitedopportunitiesforprofessional growth.Therefore,itiscrucial tonote thatwhile a
participative leadership style may increase employee motivation, job happiness, and
employeecommitmentareseparateconceptsthatarecloselyrelated(Ismail,Zainuddin, and
Ibrahim, 2010). Accordingly, leaders that successfully apply a participative leadership
style greatly encourage their staff to be dedicated to the company (Brown, 2003; Rad
& Yarmohammadian, 2006), which raises job satisfaction(Yiing and Ahmad, 2009; &
Yousef, 2000).

According to Grant (2011), when employees are given the opportunity to take
on leadership responsibilities, they may contribute significantly to the effective
operationofanycompany.AccordingtoYeeand Chen(2009),performanceappraisals give
comments on employees' performance in addition to evaluating their past and current
production in accordance with established standards. Based on these
perspectives,theleadershipmuststartthemonitoringprocessbydeterminingtheskills,
abilities, progress, and goals (Hamid, 2010;& Jabeen, 2011). In the framework of
participatoryleadership,whichisdefinedasasystemofpracticemadeupof
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collectingandinteractingcomponents,thisstudyacknowledgesdecision-making involvement as
an interaction between a leader and followers.

2.12 Supportiveleadership styleandjobsatisfaction

Schoolsaretryingtobecomemoremarket-driven,whichhasledtoanumberof
problemsthatneedtobe addressedbyschoolleadershippoliciesandpractices(Pontet
al.,2009).When subordinatesexhibit lowmotivation andlack of trust intheirabilities to
finish a task, the supporting style is appropriate (Negron, 2008). Additionally,
according to Jabeen (2011) and Jacobs (2010), a high workload discourages potential
candidates, as do unclear recruitment procedures. According to Grant (2011), when
giventhenecessarytoolsandsupport,employeescanmakesignificantcontributionsto
effectiveschoolleadership. Inasimilarvein, Ingersoll(2001)talkedabout howschool
organizational elements such a lack of administrative support and decision-making
authority prompted instructors to quit their jobs.

According to Martin (2012), whether the work is tedious or difficult, good
leadership makes a big difference. This is due to the fact that a supportive leadership
stylelowersthebadpartsofthecircumstancewhileincreasingthesatisfactionandself-
confidence ofsubordinates. This could raise the inherent value of the work and the
performance expectations that result in achieving objectives. To give feedback,
recognise skills, capacities, advancements, and targets, employees' past and current
work is required (Hamid, 2010; & Jabeen, 2011).

According to Leana (2013), supportive leadership demonstrates responsive
actions, fosters a positive environment, and openly acknowledges subordinates'
accomplishments in a motivating way. According to House (1971) and Leana (2013),
supportive leaders also treat everyone fairly, respect theirsubordinates, and care about
their welfare.

However, Northouse (2010) contended that a leader who practices supportive
leadershipisonewhoispersonable,kind,andregardsfollowersasequals.Additionally,
supportiveleadersgoaboveandabovetomaketheirsubordinates'workmoreenjoyable
because they care about their human needs and well-being (Jones & George, 2011;
Northouse et al., 2010). Head teachers must go above and above to support teachers
through interactions and the creation of a positive work environment that promotes
cooperation, respect, trust, and emotional support (Daft, 2005).
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Employees and superiors can share knowledge through controlled extrinsic
motivationintargetsetting(Wong,Guo,&Lui,2010).However,leadershipisexpected to
effect change and motivate teachers; hence, it is essential to assist them (Pont et al.,
2009; Akuoko, 2012; &Leana, 2013). According to Sonia (2010), pleasant sentiments
of well-being are triggered when workers believe their organization is offering them
goodassistance. Inastudytodeterminethefactors thatinfluencejobsatisfaction,Riaz
andRamay(2010)foundthat221respondentshadahighlysignificant correlationwith open
communication. This suggests that by giving information and other resources needed
to achieve goals and better working conditions, leaders can act in ways that assist
subordinates in achieving their objectives (Martin, 2012).

According to Sonia (2010), other elements that impact job happiness include a
negativesociallife,thetypeofemployment,prestige,andone'spositioninthecompany and
society. This study concludes that because teaching involves routine work, it is viewed
as a lower status occupation and a source of discontent. Sababu (2010) asserts
thattheskills,levelofresponsibility,difficulty,andopportunityforprogressdetermine the
job's content. Higher attrition is predicted by school organizational variables
includingteachingexperienceandalackofadministrativeassistance,ashighlightedby
Murage and Kimani (2014) and Sababu (2010). According to Spillane (2006),
leadershipisaparadigmshiftawayfromasingleindividualandtowardsamoreintricate idea
of building broad-based leadership capacity.

Principals have also started to shift from operational managers to instructional
leaders and reformers,accordingtoJacobs(2010), whoquotedtheNationalEducation
AssociationinWashington.However,inordertopromoteapositiveschoolatmosphere,
leadershipreformsshouldbeconsistentwiththedecentralizedstyleofgovernment.The
political framework of Task Force Reports, Commissions, Committees, and Working
Parties,aswellasMoEST(2010),servedasthefoundationforearliereducationreforms in
Kenya; however, the anticipated outcomes have not been significantly met. According
to Walstrom and Louis (2008), work climate is impacted by schools that have
frameworks that permit varyingdegrees of shared and supported leadership. According
to Leithwood and Mascall (2008), Hulpia and Devos (2009), Leithwood, Wallace, and
Anderson (2010), and Jacobs (2010), reform initiatives, organizational transformation,
motivation, and working relationships, interactions, and expertise all have an impact
on the working atmosphere.
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Recognized leadership structures in schools that foster a positive work
environment and teachers' job satisfaction must be supported. It is worthwhile to
measure the impactof leadership in an organization through workplace conditions,
according to Leith wood, Jantzi, and Pattern (2010). Supervisor satisfaction is
frequently used to gauge their leadership commitment (Leana, 2013). Research
indicates that educators hold varying opinions on how they perceive relationships at
work that are related to job satisfaction.

AccordingtoresearchbyWeberge,Hussain,andRiaz(2010),Tejeda,Scandura,
andPillai(2001),andothers,topexecutivesshouldthinkaboutthefeelingsoftheirstaff before
acting, make sure that their interests are taken into account, help them reach a
consensus in group settings, and act thoughtfully towards their personal needs. They
claimed that job satisfaction was positively and significantly impacted by supportive
leadership. The opinions put forward indicate that supportive leadership contributes to
teachers' increased job satisfaction.

It's also important to understand that a supportive leadership style is more
relationship-focused. Itcallsfortheleadertobepersonableandamiable.Leadersmust show
concern for their subordinates' personal needs and well-being. In a similar vein, they
must foster an atmosphere that is emotionally encouraging. When subordinates lack
confidence, work on demandingorunsatisfyingjobs, or undertakeworkthat does not
lead to job satisfaction, this approach works well (Hoy & Miskel 2001: 408).

The theoryof path goals of House (quoted in Yukl, 2010) focusses on how the
actions of leaders might affect the productivity and contentment of their subordinates.
For example, the idea suggests that a supportive leadership style works best when
activities that are boring, dangerous, or repetitive must be completed because it boosts
subordinates' self-esteem and reduces their anxiety. Accordingly, work that are
engaging, fun, or inherently motivated will not benefit as much from a supportive
leadershipstyle(Yukl,2010).Thishypothesisleadstotheconclusionthat,despitetheir
importance,elementaryschoolteachers'workisseenasordinary;therefore,supportive
leadership works best when the task is straightforward and routine.

Sonia(2010)confirmsthatfactorsinfluencingjobhappinessincludeanegative
social life, the nature of the job, prestige, and one's position in the workplace and
society.Thedegreetowhichresultssurpassexpectationsisameasureofjob
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satisfaction; for example, teachers are likely to be dissatisfied with their jobs if they
believe they are working harder than people in other economic sectors with similar or
comparablequalificationsbutaregettinglesscompensation(Okumbe,1999).Basedon
Okumbe'sviewpoint,thisstudyrecommendsthatinordertosupportandboostteachers'
performance,theiremployer,TSC,shouldexpediteinitiativesthatfosterjobhappiness.

2.13 LeadershipstyleandTeacher’sJobSatisfactionTheories.

2.13.1 TeacherJobSatisfaction

Maslow'shierarchyofneeds(Maslow,1954)andthemotivation-hygienetheory
(Herzberg,1959)arethetwopsychologicaltheoriesmostfrequentlyemployedtostudy
jobsatisfaction(c).Maslow's(1954)hierarchyofrequirementsdefinessatisfactionasthe
satisfyingofwants.AccordingtoHerzbergetal.(1959),themotivation-hygienetheory,
which focuses on the activities and work environment, explains the factors that
influence job satisfaction in the interim.

Herzberg's Theory has a big influence on the people and management fields. It states
that in order to enhance employee performance and satisfy their needs and desires,
schoolprincipalsmustprovidejobaspectsrelatedtotensatisfiers,whichcanbedivided into
two groups (1) hygienic variables, such management, supervision, pay, and
workingcircumstances;(2)motivationalfactors,likeachievement,recognition,andthe
work itself; and (3) Motivational factors, like accomplishment, acknowledgment, the
task itself, accountability, and promotion.

TherearelinksbetweenHerzberg'stwocomponentsandMaslow'shierarchyof
requirements in order to meet each person's demands. According to the hierarchy of
demands, Figure 1 shows how the Herzberg's hygiene factor affects the three basic
levels of human satisfaction: safety and security, belonging and love, and individual
physiologicalneeds.However,thehighestdegreeofhumanneedsthatareinfluencedby
motivating factors are self- actualization and self-esteem.

2.13.2 Herzberg’sTwoFactorTheoryof Motivation

Finding the factors that affect job satisfaction and discontent is the aim of
Herzberg's Two Factor Theory of Motivation. Herzberg's 1959 research of designers
and bookkeepers in

Pennsylvaniafoundtwosetsofcharacteristicsassociatedwithemployeemotivation.
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Motivating factors like opportunities for advancement and recognition result in job
satisfaction, whereas sanitary factors like compensation and working conditions avoid
job dissatisfaction. Effective leaders must manage both sets of variables in order to
motivate their followers toward fulfillment and effectiveness. By discovering and
creating motivating elements and ensuring that therearenosanitaryproblemsthatlead
todissatisfaction,leaderscanfosteramoreinspiredandcontented staff(Prideaux,2012).

One of the key determinants of organizational effectiveness, staff retention, and
happinessisinstructormotivation.Inactuality,notmanyorganizationshaveprioritized job
happiness since they are unaware of the incredible opportunities that lie ahead.
Unquestionably, contented workers are more innovative. Devoted to their employers
and productive. Additionally, recent studies have demonstrated a link between
employee efficiency and satisfaction.The focus of Herzberg's two-factor theory of
motivation is on the elements that are important for inspiring workers. Research
conducted in the 1960s served as the foundation for the hypothesis.

AccordingtoHerzberg'smotivation-hygienetheory,alsoreferredtoasHerzberg's
two- factor theory, some workplace elements lead to job satisfaction while another
group of characteristics results in discontent. Inspired by Maslow's hierarchy of
requirements, Herzberg, Mausner, and Snyderman created the motivation-hygiene
theory and published the two-factor model of work motivation in 1959 (Jones, 2011).
Herzberg provided an illustration of two key elements affecting people's perspectives
about their jobs.First, Herzberg and his colleagues came up with the idea that work
satisfactionanddissatisfactioncouldnotbeaccuratelymeasuredonthesamescalesince they
were influenced by two distinct causes. continuity (Stello, 2011; Herzberg et al.,
1959).To determine which aspects of an employee's workplace contributed to their
level of satisfaction or discontent, studies on job satisfaction were carried out.
Followingthat,Herzbergetal.(1959)examinedaround203engineersandaccountants
employed at nine factories in the Pittsburgh region of the United States to identify the
elements that affect employees' work environments and contribute to their level of
happiness or discontent (Herzberg et al., 1959).Herzberg's theory's central claim was
thatwhilecertainvariablescontributetonegativeattitudestowardswork,othersleadto
favourable attitudes.According to the other theories, there were differences between
the variables and effects pertaining to long-range and short-range event sequences,
respectively (Herzberg etal., 1959; Stello, 2011).
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The two-factor theory of job satisfaction was adopted after the initial hypothesis of
Herzberg's study was restated in light of their research findings.Two sets ofcategories
were created from the two criteria that affected job satisfaction.The first group was
connected to the motivation components were defined as "the need for growth or self-
actualization." Achievement, acknowledgement, the task itself, accountability,
promotion, and the potential for development were all considered motivating
aspects(Herzberg,1966;2003).Theother group of elements, referred to
ashygieneconsiderations,hastodowith"theneedtoavoidunpleasantness."Company rules
and administration, relationships with supervisors, interpersonal relationships,
working conditions, and pay were all considered hygiene elements (Herzberg, 1966;
2003).

2.13.3 CriticalReviewinHerzberg’sTheory

Herzberg'stheoryishighlyregardedforhighlightingjobelementsthatareoften
overlooked and for providing insights into the nature of motivation. It emphasizes the
significance of job enrichment in fostering motivation. This approach has helped
managers understand why their strategies frequently failed to inspire staff effectively.
However, Herzberg's theory has faced criticism. One point of contention is that it was
originally developed for knowledge workers, such as managers, accountants, and
engineers, leading some academics to question its generalizability. Additionally, the
study'sdatacollectionmethodologyhasbeencriticized;interviewerswereinstructedto
reporteitheranexceptionallypositiveornegativeworkexperience,resultinginskewed or
subjective data. Critics argue that this approach neglects employee job satisfaction,
focusing too heavily on job enrichment while undervaluing factors like position,
income, and personal connections, which are typically seen as strong motivators.
Despite these criticisms, Herzberg’s theory remains influential, providing managers
with valuable insights for structuring work to enhance job satisfaction. Central to the
two-factortheoryisthedistinctionbetweenintrinsicandextrinsicfactors,ormotivation and
hygiene elements. According to Herzberg, hygiene factors are extrinsic to the job,
while motivational factors are intrinsic. Thus, while hygiene elements can reduce job
dissatisfaction, they do not inherently increase job satisfaction (Prideaux, 2012).

But what does "motivation" generally mean Saraswathi (2011) defines
motivation as the willingness to exert significant effort, further elaborating it as a
combinationofneeds,organizationalgoals,andeffort.Thecomponentsthatleadto
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feelingsof fulfillment at work are called motivators orsatisfiers, which also transform
thenatureofthework.Thesefactors encourageindividuals toreach theirfull potential and
develop their skills. For instance, increasing employees’ responsibilities and
providingopportunitiesforhigher-levellearningcanenhancetheirperformanceacross
various tasks, even if the tasks may be boring.

Motivators stem from intrinsic feelings. In addition to accountability and
educational opportunities, other motivating factors include achievement, growth,
promotion, and recognition. The absence of these elements does not lead to
unhappiness,buttheirpresenceislikelytoenhanceemployeesatisfaction. Maintaining
hygienicstandardscanpreventdissatisfaction;however,motivationcannotthrivewhen
discontent prevails (Bogardus, 2007).

2.14 Critical Analysis of Leadership Style and Teacher’s Job Satisfaction in
Pakistani Context

In the Pakistani education system, leadership style has emerged as a pivotal
factor shaping teacher job satisfaction, with a growing body of empirical evidence
highlightingitsprofoundimpactonteachermorale,retention,andinstructionalquality.
Despite efforts toward educational reform, many schools in Pakistan continue to be
managed under rigid, top-down administrative frameworks, often reflecting autocratic
or transactional leadership tendencies. These approaches, while efficient in managing
operations, have been shown to limit teacher autonomy, suppress innovation, and
contributetoemotionalexhaustion,particularlyin publicsectorschoolsburdenedwith
overcrowded classrooms and scarce resources (Abbasi et al., 2025). In contrast,
transformational and instructional leadership styles centered on empowerment,
collaboration, and pedagogical support, have been consistently linked to higher levels
of teacher motivation, trust, and professional fulfillment.

Abbasiet al.(2025),intheirinvestigationof governmentschoolsin Larkin,foundthat
transformational leadership had a direct positive impact on teacher motivation,
engagement, and perceived effectiveness. Principals who demonstrated emotional
intelligence, involved teachers in goal-setting, and offered regular feedback fostered a
senseofpurposeandcommitmentamongstaff,eveninunder-resourcedenvironments.
However, these practices were more prevalent in urban schools with better
infrastructureandleadershiptrainingaccess.Incontrast,ruralschoolscontinuedto
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reflect a command-and-control leadership culture, often undermining teacher morale
and reducing their sense of ownership in educational decision-making.

Instructionalleadership,whichemphasizestheprincipal’sroleasafacilitatorof
teachingandlearning,hasgainedattentioninPakistan’ssecondaryand highereducation
sectors. Abid et al. (2025) documented that constructive leadership, combining goal-
setting, faculty development, and recognition, enhanced university teachers’ job
satisfaction and instructional performance. Their findings support the broader
international literature, which affirms the mediating role of satisfaction in linking
leadershippracticestoacademicoutcomes.However,theirstudyalsorevealedsystemic
constraints, such as bureaucratic delays, lack of autonomy, and politicized
appointments, that continue to hinder effective instructional leadership in both public
and private institutions.

Additionally, the intersectionality of gender and regional disparity plays a
significant role in shaping how leadership styles influence teacher satisfaction in
Pakistan. Female teachers in conservative or rural areas often face socio-cultural
limitations and securityconcernsthat areinadequatelyaddressedbyschool leadership,
leading to decreased job satisfaction and professional burnout (Abid et al., 2024). In
suchcontexts, theabsenceof gender-sensitiveleadershippractices, suchas empathetic
engagement, equitable workload distribution, and supportive infrastructure, amplifies
dissatisfaction and turnover intentions.

Critically, Ahmed (2024) argued that the integration of positive psychology
principles into school leadership, such as appreciation, purpose-driven work, and
wellbeingcansubstantiallyelevateteachersatisfaction,evenamidmaterialconstraints.
Hisanalysissuggeststhatrelationalleadershippractices,ratherthanstructuralcontrols, may
be more effective in promoting flourishing work environments for teachers in
Pakistan. Despite this, many leadership training programs in Pakistan remain focused
on administrativeefficiencyratherthan instructional ortransformational development,
highlighting a crucial gap in leadership policy and practice.

Insummary,whileprogressiveleadershipmodelshavedemonstratedtheirvalue in
enhancing teacher job satisfaction across Pakistani educational settings, their adoption
remains uneven dueto entrenched hierarchies, weak policyenforcement, and
contextualchallenges.Ashifttowardmoreinclusive,distributed,andpsychologically
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attuned leadership, backed by systemic reforms, leadership capacity building, and
Context-specific interventions, is essential for translating leadership theory into
practice and fostering sustained teacher satisfaction in Pakistan’s diverse educational
system.

2.15 SummaryofLiteratureReview

This chapter explored how different leadership styles shape teachers’
experiences at work, with a special focus on instructional leadership as a powerful
influence on motivation, commitment, and performance. The research makes it clear
that leadership is far more than just managing day-to-day operations, it’s a key force
that defines school culture, impacts teacher morale, and determines how muchfreedom
and creativity teachers can bring to their classrooms. While directive or
autocraticstylescanprovideorderincertainsituations,theyoftenlimitinnovationand erode
trust over time. On the other hand, participative, transformational, and instructional
leadership, rooted in collaboration, support, and shared vision, are consistently linked
to happier, more engaged teachers and better student outcomes.

Studies show that instructional leadership not only has a direct impact on
teacher satisfaction, but also works indirectly by creating supportive school cultures,
building collective confidence, and encouraging professional growth. In Pakistan,
however,thisapproachisnotappliedevenly.Urbanschoolswithbetterresourcestend to
adopt more open and empowering leadership styles, while rural or under-resourced
schools often remain locked in rigid, top-down systems that can drain teacher
motivation.

From myperspective, improvingteacher satisfaction in Pakistan requires more
than just offering leadership workshops, it calls for a deeper change in how leadership
itself is understood and practiced. Leaders need to move away from a purely
bureaucratic mindset and focus on trust, respect, and shared responsibility. Only by
creating a school environment where teachers feel valued, supported, and empowered
can we truly raise the quality of education and sustain meaningful reform.

2.16 ResearchGap

Despite extensive research both in Pakistan and internationally on leadership
styles and teacher job satisfaction, little attention has been paid to the specific
influenceofinstructionalleadershipwithingovernment-runsecondaryschoolsin
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Islamabad under the Federal Directorate of Education (FDE). Most studies explore
broader leadership models like transformational or democratic approaches or focus on
primary, higher-secondary, or private institutions, leaving a conspicuous void when it
comes to SSC-level public schools. This gap is particularly notable given growing
concerns over teacher motivation, retention, and instructional quality in the federal
system. Yousaf et al. (2019) identified a significant connection between principals’
instructional leadership and teacher performance in Federal Government Educational
Institutions (FGEIs), though this evidence stems from elementary settings rather than
the secondary level. Likewise, Maqbool (2017) found that perceived leadership
behaviors strongly predicted both collective teacher efficacy and job satisfaction in
publicandprivateIslamabadschoolsbutwithoutisolatinginstructionalleadershipasa
specific variable. By concentrating on the intersection of principals’ instructional
leadership styles and teacher job satisfaction in government SSC-level schools under
FDE, this study seeks to elevate teachers’ lived experiences not just as abstract data,
but as human stories and to uncover meaningful insights for educational policy,
leadership development, and school improvement in this underexplored context.
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Chapter 3

RESEARCHMETHODOLOGY

This chapterpresents the research design, population, sample, instrumentation,
data collection procedures, data analysis techniques, and ethical considerations
employed in the study. The methodologywas carefullyselected to ensure the validity,
reliability, and accuracy of findings regarding the relationship between instructional
leadership and teacher job satisfaction in Islamabad’s secondary schools.

3.1 ResearchDesign
The study employed a quantitative research approach using a correlational

research design. This design was considered appropriate because the objective of the
study was to determine the nature and strength of the relationship between two
variables, instructional leadership style and teacher job satisfaction without
manipulating any of them. The correlational method allows the researcher to
statistically analyze associations among variables as they naturally occur. Data were
collected using structured questionnaires, and a proportionate random sampling
technique was used to ensure fair representation of both male and female secondary
school teachers under the Federal Directorate of Education (FDE), Islamabad.

3.2 Populationofthe study
Thetarget population for this studyincludedall publicsectorsecondaryschool

teachers working under the Federal Directorate of Education (FDE) in Islamabad.
According to official records obtained from the FDE, there were a total of 1,830
Secondary School Teachers (SSTs) in Islamabad at the time of data collection. To
ensure the accuracy of population figures, the researcher personally visited the FDE
office. The population distribution is presented in Table 3.1.

Table 3.1 Population of Study

Category Frequency

Male SecondarySchool Teachers 606

FemaleSecondarySchool Teachers 1224

Total 1830
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3.3 Sampleofthestudy
A sample of 250 secondary school teachers (male and female) was selected

using the proportionate random sampling technique to ensure both genders were
represented according to their actual ratio in the population. This technique ensures
that the sample reflects the true characteristics of the population. The following
formula from Cochran (1977) was used to determine the sample for each category:

Proportionforeachcategory=
Eachcategorypopulation

Total Population

Thesamplesizeforeachcategorywas calculatedbyusingthe following formula:

Samplesize ofcategory=
Eachcategorypopulation

Total Population ×Desiredpopulation

The formula for proportionate random sampling techniques was taken from a
book named “Sampling technique” by W. G. Cochran, 1977.

Table 3.2 Sampleof Study

Category Proportion% Samplesize

MaleSecondarySchool
Teachers

33.11 % 83

FemaleSecondarySchool
Teachers

66.88 % 167

Total 100 % 250

3.4 Instruments
Questionnaires was be use to collect data. Questionnaires are based on fiver-

Likert scale. Two questionnaires was used to collect the data. One for Instructional
Leadership style (Setting goals, Building shared responsibility, Solving problems,
Ensuringqualityof teaching, Ensuringqualityoflearning) andone forJobSatisfaction
(Achievement, Work itself, Recognition, Advancement ,Responsibility Salary,
Working condition, supervision).

3.5 Procedure(Validity,PilotTesting&Reliability)
3.5.1 Validity

To ensure content validity, the initial draft of the questionnaires was reviewed
bya panelof expertsinthe fieldsofeducationalleadershipandresearchmethodology.
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They evaluated the items for clarity, relevance, and alignment with the study
objectives. Based on their recommendations, minor revisions were made to the
wording, structure, and sequencing of items to improve clarity and relevance. These
expertevaluationsensuredthattheinstrumentsaccuratelyreflectedthevariablesbeing
measured.

3.5.2 PilotTesting

A pilot test was conducted with 25 secondary school teachers in Islamabad
who were not included in the final sample. The purpose was to test the clarity,
comprehensibility, and usability of the questionnaires. Feedback from the pilot
participants indicated that the questions were clear and relevant, though a few minor
modifications were made to improve readability and response flow. The pilot study
also provided data for assessing reliability.

3.5.3 Reliability

The reliability of the instruments was tested using Cronbach’s Alpha in SPSS
(version 26). The Instructional Leadership Scale obtained an alpha coefficient of 0.87,
and the Teacher Job Satisfaction Scale obtained 0.89. Both values exceed the
minimum acceptable reliability threshold of 0.70 (Nunnally, 1978), confirming thatthe
instruments were internally consistent and suitable for the main study.

3.6 DataCollection
Afterobtainingnecessaryapprovals andpermissions, theresearcherpersonally

visited selected schools to administer the questionnaires to teachers. A total of 250
questionnaires were distributed, out of which 241 were correctly completed and
returned, representing a response rate of 96.4%. Prior to filling the questionnaire,
participants were informed about the study’s objectives and were assured of
confidentiality. The researcher also provided brief guidance to ensure clear
understanding of the items and to minimize errors in responses. Data were collected
within a three-week period.

3.7 DataAnalysis
The collected data were coded and analyzed using the Statistical Package for

the Social Sciences (SPSS) version 26. Descriptive statistics, including mean and
percentage, were used to summarize demographic data and responses to individual
questionnaireitems.Totestthehypothesesanddeterminetherelationshipbetween
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instructional leadership style and teacher job satisfaction, Pearson’s Product Moment
Correlation Coefficient (r) was employed. This test was appropriate because the study
sought to determine the direction and strength of the relationship between two
continuous variables rather than comparing group means.

3.8 EthicalConsideration
Ethical standards were strictly observed throughout the research process.

Approval was obtained from the relevant institutional authorities before data
collection. Participants were informed about the purpose of the study, their right to
withdraw at any stage, and the assurance that their responses would remainanonymous
and confidential. Data were reported in aggregated form to prevent identification of
individual respondents. The study adhered to ethical principles of
voluntaryparticipation,confidentiality,andrespectforparticipants’rights.
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CHAPTER4

DATAANALYSISANDINTERPRETATION

This chapter deals with the data analysis and interpretation. This study was
descriptive in nature. Which is examines the relationship between the instruction
leadership and teacher job stratification at secondary school level. The data was
collected through questionnaire. The questionnaire consisted of total 20 items. The
opinionative was based on five point Likert scale and the responses were collected
under.

Thegivencategories,

Stronglydisagree (SD)=1

Disagree (D)=2

Undecided (U)=3

Agree (A)=4

StrongAgree (SA)=5

ThecollecteddatawasstatisticallyanalyzedbySPSSinthelightofobjectiveofthe study.

1- Mean

2- Percentage

3- Pearsoncorrelation
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4.1 DemographicInformation
Table4.1 Gender.

Frequency Percent

Male 83 34.4

Female 158 65.56

Total 241 100

Table4.1showsthatresearcherwasabletocollectdatafrom241respondentsoutof
250fromwhich83 (34.4%) were Male and 148 (65.5%) were Female.

Table4.2Yearsofservicewithyourworkplace/department.

Frequency Percent Mean

Lessthan1year 85 35

2-5years 121 50.2

5-10years 30 12.4 1.18

Morethanyears 5 2.1

Total 241 100

Table 4.2 show that years of service with your workplace/department. For less
than 1years 85 (35%), 2-5 years are 121 (50.2%) responder’s select the option, 5-10
years were 30(12.4)responder’s, More thanyears responder’s were 5 (2.1%).
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Table4.3Education Background.

Frequency Percent Mean

Bachelor’sDegree 107 44.4

STPM/Diploma 25 10.4
1.65

Master’sDegree 109 45.2

PhDDegree 00 00

Total 241 100

Table 4.3 show that among the respondents, 107 (44.4%) had a Bachelor’s
degree,109(45.2%)had aMaster’sdegree,and25(10.4%)hadaDiploma/STPM.No
respondentsheldaPhD.Thisshowsthatthemajorityofteacherswerehighlyqualified, with
nearly equal numbers holding either a Bachelor’s or Master’s degree.
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4.2 QuantitativeAnalysis
Table4.4Teachersneedtobesupervisedclosely.

N S.A A N D S.D Mean

Frequency 241 30 101 101 4 5
3.61

Percentage 100 12.4 41.9 41.9 1.7 2.1

Table 4.4 show that only 30(12.4%) were strongly agreed and 101 (41.9%)
were agreed, while another 101 (41.9%) were undecided with the statement that
teachers need to be supervised closely. A small number were disagreed 4(1.7%) and
stronglydisagreed 05 (2.1%). The average response (mean = 3.61) suggests that many
teachers accept close supervision or are unsure about it.

Table4.5Teacherswanttobepartofthedecision-makingprocess.

N S.A A N D S.D Mean

Frequency 241 62 92 80 01 6
3.84

Percentage 100 25.7 38.2 33.3 0.4 2.5

Table 4.5 were shoe that a large number of teachers (25.7% strongly agree and
38.2% agree) with the statement that Teachers want to bepart ofthe decision-making
process want toparticipateindecisions.Onlyafewdisagreed(0.4%disagreeand2.5%
stronglydisagree),and 80(33.3%) were undecided with the statement. The mean score
(3.84) shows strong support for shared decision-making.
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Table4.6Incomplexsituations,leadersshouldletteachersworkProblemsoutontheir own.

N S.A A N D S.D Mean

Frequency 241 71 71 86 8 5

3.81

Percentage 100 29.5 29.5 35.7 3.3 2.1

Table4.6showthattheabout59%ofteachers(29.5%strangelyagreed+29.5%
agreed)agreed,withthestatementthatincomplexsituations,leadersshouldletteachers work
Problems out on their own while 35.7% were undecided. A small number disagreed
(5.4%). With a mean of 3.81, the results suggest that many teachers support autonomy
during challenging situations.

Table4.7ItisfairtosaythatmostteachersinthegeneralPopulation arelazy.

N S.A A U D S.D Mean

Frequency 241 56 75 94 8 8

3.68

Percentage 100 23.2 31.1 39.0 3.3 3.3

Table4.7showthatthe56(23.2%)werestronglyagree,75(31.1%)wereagree that It
is fair to say that most teachers in the general Population are lazy. Mosely
responderswere94(39%)areundecided,8(3.3%)responderaredisagree,andsamewith
strongly disagree with the statement. The mean score is 3.68.
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Table4.8Leadersprovideguidancewithoutpressure.

N S.A A N D S.D Mean

Frequency 241 74 87 68 6 6
3.90

Percentage 100 30.7 36.1 28.2 2.5 2.5

Table 4.8 show that most respondents were (30.7% strongly agreed and 36.1%
agreed),while28.2%wereundecidedwiththestatementthatLeadersprovideguidance
without pressure. Only a few disagreed. The mean score of 3.90 indicates that most
teachers feel supported without being pressured by their leaders.

Table4.9Leadershiprequiresstayingoutofthewayofteachersastheydotheirwork.

N S.A A N D S.D Mean

Frequency 241 58 82 92 2 7

3.76

Percentage 100 24.1 34.0 38.2 0.8 2.9

Table4.9showthatthearoundof58.1%responder(24.1%stronglyagreed,34%
agreed), while 38.2% were undecided with the statement that Leadership requires
stayingoutofthewayofteachersastheydo their work. Very few disagreed. The mean of
3.76 shows that many teachers prefer autonomy in their work, with minimal
interference from leaders.
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Table4.10Teachersmustbegivenrewardsorpunishmentstomotivatethemtoachieve
organizational objectives.

N S.A A N D S.D Mean

Frequency 241 62 89 69 01 20

3.71

Percentage 100 25.7 36.9 28.6 0.4 8.3

Table 4.10 show that most teachers were agreed (62.6%), 28.6% were
undecided,andasmallnumberdisagreedwiththestatementthatteachersmustbegiven
rewardsorpunishmentstomotivatethemtoachieveorganizational objectives.Themean
score of 3.71 suggests that teachers believe rewards and consequences help achieve
school objectives.

Table4.11Mostteacherswantfrequentandsupportivecommunicationfromtheir leaders.

N S.A A N D S.D Mean

Frequency 241 63 82 80 02 14

3.74

Percentage 100 26.1 34.0 33.2 0.8 5.8

Table4.11showthatamajority63(26.1%)werestronglyagreedand82(34%)
responders were agreed with the statement that most teachers want frequent and
supportivecommunicationfromtheirleaders. and 33.2%undecided.Themeanof3.74
shows that good communication is valued by teachers.
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Table4.12Teacherscanappraisetheirwork.

N S.A A N D S.D Mean

Frequency 241 66 76 82 01 16

3.73

Percentage 100 27.4 31.5 34.0 0.4 6.6

Table 4.12 show that the 66(27.4%) of respondents were strangelyagreed with
the statement that Teachers can appraise their work 34% were undecided, and 7%
disagreed.Themeanscoreof3.73suggeststhatteachersfeelcapableofevaluatingtheir own
performance.

Table4.13Mostteachersfeelinsecureabouttheirworkandneeddirection.

N S.A A N D S.D Mean

Frequency 241 63 82 80 04 12

3.75

Percentage 100 26.1 34.0 33.2 1.7 5.0

Table 4.13 show that the 63 (26.1%) of teachers was strongly agreed with the
statementthatmostteachersfeelinsecureabouttheirworkandneeddirection.this,34%
wereagree,80(33.2)responseswereUndecided,and1.7%disagreed,and12(5.0)were
stronglydisagree. The mean score (3.75) indicates that many teachers seek clarity and
direction.
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Table4.14Thereistoolittlechanceofpromotion onthejob.

N S.A A U D S.D Mean

Frequency 241 68 78 83 02 10

3.80

Percentage 100 28.2 32.4 34.4 0.8 4.1

Table 4.14 show that the 68 (28.2%) responder were strongly agreed, with the
statementthatthereistoolittlechanceofpromotiononthejob,78(32.4%)wereagree,
34.4%wereundecided,and02(0.8%)disagreed,10(4.1%)werestronglydisagree.The mean
score of 3.80 reflects general dissatisfaction with promotion opportunities.

Table4.15Myleaderisquitecompetentindoinghis/herjob.

N S.A A N D S.D Mean

Frequency 241 77 88 66 01 09

3.93

Percentage 100 32.0 36.5 27.4 0.4 3.7

Table 4.15 show that the most respondents 88 (36.5%) were agreed, 77(32.0)
were strongly agree with the statement that my leader is quite competent in doing
his/her job their leader is competent. 66 (27.4%) were undecided, and only 4.1%
disagreed.The mean of 3.93 shows strong confidence in leadership ability.
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Table4.16WhenIdoagoodjob,Ireceivetherecognition Ideserve.

N S.A A N D S.D Mean

Frequency 241 60 85 80 4 12

3.73

Percentage 100 24.9 35.3 33.2 1.7 5.0

Table 4.26 show that the most respondents 85 (35.5%) were agree with the
statement that when I do a good job, I receive the recognition I deserve, 60 (24.9%)
were strongly agree, 80 (33.2%) were undecided, 12 (5%) were not agree with the
statement.

Table4.17Ifeelsometimesmyjobismeaningless.

N S.A A N D S.D Mean

Frequency 241 77 84 69 05 06

2.92

Percentage 100 32.0 34.9 28.6 2.1 2.5

Table 4.17 show that the 77(32%) were strangely agree, 84(34.9%) responses
are agree with the statement that, I feel sometimes myjob is meaningless, were more
69(28%)wereundecided,and05(2.1%)weredisagreewiththestatementand06(2.5%) were
strangely disagree with the statement. The mean of 2.92 indicates some concern
among teachers about job purpose or fulfillment.
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Table4.18Communicationseemsgoodwithinthisorganization.

N S.A A U D S.D Mean

Frequency 241 75 87 70 02 07

3.92

Percentage 100 31.1 36.1 29.0 0.8 2.9

Table 4.18 show that the 87 (36.1%) of respondents were agreed, 75 (31.1%)
responder were strongly agree, 70 (29%) were undecided, and only 3.7% disagreed,
with the statement that communication seems good within this organization The mean
of 3.92 suggests strong satisfaction with communication within the school.

Table4.19Thosewhodowellonthejobstandafairchanceofbeingpromoted.

N S.A A N D S.D Mean

Frequency 241 76 83 76 01 05

3.93

Percentage 100 31.5 34.4 31.5 0.4 2.1

Table 4.19 show that 76 (31.5%) of teacher were strangely agreed with the
statement that those who do well on the job stand a fair chance of being promoted, 76
(31.5%) were agree with the statement, 76 (31.5%) were undecided and only 2.5%
disagreed. The mean of 3.93 shows optimism about fair promotion based on
performance.
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Table4.20Myleaderisunfair withmeindecision making.

N S.A A N D S.D Mean

Frequency 241 39 143 45 05 09

3.82

Percentage 100 16.2 59.3 18.7 2.1 3.7

Table 4.20 show that the interestingly, 75.5% (16.2% strongly agree, 59.3%
agree) with the statement that leaders were unfair me in decision making. 45(18.7%)
were neutral and 5(2.1%) were disagreed and 09(3.7%) were strangely disagree. With
a mean of 3.82, this shows a negative perception of fairness in leadership decisions.

Table4.21Idonot feel thatthe workIdo isappreciated.

N S.A A N D S.D Mean

Frequency 241 73 91 66 03 08

3.90

Percentage 100 30.3 37.8 27.4 1.2 3.3

Table4.21showthat73(30.3%)werestronglyagreeand91(37.8%)wereagreed with
this statement that sentiment, I do not feel that the work I do is appreciated, 66(27.4%)
were neutral, and only 4.5% disagreed. The mean of 3.90 shows dissatisfaction with
appreciation in the workplace.
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Table4.22Thegoalsofthisorganizationarenotclearto me.

N S.A A N D S.D Mean

Frequency 241 77 74 77 5 8

3.86

Percentage 100 32.0 30.7 32.0 2.1 3.3

Table 4.22 show that a total of 62.7% stronglyagreed responders are 77 (32%)
and 74 (30.7%) were agree), 32% were undecided, and 5.4% disagreed with the
statementthegoalsofthisorganizationarenotcleartomethemeanscoreof3.86shows
confusion or lack of clarity regarding the organization’s goals.

Table4.23Myleadershowstoolittleinterestinthefeelingsof subordinates.

N S.A A N D S.D Mean

Frequency 241 70 79 78 04 10

3.81

Percentage 100 29.0 32.8 32.4 1.7 4.1

Table4.23showthat70(29.0%)responderwerestronglyagreed,and79(32.8%)
were agree with the statement that myleader shows too littleinterest in the feelings of
subordinates.78(32.4%)wereneutral,and5.8%disagreed.Themeanof3.81reflectsa belief
that leaders often ignore the emotional needs of teachers.
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Table4.24H01:Thereisnosignificantrelationshipbetweeninstructionalleadership style
and teachers’ job satisfaction.

The correlationrelationshipbetweeninstructionalleadershipstyleandteachers’ job
satisfaction.

Variable N Mean S.D f.d Sig

(2-tailed)

r

Instructionleadership
style

241 37.1 4.634

240 0.001 0.63

Teacher Job
Stratification

241 38.67 5.129

Table 4.24 show that the there is a statistically significant positive relationship
between instructional leadership style and teachers’ job satisfaction. Pearson product-
moment correlation was conducted to examine the relationship between instructional
leadershipandteacherjobsatisfactionamongsecondaryschoolteachers(N=241).The
results indicated a moderate to strong positive correlation between leadership and job
satisfaction, r (240) = 0.63, p < .001. This suggests that as perceived instructional
leadership increases, teachers' job satisfaction tends to increase as well.

The correlation coefficient of 0.63 indicates that the relationship is both
statisticallysignificantandmeaningfulinpracticalterms.AccordingtoCohen’s(1988)
guidelines,thisvaluerepresentsamoderatetostrongeffectsize.Thesignificancelevel
(p<.001)impliesthatthereis lessthan a0.1%chancethatthisresultisduetorandom variation
in the sample.
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Chapter5
SUMMARY,FINDING,CONCLUSION,DISCUSSIONAND

RECOMMENDATION

5.1 Summary

The purpose of this study was to investigate the impact of instructional
leadership on teacher job satisfaction in secondary schools. A descriptive and
quantitative research design was adopted to ensure objective analysis and
generalizability of the findings. The study sample consisted of 241 secondary school
teacherswhowereselectedusingastructuredapproach.Datawerecollectedthrougha
carefully designed questionnaire comprising 20 Likert-scale items. This instrument
was specifically developed to capture teachers' perceptions of instructional leadership
practices and their levels of job satisfaction across different dimensions.

The collected data were processed using SPSS software, and descriptive
statistical techniques such as means, frequencies, and percentages were used to
summarize the responses. The demographic profile of the participants reflected
diversity in gender, years of experience, academic qualifications, and length ofservice.
This variation provided a broader understanding of how teachers with different
backgrounds perceive leadership practices and workplace satisfaction.

The overall findings indicated that teachers generally preferred participative
leadershipcharacterizedbyshareddecision-making,openchannelsofcommunication,
recognition of efforts, and access to professional development opportunities. These
leadership behaviors were perceived as motivating and supportive in enhancing
teachers’ morale and commitment. However, the studyalso identified several areas of
concern. Teachers expressed dissatisfaction with aspects such as fairness in
administrative decisions, inconsistency in appreciation and recognition, and a lack of
clarity regarding institutional goals and expectations. These gaps suggest the need for
school leaders to adopt more inclusive, transparent, and responsive leadership
approaches.

To examine the relationship between instructional leadership and teacher job
satisfaction, Pearson correlation analysis was conducted. The results revealed a
statisticallysignificantandmoderatelystrongpositivecorrelation(r=0.63,p<
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0.001). This finding demonstrates that improvements in leadership practices are likely
to contribute to higher levels of teacher satisfaction. It also reinforces the idea that
effectiveinstructionalleadershipgoesbeyondadministrativedutiesandplays acentral role
in shaping teachers’ motivation, professional confidence, and long-term commitment
to the institution.

In summary, the results of this studyemphasize that instructional leadership is a
key determinant of teacher job satisfaction. When school leaders promote fairness,
recognition, collaboration, and professional growth, theycreate an environment where
teachers feel valued and empowered. These findings provide important insights for
policymakers, school administrators, and educational planners seeking to enhance
teacher retention, productivity, and overall school performance.

5.2 Findings

The findings for each individual questionnaire item, as analyzed in Chapter
Four, are presented below in detail.

DemographicFindings

Table 4.1 (Gender)

The findings indicate that the study included 241 teachers, with 34.4% male
and 65.56% female participants. This relatively balanced representation suggests that
perspectives on instructional leadership and job satisfaction were gathered from both
genders. The slight female majority may reflect the gender composition of secondary
school teachers in the sampled region, potentially influencing leadership expectations
and satisfaction levels.

Table4.2(Yearsof Service)

Most respondents had between 2–5 years of teaching experience (50.2%),
while 35% had less than one year of service. Only 12.4% had 5–10 years of
experience, and a very small proportion (2.1%) had over 10 years. This distribution
shows that the majority of teachers are relatively new to the profession, which may
influence their job satisfaction and perceptions of leadership newer teachers often
require more support, mentoring, and recognition compared to experiencedcolleagues.
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Table4.3(Educational Background)

The data reveal that 44.4% of teachers held a Bachelor’s degree, while 45.2%
had a Master’s degree. Only 10.4% had a diploma, and none held a PhD. These
findings indicate that the teaching force is highly qualified, with nearly equal
proportions of Bachelor’s and Master’s holders. The high qualification levels imply
that teachers have strong professional knowledge and may expect correspondingly
higher levels of instructional leadership support and job satisfaction opportunities.

Quantitative Findings

Table4.4(Supervisionof Teachers)

The mean score of 3.61 suggests that many teachers either agreed or remained
undecided about the need for close supervision. While 54.3% supported supervision,
41.9% were undecided. This indicates mixed views: some teacher’s value close
monitoring as a source of guidance, while others may perceive it as limiting their
professional autonomy.

Table4.5(Participationin Decision-Making)

With a mean of 3.84, the results strongly emphasize teachers’ desire to be part
of decision-making. Over 63% of teachers either agreed or strongly agreed. This
finding highlights the importance of shared governance in schools. Teachers’
willingness to engage in decisions reflects a democratic approach to leadership that
can enhance job satisfaction.

Table4.6(AutonomyinComplex Situations)

A mean of 3.81 indicates that teachers prefer autonomy when facing complex
problems. About 59% agreed that leaders should allow teachers to resolve issues
independently. This suggests that instructional leadership is most effective when it
balances guidance with professional freedom.

Table4.7(TeachersinGeneralAreLazy)

The results (mean = 3.68) show a mixed perception: 54.3% agreed, but 39%
were undecided. This controversial statement reveals underlying stereotypes about
teachers. The undecided responses indicate hesitation in labeling teachers as lazy,
suggesting that job satisfaction and motivation may vary significantly across
individuals.
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Table4.8(GuidancewithoutPressure)

The mean of 3.90 shows strong agreement that leaders provide guidance
without undue pressure. Over 66% of teachers confirmed this view. This finding
highlights supportive leadership as a positive factor in teacher job satisfaction.

Table4.9(LeadershipandAutonomyinWork)

With a mean of 3.76, more than half of the teachers felt leaders should avoid
interfering in their work. This preference for autonomy aligns with findings from
Table 4.9, emphasizing the need for leaders to trust teachers’ professional capacity.

Table4.10(RewardsandPunishmentsforMotivation)

The mean of 3.71 suggests that most teachers value a reward-and-consequence
system. About 62.6% agreed, indicating that recognition and accountability are key
motivators for achieving organizational objectives.

Table4.11(SupportiveCommunicationfrom Leaders)

Ameanof3.74indicatesthatteachersplacestrongimportanceonfrequent and
supportive communication. About 60% supported this statement. Effective
communication thus emerges as a crucial aspect of leadership and job satisfaction.

Table4.12 (Self-AppraisalofWork)

The mean of 3.73 indicates that teachers believe they are capable of self-
evaluating their work. This reflects professional confidence and suggests that
leadership strategies could incorporate self-appraisal as part of teacher development.

Table4.13(InsecurityandNeedfor Direction)

Withameanof3.75,manyteachersacknowledgedfeelinginsecureabouttheir work
and requiring direction. This underscores the importance of clear leadership guidance
in enhancing confidence and job satisfaction.

Table4.14(PromotionOpportunities)

The mean of 3.80 reflects general dissatisfaction with promotion chances.
About 60% felt there were limited opportunities for career advancement. This lack of
growth prospects may negatively impact long-term job satisfaction.
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Table4.15(Competenceof Leaders)

Teachers expressed strong confidence in their leaders’ competence (mean =
3.93). Nearly 69% agreed that their leaders were competent. This finding underscores
the role of leadership quality in promoting teacher satisfaction.

Table4.16(Recognitionof Work)

With a mean of 3.73, results indicate that many teachers feel recognized for
good work, though about one-third were undecided. This suggests inconsistency in
recognition practices across schools.

Table4.17(Job Meaninglessness)

A mean of 2.92 reveals that a significant number of teachers sometimes feel
their job is meaningless. About 67% agreed with this perception, pointing to issues
related to motivation and professional purpose.

Table4.18(Communicationwithin theOrganization)

The mean of 3.92 shows strong satisfaction with communication within
schools.Over67%agreedthatcommunicationiseffective,highlightingorganizational
strength in this area.

Table4.19(FairPromotionforGoodWork)

Teachers expressed optimism about fair promotions, with a mean of 3.93.
About 65% believed good performance is rewarded. However, this seems to contrast
with Table 4.14, where promotion chances were seen as limited suggesting that while
promotions are fair, they are also infrequent.

Table4.20(Unfair Decision-MakingbyLeaders)

A mean of 3.82 reveals dissatisfaction, as 75.5% felt their leaders were unfair
in decision-making. This indicates a leadership weakness and a potential contributorto
job dissatisfaction.

Table4.21(LackofAppreciation)

With a mean of 3.90, most teachers reported not feeling appreciated. This is a
critical finding, as lack of recognition undermines motivation and satisfaction.



65

Table4.22(UnclearOrganizational Goals)

Ameanof3.86showsthatmanyteachersfeelorganizationalgoalsareunclear. This
lack of direction can negatively impact both leadership effectiveness and teacher
morale.

Table4.23(LackofInterestinSubordinates’ Feelings)

The mean of 3.81 indicates that many teachers believe leaders ignore their
emotional needs. This finding suggests a gap in empathetic leadership, which is
essential for building trust and satisfaction.

Table4.24(Correlation betweenLeadershipandJobSatisfaction)

The Pearson correlation (r = 0.63, p < .001) demonstrates a significant positive
relationship between instructional leadership and teacher job satisfaction. This
moderate-to-strong correlation confirms that effective instructional leadership directly
enhances teacher satisfaction. The result validates the study’s main hypothesis and
emphasizes that leadership practices such as support, fairness, communication, and
recognition play vital roles in shaping teachers’ professional experiences.

5.3 Conclusion

This study set out to explore how instructional leadership influences teachers’
job satisfaction at the secondary school level. The conclusions are drawn in line with
the research objectives and the evidence gathered from the field.

The first objective was to understand how teachers perceive the leadershipstyles
practiced in their schools. The findings showed that most teachers viewed their leaders
as supportive and competent. Theyvalued guidance that was provided without
unnecessary pressure and appreciated regular communication. However, teachers also
voiced concerns about unfair decision-making and a lack of consistency inrecognition,
which sometimes reduced their trust in leadership. From this, it can be
concludedthatwhileinstructionalleadershippracticesarepresent, they are notalways
applied fairly or consistently, and this affects the way teachers experience leadership.

Thesecond objectivewas to examinethe overall level ofjob satisfaction among
teachers. The results indicated that teachers were moderately satisfied with their jobs.
They felt encouraged by positive communication and occasional recognition, yet
dissatisfactionwasevidentinareassuchaslimitedpromotionopportunities,irregular
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acknowledgmentoftheir efforts,andinsufficient emotionalsupportfromleaders.This
highlights that job satisfaction is not shaped by professional factors alone—emotional
needs like trust, empathy, and fairness also play a vital role. In short, teacher
satisfaction is a blend of professional growth and relational support, both of which
need attention.

The third objective was to determine whether there is a relationship between
instructional leadership and teacher satisfaction. The correlation analysis clearly
showed a strong and significant positive link (r = 0.63, p < .001). In practical terms,
this means that schools with leaders who are fair, communicative, supportive, and
appreciative tend to have more satisfied teachers. On the other hand, when leadership
falls short in these areas, teacher morale and satisfaction decline. This confirms that
effective instructional leadership is not just helpful but essential for fostering teacher
motivation and commitment.

Overall, this study concludes that instructional leadership has a powerful
influence on teachers’ job satisfaction in secondary schools. Leaders who combine
competence with fairness, recognition, empathy, and clear communication are more
successful in creating environments where teachers feel valued and motivated. Where
these qualities are missing, teacher satisfaction weakens, and the broader school
environment suffers. Addressing these gaps in leadership is therefore key not only for
teacher well-being but also for improving teaching quality and student learning
outcomes.

5.4 Discussion

This study set out to explore how instructional leadership style relates to
teachers’ job satisfaction at the secondary school level. The findings show that
teachers generallyviewedtheirleaders ascompetentandsupportive. Theyappreciated
guidance when it was offered without unnecessary pressure and valued frequent, open
communication. This outcome is consistent with Hallinger and Murphy’s (1985)
model of instructional leadership, which highlights the importance of supervision,
monitoring, and active involvement of school leaders in instructional practices. It also
resonates with the work of Leithwood and Jantzi (2006), who concluded that
leadership styles that balance authority with empowerment enhance both teacher
motivationandsatisfaction.Atthesametime,however,concernswereraisedabout
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unfair decision-making, suggesting that leadership practices are not always fully
aligned with the principles of fairness and inclusivity emphasized in Bush’s (2011)
educational leadership framework.

A particularly important finding was teachers’ strong desire for autonomy and
involvement in decision-making. Many participants emphasized the value of
independence in addressing classroom challenges and wanted their voices to be
considered in institutional governance. This supports Herzberg’s (1966) motivation-
hygiene theory, which highlights autonomy and responsibility as essential motivators
forjobsatisfaction.ThefindingsalsoreinforceBogler’s(2001)argumentthatteachers who
are engaged in decision-making processes feel more respected and professionally
valued. At the same time, however, this study revealed that many teachers still
experienced insecurity in their roles, suggesting that leadership was not always
successful in building confidence and reducing uncertainty. This contrasts with
Leithwood et al. (2008), who found that strong leadership often helps reduce teacher
insecurities by offering consistent direction and support.

Recognition and career development also emerged as central to job satisfaction.
Teachers reported that recognition for their contributions was present in some cases
but often inconsistent, and that opportunities for career advancement were limited.
While promotion processes were viewed as fair in principle, the lack of available
opportunities led to dissatisfaction. These findings are in line with Dinham and Scott
(2000),whofoundthatinsufficientrecognitionandunclearcareerpathwayscontribute to
teacher dissatisfaction. They also align with Ingersoll (2001), who emphasized that a
lack of professional growth opportunities is linked to teacher attrition. In contrast,
earlier work by Perie and Baker (1997) suggested that recognition alone is often not
enough for long-term satisfaction unless paired with career development. The present
study supports this view, underscoring the need for both recognition and promotion
opportunities if leaders are to maintain teacher motivation.

Communication was generally regarded as a strength in the schools studied.
Teachers appreciated the supportive communication provided by their leaders and
noted that internal communication systems were usually effective. However, many
participants also highlighted a lack of clarity regarding broader organizational goals,
which left them uncertain about their roles in the long term. These findings are
consistentwithBush(2011),whoarguedthateffectiveleadershiprequiresnotjust



68

communication but also the articulation of a clear and shared vision. They also
correspond with Mulford (2003), who noted that unclear institutional goals can
undermine teacher motivation even when interpersonal communication is strong.

The emotional and relational dimensions of leadership were also brought tolight
in this study. Several teachers reported that their leaders paid little attention to their
feelings, which created insecurities and, in some cases, led them to question the
meaning of their work. These findings are supported by Day et al. (2011), who
emphasized that emotional intelligence in leadership is crucial for building trust and
strengthening satisfaction. Similarly, Yukl (2013) highlighted that leadership
effectiveness depends not only on strategic competence but also on meeting the
emotional needs of staff. The present study reinforces this view, showing that even
when leaders are competent, a lack of empathy and attention to teachers’ emotional
well-being can undermine satisfaction.

Perhaps the most important result of this study was the statistically significant
and positive correlation (r = 0.63, p < .001) between instructional leadership and
teacher job satisfaction. This demonstrates that effective leadership is directly linkedto
higher levels of teacher satisfaction. Teachers who experienced fairness, recognition,
strong communication, and supportive guidance were more satisfied, while those who
encountered unfairness, unclear goals, or inconsistent recognition were less satisfied.
These findings support international studies such as Nguni, Sleegers, and Denessen
(2006), who reported that both transformational and instructional leadership styles are
closely associated with higher satisfaction and organizational commitment. Similarly,
Leithwood et al. (2008) concluded that leadership is one of the most powerful school-
level factors influencing teacher morale and retention. In Pakistan’s context, this result
highlights the critical role leadership plays in improving teacher morale, reducing
turnover, and fostering a healthier school environment.

Taken together, the findings suggest that instructional leadership must be
understood as both a professional and relational practice. Leaders who combine
competence, fairness, and clear communication with empathy, recognition, and vision
are more likely to create school environments where teachers feel motivated and
satisfied. On the other hand, leadership that fails to acknowledge teachers’
contributions,providecareeropportunities,oraddressemotionalneedscanreduce
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satisfaction and weaken the educational environment. In line with previous studies,
this research reinforces the idea that leadership is not simply about administrative
control but about building a holistic, human-centered environment in which teachers
can thrive both personally and professionally.

5.5 Recommendations

Based on the findings of this study, several recommendations may beconsidered
to strengthen instructional leadership practices and enhance teachers’ job satisfaction
at the secondary school level.

First, school leaders may place greateremphasis on fairness and transparencyin
their decision-making processes. Many teachers in this study expressed concernsabout
unfair practices, which directly reduced their sense of trust and satisfaction. Leaders
mayconsider adoptingclear, equitable, and inclusive policies in areas such as workload
distribution, teacher evaluation, and disciplinary actions. Transparent decision-making
may help enhance organizational justice and promote a culture of respect and trust,
which are essential for teacher morale.

Second, the findings highlight the importance of autonomy and participation in
decision-making. Teachers are professionals who wish to be treated as active partners
in the teaching-learning process rather than passive implementers of policies. Leaders
may create opportunities for teachers to contribute to school governance, curriculum
planning, and policy formulation. Involving teachers in these processes may increase
their job satisfaction and improve the quality of decisions, as they are directly
informed by classroom realities.

Third, recognition and career development emerged as critical factors
influencing teacher satisfaction. School leaders and policymakers may ensure that
mechanisms of recognition, appreciation, and career advancement are present and
meaningful. Regular acknowledgment of teachers’ contributions, whether through
verbal appreciation, formal awards, or professional growth opportunities, may boost
motivation. In addition, establishing clear pathways for promotion and professional
advancement mayencourage teachers to remain committed and satisfied in their roles.

Another recommendation may involve improving communication and
organizational clarity. While teachers in this study appreciated supportive
communicationfromtheirleaders,manypointedoutalackofclearinstitutionalgoals.
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Leaders may maintain open channels of communication and articulate a shared vision
that aligns the efforts of all staff members. Regular meetings, collaborative goal-
setting, and clear documentation of policies and objectives may help reduce
uncertaintyand help teachers understand how theirwork contributes to broaderschool
goals.

Attention to the emotional and relational side of leadership may also be
strengthened. The study revealed that many teachers felt their emotional well-being
was overlooked, leading to feelings of insecurity and, at times, a lack of purpose in
their work. School leaders may cultivate empathy and emotional intelligence, taking
time to listen to teachers’ concerns and respond with understanding. Simple acts such
as acknowledging stress, providing counseling support, or fostering a collegial
environment may positively influence teacher satisfaction. Leaders who are
approachable and sensitive to emotional needs may build stronger, more loyal teams.

Finally, these findings carry implications for policymakers and educational
authorities. Teacher satisfaction is not only the responsibility of individual school
leaders but also a matter of systemic support. Ministries of education and school
boardsmayofferleadershiptrainingprogramsthatemphasizeinstructionalleadership,
emotional intelligence, and participatory management. Professional development for
principals and school heads may include training in communication skills, conflict
resolution, and strategies for recognizing and rewarding teacher contributions.
Furthermore, policies may ensure fair promotion structures, adequate resources, and
supportive environments that enable leaders to implement best practices effectively.

In conclusion, the study demonstrates that teacher job satisfaction is closely
linked to the quality of instructional leadership. Leaders who are fair, communicative,
empathetic, and appreciative may create schools where teachers feel motivated,
respected, and committed. By considering the above recommendations, ensuring
fairness, fostering autonomy, recognizing contributions, clarifying goals, and
addressing emotional well-being, schools and policymakers may build stronger
educational environments that not only benefit teachers but also enhance student
learning outcomes.
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5.6 RecommendationsforFutureResearchers
The present studyfocused on the relationship between instructional leadership and

teacher job satisfaction among secondary school teachers in Islamabad. While it
provides valuable insights, several areas remain open for further investigation. The
following recommendations are offered to guide future researchers who wish to build
upon the findings of this study:

1. ExpansiontoOtherGeographicalContexts.

Future researchers are encouraged to replicate this study in other regions or
provinces of Pakistan. Conducting comparative research between urban and rural
settings, or across provinces such as Punjab, Sindh, Khyber Pakhtunkhwa, and
Balochistan, would help identify regional variations in instructional leadership
practices and their impact on teacher satisfaction.

2. InclusionofPrivateSector Institutions.

This study was limited to public sector schools under the Federal Directorate of
Education (FDE). Future research may include private schools to determine whether
differences exist between public and private institutions in terms of leadership styles,
working conditions, and job satisfaction levels.

3. AdoptionofQualitative andMixed-Method Designs.

Since this study was quantitative in nature, future researchers may employ
qualitative or mixed-method approaches, such as interviews or focus group
discussions, to explore teachers’ experiences and perceptions in greater depth. This
would provide richer, more contextualized data that cannot be fully captured through
questionnaires alone.

4. LongitudinalandExperimentalStudies.

Future studies may adopt longitudinal designs to examine how changes in
leadership behavior over time influence teacher satisfaction, motivation, and
performance. Experimental or intervention-based studies could also assess the effects
of leadership training programs on teachers’ job satisfaction and school performance.

5. InclusionofAdditionalVariables.

Future research could incorporate other variables that may mediate or
moderatetherelationshipbetweeninstructionalleadershipandjobsatisfaction,suchasteach
er
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motivation, professional development opportunities, workload, or organizational
culture. This would provide a more comprehensive understanding of the factors that
contribute to teachers’ overall well-being and performance.

6. ComparativeStudiesAcrossSchoolLevels.

Researchers may also compare instructional leadership and teacher satisfaction
across different educational levels (primary, secondary, and higher secondary). Such
comparisons could reveal whether leadership effectiveness varies accordingto the age
group or experience level of teachers.

7. Useof Larger and MoreDiverseSamples.

To enhance generalizability, future studies should consider using larger and more
diverse samples that include teachers from various disciplines and school types.
Broader participation would strengthen the external validity of findings.

8. ExplorationofGenderPerspectivesin LeadershipandSatisfaction.

Gender-based analysis could be undertaken to examine whether male and female
teachers perceive instructional leadership and job satisfaction differently. Such
research might reveal important insights into gender equity and leadership inclusivity
in schools.

9. LinkingLeadershipPracticestoStudentOutcomes

Future research could go beyond teacher satisfaction to investigate how
instructional leadership indirectly affects student learning outcomes, classroom
practices, and overall school effectiveness.

5.7 Limitationsof Study

While this study provides valuable insights into the relationship between
instructional leadership and teacher job satisfaction, it is vital to acknowledge its
limitations.

1. Geographic Scope: The study solely includes government secondary schools in
Islamabad under FDE, therefore conclusions may not be applicable to private
schools or schools in other cities or provinces in Pakistan.

2. Target population: Only SSC-level teachers were included in the study. The
viewpointsofprincipals,administrativepersonnel,andstudentswerenotexamined,
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which could have given important aspects to our knowledge of instructional
leadership.

3. The study has a quantitative focus and excludes qualitative insights such as
interviewsorcasestudies.Asaresult,ourgraspofpersonalexperiences,emotions, and
leadership dynamics is restricted.

4. Cross-sectionalData:Dataobtainedatasinglepointintimedoesnotprovideinsight into
how leadership styles or job satisfaction evolve over time.

5. Self-Reported Responses: Data was acquired by self-administered surveys, which
may be biased due to social desirability or misunderstanding of questions

6. Resource Constraints: Time and moneyconstraints led to the selection of just 20%
of schools (33 out of 164), potentially affecting population representation.

5.8 AreaofFuture Research
Futureresearcherscanimproveonthisstudy'sbreadthandovercomeitsweaknesses in

the following ways:

1. Conduct studies in different parts of Pakistan or compare urban and rural areas, or
Islamabad to other provinces.

2. Research can be expanded to include primary schools, higher secondary schools,
and colleges to determine whether leadership styles have varying impacts across
different educational levels.

3. Futurestudiescould employqualitativemethods,suchasinterviews,focus groups, and
classroom observations, to gain deeper insights into leadership behaviors and
teacher satisfaction.

4. Including principals, administrative staff, and students in studies can provide a
comprehensive understanding of how instructional leadership influences school
climate and performance.

5. Instead of relying on one-time data collection, long-term studies can reveal how
leadership styles and teacher satisfaction change over time.

6. Future research mayalso investigate the indirect effects of instructional leadership
on student performance, attendance, and motivation, mediated by teacher
satisfaction.
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7. Additionally, as digital learning becomes more prevalent, studies can explore how
instructionalleadershipaidsteachersineffectivelyintegratingtechnologyintotheir
teaching practices.
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SECTION-A

SECTIONA:DEMOGRAPHICBACKGROUND

1. Gender:Male Female

2. Yearsofservicewithyourworkplace/department:

a) Lessthan1year b)2-5years c)5-10years d)Morethanyears

3. Educationbackground:

a) Master’sDegree b)PhDDegree c)Bachelor’sDegree d)STPM/Diploma

4. Name of school:

SECTIONB:LEADERSHIPSTYLE
Foreachstatement,pleaseindicatetheextenttowhichStronglyDisagree(1)or

Strongly Agree (5) by tick in the relevant box that best describe your opinion on how
often your leader leadership style.

1= StronglyDisagree
2=Disagree
3=Neutral
4=Agree
5=StronglyAgree

S.NO ITEM 1
SD

2
D

3
N

4
A

5
SA

1 Teachersneedtobesupervisedclosely.
2 Teacherswanttobepartofthedecision-

makingprocess.
3 In complex situations,leadersshouldlet

teachersworkProblemsoutontheirown.
4 Itisfairtosaythatmostteachersinthe

general Population are lazy.
5 Leadersprovideguidancewithoutpressure.

6 Leadershiprequiresstayingoutoftheway of
teachers as they do their work.

7 Teachersmustbegivenrewardsor
punishmentstomotivatethemtoachieve
organizational objectives.



93

8 Mostteacherswant frequentandsupportive
communication from their leaders.

9 Teacherscanappraisetheirwork.

10 Mostteachersfeelinsecureabouttheirwork
and need direction.
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SECTIONB
TEACHER’SJOBSATISIFACTION

Foreachstatement,pleaseindicatetheextenttowhichStronglyDisagree(1)orStrongly
Agree
(5)Bytickintherelevantboxthatbestdescribeyour opiniononhowoftenyour leader
leadership style.
1= StronglyDisagree
2=Disagree
3=Neutral
4=Agree
5=StronglyAgree

S.NO. ITEM 1
SD

2
D

3
N

4
A

5
SA

1. Thereistoolittlechanceofpromotiononthe
job.

2. Myleaderisquitecompetentindoing
his/herjob.

3. WhenIdoagoodjob,Ireceivethe
recognitionIdeserve.

4. Isometimes feelmyjobismeaningless.

5. Communicationseems good withinthis
organization.

6. Those who do well on the job stand a
fairchance of being promoted.

7. Myleaderisunfairtome.
8. IdonotfeelthattheworkIdois appreciated.

9. Thegoalsofthisorganizationarenotclearto me.

10. Myleadershowstoolittleinterestinthe
feelings of subordinates.


