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ABSTRACT 

The study was to establish the extent to which principals’ leadership styles contribute to teachers’ 

job motivation in “Itang” Special “Woreda” Secondary Schools, “Gambella” Region, Ethiopia. 

The study employed survey research design to answer the questions and achieve the research 

objectives. This study targeted secondary school principals and teachers. Teachers were selected 

by simple random sampling but school principal were selected by purposive sampling technique. 

The information was obtained from sample respondents through questionnaire, interview and 

document review. The data were analyzed using frequency, percentage, mean and tabulation.  

Based on the data analysis the following major findings were obtained. Majority of the respondents 

implied that the extent to which principals’ leadership style contributes to teachers’ job motivation 

through work itself is low. In addition the majority of respondents of secondary school teachers 

response 30 (46.2%) were” low”. Concerning the aspect of career advancement most teachers 43 

motivated by the extent of staff members are satisfied with work itself, majority of teachers 38 were 

highly motivated by the extent of recognition can motivate. The mean score is also low. Majority of 

the respondents accounted for 3 implied that the extent to which principals’ leadership style 

contributes to teachers’ job motivation through increasing informal relationship is low. And based 

on the summary of the findings this study concludes that the extent to which principals’ leadership 

style contributes to teachers’ job motivation through work itself is in significant in “Itang” Special 

“Woreda” Secondary Schools, “Gambella” Region, Ethiopia.  The extent to which principals’ 

leadership style contributes to teachers’ job motivation through reducing turnover is also 

insignificant. So, it is better for school principals’ to reconsider their leadership style in align with 

the work itself. Principals need to examine their leadership style in aspect of turnover. 

 Key words: Job motivation, leadership style 
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CHAPTER ONE 

INTRODUCTION 

1.1. Background of the study 

Education is the greatest resource that society can provide to a child. The prosperity of a child in 

education affects the success that the child may achieve in life significantly. Education helps 

eradicate poverty by improving health, nutrition and increasing the level of labor utilization 

(Institute of Policy Analysis and Research (IPAR), 2008). This discloses the importance of 

education in the advancement of a country. At the same time for the society to become more 

comfortable and satisfied with their children‘s educational experience; principals‘ leadership 

styles plays great role (Hallinger and Heck, 1998).  Leadership is the ability of a person to 

influence the thoughts and behavior of others. Leadership also is interpersonal influence, 

exercised in a situation and directed, through the communication process toward attainment of a 

specified goal or goals (Griffith, J. (2004) 

In align with this school leadership is the process of enlisting and guiding the talents and 

energies of teachers, students and parents towards achieving common educational aims. 

According to Leithwood and Mascall (2008) school leadership is the process of encouraging 

and helping teachers‘ learners to work enthusiastically towards realization of school objectives.  

Actually, modern leadership demands collaboration with many people, each of whom has 

special knowledge, skills and expertise that generate unique insights and perspectives. The idea 

that leadership especially that of the principal, matters in determining levels of school 

effectiveness and of student achievement is widely accepted. In this regard principals‘ 

leadership styles play paramount role. Basically, principals‘ leadership styles are seen from 

principals‘ behaviors aspect i.e. how they interrelate with teachers, students, parents, and other 

school staff. Leadership style however refers to the pattern or the collection of leadership 

behavior that characterize a given leader. Leadership style represents a range of behavior of a 

leader, a leader adopt a particular; leadership style in order to succeed. In addition  it‘s also 

involves those variables that a leader will do in an organization such as planning, structuring of 

tasks, controlling and his relationship with staff under his jurisdiction. Leadership styles are 

believed to influences teacher‘s job motivation. Leadership style and job motivation seems to go 

hand in hand with fulfilling their roles and function towards teachers‘ job motivations, head 

teachers adopts various leadership styles or they exhibit various behavior patterns. 
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Actually, Hallinger and Heck (1998) found that school leader‘s leadership style is the main 

factor that greatly influences school effectiveness and should be underscored. Similarly 

teacher‘s job motivation is another critical factor that affects school effectiveness. Actually, 

Northousa (2010) believe that ‗‘a teachers job satisfaction may serve to influence their moral, 

motivation and general willingness to maximize their teaching potential‘‘. Teachers who are not 

motivated on their job may result in bad teaching or learning process, and school effectiveness 

will consequently be negatively impacted. So, this paper was sought to establish the extent to 

which principals‘ leadership styles contribute to either motivation or de- motivation of teachers 

through interpersonal relations, working conditions, career advancement, responsibility and 

administration. 

1.2. Statement of the problem 

School leaders can play an important role on teacher job motivation by using different 

leadership styles in the school setting. Leadership style employed in any organization influence 

two major things: job motivation and organizational performance.According to, Wanjnmbi, 

(2008) notes that in order to maximize performances there is a need to employ methods of 

enabling staff to get motivated to the extent of not only achieving successful performance but 

ultimately value performance (Robinson, Lloyd and Rowe, 2008).  The head teacher‘s 

leadership styles can influence teacher‘s motivation either negatively or positively. 

 However, to determine the kind of leadership style that goes with teacher‘s job motivation in 

educational setting has remained a problem in many countries the world over, including Africa. 

In align with this different studies try to show that, many of the school principals do not 

consider their leadership styles as crucial in the teachers‘ job motivation and performance 

(Geijsel, Sleegers, Leithwood and Jantzi, 2003).  

Many studies have been done on leadership styles and Teachers job motivation internationally, 

nationally and regionally. Among previous empirical evidences Witziers, Bosker and Kruger 

(2003) revealed that in developing countries principals often received no special management 

training and this was the cause for the school managers to be found without having skill and 

knowledge of leadership and management.  

In case of Ethiopia Teshale (2007) illustrated that school principals are the ones who are either 

outstanding in their teaching assignments, or those who are popular among colleagues or their 
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superiors. He also explained the assignment process appears to include bureaucratic, democratic 

and political aspects, leading to unpredictable outcomes. 

On the other side in ―Gambella‖ region particularly at ―Itang‖ special ―woreda‖ secondary 

schools, teachers are facing many challenges and the problem is manifested by teachers 

turnover, low morale and  becoming less motivated, absence of reward for higher achiever 

teachers at mid or end of the year, lack of doing career structure on time, salaries may not paid 

on time (monthly), absence of respect between school principal, teachers and students, lack of 

commitment, lack of respect from community members, working environment condition and 

lack of recognition and respect from ―woreda” Education head office and school principals and 

conflict between ―Anuak‖ and ―Nuer‖ (Itang Special Woreda Education Office Annual Report, 

2018).  

Mean while, the aforementioned issues are not empirically evidence based that give a room for 

this study to provide an insight in to establishing the extent to which principals‘ leadership 

styles contribute to either motivation or de- motivation of teachers through interpersonal 

relations, working conditions, career advancement, responsibility and  administration. 

1.3. Research questions 

1. How does principals‘ leadership style contribute to teachers‘ job motivation through 

interpersonal relations? 

2. How does principals‘ leadership style contribute to teachers‘ job motivation through 

working conditions? 

3. How does principals‘ leadership style contribute to teachers‘ job motivation through 

career advancement? 

4. How does principals‘ leadership style contribute to teachers‘ job motivation through 

responsibility and administration? 

1.4. Objective of the study 

1.4.1. General objective 

The main objective of the study was to establish the extent to which principals‘ leadership styles 

contribute to teachers‘ job motivation in ―Itang‖ Special ―Woreda‖ Secondary Schools, 

―Gambella‖ Region, Ethiopia 
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1.4.2. Specific objective  

1. To reveal the extent to which principals‘ leadership style contributes to teachers‘ job 

motivation through interpersonal relations 

2. To describe the extent to which principals‘ leadership style contributes to teachers‘ job 

motivation through working conditions 

3. To reveal the extent to which principals‘ leadership style contributes to teachers‘ job 

motivation through career advancement 

4. To uncover the extent to which principals‘ leadership style contributes to teachers‘ job 

motivation through responsibility, administration and supervision. 

1.5. Significance of study 

This study‘s significance was more for principals encouraging them to practice different 

leadership style and to promote teacher job motivation. It also showed them the strength and 

weakness in implementing the different leadership styles. For regional, zonal and woreda 

educational offices heads it provided information on the major problems of leadership style. 

Moreover the study served as of a reference for those researchers who are interested in the area 

of the study 

1.6. Scope of the study  

Leadership style in association with teachers‘ job motivation is a broad concept, which consists 

of numerous interactions but from the topical aspect the scope of this study was restricted to 

principals‘ leadership style contribution to either motivation or de- motivation of teachers 

through interpersonal relations, working conditions, career advancement, responsibility, 

administration and supervision. The spatial aspect of the study was limited to ―Itang‖ Special 

―Woreda‖ Secondary Schools, ―Gambella‖ Region.  

1.7 Limitation of the study 

Even though the researcher has attained its objectives, there was some limitation during data 

collection of the study. These problems were low level of cooperation on the part of some 

teachers and school principals to fill the complete part of the questionnaires in accordance with 

time shortage. And also some of the respondent could not agree to participate and return the 

questionnaires. However, the researchers had to go to those respondents repeatedly and made a 

maximum effort to get relevant information from the respondents.      
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1.8 Operational Definition of Terms  

Autocratic leadership style is a type of leadership where the leader gives orders and the 

subordinates must follow them.  

Democratic leadership style is where a head teacher consults and discusses with all the teachers 

before policies are implemented.  

Laissez – faire leadership style is a type of a leadership in which the leader leaves a group to do 

what they want and how they want also called free reign.  

Leader is a person who directs and controls the group so that the purpose of a group is achieved.  

Leadership is the ability of a person to influence the thoughts and behavior of others.  

Leadership styles refer to the underlying need structures of the head teachers that determine 

their behavior in various leadership situations. 

Motivation- This is the attribute that moves us to do or not to do something (Broussard and 

Garrison (2004). In the context of this study, it is defined as the act of making teachers feel that 

their work is recognized and valued and at the same time they get the rewards worth their input. 

1.9. Organization of the study 

This thesis is organized in to three chapters. This chapter introduced the thesis topic, objectives, 

significance and limitation. The next chapter two embarks on  reviewing theoretical literature on 

such topics as Conceptual Review, Basic concepts and definition of leadership, Basic concepts 

and definition of Motivation, Leadership and Motivation, Leadership styles, Types of 

Motivation, Factors Affecting Motivation, the Effect of Principal Leadership on Teacher 

Motivation, theoretical framework and Empirical evidence on Teachers‘ Motivation in Ethiopia 

till the study leads towards summary of literature review/research gap. Chapter three 

encompasses research design and methodology. Data presentation, analysis and discussion are 

evinced in chapter four. Lastly chapter five incorporates summary of findings, conclusion and 

recommendation. 
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CHAPTER TWO 

REVIEW OF RELATED LITERATURE 

2.1. Introduction 

This chapter embarks on reviewing theoretical literature on such topics as Conceptual Review, 

Basic concepts and definition of leadership, Basic concepts and definition of Motivation, 

Leadership and Motivation, Leadership styles, Types of Motivation, Factors Affecting 

Motivation, the Effect of Principal Leadership on Teacher Motivation, theoretical framework 

and Empirical evidence on Teachers‘ Motivation in Ethiopia till the study leads towards 

summary of literature review/research gap  

2.2. Conceptual Review 

2.2.1. Basic concepts and definition of leadership 

There is no single definition of leadership that is universally accepted. Leadership is a complex 

and broad concept. Even today leadership remains a subject highly susceptible to change. In the 

21st century, which means after decades of dissonance, leadership scholars agree on one thing: 

They can‘t come up with a common definition for leadership. Debate continues as to whether 

leadership and management are separate processes, while others emphasize the trait, skill, or 

relational aspects of leadership. Because of such factors as growing global influences and 

generational differences, leadership will continue to have different meanings for different 

people. The bottom line is that leadership is a complex concept for which a determined 

definition may long be in flux.  

There are a few points of view within the literature on leadership that are worth sharing here to 

help understand why this field is so complex and broad. According to Stogdill (1974) ―there are 

almost as many definitions of leadership as there are persons who have attempted to define the 

concept. In defining leadership Bennis (1989) is more focused on the individual capability, 

―leadership is a function of knowing yourself, having a vision that is well communicated, 

building trust among colleagues, and taking effective action to realize your own Leadership. 

Whereas according to Yukl (1989) leadership has been defined in terms of individual traits, 

behavior, influence over other people, interaction patterns, role relationships, occupation of an 

administrative position, and perception by others regarding legitimacy of influence 
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 2.2.2. Basic concepts and definition of Motivation 

Motivation can be defined as ―the extent to which persistent effort is directed toward a goal‖ 

(Herzberg, Mausner & Snyderman, 1959). Actually, there are different aspects of motivation i.e. 

1) effort: The first aspect of motivation refers to the amount of effort being applied to the job. 

This effort must be defined in relation to its appropriateness to the objectives being pursued. 

One may, for example, apply tremendous effort to inappropriate tasks that do not contribute to 

the achievement of the stated goals; 2) Persistence: The second characteristic relates to the 

willingness of the individual to stay with a task until it is complete. For example, an important 

task that gets accomplished with effort but allows the person to rest on their laurels for an 

extended period does not display persistence; 3) Direction: is the effort directed towards the 

organization‘s goals or related to the individual‘s self-interest? Direction is therefore measured 

in terms of how persistent effort is applied in relation to the goals being pursued & 4) goals: 

There are two different kinds of goals being pursued simultaneously. They are individual goals 

and organizational goals which may produce quite different results if they are not compatible. 

2.3. Leadership and Motivation 

There are two major influences that affect how individuals perform in their environment. These 

influences include:  the type of leadership that exists, and personal motivation. While neither is 

scientific in nature, there is significant research that identifies some theories and general 

conclusions about why people perform, how they perform, and why some people display 

different behaviors that puts them in positions of leadership (Rost, 1991).  

In addition to addressing leadership and motivation as theories rather than as scientific fact, 

there are other issues about personal behavior that must be considered. The most basic concepts 

are that every person is like every other person; like some other people; and like no other 

person. A further explanation may help clarify this statement. Every person is like every other 

person in that we have a need for food, water, shelter, etc. We are like some other people in that 

we have similar personality traits which cause us to be more dominant and aggressive, while 

others may be more passive and submissive (Robinson, Lloyd and Rowe, 2008). Finally, we are 

unique in that no other person has the same genetic make-up, past experiences, or view of the 

world. It is these differences that suggest an analysis of leadership and motivation can result in 

general conclusions about behavior and performance. 
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Human behavior is as much a reflection of the differences between individuals as it is a 

reflection of their similarities. These individual differences are caused by a number of 

influences and characteristics. For example, personality traits focus on individual differences 

that make each person a unique human being. Our biological make-up concentrates on how we 

function as a result of our evolution and human inheritance. Our behavior is largely influenced 

by the system of rewards and punishments that are present in our environment (Yukl, 1989).  

Any theories about leadership and motivation can be contradicted since these theories have 

many exceptions. It is important that these theories are considered general statements that have 

been confirmed through observational studies and are applicable only to the extent that they 

reflect and are influenced by individual behavior. We might ask: ―Why should we even pursue 

these topics if there are so many inconsistencies, exceptions, and variables that affect 

conclusions?‖. If we are searching for scientific evidence that is universally applicable, we may 

be wasting our time, but if our goal is to better understand human behavior and its impacts on 

personal performance, the insights gained from such theories and studies are invaluable 

(Supovitz, Sirinides and May, 2010).  

Systems formerly made up of rules, regulations, and procedures are being replaced by 

requirements for flexibility and customer service resulting in personal initiative, empowerment, 

and greater levels of individual decision-making. To achieve this, it is important to better 

understand human behavior and some of the things that impact our actions and reactions 

(Leithwood and Mascall, 2008). 

2.4. Leadership styles 

Among leadership styles authoritarian (autocratic) leader holds all authority and responsibility 

in an organization with communication exclusively moving from top to bottom. A head teacher, 

who ascribes to this kind of leadership sets goals for the school, tells teachers what to do, how 

and when to do it. The head teacher who applies this kind of leadership has no confidence in 

his/her staff and also communication is one way (Bennis, 1989).  Mbiti (2007) notes that 

autocratic style involves issuing detailed instructions and close supervision of subordinate‘s 

work.  

Relationships between leaders and subordinates are highly formal and sanctions are imposed if 

subordinates are underperforming no initiatives from subordinates (Ciulla, 2004). Huka (2003) 

concurs when he argues that autocrat style limits the workers‘ initiatives and leads to de -
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motivation and lack of morale which then results in professional burnout and low performance. 

However, it is a good style where workers are new or untrained and do not know the tasks or 

procedures on performing the task (Burns, 1978). The next -democratic leadership style 

involves the leader including one or more employees in all the decision making process.  

According to Mullins (2005) democratic style is where the focus of power is more with the gap 

as a whole and there is greater interaction within the group. This implies that the group 

members have a great say in decision making, determination of policy, implementation of 

systems and procedures. Democratic leadership also refers to numbers behaviors by leaders that 

involve and include followers in varies aspects of the decision process style.  

The third - Laissez-Fair style is where the manager observes that; members of the group are 

working well on their own. He further described this manager as the one who consciously 

makes a decision to pass the focus of power to members, to allow them freedom of action ‗‘to 

do as they think best‘‘, and not interfere, but it really available if help is needed. This definition 

shows that there is no complete avoidance of leadership in this style. This type of leadership 

may be effective with well-motivated and experienced employees, but could not lead to failure 

when subordinates are deceptive, unreliable and untrustworthy (Leithwood and Mascall, 2008). 

2.5. Types of Motivation 

Frequently scholars classify motivation in to two major types, namely, intrinsic and extrinsic 

motivation. Intrinsic motivation refers to the satisfaction of a desire, expectation, or goal 

without being influenced to do so by another person, or by an external incentive or reward 

(Bennis, 1989). Intrinsic motivation is sometimes referred to as self-motivation. Intrinsic 

motivation is self-generated factors that influence people to behave in a particular way or to 

move in a particular direction. These factors include responsibility, feeling that the work is 

important and having control over one‟s own resources, freedom to act, scope to use and 

develop skills and abilities, interesting and challenging work and opportunities for advancement 

(Bosker, Vos and Witziers, 2000) 

On the other hand, extrinsic motivation refers to a force to do something or act in a certain way 

because of external factors. This might include incentives and rewards or even punishments. 

The goals or expectations of this type of motivation may be determined by someone else. 

Extrinsic motivations include rewards such as increased pay, praise, or promotion, and 

punishments, such as disciplinary action, withholding pay or criticism. It is also influenced by 



10 
 

external factors such as salary, providing better working and living conditions and opportunities 

for in-service training (Burns, 1978).  

2.6. Factors Affecting Motivation  

 2.6.1 Work Situation Factors and Teacher Motivation  

According to Judge  & Church (2000) research studies across many years, organizations, and 

types of jobs show that when employees are asked to evaluate different facets of their job such 

as supervision, pay, promotion opportunities, coworkers, and so forth, the nature of the work 

itself generally emerges as the most important job facet. This is not to say that well-designed 

compensation programs or effective supervision are unimportant; rather, it is that much can be 

done to influence job satisfaction by ensuring work is as interesting and challenging as possible. 

Unfortunately, some managers think employees are most desirous of pay to the exclusion of 

other job attributes such as interesting work.  

For example, according Kovach (1995) in a study examining the importance of job attributes, 

employees ranked interesting work as the most important job attribute and good wages ranked 

fifth, whereas when it came to what managers thought employees wanted, good wages ranked 

first while interesting work ranked fifth. According to Weiner (2000), of all the major job 

satisfaction areas, satisfaction with the nature of the work itself— which includes job challenge, 

autonomy, variety, and scope—best predicts overall job satisfaction, as well as other important 

outcomes like employee retention. Thus, to understand what causes people to be satisfied with 

their jobs, the nature of the work itself is one of the first places for practitioners to focus on.  

2.6.2. Work Environment and Teacher Motivation  

The work environment has a significant impact upon employee performance and productivity. 

By work environment we mean those processes, systems, structures tools or conditions in the 

work place that impact favorable or unfavorable individual performance. The work environment 

also includes policies; rules, culture, resources, working relationships, work location and 

internal and external environmental factors, all of which influence the ways those employees 

perform their job functions.   

According to Clements-Croome (2000), environment in which people work affects both job 

performance and job satisfaction. The tasks workers perform in modern office buildings are 

increasingly complex and depend on sophisticated technology; and companies whose 
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occupancy costs are increasing generally seek to reduce them without adversely affecting the 

workers. Such workspace decisions aspire to create an investment in employees‗ quality of life, 

the argument being made that measurable productivity increases will result.  

Dilani (2004) adds that, researchers are increasingly finding links between employee health and 

aspects of the physical environment at work such as indoor air quality and lighting. 

Contemporary literature on stress in the work environment typically focuses on psychosocial 

factors that affect job performance,   strain and employee health. Some theoretical models of 

stress at work have included the physical environment as a factor. But in many cases, studies 

referring to physical environment factors tend to refer to the physical parameters of the tasks 

being performed rather than to features of the physical space in which work is done. As research 

on job strain and other aspects of stress at work tends not to address the growing body of work 

on the environmental psychology of workspace, the purpose of this paper is to create a link 

between these two fields of endeavor.  

According to Macfie (2002), it is important for management‗s effort to create a working 

environment where everyone is highly motivated and feels valued. He adds that if staff look 

after their health, they will be better in their own lives and in the business. If people feel better 

about the way they manage, their lives they will be more creative and more productive in the 

way they contribute at work 

2.6.3. Arrangement of the Workspace and Teacher Motivation  

Whereas size measures the amount of space per employee, arrangement refers to the distance 

between people and facilities. Robbins (2003) says that the arrangement of one‗s workspace is 

important primarily because it significantly influences social interaction. An employee‗s work 

location therefore is likely to influence the information to which one is privy and one‗s 

inclusion or exclusion from organization‗s events. Whether you are on a certain grapevine 

network or not, for instance, will be largely determined by where you are physically located in 

the organization. According to Zweigenhaft (1976), one topic that has received a considerable 

amount of attention is furniture arrangements in traditional offices. Unlike factory floors, 

individuals typically have some leeway in laying out their office furniture. For instance, a desk 

between two  parties conveys formality and authority of the officeholder, while setting chairs, 

so individuals can sit at right angles to each other conveys a more natural and informal 

relationship.   
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Privacy within the work place is in part a function of the amount of space per person and the 

arrangement of that space. But walls, partitions and other physical barriers also influence it. One 

of the most widespread work space design trends in recent years has been the phasing out of 

closed offices and replacing them with open office plans that have a few, if any walls or doors. 

Lohr (1997) said that sometimes described as the cave versus cube debate, the former provides 

privacy whereas the latter facilitates open communication. Caves limit interaction and thus 

organizations have sought to increase flexibility and employee collaboration by removing 

physical barriers like high walls, closed offices and doors.  

Benciveng et al, (1999) asserted that, while the trends is clearly towards cubes, organizations 

are making exceptions for employees engaged in work that requires deep concentration. 

Companies like Microsoft, Apple computer, and Adobe systems, for example continue to rely 

primarily on private offices for software programs, as it requires tremendous concentration. 

According to Baron (1994), there is also growing evidence that the desire for privacy is a strong 

one on the part of many people, yet the trend is clearly toward less privacy at the work place. 

Further research is needed to determine whether organizational efforts to open workspaces and 

individual preferences for privacy, are incompatible and results in lower employee performance 

and satisfaction.  

The work environment is also an important determining factor in teacher motivation. The 

teacher‗s working environment in Nigeria has been described as the most impoverished of all 

sectors of the labor force (Nigeria Primary Education Commission (1998). Facilities in most 

schools are dilapidated and inadequate, (Adelabu 2003). Kazeem (1999) has recommended that 

greater attention should be given to improving work-related conditions of teachers to improve 

the quality of education. In particular, there should be improvements in the supply of teaching 

and learning materials and general classroom environment to improve student learning.  

Luthans (1998) argues that if people work in a clean, friendly environment they will find it 

easier to come to work. If the opposite should happen, they will find it difficult to accomplish 

tasks. Working conditions are only likely to have a significant impact on job satisfaction when, 

the working conditions are either extremely good or extremely poor.  

Moreover, employee complaints regarding working conditions are frequently related to 

manifestations of underlying problems. Teachers work load, changes in the education system 

and a lack of discipline amongst some of the learners may be some of the reasons why teachers 

want to exit the profession. According to Bishay (1996), the working environment of teachers 

also determines the attitude and behavior of teachers towards their work.  He indicates that 
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research has shown that improvement in teacher motivation has a positive effect on both 

teachers and learners. Moreover, within the teaching profession, for example, there are different 

working conditions based on the past allocation of resources to schools. Ngidi and Sibaya 

(2002) found that, in disadvantaged schools, working conditions are often not conducive to 

teaching and learning.  

2.7. The Effect of Principal Leadership on Teacher Motivation  

School principals have a crucial effect on the total climate of the school and the motivation of 

teachers (Butt et al., 2005, Evans, 1997, Kelley, Thornton & Daugherty, 2005; Rhodes, Nevill& 

Allan, 2004) and they are the key figures in raising teacher morale and commitment (Evans, 

1997). Studies that focus on specific factors of principals‘ leadership found inviting leadership 

that focuses on compassion and respect for the individual through collaboration and mutual 

respect (Egley& Jones, 2005) and transformational leadership traits (Nguni, Sleegers & 

Denessen, 2006) to have a positive correlation to teacher motivation.  On the other hand, Evans 

and Johnson (1990) with their survey in Florida / USA on middle and high school teachers 

indicated that principals can increase or decrease stress level of teachers based on the handling 

processes they employed. However, from their analysis they reported that principal behaviors 

have no significant relationship with teacher motivation.  

As a result, they concluded that principals do not have much impact on teacher work motivation 

(Evans & Johnson, 1990). Similarly, Hunter-Boykin and Evans (1995) in their investigation of 

the relationship between high school principals‟ leadership and teacher motivation found a low 

positive correlation between the principal‟s leadership style and teacher motivation. To sum, 

from the above discussion, research findings indicated that principal leadership practice plays a 

vital role in motivating teachers. Studies‟ results asserted that leadership behaviors, based on 

the type of behavior the leader manifested, may have positive or negative association with 

teacher motivation. 

 

2.8. Theoretical framework 

The theoretical framework of this thesis consists of elements–theories on theories of 

leadership and motivation. Using these theories in combination with the empirical part this 

study led towards the framework of analysis for the research problem in the future would be 

answered and the thesis purpose would be fulfilled.  
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2.8.1 Theories of leadership 

For the consumption this study the researcher digested theories on leadership starting from the 

Great Man theory to Behavioral Theories (1940's - 1950's). The Great Man theory evolved 

around the mid of 19th century. Even though no one was able to identify with any scientific 

certainty, which human characteristic or combination of, were responsible for identifying great 

leaders. Everyone recognized that just as the name suggests; only a man could have the 

characteristics of a great leader.  

The Great Man theory assumes that the traits of leadership are intrinsic. That simply means that 

great leaders are born they are not made. This theory sees great leaders as those who are 

destined by birth to become a leader. Furthermore, belief was that great leaders will rise when 

confronted with the appropriate situation. . The theory was popularized by Thomas Carlyle, a 

writer and teacher. The Great Man theory was inspired by the study of influential heroes (Yukl, 

1989).  

The next is Trait Theory (1930's - 1940's): this theory believes that people are either born or are 

made with certain qualities that will make them excel in leadership roles. That is, certain 

qualities such as intelligence, sense of responsibility, creativity and other values puts anyone in 

the shoes of a good leader. In fact, Gordon Allport, an American psychologist,"...identified 

almost 18,000 English personality-relevant terms" The trait theory of leadership focused on 

analyzing mental, physical and social characteristic in order to gain more understanding of what 

is the characteristic or the combination of characteristics that are common among leaders. 

Regarding to behavioral Theories (1940's - 1950's) - In reaction to the trait leadership theory, 

the behavioral theories are offering a new perspective, one that focuses on the behaviors‘ of the 

leaders as opposed to their mental, physical or social characteristics. Thus, with the evolutions 

in psychometrics, notably the factor analysis, researchers were able to measure the cause an 

effects relationship of specific human behaviors‘ from leaders. From this point forward anyone 

with the right conditioning could have access to the once before elite club of naturally gifted 

leaders. In other words, leaders are made not born. (Leithwood and Mascall, 2008) 

2.8.2. Motivation theories 

For the consumption this study the researcher surfed theories on motivation from Need-Based 

Theories of Motivation to two factor theory. Regarding to Need-Based Theories of Motivation - 

The earliest studies of motivation involved an examination of individual needs. Specifically, 
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early researchers thought that employees try hard and demonstrate goal-driven behavior in order 

to satisfy needs. For example, an employee who is always walking around the office talking to 

people may have a need for companionship, and his behavior may be a way of satisfying this 

need. At the time, researchers developed theories to understand what people need. Four theories 

may be placed under this category: Maslow‘s hierarchy of needs, ERG theory, Herzberg‘s two-

factor theory, and McClelland‘s acquired-needs theory. Maslow, A.H. (1943).  

Abraham Maslow is among the most prominent psychologists of the twentieth century. His 

hierarchy of needs is an image familiar to most business students and managers. The theory is 

based on a simple premise: Human beings have needs that are hierarchically ranked. Maslow, 

A. H. (1943). There are some needs that are basic to all human beings, and in their absence 

nothing else matters. As we satisfy these basic needs, we start looking to satisfy higher order 

needs. In other words, once a lower level need is satisfied, it no longer serves as a motivator. 

Regarding to ERG theory developed by Clayton Alderfer: it , is a modification of Maslow‘s 

hierarchy of needs.Alderfer, C. P. (1969). Instead of the five needs that are hierarchically 

organized, Alderfer proposed that basic human needs may be grouped under three categories, 

namely, existence, relatedness, and growth. Existence corresponds to Maslow‘s physiological 

and safety needs, relatedness corresponds to social needs, and growth refers to Maslow‘s esteem 

and self-actualization. 

ERG theory‘s main contribution to the literature is its relaxation of Maslow‘s assumptions. For 

example, ERG theory does not rank needs in any particular order and explicitly recognizes that 

more than one need may operate at a given time. Moreover, the theory has a ―frustration-

regression‖ hypothesis suggesting that individuals who are frustrated in their attempts to satisfy 

one need may regress to another. For example, someone who is frustrated by the growth 

opportunities in his job and progress toward career goals may regress to relatedness need and 

start spending more time socializing with coworkers. The implication of this theory is that we 

need to recognize the multiple needs that may be driving individuals at a given point to 

understand their behavior and properly motivate them.  

The other dimension of theory is Two-Factor Theory by Frederick Herzberg approached the 

question of motivation in a different way. By asking individuals what satisfies them on the job 

and what dissatisfies them, Herzberg came to the conclusion that aspects of the work 

environment that satisfy employees are very different from aspects that dissatisfy them. To 

illustrate, imagine that you are working in an unpleasant work environment. Your office is too 
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hot in the summer and too cold in the winter. You are being harassed and mistreated. You 

would certainly be miserable in such a work environment. However, if these problems were 

solved (your office temperature is just right and you are not harassed at all), would you be 

motivated? Most likely, you would take the situation for granted. In fact, many factors in our 

work environment are things that we miss when they are absent but take for granted if they are 

present. 

2.9. Previous studies 

2.9.1. Empirical evidence on Teachers‟ Motivation in Ethiopia   

Different research findings reported low teachers‟ motivation and job satisfaction in Ethiopia 

(Ayalew, 1991; Kemppainen, Lasonen&Raheem, 2005; VSO, 2008). Studies identified low 

respect for teachers, low status of teachers in the community, inadequate salaries, mostly 

unplanned and spontaneous educational reforms, poor living conditions of teachers, and weak 

school management and leadership (VSO, 2008) as major reasons for teachers‟ low motivation 

in the country.   

According to VSO (2008), the teaching profession is one of the professions given the lowest 

regard in Ethiopia and teachers are no longer highly respected by virtue of their education. As a 

result, the poor status they have in the community is the most often mentioned cause for 

teachers‟ low level of motivation and job satisfaction (VSO, 2008). In addition, VSO (2008) 

indicated that teachers in Ethiopia have experienced poor management and leadership that 

contribute to their dissatisfaction and low motivation. More specifically, Ayalew (1991) 

indicated that poor teaching environments, low status, and insufficient salaries contribute to low 

teachers‟ motivation in Addis Ababa. 

2.9.2. Job Satisfaction and Teacher Motivation  

Job satisfaction is the level of contentment of individuals with their jobs. Locke (1976) defines 

job satisfaction as a pleasurable or positive emotional state resulting from the appraisal of one‗s 

job or job experiences. There are a variety of factors that influence a person‗s level of job 

satisfaction. These include income, perceived fairness of promotion system, quality of working 

condition, social relationships, leadership and the job itself. Job satisfaction or dissatisfaction of 

medical practitioners affects their relationship with co-workers, administration and patients.  
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Job satisfaction and motivation are therefore very crucial to the long-term growth of any 

educational system around the world.  

The study of the relationship between job satisfaction and job performance has a controversial 

history. The Hawthorne studies, conducted in the 1930s, are often credited with making 

researchers aware of the effects of employee attitudes on performance. Shortly after the 

Hawthorne studies, researchers began taking a critical look at the notion that a ―happy worker 

is a productive worker.‖ According to Iaffaldano and Muchinsky (1985), most of the earlier 

reviews of the literature suggested a weak and somewhat inconsistent relationship between job 

satisfaction and performance. A review of the literature in 1985 suggested that the statistical 

correlation between job satisfaction and performance was about. Thus, these authors concluded 

that the presumed relationship between job satisfaction and performance was a ―management 

fad‖ and ―illusory.‖ This study had an important impact on researchers, and in some cases on 

organizations, with some managers and HR practitioners concluding that the relationship 

between job satisfaction and performance was trivial.  Organ (1988) suggests that the failure to 

find a strong relationship between job satisfaction and performance is due to the narrow means 

often used to define job performance.  

Organ argued that when performance is defined to include important behaviors not generally 

reflected in performance appraisals, such as organizational citizenship behaviors, its relationship 

with job satisfaction improves. Research tends to support Organ‗s proposition in that job 

satisfaction correlates with organizational citizenship behaviors (Organ & Ryan, 1995). In 

addition, in a more recent and comprehensive review of 301 studies, Judge, Thoresen, Bono, 

and Patton (2001) found that when the correlations are appropriately corrected (for sampling 

and measurement errors), the average correlation between job satisfaction and job performance 

is a higher. In addition, the relationship between job satisfaction and performance was found to 

be even higher for complex (e.g., professional) jobs than for less complex jobs. Thus, contrary 

to earlier reviews, it does appear that job satisfaction is, in fact, predictive of performance, and 

the relationship is even stronger for professional jobs. Job satisfaction has been the most 

frequently investigated variable in organizational behavior (Spector, 1997).  

Job satisfaction varies from one individual to another Peretomode (1991) and Whawo (1993), 

suggested that the higher the prestige of the job, the greater the job satisfaction. Many workers, 

however, are satisfied in even the least prestigious jobs. They simply like what they do. In any 

case, job satisfaction is as individual as one‗s feelings or state of mind. Job satisfaction can be 

influenced by a variety of factors, e.g. the quality of one‗s relationship with their supervisor, the 
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quality of the physical environment in which they work, and the degree of fulfillment in their 

work. On the other hand, improved job satisfaction can sometimes decrease job performance. 

Warr (1998) suggested that jobs differ in the extent to which they involve five core dimensions: 

skill variety, task identity, task significance, autonomy, and task feedback. He further suggested 

that if jobs are designed in a way that increases the presence of these core characteristics, three 

critical psychological states can occur in employees: experienced meaningfulness of work, 

experienced responsibility for work outcomes and knowledge of the results of work activities.   

There are three models in relation to job satisfaction. These are situational, dispositional, and 

interactional models. These three main lines of models have been used extensively to predict the 

job satisfaction of employees in organizations. The interactional model of job satisfaction 

argues that the fit between the person and the environment influences job satisfaction. This 

approach is known as the Person-Environment Fit. Spokane (1985) reviewed the model 

literature and concluded that the Person-Environment Fit is positively related to job satisfaction.  

It is reasonable to expect that personality traits influence personal values and attitudes, as most 

recent empirical research has demonstrated (Olver and Mooradian, 2003).  

A study done by Mwangi (2002) on factors related to the morale of Agriculture Teachers in  

Machakos District, he found that the factors affecting teachers morale included: dissatisfaction  

with school authorities, low turnover and constant shortage, inadequate pay, poor career  

structure, lack of promotion opportunities, poor school facilities, inadequate school disciplinary  

policy, attitudes and behavior of the school head and of other teachers, and pupils‗ poor work  

attitudes and lack of interest in school. 

2.10. Summary of Literature Review/Research Gap 

After digesting the aforementioned theories and empirical studies; this study let in to towards 

the frame work of the analysis. To establish the extent to which principals‘ leadership styles 

contribute to teachers‘ job motivation likert scale questionnaires are designed in a way to see 

principals‘ leadership style contribution to teachers‘ job motivation through interpersonal 

relations, working conditions, career advancement, responsibility, administration and 

supervision. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

Introduction 

Research design and approaches, population and sample, data collection method, reliability and 

validity test are presented in this chapter. Further description and illustration is given on how 

each data collection tool is applied  

3.1. Research design 

A descriptive survey research design was applied to establish the extent to which principals‘ 

leadership styles contribute to teachers‘ job motivation in ―Itang‖ Special ―Woreda‖ Secondary 

Schools, ―Gambella‖ Region, Ethiopia. Using this research design the study revealed the extent 

to which principals‘ leadership style contributes to teachers‘ job motivation through 

interpersonal relations, working conditions, career advancement, responsibility and 

administration in ―Itang‖ Special ―Woreda‖ Secondary Schools, ―Gambella‖ Region, Ethiopia. 

This research design intentionally combines quantitative and qualitative approaches as 

components of methodology (Kumar, 2011).  

To serve the purpose of the study, both qualitative and quantitative research methods (mixed 

approach) were employed. The purpose of mixed methods research is to build on the interaction 

and strength that exists between quantitative and qualitative research methods to understand a 

phenomenon more fully than is possible using either quantitative or qualitative methods alone 

(Ponce, 2011; Creswell, 2009).  

Actually, a survey, according to Kothari (2004), is a method of securing information concerning 

an existing phenomenon from all or selected number of respondents of the concerned universe, 

while interview facilitates to have or to get in-depth data about the leadership styles that 

employed to motivate secondary school teachers the qualitative information was used to provide 

greater clarity and understanding of the information obtained from the quantitative survey 

response (Creswell, 2002). Therefore, these methods were selected with the assumption that 

they were helpful to obtain precise information concerning the current work motivation of 

teachers in detailed from numerous numbers of respondents.   
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3.3. Sources of the Data  

The data source of the study was obtained from primary and secondary data source. The 

primary sources of data were secondary school principals and teachers who have adequate 

information on leadership styles and teachers job motivation of secondary school teachers. 

Whereas the secondary source of data which are accessible, reliable, adequate and relevant to 

the study was collected through document review.   

3.4. Population, sample and sample size of the study 

Population is a group of individual‘s possessed one characteristic that distinguishes them from 

other groups. In ―Itang‖ special ―Woreda” there are nine (9) secondary schools out of these to 

conduct the study five (5) secondary schools were selected. The population of study used five 

(5) principals, 150 secondary school teachers, three (3) supervisors, and total population were 

participated in the study. 

3.5. Sampling technique 

There are nine governmental secondary schools in the ―woreda‖. Then, it is difficult and 

unmanageable to conduct all the secondary schools including all school principals and teachers. 

So it is important to identify the numbers of sampling respondents and the sample of schools by 

considering the woreda secondary schools, Because of the time and finance.  

In this regard, out of nine secondary schools, 5 secondary schools [55.5 %] from the woreda are 

select in Simple random sampling technique. For that it gives equal chance of being included in 

the study for a ―woreda‖ of secondary schools in the area under investigation. Beside to this, 

teachers and school a principal was also select in simple random sampling technique. But, the 

woreda Education head office and supervisor were selected by purposive sampling.  

3.6. Data Collection Instruments 

For this study, three tools were employed i.e. a questionnaire, interview and document analysis 

3.6.1 Questionnaire  

Both closed and open ended questionnaire was employed to collect quantitative and qualitative 

data from selected secondary school teachers and principals. This is because questionnaire is 
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convenient to conduct survey and to acquire necessary information from large number of study 

subject with short period of time. Furthermore, it makes possible an economy of time and 

expense and also provides a high proportion of usable response (Best & Kahn, 2003).The 

questionnaire was prepared in English language, because all of the sample teachers can have the 

necessary skills to read and understand the concepts that were incorporated. 

The questionnaire has two parts. The first part of the questionnaire describes the respondents‘ 

background information, categories include: gender, age, level of academic and qualification 

and experiences. The second and the largest part incorporate the whole possible factors of both 

closed and open-ended question items related to leadership styles and teachers‘ job motivation 

by considering also teachers‘ level of motivation as of  dependent variable and leadership styles, 

like Autocratic leadership styles, Democratic leadership styles and Laissez-faire leadership 

styles as of independent variables. The closed ended items were prepared by using likert scales. 

The value of the scale was in between one and five. 

3.6.2 Interview 

Semi-structured interview was used to gather in-depth qualitative data from secondary school 

principals on the impact of leadership styles and teachers job motivation. Employing semi-

structured interview for the whole 16 academic staff has an immense importance. Because 

interview has greatest potential to release more in-depth information, provide opportunity to 

observe non-verbal behavior of respondents, gives opportunities for clearing up 

misunderstandings, as well as it can be adjusted to meet many diverse situations (MoE, 1999). 

The data through interview was collected through the secondary school principal investigator.  

3.6.3. Document analysis 

Documents like school rewarding strategies, in-school teachers  professional growth and 

development strategies and school reports on teachers evaluation results were consulted to 

supplement the data obtained through questionnaire and semi-structured interview. 

3.7. Procedure 

To answer the research questions raised, the researcher goes through a series of data gathering 

procedures. These procedures help the researcher to get authentic and relevant data from the 

sample units. Thus, after having letters of authorization from Addis Ababa University and 

―Itang‖ special ―woreda‖ Education office (for additional letters towards Woreda and schools) 

for ethical clearance, the researcher directly went to ―Mekod‖ and ―Akedo‖ secondary schools to 
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pre-test the data gathering instruments. At the end of all aspects related to pilot test, the 

researcher has been contact to ―Woreda‖ education offices and the principals of respective 

schools for consent. After making agreement with the concerned participants, the researcher 

was introduced his objectives and purposes. Then, the final questionnaires were administered to 

sample teachers in the selected schools. The participants were allowed to give their own 

answers to each item independently. 

3.8. Validity and reliability test 

In order to test, and hence improve the validity of the questionnaires, the researcher directly 

went to ―Mekod‖ and ―Akedo‖ secondary schools to pre-test the data gathering instruments. At 

the end of all aspects related to pilot test, the researcher has been contact to ―Woreda‖ education 

offices and the principals of respective schools for consent. This provided the researcher 

opportunity to interact with the teachers and principal who participated in the pilot study in a 

more intricate way to find out if the questions in the research instruments would be valid.  

The researcher used content validity to pick out any questions with ambiguity not help to collect 

relevant data for the study. As a result, this helped the researcher to identify any challenges or 

problems that arise in the data collection instruments and hence put right them before the actual 

study.  

To increase the level of reliability in the data collection instruments, the test and retest 

technique was used. The questionnaires were administered twice to the same groups of 

respondents of which there would a time lapse between the first and second test, and their 

responses were scrutinized to ascertain instruments' reliability. The test coefficient was above 

0.7 and proved that the research instrument was reliable. 

3.9. Sampling frame 

Types of 

respondent 

Population 

 

 

Sample of 

population 

Sample of 

population 

in % 

Sampling 

technique 

Data gathering 

instruments 

Principals 5 5 100 Purposive 

sampling 

Questionnaires 

and interview 

Teachers 150 75 50 Simple random 

sampling 

Questionnaires 

Total 155 80 51.61   

 



23 
 

3.10. Data Analysis 

After the collection and gathering of data from the respondents, the next step was analyzing of 

the given data by using tables, words and so on according to similarities of issues raised in the 

questionnaires. Depending on the nature of the variables quantitative as well as qualitative data 

analysis method was employed. 

 To begin the analysis, first respondents were categorized under different groups in terms of the 

practices that they have in leadership activity. Then, different characteristics of respondents 

were analyzed by using frequency and percentage. Secondly, the quantitative data obtained 

through Likers Scale in questionnaires were organized and tabulated around the sub-topics 

related to the research questions. Descriptive statistics mean and standard deviation were 

calculated for those items prepared in Likert type of scale. 

 

3.11. Ethical consideration 

Research ethics refers to the type of agreement that the researcher enters into with his or her 

research participants. Ethical considerations play a role in all research studies, and all 

researchers must be aware of and attend to the ethical considerations related to their studies. 

Therefore, there are a number of ethical considerations made during the study. Voluntary 

participation of respondents is encouraged. Responding to interviews and filling of 

questionnaires required significant time and energy and its participation could disrupt the 

respondents‘ regular activity.  

For this reason, the researchers explained the objectives and significance of the study to the 

respondents and allowed them to exercise their right to voluntary participation. To avoid any 

psychological harm, questions were framed in a manner that is not offensive and disturb their 

personality. They are assured that the information they provided would be kept confidential. To 

ensure this, the researchers removed information that required identification of names of 

respondents. Furthermore, the first page of the questionnaire displays an opening introductory 

letter that requesting the respondents‘ cooperation to provide the required information for the 

study.  
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CHAPTER FOUR 

DATA PRESENTATION, ANALYSIS AND DISCUSSION 

 4.1 Introduction 

This chapter attempted to present, analyze and interpret the data collected and summarized. The 

results were made to relate to the key considerations discussed in the literature review sections. 

At the same time, the data was analyzed in association with the research questions raised in 

chapter one. The center of focus of the presentation and analysis of data was to establish the 

extent to which principals‘ leadership styles contribute to teachers‘ job motivation in ―Itang‖ 

Special ―Woreda‖ Secondary Schools, ―Gambella‖ Region, Ethiopia. Finally, summary of 

findings with respect to these same issues were presented and discussed in a way the researcher 

could grasp ideas leading to the next conclusion section. 

4.2 Sample and Response Rate 

The questionnaires were administered in person to the respondents. Out of the 80questionnaires 

administered, 70 were successfully filled and returned. This gave a response rates as indicated 

in Table 4.1 

Table 4.1: Questionnaire return rate 

Respondent 

Categories 

Sample 

Respondents 

Returned 

Questionnaires 

Achieved Returned 

Rate 

Head Teachers 

(Principals) 

5 5 100% 

Teachers 75 65 86.67 % 

Total 80 70 87.5%r 

The above information shows that the total return rate was 87.5% affirming the fact that the 

questionnaire return rate was sufficient and above 75% of the acceptable levels to enable 

generalization of the results to the target population (Kothari, 2005). 

4.3. Demographic information  

The research instruments solicited background information on demographic details of the 

respondents the head teachers and teachers. These included gender, age, level of academic 

qualification and experience which were imperatives to confirm whether the research reached 
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the targeted audience and whether or not the research captured the information it effectively 

sought. 

4.3.1. Distribution of the respondents by gender 

Table 4.2: Distribution of the respondents by gender 

 

Gender 

School Principal Teachers 

Number Percentage 

(%) 

Number Percentage 

(%) 

Male 4 80 55 78.57 

Female 1 20 15 21.42 

Total 5 100 70 100% 

The data on the Table 4.2 above indicates that the majority (80%) of the principals were male 

with a far-off proportion (20%) being female. The majority (78.57%) of teachers were male 

whereas female secondary school teachers constituted a far-off (21.42%) proportion. These 

results affirmed the fact that there was gender disparity at all levels of the school principal and 

secondary school teachers.  

Actually, it is difficult to consider this proportion would give relatively better opportunity to 

elicit analyzable information and data on establishing the extent to which principals‘ leadership 

styles contribute to teachers‘ job motivation ; because, to some extent there is asserted gender 

differences concerning leadership style and efficiency.  

According to Vecchio (2002) the masculine terms, often referred to as competitiveness, daring 

and assertiveness, stand in contrast to the stereotypically inferred feminine properties 

(sensitivity, compassion, understanding) of women and female leaders (Haupts, 2015).  

4.3.2. Distribution of respondents by age  

The questionnaires elicited information on the ages of head teachers and teachers. It has been 

shown in various social science disciplines that opinions on a vast number of topics can differ 

between different age groups. 
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Table 4.3: Age of respondents 

 

Age 

School Principal Teachers 

Number Percentage (%) Number Percentage (%) 

18-25 0 0 4 6.15 

26-33 1 20 27 41.53 

3 4-41 3 60 19 29.23 

42 and above 1 20 15 23.07 

Total 5 100 65 100 

These findings reveal that that majority of the head teachers belonged to the age bracket of 

between 34- 41 years. As well as between 26-33 years age brackets and over 41 years age 

brackets have equal proportion. The majority of the teachers belonged to the age bracket of 

between 26-33 years. These findings imply that most of teachers were of maturity age that can 

give relatively better opportunity to elicit analyzable information and data on establishing the 

extent to which principals‘ leadership styles contribute to teachers‘ job motivation. 

4.3.3. Distribution of respondents by level of education 

The questionnaires also elicited information on respondents‘ level of education since this 

variable could influence their ability to supply credible information about the research 

objectives. The results were as indicated in Table 4.4 

Table 4.4: Distribution of respondents by level of education 

 

Qualification 

School Principal Teachers 

Number Percentage (%) Number Percentage (%) 

Technical school 

Graduate 

0 0 0 0 

College diploma 0 0 18 27.7 

Bachelor Degree 4 80 46 70.8 

Masters‘ degree and 

above 

1 20 1 1.5 

Total 5 100 65 100 

The data shown on Table 4.4 indicates that the majority 80.0% of the head teachers had 

Bachelor degree qualifications while the rest 20% possessed bachelor of Master‘s Degree 

qualified. Concerning teachers most of them 70.8% possessed a Bachelor Degree 27.7 of the 
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respondent were college diploma and 1.5 had Master‘s Degree there is no Technical school 

graduated. According to Teshale (2002) career structure promotion advertisements which were 

issued from 1973 – 1976 showed that secondary school principals were those who held first 

degree, preferably in educational administration. Generally, the data implies that majority of 

school principal and teachers are fulfilling the requirement needed. But there were still few 

teachers in secondary school under qualification. 

4.3.4. Head teachers‟ leadership experience 

Information was also collected about head teachers‘ teaching and leadership experience and the 

results were as indicated in Table 4.5 

 

Table 4.5: Distribution of head teachers’ leadership experience 

Duration of  leadership experience Frequency Percentage (%) 

0-5 0 0 

6-10 3 60 

11-15 2 40 

16-20 0 0 

21and Above 0 0 

Total 5 100 

The above table results show that most 60% of the sampled secondary school principals had 

leadership experience between 6-10 years. The rest 40%leadership experience consist between 

11-15 years. These findings reinforce that the school principals are mostly experienced. And at 

the same time this can give relatively better opportunity to elicit analyzable information and 

data on establishing the extent to which principals‘ leadership styles contribute to teachers‘ job 

motivation. 

4.3.5 Teaching experiences 

Information was also collected about teachers‘ teaching experience because those who have 

taught in their current school for a much longer time are able to give a correct judgment 

concerning head teachers‘ leadership styles and how they influence their motivation. The results 

were as indicated in Table 4.6 
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Table 4.6: Distribution of teachers by teaching experience 

Duration of teaching   experience Frequency Percentage 

(%) 

0-5 8 12.3 

6-1o 21 32.3 

11-15 23 35.4 

16-20 10 15.4 

21 and above 3 4.6 

Total 65 100 

These results show that most (35.4%) of the sampled secondary school teachers had teaching 

experience between 11-15 years,(32.3%) had teaching experience between 6-10 years, 15.4% 

had teaching experience between 16-20 years, 12.3% had teaching experience between 0-5 and 

4.6% had teaching experience between 21 and above. These finding emphasize that most of 

teachers where between 11-15 and 16-20 respectively have an experience in teaching learning 

process. 

4.4. Principals‟ leadership Styles Contribution to Teachers‟ Job Motivation in “Itang” 

Special “Woreda” Secondary Schools 

The study sought to establish the extent to which principals‘ leadership styles contribute to 

teachers‘ job motivation in ―Itang‖ Special ―Woreda‖ Secondary Schools, ―Gambella‖ Region, 

Ethiopia. The teachers and principals statements were weighed using 5Likert scale where 

indicting 1= (VL), very low 2= (L) Low 3= (F) fair 4= (H) High 5= (VH) very high. Data was 

collected, organized and summarized into specific thoughts and results were as indicated in 

Table 4.7, 4.8 and 4.9 

4.4.1. The extent to which principals‟ leadership style contributes to teachers‟ job 

motivation (From Teachers‟ perspective) 

To establish the extent to which head teachers leadership styles contribute to either motivation 

or de-motivation of teachers through advancement, administrative, responsibility and working 

condition; the teacher‘s statements were weighed using 5 Liker scale where 1, VL=very low, 2, 

L= low, 3, F=fair, 4, H=high and 5, VH=very high. Data were collected, organized and 

summarized in to specific thought and the results were as indicated in below tables.  
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Table 4.7: Percentage and frequency distribution of the respondents to the extent to which 

principals‘ leadership style contributes to teachers‘ job motivation through advancement and 

administrative 

The extent to which principals‘ leadership style contributes to teachers‘ job motivation 

through advancement 

No. Item Measurement 

1 

To what extent staff 

members are satisfied 

with work itself. 

Scale V.Low Low Fair high 
v. 

high 
X SD  

F 6 18 21 13 7 2.95 1.1 

% 9.2 27.7 32.3 20..0 10.8     

2 

To what extent staff 

members reduce 

turnover 

F 3 32 17 11 2 2.65 0.93 

% 4.6 49.2 26.2 16.9 3.1     

3 

To what extent staff 

recognitions can 

motivate 

F 1 11 21 20 12 3.48 1.03 

% 1.5 16.9 32.3 30.8 18.5     

4 

To what extent staff 

members motivated by 

reward. 

F 7 11 10 16 21 3.51 1.38 

% 10.8 16.9 15.4 24.6 32.3     

5 

To what extent staff 

members motivated by 

salary. 

F - 11 9 21 24 3.89 1.09 

% - 16.9 13.8 32.3 36     

6 
To what extent salary 

increment can motivates 

F 4 17 1 17 26 3.68 1.39 

% 6.2 26.2 1.5 26.2 40     
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The extent to which principals‘ leadership style contributes to teachers‘ job motivation 

through administrative 

No. Item Measurement 

1 

To what extent staff 

members work 

cooperatively with 

school leaders to solve 

problem 

Scale 
V. 

Low 
Low Fair High 

v. 

high 
X SD  

F 7 26 15 8 9 2.78 1.22 

% 10.8 40 23.1 12.3 13.8     

2 

To what extent 

communication of  

school leaders moving 

from top to down 

F 6 5 9 38 7 3.54 1.09 

% 9.2 7.7 13.8 58.5 10.8     

3 

To what extent staff 

members involve in 

formulation of school 

rules 

F 6 26 24 9 - 2.55 0.85 

% 9.2 40 36.9 13.8 -     

4 

To what extent school 

leaders take vote before 

making decision 

F 7 22 19 11 6 2.8 1.13 

% 10.8 33.8 29.2 16.9 9.2     

5 

to what extent teachers 

involve in decision 

making process 

F 7 20 19 12 7 2.88 1.16 

% 10.8 30.8 29.2 18.5 10.8     

6 

The communication of 

teachers with school 

leaders in every aspect 

of the school 

F 7 20 19 12 7 3.08 1.05 

% 10.8 30.8 29.2 18.5 10.8     

7 

to what extent staff 

members have good 

relationship with 

supervisors  

F 7 20 19 12 7 3.6 1.01 

% 10.8 30.8 29.2 18.5 10.8     

Key: x=mean, SD=standard deviation, F= frequency and % = percentage  

 

 



31 
 

 Table 4.8: Percentage and frequency distribution of the respondents to the extent to 

which principals‟ leadership style contributes to teachers‟ job motivation through 

responsibility and working condition 

The extent to which principals‟ leadership style contributes to teachers‟ job 

motivation through responsibility 

No. Item Measurement 

1 

To what extent staff 

members show high 

level of punctuality 

Scale 
V. 

Low 
Low Fair High 

v. 

high 
X SD  

F - 12 15 25 13 3.02 1.15 

% - 18.5 23.1 38.5 20     

2 

 to what extent staff 

members are fulfilling 

their duties  

F 1 30 10 15 9 2.48 1.15 

% 1.5 46.2 15.4 23.1 13.8     

3 

to what extent staff 

members reduce 

absenteeism. 

F 11 28 17 2 7 2.4 1.07 

% 17 43.1 26.2 3.1 10.8     

4 

to what extent staff 

members reduce  

lateness. 

F 12 28 16 5 4 2.22 1.18 

% 19 43.1 24.6 7.7 6.2     

5 

to what extent school 

leaders encourage staff 

members who feel 

discomfort 

F 23 26 5 8 3 2.11 1.16 

% 35 40 7.7 12.3 4.6     

The extent to which principals‟ leadership style contributes to teachers‟ job 

motivation through working condition 

No. Item Measurement 

1 

To what extent staff 

members utilize an old 

teaching method. 

Scale 
V. 

Low 
Low Fair High 

v. 

high 
X SD  

F 7 7 5 22 24 3.75 1.35 

% 11 10.8 7.7 33.8 36.9     

2 

to what extent staff 

members are creative in 

using new teaching 

method 

F 17 26 4 10 8 2.48 1.36 

% 26 40 6.2 15.4 12.3     

3 

to what extent the 

school environment 

conducive for teaching 

and learning 

F 1 29 16 12 7 2.92 1.06 

% 1.5 44.6 24.6 18.5 10.8     

So, the findings on the table 4.7 show how teachers rate their current level of motivation in 

career advancement that the majority of respondents of secondary school teachers response 

21(32.3%) were‖ fair‖. 18(27.7%) of the respondent were reply ―low‖. 13(20.0%) of the 
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respondents were reply ―High‖ 7(10.8%) of the respondents were reply ―Very High‖. The rest 

6(9.2%) of the respondents were reply ―Very Low‖.  As implied from this table majority of the 

respondents response that the extent to which principals‘ leadership style contributes to 

teachers‘ job motivation through work itself is low with the mean score of 2.95.   

 As implied from this table majority of the respondents accounted for 32(49.2%)of the 

respondents were reply low and 17(26.2%) of the respondents were reply ―fair‖ that the extent 

to which principals‘ leadership style contributes to teachers‘ job motivation through reducing 

turnover is low with mean score of 2.65. 

As implied from this table the majority of the respondent‘s accounted 21(32.3%) of the 

respondents were respond ―Fair‖ and 20(30.8%) of the respondents were respond ―High‖ that 

the extent to which recognition can motivated to secondary school teachers  with mean score of 

3.48. This implies that staff members can be motivated through giving recognizing for what 

they done well.    

As implied from the above   table the majority of the respondent‘s accounted 21(32.3%) of the 

respondents were reply ―Very High‖ and 16(24.6%) of respondents were reply ―High‖ to what 

extent employees can motivated by reward with mean score of 3.51.  

As implied from the above table the majority of the respondent‘s accounted 24(36%) of the 

respondents were reply ―Very High‖ and 21(32.3%) of respondents were reply ―High‖ to what 

extent employees can motivated by salary  with mean score of  3.68. 

As implied from the above table the majority of the respondent‘s accounted 26 (40%) of the 

respondents were reply ―Very High‖  17(26..2%) of respondents were reply ―High‖  and 

17(26.2%) of the respondents were reply ―Low‖ respectively to what extent employees can 

motivated by salary increments  with mean score of  3.68. This implies that the majority of the 

respondents motivated through external motivation rather than internal factors. 

As implied from the above table the majority of the respondent‘s accounted 26 (40%) of the 

respondents were reply ―Low‖  15(23.1%) of respondents were reply ―Fair‖ in relation to what 

extent staff members  can work cooperatively with school leaders to solve problems with mean 

score of 2.78. This implies that most of the time the school principals can only take the 

responsibility to solve problems. 

As implied from the above table the majority of the respondent‘s accounted to 38(58.5%) of the 

respondents were reply ―Very High‖ and 7(10.8%) of respondents were reply ―High‖ in relation 
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to what extent the communication of school leaders moving from top to down with a mean 

score of 3.54.This implies that the school principals use command way of instruction during 

leading their staff members.    

As implied from the above table the majority of the respondent‘s accounted 26(40%) of the 

respondents were reply ―Low‖ and 24(36.9%) of respondents were reply ―Fare‖ to what extent 

employees can involve in formulation of school rules with a mean score of 2.55. This implies 

that the participation of staff members in making rules and regulation of the school is low.  

As implied from the above table the majority of the respondent‘s accounted 22(33.8%) of the 

respondents were reply ―Low‖ and 19(29.2%) of respondents were reply ―Fare‖ to what extent 

school leaders take vote before making decision with a mean score of 2.8. This implies that the 

school principals decide without consideration of the staff members.   

As implied from the above table the majority of the respondent‘s accounted 20(30.8%) of the 

respondents were reply ―Low‖ and 19(29.2%) of respondents were reply ―Fare‖ to what extent 

school teachers involve in decision making process with a mean of 2.88. This implies that the 

participation of teachers in making decision in the school is low. 

As implied from the above table the majority of the respondent‘s accounted 20(30.8%) of the 

respondents were reply ―Low‖ and 19(29.2%) of respondents were reply ―Fare‖ to what extent 

the communication of teachers with the school leaders in every aspect of school with a mean 

score of 3.08. 

As implied from the above table the majority of the respondent‘s accounted 20(30.8%) of the 

respondents were reply ―Low‖ and 19(29.2%) of respondents were reply ―Fare‖ to what extent 

staff members have relationship with supervisors with a mean score of 3.6. 

As implied from the above table the majority of the respondent‘s accounted 25(38.5%) of the 

respondents were reply ―High‖ and 13(20%) of respondents were reply ―Very High‖ to what 

extent staff members show level of punctuality with a mean of 3.02. This implies that the staff 

members respecting the rules and regulation of the school is fair.  

As implied from the above table the majority of the respondent‘s accounted 30(46.2%) of the 

respondents were reply ―Low‖ and 10(15.4%) of respondents were reply ―Fair‖ to what extent 

staff members fulfilling their duties with a mean of 2.48.  
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As implied from the above table the majority of the respondent‘s accounted 28(43.1%) of the 

respondents were reply ―Low‖ and 17(26.2%) of respondents were reply ―Fair‖ to what extent 

staff members reduce absenteeism with a mean of 2.4. This indicates that the absenteeism of 

teachers in the school during teaching learning process is high.  

As implied from the above table the majority of the respondent‘s accounted 28(43.1%) of the 

respondents were reply ―Low‖ and 16(24.6%) of respondents were reply ―Fair‖ to what extent 

staff members reduce lateness with a low score of  mean 2.22. This indicates that the lateness of 

teachers in the school during teaching learning process is high.  

As implied from the above table the majority of the respondent‘s accounted 26(46%) of the 

respondents were reply ―Low‖ and 23(35%) of respondents were reply ―Very Low‖ to what 

extent school leaders encourage  staff members who feel discomfort with a low score of mean 

2.11. reduce lateness with a low score of  mean 2.22. This indicates that the most of school 

principals do not support or encourage their staff members during facing challenges.  

As implied from the above table the majority of the respondent‘s accounted 24(36.9%) of the 

respondents were reply ―Very High‖ and 22(33.8%) of respondents were reply ―High‖ to what 

extent teachers are using an old teaching aid with a fair of mean score 3.75.  

As implied from the above table the majority of the respondent‘s accounted 26(40%) of the 

respondents were reply ―Low‖ and 17(26%) of respondents were reply ―Very Low‖ to what 

extent teachers are creative  using a new teaching aid with a mean score of 2.48. 

As implied from the above table the majority of the respondent‘s accounted 29(44.6%) of the 

respondents were reply ―Low‖ and 16(24.6%) of respondents were reply ―Fair‖ to what extent 

the school environment conducive for teaching learning process with a mean of 2.92. This 

implies that the facilities availability of equipments and the surrounding environment for 

teaching and learning is not comfortable.  

 Moreover, Table 4.7 showed the aspect of teacher‘s motivation from interpersonal skills of the 

head teachers. The results were interpreted using percentage of respondents or mean which 

represents the average of the responses per item. Most teachers 30.8% were fair motivated by to  

what extent staff members to work cooperatively with school leaders to solve the problem 

suggesting that they are highly motivated by that aspect, similarly most teachers expressed that 

they are motivated by the extent to which the communication of teachers with the school leader 
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in every aspect of the school as well as at what extent the staff members have good relationship 

with each other as indicated by 9.2% and 40.0% an indication of high motivation. 

 The findings on the table 4.8 also showed how teachers rate their current level of motivation in 

advancement, responsibility and administration. Concerning the aspect of career advancement 

most teachers 43 motivated by the extent of staff members are satisfied with work itself, 

majority of teachers 38 were highly motivated by the extent of recognition can motivate. The 

mean score is also low. Responses given by interviewees during interview session also 

strengthened so far what is said 

4.4.2. Teachers‟ Opinion on types of leadership style increasing teachers‟ job motivation 

The survey sought the opinion of teachers regarding which leadership style in order to increase 

teacher‘s job motivation in the school the findings were as shown in Fig. 

Figure 1 types of leadership style v. increasing teachers‟ job motivation 

 

In this study the finding exhibits that most teachers accounting to 53.9% of the sample with the 

opinion that Democratic leadership style brings about an increase teachers job motivation in the 

school, while another 32.8% indicated Autocratic leadership style brings teachers motivation in 

the school and the remaining 13.8% of the respondents indicated laissez-faire leadership style 

brings an increase in teachers job motivation in the school setting.  

Aspects of secondary school teachers lead to de-motivation  during work time 

The study sought from teachers to indicate aspects of the school Leaders that lead to de-

motivation. 

 

Leadership style 

Democratic

Authocratic

Laissez-faire

53.9% 

13.3% 

32.8% 
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Figure 2  Aspects of secondary school teachers that De-motivate for their current job  

 

The finding established that there are factors in their school that lead to de-motivation among 

teachers, several were mentioned, 32.3% of the respondents were indicated that their leaders de-

motivate them by not giving both verbal and written appreciation for their activities they done 

in the school, 27.7% of the respondents were indicated that their leaders de-motivated by 

unrecognized their activities they done in the school, 16.9% of the respondents were indicated 

that there is high victimization in their school, 15.4% of the respondents were indicated that 

their leaders are does not accept for any teachers ideas which means the leaders are needs to 

follow only his own ideas, and the rest of 7.7% of the respondents were indicated that their 

leaders are order teachers over working to done in the school.  

Teachers‟ Opinion on factors of increasing teachers‟ job motivation 

The finding established that there are factors in their school that lead to   motivation among 

teachers, the majority of the respondents 45(69.2%) of the respondents mentioned preparing for 

teachers reward, promotion, salary increment conducive working environment and good 

interaction with school principals and staff members can increase teacher motivation and job 

satisfaction. The rest 20(30.8%) of the respondents respond ―No‖. They mentioned        

 

4.4.3. The extent to which principals‟ leadership style contributes to teachers‟ job 

motivation (From principals‟ perspective) 

To establish the extent to which head teachers leadership styles contribute to either motivation 

or de-motivation of teachers through advancement, administrative, responsibility and working 

Aspects of De-motivation 

Ignoring Teachers Idea

Absense of both verbal
& written Appreciation

Absense of Recognition
for what he/she done

working overload

victimization

16.9% 
15.4% 

7.7% 

27.7% 
32.3% 
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condition; principals‘ statements were weighed using 5 Liker scale where 1, VL=very low, 2, 

L= low, 3, F=fair, 4, H=high and 5, VH=very high. Data were collected, organized and 

summarized in to specific thought and the results were as indicated in below tables.  

Table 4.9A: Percentage and frequency distribution of the respondents (principals) to the extent 

to which principals‘ leadership style contributes to teachers‘ job motivation through 

advancement, administrative, responsibility and working condition  

No

. 

Item Measurements 

 v. 

vow 

low Fai

r 

high v. 

high 

X SD 

1 To what extent relationship is highly formal 

with staff members 

F - - - 3 2 4.40 0.55 

% - - - 60.0 40.0 

2 To what extent communication exclusively 

moving from top to bottom 

F - - - 4.00 1 4.20 0.45 

% - - - 80 20 

3 To what extent school leaders closely 

supervise staff members 

F - - - 5 - 4.00 0.00 

% - - - 100 - 

4 To what extent school leaders influences 

during decision making process 

F - - - 2 3 4.60 0.55 

% - - - 40 60 

5 To what extent staff members involve in 

formulating school rules and regulation 

F 1 2 1 - 1 2.60 1.52 

% 20 40 20 - 20 

6 To what extent staff members do based on 

instruction of leaders 

F - - 1 3 1 4.00 0.71 

% - - 20 60 20 

7 To what extent staff members encourage to 

take responsibility 

F - 3 1 - 1 2.80 1.30 

% - 60 20 - 20 

8 To what extent school principal share power 

to subordinates 

F - 3 1 - 1 2.80 1.30 

% - 60 20 - 20 

9 To what extent staff members interact with 

each other‘s 

F - - 2 - 3 4.20 1.09 

% - - 40 - 60 

10 To what extent school principal interact with 

staff members 

F - 2 - 1 2 3.60 1.52 

% - 40 - 20 40 

11 To what extent staff members involve in 

decision making process 

F 2 1 1 - 1 2.40 1.67 

% 40 20 20 - 20 

12 To what extent school principal take a vote 

before making decision 

F 1 3 - - 1 2.40 1.52 

% 20 60 - - 20 

13 To what extent decision leave to teachers 

without any intervention on academic issue 

F 1 2 - 1 1 2.80 1.64 

% 20 40 - 20 20 

14 To what extent staff members working well 

on their own interest 

F 1 2 1 1 - 2.40 1.14 

% 20 40 20 20 - 

 

So, the findings on the table 4.9 A show how principals rate the extent to which principals‘ 

leadership style contributes to teachers‘ job motivation through the different leadership styles 
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that the majority of respondents of principals response 3(60 %) were‖ high‖ and 2(40%)of the 

respondents were ―Very High‘ With mean of 4.4. 

On table 4.9 A item 2 the majority of the respondents which mean 4(80%) were reply High‖ and 

1(20%) of the respondents were reply Very High with a mean score of 4.2. This implies that the 

school principals are not willing to share idea or information to their staff members.    

On table 4.9 A item 3 the majority of the respondents which mean 3(60%) were reply High‖ and 

2(40%) of the respondents were reply Very High with a mean score of 4..4. This implies that the 

school principals are not willing to share idea or information to their staff members 

On table 4.9 A item 4 the majority of the respondents which mean 2(40%) were reply High‖ and 

3(60%) of the respondents were reply Very High with a mean score of 4.6. This implies that the 

school principals are more dominating the staff members during meeting and decision going on.  

On table 4.9 A item 5 the majority of the respondents which mean 2(40%) were reply‘ Low‖ 

1(20%) of the respondents were reply Very low and 1(20%) of the respondents were reply 

―Fair‖ the reaming 1(20%) of the respondents were reply ―Very High‖ With a mean score of 

2.6. This indicates that the participation of staff members in case of formulating rules and 

regulation in the school is low.   

 On table 4.9 A item 6 the majority of the respondents which mean 3(60%) were reply ‘High‖ 

1(20%) of the respondents were reply ―Very High‖ and 1(20%) of the respondents were reply 

―Fair‖ and the mean score also 4. This implies that the school principal give direction what to 

do and not to do. Most of the time leaders if they give such instruction because of lack 

confidences on their subordinates.    

On table 4.9A item 7 the majority of the respondents which mean 3(60%) were reply ‘Low‖ 

1(20%) of the respondents were reply ―Very High‖ and 1(20%) of the respondents were reply 

―Fair‖ and the mean score also 2.8. This implies that the school principal do not encourage staff 

members to take responsibility.    

On table 4.9 A item 8 the majority of the respondents which mean 3(60%) were reply ‘Low‖ 

1(20%) of the respondents were reply ―Very High‖ and the rest 1(20%) of the respondents were 

reply ―Fair‖ and the mean score also 2.8. This implies that the school principal do not allowed 

staff members to share power.   
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On table 4.9 item 9 the majority of the respondents which mean 3(60%) were reply ‘Very High‖ 

1(20%) of the respondents were reply ―High‖ and the rest 1(20%) of the respondents were reply 

―Fair‖ and the mean score also 4.2. This implies that the staff members have good relationship 

each other‘s.  

On table 4.9 A item 10 the majority of the respondents which mean 2(40%) were reply ‘Very 

High‖ and 2(40%)  of the respondents were reply ―Low‖ and the rest 1(20%) of the respondents 

were reply High‖ with a mean score of 3.6. This implies that the school principal and staff 

members have the fair interaction in the school setting as well as out of the school compound. 

On table 4.9 A item 11 the majority of the respondents which mean 2(40%) were reply ‘Very 

Low‖ and 1(20%) of the respondents were reply ―Low‖ and again   1(20%) of the respondents 

were reply ―Fair‖. The rest of 1(20%) of the respondents were reply ―Very High‖ with a mean 

score of 2.4. This implies that the staff member‘s involvement in decision making process is 

low.  

On table 4.9A item 12 the majority of the respondents which mean 3(60%) were reply ―Low‖ 

and 1(20%) of the respondents were reply ―Very Low‖ and again   1(20%) of the respondents 

were reply ―Fair‖ .The rest of 1(20%) of the respondents were reply ―Very High‖ with a mean 

score of 2.4. This implies that extent to which school principals take vote before making 

decision is low.  

On table 4.9 A item 13 the majority of the respondents which mean 2(40%) were reply ―Low‖ 

and 1(20%) of the respondents were reply ―Very Low‖ and again   1(20%) of the respondents 

were reply ―Very High‖ the rest of 1(20%) of the respondents were reply ―High‖ with a mean 

score of 2. 8. This implies that extent to which school principal‘s decision leave to teachers 

without any intervention on academic issue is low.    

On table 4.9A item 14 the majority of the respondents which mean 2(40%) were reply ―Low‖ 

and 1(20%) of the respondents were reply ―Very Low‖ and again   1(20%) of the respondents 

were reply ―Very High‖   the rest of 1(20%) of the respondents were reply ―Fair‖ with a mean 

score of 2.4. This implies that extent to which staff members working well by their interest is 

low.      
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Table 4.9B: Percentage and frequency distribution of the respondents (principals) to the extent 

to which principals‘ leadership style contributes to teachers‘ job motivation through 

advancement, administrative, responsibility and working condition  

No

. 

Item Measurements 

 v. 

vow 

low Fair hig

h 

v. 

high 

X SD 

15 To what extent staff members have full 

freedom of action 

F 2 1 1 1 - 2.20 1.30 

% 40 20 20 20 - 

16 To what extent staff members freely delegate 

to take duties and responsibility of the school 

F - 2 1 2 - 3.00 1.00 

% - 40 20 40 - 

17 To what extent staff members do as they 

think best. 

F 2 1 - 2 - 2.40 1.52 

% 40 20 - 40 - 

18 

 

To what extent teachers and students feel 

secure in overall teaching and learning 

process. 

F 1 2 - 1 1 2.8 1.64 

% 20 40 - 20 20 

19 

 

To what extent school leaders monitor the 

staff members. 

F - - - 3 2 4.40 0.55 

% - - - 60 40 

20 

 

To what extent school leaders follow up the 

rules and regulation of the school 

F - 1 - 3 1 3.80 1.09 

% - 20 - 60 20 

21 

 

To what extent the achievement of the 

student is changed. 

F 1 2 2 - - 2.20 0.84 

% 20 40 40 - - 

22 

 

To what extent student promotion from grade 

9th to 10th. 

F - 2 3 - - 2.60 0.55 

% - 40 60 - - 

23 

 

To what extent students in exercising 

education task provided [i.e. class work, 

homework and assignment 

F - 3 2 - - 2.40 0.55 

% - 60 40 - - 

24 

 

To what extent academic achievement in this 

school on national examination is scoring 2; 

00 and above. 

F - 4 1 - - 2.20 0.45 

% - 80 20 - - 

 

 the findings on the table 4.9 B item 15 show how principals rate the extent to which leadership 

style contributes to teachers‘ job motivation through the different leadership styles that the 
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majority of respondents of principals response 2(40 %) were‖ Very Low‖ 1(20%) of the 

respondents were reply ―Low‖ and 1(20%) of the respondents were reply ―Fair‖ the rest 1(20%) 

of the respond were reply ―High‖ with a mean of 2.20. This implies that the extent staff 

members have full freedom of   action is low.    

On table 4.9 B item 16 the majority of the respondents which mean 2(40%) were reply ―Low‖ 

and 2(40%) of the respondents were reply ―High‖ and the rest 1(20%) of the respondents were 

reply ―Fair‖ with a mean score of 3.00. This implies that extent to which staff members freely 

delegate to take duties and responsibility of the school is fair.   

On table 4.9 B item 17 the majority of the respondents which mean 2(40%) were reply ― Very 

Low‖ and 2(40%) of the respondents were reply ―High‖ and the rest 1(20%) of the respondents 

were reply ―Fair‖ with a mean score of  2.40.This implies that extent to which staff members do 

as they think best is low. 

On table 4.9 B item 18 the majority of the respondents which mean 1(20%) were reply ―Very 

Low‖ and 2(40%) of the respondents were reply ―Low‖ and the rest 1(20%) of the respondents 

were reply ―High‖ and the remain 1(20%) of the respondents were reply ―Very High‖ with a 

mean score of  2.8.This implies that  to what extent staff members and students are feel secure 

in overall teaching and learning process is low. 

On table 4.9 B item 19 the majority of the respondents which mean 3(60%) were reply ―High‖ 

and 2(40%) of the respondents were reply ―Very High‖ with a mean score of 4.4. This implies 

that to what extent school leaders monitors the staff members is high.  

On table 4.9 B item 20 the majority of the respondents which mean 3(60%) were reply ―High‖ 

1(20%) of the respondents were reply ―Low‖ and the remain 1(20%) of the respondents were 

reply ―Very High‖ with a mean score of 3.8. This implies that to what extent school leaders 

follow up the rules and regulation of the school is fair. 

On table 4.9 B item 21 the majority of the respondents which mean 2 (40%) were reply ―Low ‖ 

2(40%) of the respondents were reply ―Fair‖ respectively.  and the remain 1(20%) of the 

respondents were reply ―Very Low‖ with a mean score of 2.20. This implies that to what extent 

the achievement of the student changed low.  

On table 4.9 B item 22 the majority of the respondents which mean3 (60%)    were reply ―Fair ‖ 

2(40%) of the respondents were reply ―Low‖ with a mean score of 2.60. This implies 

that to what extent promotion from grade 9
th

 to 10
th

 is low.  
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On table 4.9 B item 23 the majority of the respondents which mean 3 (60%) were reply ―Low ‖ 

2(40%) of the respondents were reply ―Fair‖  with a mean score of 2.40. This implies that to 

what extent students exercise educational task provided is low. 

On table 4.9 B item 24 the majority of the respondents which mean 4 (80%) were reply ―Low‖ 

and 1(20%) of the respondents were reply ―Fair‖ with a mean score of 2.20. This implies that to 

what extent academic achievement on national examination scoring 2,00 and above is low.  

 As implied from this table majority of the respondents accounted for 3 implied that the extent 

to which principals‘ leadership style contributes to teachers‘ job motivation through increasing 

relaxed  relationship is low. In addition the majority of respondents of principals response 4(80 

%) were ‖ high‖. As implied from this table majority of the respondents accounted for 4 implied 

that the extent to which principals‘ leadership style contributes to teachers‘ job motivation 

through communication moving from bottom to top were‖ low‖.  

As implied from this table majority of the respondents accounted for 3(60%) implied that the 

extent to which principals‘ leadership style contributes to teachers‘ job motivation through 

encouraging staff members to take responsibility is low. The majority of respondents of 

principals response 3(60%) were‖ low‖. As implied from this table majority of the respondents 

accounted for 3 implied that the extent to which principals‘ leadership style contributes to 

teachers‘ job motivation through taking a vote before making decisions is low. Responses given 

by interviewees during interview session also strengthened so far what is said 

Interview respondents of secondary school principal regarding to the interaction or relationship 

between staff members and school leaders explain that the overall 5(100%) of the respondents 

have good interaction during and after teaching learning process going on. But, sometimes there 

is misunderstanding when there is management problems.   

 

 Interview respondents of secondary school principal regarding to the what motivational factors 

does employ to increase teachers job motivation explain that the majority 4(80%) of the 

respondents explain that human motivational factors are different from individual to individual. 

In addition to this there is financial limitation in the school. The rest 1(20%) of the respondents 

explain that motivational factors like, reward, and recognition for what he\ she done will be give 

at the end of the years or semester.        

 

Interview respondents of secondary school principal regarding to the how delegate or give 

responsibility to staff members the overall respondents 5(100%) of the respondents explain 

there is rule and regulation that each school can be  follow. Based on that the delegation process 

will be continued.  
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Interview respondents of secondary school principal regarding to the overall environment for 

teaching and learning process the majority 4(80%) of the respondents explain that the 

environment  is not conducive for the process of teaching and learning process  teaching. 

Because the school have on wall people are moving around the school and also conflict among 

ethnic city, insufficient resource are not comfort for teaching learning process.     

Interview respondents of secondary school principal regarding to the challenges that happened 

during leading staff members the overall 5(100% )of the respondents explain that when teachers 

are missing class without any permission and then after they didn‘t accept the punishment 

action . in addition to this during training or workshop selecting teachers there is also 

challenges. 

Interview respondents of secondary school principal regarding to the effort that has been made 

to improve teachers job motivation the overall respondents 5(100%) of the respondents have 

similar explanation .they respond making smooth relationship with school principal as well as 

with staff members, giving verbal or written recognition letters, providing reward and doing 

their care structure on time are the most used to motivate our staff members.    
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CHAPTER FIVE 

SUMMARY OF FINDINGS, COMNCLUSION AND REOMMENDATION 

5.1 Summary of major Findings 

This study was undertaken to establish the extent to which principals‘ leadership styles 

contribute to teachers‘ job motivation in ―Itang‖ Special ―Woreda‖ Secondary Schools, 

―Gambella‖ Region, Ethiopia. To this end, the study tried to answer the following research 

questions: 1)  how does principals‘ leadership style contribute to teachers‘ job motivation 

through interpersonal relations? 2) How does principals‘ leadership style contribute to teachers‘ 

job motivation through working conditions? 3). How does principals‘ leadership style 

contribute to teachers‘ job motivation through career advancement? 4) How does principals‘ 

leadership style contribute to teachers‘ job motivation through responsibility and 

administration? The study employed survey research design to answer the questions and achieve 

the research objectives. The information was obtained from sample respondents through 

questionnaire, interview and observation. The data were analyzed using frequency, percentage 

and tabulation.  Based on the data analysis the following major findings were obtained. 

 The findings show how teachers rate their current level of motivation in career 

advancement that the majority of respondents of secondary school teachers response 

21(32.3%) were‖ fair‖. 18(27.7%) of the respondent were reply ―low‖. 13(20.0%) of the 

respondents were reply ―High‖ 7(10.8%) of the respondents were reply ―Very High‖. 

The rest 6(9.2%) of the respondents were reply ―Very Low‖.   

 As implied from this table majority of the respondents as implied that the extent to 

which principals‘ leadership style contributes to teachers‘ job motivation through work 

itself is low. In addition the majority of respondents of secondary school teachers 

response 30 (46.2%) were‖ low‖. The mean score is also low 

 As implied from this table majority of the respondents as implied that the extent to 

which principals‘ leadership style contributes to teachers‘ job motivation through 

reducing turnover is low.   

 Moreover, the finding showed the aspect of teacher‘s motivation from interpersonal 

skills of the head teachers. The results were interpreted using percentage of respondents 

or mean which represents the average of the responses per item. Most teachers 30.8% 

were fair motivated by at what extent staff members to work cooperatively with school 
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leaders to solve the problem suggesting that they are highly motivated by that aspect, 

similarly most teachers expressed that they are motivated by the extent to which the 

communication of teachers with the school leader in every aspect of the school as well 

as at what extent the staff members have good relationship with each other as indicated 

by 9.2% and 40.0% an indication of high motivation. 

 The findings on the table 4.8 also showed how teachers rate their current level of 

motivation in advancement, responsibility and administration. Concerning the aspect of 

career advancement most teachers 43 motivated by the extent of staff members are 

satisfied with work itself, majority of teachers 38 were highly motivated by the extent of 

recognition can motivate. The mean score is also low 

 The findings show how principals rate the extent to which principals‘ leadership style 

contributes to teachers‘ job motivation through advancement, administrative, 

responsibility and working condition that the majority of respondents of principals 

response 3(60 %) were‖ high‖. As implied from this table majority of the respondents 

accounted for 3 implied that the extent to which principals‘ leadership style contributes 

to teachers‘ job motivation through increasing informal relationship is low.  

 In addition the majority of respondents of principals response 4(80 %) were‖ high‖. As 

implied from this table majority of the respondents accounted for 4 implied that the 

extent to which principals‘ leadership style contributes to teachers‘ job motivation 

through communication moving from bottom to top is low. Moreover, the majority of 

respondents of principals response 3(60%) were‖ low‖.  

 As implied from this table majority of the respondents accounted for 3(60%) implied 

that the extent to which principals‘ leadership style contributes to teachers‘ job 

motivation through encouraging staff members to take responsibility is low. The 

majority of respondents of principals response 3(60%) were‖ low‖. As implied from this 

table majority of the respondents accounted for 3 implied that the extent to which 

principals‘ leadership style contributes to teachers‘ job motivation through taking a vote 

before making decisions is low.  

 In this study the finding exhibits that most teachers accounting to 53.9% of the sample 

with the opinion that Democratic leadership style brings about an increase teachers job 

motivation in the school, while another 32.8% indicated Autocratic leadership style 

brings teachers motivation in the school and the remaining 13.8% of the respondents 

indicated laissez-faire leadership style brings an increase in teachers job motivation in 

the school setting.  
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 The finding established that there are factors in their school that lead to de-motivation 

among teachers, several were mentioned, 32.3% of the respondents were indicated that 

their leaders de-motivate them by not giving both verbal and written appreciation for 

their activities they done in the school, 27.7% of the respondents were indicated that 

their leaders de-motivated by unrecognized their activities they done in the school, 

16.9% of the respondents were indicated that there is high victimization in their school, 

15.4% of the respondents were indicated that their leaders are does not accept for any 

teachers ideas which means the leaders are needs to follow only his own ideas, and the 

rest of 7.7% of the respondents were indicated that their leaders are order teachers over 

working to done in the school.  
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5.2 Conclusion 

Based on the summary of the findings above this study concludes that  

 The extent to which principals‘ leadership style contributes to teachers‘ job motivation 

through work itself is in significant in ―Itang‖ Special ―Woreda‖ Secondary Schools, 

―Gambella‖ Region, Ethiopia.   

 The extent to principals‘ leadership style contributes to teachers‘ job motivation through 

reducing turnover is also irrelevant because of different reason most natural science 

teachers are move to another area.   

 In addition the extent to which principals‘ leadership style contributes to teachers‘ job 

motivation through using different leadership styles is low. 

 Moreover, the extent to which principals‘ leadership style contributes to teachers‘ job 

motivation through taking a vote before making decisions is low.  

Generally, to what extent teachers and students feel secure in overall teaching learning process 

and the student academic promotion, in exercising educational task result of students scoring 

2.00 and above is low.  

5.3 Recommendation 

It is better to consider the following issues 

 principals need to reconsider their leadership style in align with the work itself  

 principals need to examine  their leadership style in respect of  turnover 

 principals need to reconsider formal relationship in their leadership style  

School principals are the core for their organization to achieve its mission, vision and goals. 

Therefore, need to know ability knowledge and motivational factors of their employees. 

Because it helps to increase the level of teachers job motivation and job satisfaction.           

The school principals are advised to employ the different leadership styles according to the 

situation and give more attention to the democratic leadership styles than the rest of the two 

leadership styles. This is because staff member can helps to be freely involving in decision 

making process, in formulating school rules and regulation and to participate in overall related 

to school issue.        

Generally, the different stakeholders like, regional educational office and   woreda educational 

office in collaboration with the school principals are advised to create facilitate different 



48 
 

training, and workshop in order to provide teachers with current information and to update them 

for better academic achievement, for better experiences and to increase the level of teachers 

motivation and job satisfaction and also to decrease the numbers of teachers turnover in the 

secondary school teachers. 
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APENDEX A 

Addis Ababa University 

College of Education and Behavioral Studies 

Department of Educational Planning and Management 

 

I am a postgraduate student in Addis Ababa University College of education and behavioral 

studies department of Educational planning and Management. As part partial fulfillment of the 

requirement to receive Master degree of Educational Planning and Management, I am 

undertaking my research entitled  ―Leadership Style and Its Contribution to Teachers‘ Job 

Motivation in ―Itang‖ Special ―Woreda‖ Secondary Schools, ―Gambella‖ Region, Ethiopia‖. 

 The purpose of this questionnaire is to establish the extent to which principals‘ leadership 

styles contribute to teachers‘ job motivation in ―Itang‖ Special ―Woreda‖ Secondary Schools, 

―Gambella‖ Region, Ethiopia. So, you are kindly requested to give your answers as genuinely 

as you can. In regarding to the information you provide, I would like to assure you, that the 

information you provide will only be used for academic purposes and your honest, thoughtful 

response is thus, invaluable, and the findings of the study will surely be useful to access the 

contribution of principals‘ leadership style to teachers‘ job motivation. Due to this, your 

involvement as the respondents of the study is regarded as a great input to the quality of the 

research results and I believe that you will contribute more.  

Yours Sincerely! 

In case you have any inquiry related to the study, please do not hesitate to contact me via: 

Tel Number: 09 42 12 96 02  

General Instructions  

 There is no need of writing your name.  

 In all cases where answer options are available please tick (X) in the appropriate box.  

 For questions that demand your opinion, please try to honestly describe as per the 

questions on the space provided.  

1. Personal information  

2. Age  A 18-25    B,  26-33        C, 34 – 41  D,42 and above 

    

3. Sex:  Male                            female 
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4. Education Level 

Technical school graduate:              College diploma:                    Bachelor‘s Degree:                                          

Master‘s Degree and above 

5. Service year in the organization  

0-5                            6-10                               11-15    

 

16-20                                                    21 and above 

 

  Please indicate the level/extent of your agreement or disagreement with each statement 

below by marking „X‟ in the given column below  

 

  

NO Activities V. 

Low 

Low Fair Hig

h 

V. 

Hig

h 

1 To what extent staff members work cooperatively with school 

leaders to solve problems  

     

2 To what extent staff members are satisfied with work it self       

3 To what extent staff members reduce turnover      

4 To what extent recognition can motivate      

5 To what extent staff members show high level of punctuality      

6  To what extent staff members reduce absenteeism      

7 To what extent staff members reduce lateness      

8 To what extent staff members motivated by reward      

9 To what extent staff members motivated by salary      

10 To what extent the school environment conducive for teaching and 

learning   

     

11 The communication of teachers with the school leader in every 

aspect of school 

     

12 To what extent staff members have good relationship with each 

other‘s 

     

13 To what extent teachers involve in decision making process       

14 To what extent staff members utilize an old teaching method           
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15 To what extent staff members are creative in using new teaching 

method  

     

16 To what extent school leaders share responsibility      

17 To what extent school leaders encourage staff members who feel 

discomfort 

     

18 To what extent staff members involve in formulation of school rules      

19 To what extent salary increment can motivates      

20 To what extent school leaders take a vote before making decision      

21 To what extent communication of school leaders moving from top to 

down 

     

 

22. Which leadership styles do you think increase your current job motivation? 

Autocratic Leadership          Democratic Leadership   Laissez-Faire leadership styles 

23. What aspect of school leaders that de-motivated for your current job motivation? 

A. Ignoring teachers idea   B. Absences of verbal or written  appriection  peaper   C. Absence of 

recognition   D. Working overload  E. Victimization  

24. In your opinion employ different motivational factors can increase your current job 

motivation?  

 ―Yes‖or‖No‖ 

25. In your opinion do you think leadership styles brought a change?  

―Yes‖ or ―NO‖? 

26. Do you think secondary school principal and teachers made conducive environment for 

teaching and learning can brought change on student result?  ―Yes‖ or ―No‖?     

27. In your opinion always employ one types of leadership styles is suitable? 

―Yes‖ or ―No‖ 

28. Please rate your level of motivation in your school setting? 

 

Very Low                            low                           Fair                       High                                                    

 

Very High 

29.  To what extent school principal giving advice on how can do your job better? 

Very Low                                          low                           Fair 

 

High                                 Very High 
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30. Do you think secondary school principal can contribute to teachers job motivation?  

 

“Yes”                             “No”    
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APENDEX B 

Addis Ababa University 

College of Education and Behavioral Studies 

Department of Educational Planning and Management 

 

I am a postgraduate student in Addis Ababa University College of education and behavioral 

studies department of Educational planning and Management. As part partial fulfillment of the 

requirement to receive Master degree of Educational Planning and Management, I am 

undertaking my research entitled ―Leadership Style and Its Contribution to Teachers‘ Job 

Motivation in ―Itang‖ Special ―Woreda‖ Secondary Schools, ―Gambella‖ Region, Ethiopia‖. 

The purpose of this questionnaire is to establish the extent to which principals‘ leadership styles 

contribute to teachers‘ job motivation in ―Itang‖ Special ―Woreda‖ Secondary Schools, 

―Gambella‖ Region, Ethiopia. So, you are kindly requested to give your answers as genuinely 

as you can. In regarding to the information you provide, I would like to assure you, that the 

information you provide will only be used for academic purposes and your honest, thoughtful 

response is thus, invaluable, and the findings of the study will surely be useful to access the 

contribution of principals‘ leadership style to teachers‘ job motivation. Due to this, your 

involvement as the respondents of the study is regarded as a great input to the quality of the 

research results and I believe that you will contribute more.  

Yours Sincerely! 

In case you have any inquiry related to the study, please do not hesitate to contact me via: 

Tel Number: 09 42 12 96 02  

General Instructions  

 There is no need of writing your name.  

 In all cases where answer options are available please tick (X) in the appropriate box.  

 For questions that demand your opinion, please try to honestly describe as per the 

questions on the space provided.  

Personal information  

Age  A 18-25    B,  26-33        C, 34 – 41  D,42 and above 

    

Sex:  Male                            female 
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Education Level 

Technical school graduate:                                       College diploma:                                       

Bachelor‘s Degree:                                             Masters Degree and above 

Service year in the organization  

0-5                            6-10                               11-15    

 

16-20                                                    21 and above 

  Please indicate the level/extent of your agreement or disagreement with each statement 

below by marking „ X‟ in the given column below  

 

No 

 

1 

 To what extent  relationship is highly formal with staff 

members 

V 

low 

Low Fair High V 

High 

2 To what extent communication exclusively moving from 

top to bottom 

     

3 To what extent school leaders closely supervise staff 

members 

     

4 To what extent school leaders influences during decision 

making process 

     

5 To what extent staff members involve in formulating 

school rules and regulation 

     

6 To what extent staff members do based on instruction of 

leaders 

     

7 To what extent staff members encourage to take 

responsibility 

     

8 To what extent school principal share power to 

subordinates 

     

9 To what extent staff members interact with each other‘s      

10 To what extent school principal interact with staff 

members 

     

11 To what extent staff members staff members involve in 

decision making process 
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12 To what extent school principal take a vote before 

making decision 

     

13 To what extent decision leave to teachers without any 

intervention on academic issue 

     

14 To what extent staff members working well on their own 

interest 

     

15 To what extent staff members have full freedom of action      

16 To what extent staff members freely delegate to  take 

duties and responsibilities of the school 

     

17 To what extent staff members do as they think best      

18 To what extent teachers and students feel secure in 

overall teaching and learning process  

     

19 To what extent school leaders monitor the staff members      

20 To what extent school leaders follow up the rules and 

regulation of the school  

     

21 To what extent the achievement of the student is changed        

22 To what extent student promotion from grade 9
TH

 to 10
TH

        

23 To what extent students in exercising education task 

provided {i.e class work, homework s and Assignment 

     

24 To what extent academic achievement in this school on 

national examination is scoring 2;00 and above 

     

 

 Interview For secondary school Principals in Relation to Leadership Styles and it‘s 

Contribution of Teachers Job Motivation.  

1. How do you evaluate the relationship between staff members and school principals? 

2. What motivational factors do you employ to motivate staff members?  

3. How do you delegate or give responsibility for staff members? 

4. How do you see the overall environment for teaching and learning process? 

5. what challenge do you observe during leading your staff members? 

6.  What effort has been made to improve teacher‘s job motivation?  


