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ABSTRACT 

Leadership seems to be the most operational tool of influencing people so that they strive 

willingly and enthusiastically towards the accomplishment of goals. Leaders design motivation 

systems not only to encourage employees to perform in the most effective way but also to draw 

potential candidates. The key to create a conducive atmosphere in the school is an answer to the 

question what really enhance teachers’ performance. The main objective of this study is to 

investigate the influence of leadership styles on teacher’s motivation in government secondary 

schools of kirkos sub city Addis Ababa, Ethiopia. To accomplish this purpose, the study 

employed a descriptive survey design. The study was carried out in four general secondary 

schools of  kirkos sub city  in Addis Ababa City Administration.. A total of 76 individuals have 

participated in the study. Among them 72 teachers were included as a sample through simple 

random sampling technique. Additionally, 4 principals were included through available 

sampling technique. questionnaire and interview were the main instruments of data collection. 

The instrument for the study was a five-point likert type questionnaire. The questionnaires on 

communication, decision-making and delegation, promoting, supporting and competence of 

duties were used to describe the principal leadership styles. The analysis of the quantitative data 

was carried out by using frequency, percentages, and mean. The data were statically analyzed 

using SPSS computer software programmer and the results were appropriately interpreted 
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CHAPTER ONE 

INTRODUCTION 

This study was concerned with teacher motivation and how it might relate to the principal's 

leadership style.  

1.1   Background of the study 

Education is the fundamental of the development of modern society. All over the world, teaching 

is one of the most complicated jobs now a days. It requires broad knowledge of the subject 

matter, curriculum, enthusiasm, and a lot of learning, knowledge of discipline and advanced 

leadership styles. Many studies suggested the single most important factor determining the 

quality of the education a child receives is the quality of his teacher. A number of studies show 

that teachers are becoming less satisfied with their job motivations and show the intention to 

leave the profession and organization (Perie and Baker, 1997; Evans, 1998).Still  there is  a  turn  

over  in the  current  situation .  For  example,   three   teachers   left  from  Temenjayazh  

secondary  school  in 2019.Lack of commitment among teachers such as disobeying rules and 

regulations, late to class, showing boredom and uncreative in teaching, refusing to teach in rural 

areas, lazy to check students‟ work, focusing more on giving tuition for extra income and doing 

side business, are occasionally seen. 

As in many other developing countries, in our country; education has been given a great attention 

for it is the basic way of economic growth and all-rounded development of the society. This 

requires the effectiveness and commitment of stakeholders particularly teachers, school leaders 

and management, (Aggarwal, 1985). Motivation was a factor which might contribute to teachers' 

dissatisfaction with their positions. This factor might also explain the teachers' behavior towards 

their principal's style of leadership. Anderman,Belzer, and Smith (2005) believed that job 

satisfaction was an important ingredient in teachers' motivation. 

A school is a social organization with an important role to play in the society. As in other 

organization school prescribes many of the activities of its individual and members. Thus, 

schools are formal agencies of education where the future citizen are shaped and developed 

through the process of teaching and learning (Million 2010) , School needs to help all students to 
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develop their potentials to fullest level. This requires the motivation and commitment of all the 

stakeholders particularly of the teachers (Dodd and Konzal, 2002) Therefore, schools must 

improve their basic functions of teaching and learning process aiming at helping and improving 

all students to raise their broad out comes through instructional improvement. Many researchers 

believe that motivation and commitment of teachers has the potential to improve classroom 

practices, and contribute to students' success through the professional growth  (Blasé & Blasé, 

1999; Musaazi, 1985; Sergiovanni&Starratt, 2002; and Sullivan &Glanz, 1999).  

Principal leadership style and teachers' motivation are two very important factors for the work of 

the school. A large number of researches came to a conclusion that the principal leadership style 

is one of the most important factors of teachers‟ motivation and job satisfaction (Herzberg et al. 

1959; Kusum and Billingsley, 1996; Perie and Baker, 1997; Dinham and Scott, 1998; Evans, 

1998; Tillman, 2008; Sharma and Jyoti, 2006). In addition to the principal leadership style, the 

most frequently included factors of teachers‟ motivations are nature of work, working conditions, 

personality and teacher behavior, demographic factors, interpersonal relaionship, the teachers' 

autonomy, culture and climate of the school. It is assumed that the leadership style of the 

school‟s principal influences teachers‟ motivation.. The results of a large number of studies have  

shown that motivation is positively related to productivity, while it is negatively related to 

absenteeism and fluctuations (DeCotiis and Summers, 1987; Huang, 2004). For avoiding 

fluctuation and absenteeism in schools, it is necessary to identify the factors that influence 

teachers‟ motivation. In order to be effective, the principal has to maintain the attention on 

people and tasks. The emphasis of this system is placed onteam leadership. In Ethiopia, 

introduction supervision function passed through different problems for long years. In the first 

place the supervisors who were organized in the central regional or zonal level did not give any 

supervisory function to schools; as the same time their duties and responsibilities were not 

clearly stated; the supportive function and also they had no enough awareness to utilize 

supervision and procedure. Due to these  a new Educational Policy is introduced in 1994 E.C. 

One of the visions of the policy is to change school organization and management in the new 

form. To improve the supervision function, the policy has given attention to organize supervision 

close to school at woreda level. To this end, supervision in Ethiopia has become decentralized in 

the local and school level by creating new structure by grouping the schools to closer distance. 
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Accordingly, supervisors were assigned to facilitate the cluster center performance with duties of 

providing principal and supervisory support for teachers and schools under the cluster system.  

The study area, Addis Ababa City Administration in general and Kirkos sub –city in particular 

has challenges in their school principal leadership style practices that need investigation, this 

situation invited the researcher to conduct a study on the schools principal leadership style and 

teachers‟ motivation in government secondary schools of Kirkos sub city.  

Kirkos sub –city has four  Government secondary schools namely MisrakGoh, Temenejayazh,   

Shemelese Habete and Yetebaberut Memehirane .Leadership is a process whereby other people 

are influenced to understand and agree with what is to be implemented and how it should be 

effectively and collaboratively implemented to achieve a goal (Yukl, 2002). An effective 

leadership is the core to continuously improving a school (Abdul Ghani&Anandan, 2009). The 

difference in efficacy between one school to another depends on the leadership of the principal 

or headmaster (Hussein Mahmood, 1993) andthe ups and downs of an organization such as 

schools are related to work satisfaction, work performance,  teachers‟ motivation and 

commitment (Hulpia&Devos, 2010). Besides principals‟ leadership style, teachers‟ motivations 

and commitment play an important role towards achieving school efficiency. Teachers are the 

key player in the effort to uphold school culture and school excellence. According to Hallinger& 

Heck (2010), failure to attain teachers‟ motivation and commitment will result in huge problems 

to school administrations and leaders. This lack of commitment and manifestation has brought 

about negative behaviors among teachers such as losing temper and imposing abuse on students, 

physically and mentally; for example, scolding using harsh words, and embarrassing the students 

in front of other students. This issue should not be ignored and it is the principals‟ responsibility 

to direct the teachers to the right path and motivate them so that they become quality teachers 

who will contribute towards the betterment of the school. Therefore, is there any specific 

principals‟ leadership style that can change the teachers‟ low level of motivation and 

commitment? 

 Previous studies showed that principals‟ leadership style has significant correlation with 

teachers‟ motivation and commitment (Singh dan Billingsley, 1998; Geijsel et al., 2002; Ross & 

Gray, 2004).Since studies on principals‟ leadership style and teachers‟ motivation are scarce, this 
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study aims to identify principals‟ leadership practice and its relationship with teachers‟ 

motivation in the selected secondary schools  of  Kirkos sub -city.   

Transformational leadership refers to the process whereby leaders influence their teachers to 

increase their motivation and loyalty towards the organization. Burns (1978) also stated that 

transformational leaders are those who involve themselves with others in a certain way in that 

both leaders and teachers can increase motivation and working spirit to a much higher level. Bass 

(1985), on the other hand, described transformational leadership as having outstanding 

performance and leadership affordances. He identified three transformational leadership 

dimensions namely charismatic, individual sensitivity and stimulating intellectual. Jazmi (2009) 

in his study suggested that principals should practice transformational leadership style. This is 

because principals have to deal with teachers, administration staff and students who are the 

elements that need high human relationship. A study by Kinjerski and Skrypnek (2006) stated 

that leaders who practice transformational leadership are able to share meanings with their 

teachers. Principals who practice transformational leadership will give emphasis on the 

importance of effective team work and the increase of school effectiveness comprehensively. 

According to Griffith (2003), commitment is a process whereby workers identify the aims and 

values of the organization and maintain their membership. Commitment also refers to a behavior 

by an individual, who has strong beliefs on values and aims of the organization,  motivated and 

voluntarily work to attain organization‟s performance and determine to be in the school 

(Mowday& Steers dan Porter, 1979). 

Teachers committed to the school do not only complete their tasks diligently but they are also 

willing to sacrifice their time and personal agenda whenever they are needed (Lokman& 

Khadijahdan Rozita, 2011). A committed individual usually will have a sense of responsibility, 

involvement, loyalty and ownership towards something. 

1.2 Statement of the Problem 

In Ethiopia, for the last two decades, different measures have been taken to improve schools' 

overall performances and students' achievement. Different teachers' training and development 

programs have been introduced and implemented (ESDP – IV, 2010). School budget allocation 
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program was revised and based on number of students to be served at each school 

(GEQIP,2008). School leadership training and upgrading programs have been introduced  

(ESDP – IV, 2010). General education quality improvement package was designed and 

implemented (GEQIP, 2008), and other relevant measures have also been taken to improve the 

country's education sector in general and students' academic achievement in particular. 

Studies that were conducted have found that the decentralized style of leadership that results in 

efficient pedagogical leadership is one of team work and cooperation. The more the school 

succeeds in sharing with the professional staff its decisions (coordinators, administrative staff) 

the more it can expect greater involvement on their part, identification and personal commitment 

to fulfill its institutional policy (Sharan, 1986). A leadership style, which is aimed largely at 

fostering interpersonal relationships will express higher intimacy and a strong push towards 

greater consideration. In a study that was conducted by Bimber (1995), it was found that very 

few schools changed their educational management in a significant manner.  

Friedman (2004) points out that principals have a critical role in creating a positive and nurturing 

environment for the teacher. Teacher's expectations from principals are receiving support, 

establishing clear areas of responsibilities, setting goals, giving feedback, encouragement, 

information, creating good communication and effective professional interaction between staff 

members. In addition, the principal is responsible for creating an open atmosphere in the school, 

to be organized and goal oriented.  

Education systems rely on instructional School principals to control and improve instruction by 

improving the quality of teachers and the achievement of learners (Grauwe and Gavinda.1998). 

It is believed that the overall education system should be supported by leadership style in order 

to improve the teaching-learning process in general and learners' achievement in particular 

(UNESCO, 2007). Leadership style plays a crucial role in achieving the overall objectives and 

goals of teaching-learning process in the strategy of attaining quality education.  Woreda, Zonal 

and Regional educational experts are responsible to closely and periodically assist teachers in the 

schools (MOE, 2009). School principals are necessary to the work environment of professional 

educators. The leadership style of principals is a comprehensive ongoing process for the 

facilitating teachers‟ Professional growth and development primarily by providing feedback 
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about classroom instruction and helping teachers make use of this feed back in order to improve 

their instruction. Since supervision interacts directly with teaching behaviors, it is expected that 

supervisors need to be knowledgeable about the nature of the teachers which they interact. It has 

also been concluding the supervisors must study the values, maturities; skill development and 

feelings of teachers (Lovell.1983).  

UNESCO (1999) indicated that leadership style practices are significant for individual teachers' 

professional development, school improvement, and satisfaction of public demands. To this end, 

school-based supervision should be well planned and organized to accommodate the central 

interest of teachers, students and the society. Leadership style thus has much importance. 

According to the view of Goble and Porter (1977), leadership style is vital for the continuous 

professional development of teachers and the overall enhancement of quality education. 

Quality of education relies on the quality of teachers at the school. Therefore, the capacity of 

teachers needs to be improved at the school level. The school required to be the professional 

environment and teachers need frequent and regular support  enable them to give worthy help to 

their students in academic achievements. It has been useful in equipping teachers with the 

necessary knowledge and skills to solve educational problems by creating awareness about the 

dynamic methodological changes in the teaching learning process (Goker, 1998). To make 

leadership style more effective, collaboration should be made with various groups. As illustrated 

by the Ministry of Education (MOE, 1994), the school principals, vice-principals, department 

heads, and senior teachers should take major responsibility in supervisory practices within their 

school. These responsible partners involve themselves in the regular observation of teachers, and 

the organizing of short-term training and experience sharing to maximize the professional 

competence of teachers, and thus contribute for the quality of education. In spite of a fact, in the 

case of the study area . The need for the research  emanates from empirical evidence in that the 

researcher has been witnessing many  challenges in his 7 years of service in the education sector 

of Kirkos sub city government secondary school. Therefore, the main purpose of the study is to 

assess the school principal‟s leadership style and teachers‟ motivation ingovernment t secondary 

schools of Kirkos sub city. 
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1.3 Research Questions 

This study aims to address the following research questions based on the above presented 

practical and research gaps. 

1.Is there a significant relationship between principals‟ leadership style and teachers' motivation 

in A.A  Kirkos  sub- city Government secondary schools? 

.2.What type of mechanisms  do principals use  to motivate  teachers in  A.A  Kirkos  sub -city 

secondary  schools? 

3. What are the major challenges faced by principals to motivate  teachers  effectively in A.A  

Kirkos sub -city secondary schools? 

4.  What  the  major   factors   that   influence   the  motivation  of secondary  school  teachers  in  

A.A Kirkos  sub-city? 

 

1.4   Objectives of the study 

1.4.1  General Objective 

The main objective of the study is to assess the relationship between the school principals 

leadership style and teachers‟ motivation with its possible solution for the improvement of 

quality education. 

1.4.2 Specific Objectives 

Specifically, the research was conducted to attain the following specific objectives.  

• To identify the mechanisms   used by principals to motivate teachers. 

• To find out the major challenges that the school principals face in their effort to motivate 

teachers effectively. 

• To identify the type of relationship that exists between principals' leadership style and 

teachers' motivation.. 
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• To examine the level of teachers' motivation in the selected secondary schools. 

• To suggest recommendation that help in addressing the problem treated under this study. 

1.5 Significance of the study 

The purpose of this study is to examine the relationship between the principal's leadership style 

and teachers motivation in their work.  Making an investigation of the schools‟ existing 

condition in light of certain basic research questions about the relationship between the school 

principal‟s leadership style and teachers‟ motivation and commitment is assumed to be necessary 

because little is known about this issue in the sub city.  

1.6   Delimitation of the Study 

The scope of this study was delimited to  examine the relationship between principals' leadership 

style and teachers' motivation in Kirkos sub-city government owned secondary schools. 

Specifically, it was confined within four secondary schools of the sub-city. This study was 

focused on the motivational factors of teachers that are controlled  by principals. 

1.7 Definition of key terms 

Leadership Style:  a pattern of behavior leaders prefer to use (Marie et,al,2011). 

Motivation:  is operationally defined as the inner force that drives individuals to accomplish 

personal and organizational goal. 

. Principal:  The principal is the one who is the head of the school, the educational leader who 

has the most opportunity to exercise leadership in a school (Drysdale, Gurr, and Mulford, 

2006:371). 

1.8 Organization of the study 

This study is organized to five chapters. The first chapter contains the introduction part which 

consists of, the background of the study, statement of the problem, objectives of the study, 

significance of the study, the delimitation of the study and definition of operational terms or 

concepts. The second chapter contains review of related literature pertinent to the research. The 
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third chapter deals on research methodology that incorporates, research design, research method, 

source of data, Population, sample size and sampling technique, Instrument of data collection, 

procedures of data collection, methods of data analysis, and ethical consideration. The fourth 

chapter is concerned with the analysis and interpretation of data and discussion on important 

issues. Whereas chapter five presents summary of findings, conclusions and recommendations of 

the study. Finally, list of reference materials used for conducting the study, questionnaire and 

interview questions are annexed at the end. 
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CHAPTER TWO 

REVIEW OF RELATED LITERATURE 

2.1 Introduction 

In this chapter, the literature related to leadership styles and motivation will be reviewed to get a 

better understanding of the influence of leadership styles on teachers' motivation. The most 

important reviews which are relevant for this study, and which will be explained in the following 

sections are leadership, leadership styles, motivation, and the relationship between leadership 

styles and teachers' motivation. 

2.2 Concept of Leadership 

Leadership has always been the subject of human study. This topic has been investigated by 

researchers, philosophers and historians time and again. In psychology, trait theory is an 

approach to the study of human personality. Trait theorists are primarily interested in the 

measurement of traits, which can be defined as habitual patterns of behavior, thought, and 

emotion. In twentieth century, trait theories on leadership and motivation were started and after 

that philosophers and researchers start working on the formal theories of leadership. From 1920-

1960 researchers tried to find the leader‟s personality and character of leadership. Mei-Huilin: 

Tsair-Fu chuang (2014).A famous idiom “There are no poor soldiers under a good general” can 

be taken as a good example to illustrate a great leadership principle. Those individuals are to be 

great leaders can change themselves according to the demand of the situations. These individuals 

can adopt the pattern of leadership according to the needs. The case in point in human history. It 

is well known that Dr. Sun Yat-sen (1866-1925) was a Chinese revolutionary, first president and 

founding father of the Republic of China (“Nationalist China”). He originally worked as a 

medical doctor to rescue the sick people, but he was then transformed to be a revolutionary 

aiming to rescue the whole Chinese.  

It is very difficult to believe that a medical doctor can lead and influence so many followers to 

overthrow such a big country with 400 million people. Dr. Sun played an instrumental role in the 

overthrow of the Qing dynasty. From the above illustration, Dr. Sun is no doubt to be a great 

leader with very great leadership styles. Mei-Huilin: Tsair-Fu chuang (2014). 
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2.3 Leadership Styles 

A great deal of scholars believe that leaders differ in their way of interactions with subordinates 

(e.g. Hersey and Blanchard, 1993; Miller et at., 2002). This statement states that leaders may use 

a wide range of behaviors or patterns to influence their followers.. 

Based on the methods and techniques used by principals to influence teachers, researchers have 

discerned a number of school leadership patterns and styles. The most commonly known having 

been identified by renowned social scientist Kurt Lewin and his colleagues in 1939 are 

authoritarian or autocratic, democratic or participative and laissez-faire or passive. According to 

Kurt Lewin, the authoritarian leader makes all decisions, independent of members‟ input; the 

democratic leader welcomes team input and facilitates group discussion and decision-making; 

and the laissez-faire leader allows the group complete freedom for decision-making without 

participating himself/herself. The statement made by Kurt Lewin demonstrates that the more the 

principal takes the sphere for decision making, the more autocratic he/she would be and the more 

the teachers takes the sphere for participation and decision making , the more democratic and 

laissez the principal would be.  

Developing on the points made by Kurt Lewin, Likert (1967) suggested another set of styles: 

exploitive authoritative, benevolent authoritative, consultative, and participative. In exploitive 

authoritative style, the leader has low concern for people and uses such methods as threats and 

punishments to achieve conformance. When an authoritative leader becomes concerned for 

people, a benevolent authoritative leader emerges. The leader now uses rewards to encourage 

appropriate performance and listens more to concerns, although what he/she hears is often 

limited to what subordinates think that the leader wants to hear. In consultative style, the leader 

is making genuine efforts to listen carefully to ideas; nevertheless, major decisions are still 

largely centrally made. At the participative level, the leader engages people in decision-making; 

people across the organization are psychologically closer and work well together at all levels. 

Further studies conducted by Burns (1978) brought another set of school leadership styles: 

transactional leadership and transformational leadership. These two styles have dominated 

scholarly debate as the major conceptual models of school leadership since the early 1980s 

(Hallinger, 2003; 12 Marks and Printy, 2003). Along with passive/avoidant leadership, 

transactional and transformational leadership form a new paradigm for understanding both the 
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lower and higher order efforts of leadership styles. This paradigm builds on earlier sets of 

autocratic versus democratic or directive versus participative leadership (Avolio and Bass, 2004). 

Considering the statement made earlier into account, the following part of the review will take up 

the major assumptions and descriptions of transactional leadership, transformational leadership 

and laissez-faire leadership. 

2.4. Transactional Leadership 

Review of literatures conducted on transactional leadership take up three themes: namely studies 

that dwell on characteristics related to principals ability specifying the compensation and rewards 

expected upon successful completion of the tasks; studies related to the role of the leader to 

maintain the status quo and studies done on the dimensions of transactional leadership. The 

following will explain these issues done on different literatures. Considerable work conducted to 

understand the assumption of transactional leadership have verified that transactional leaders use 

rewards, praises, and promises that would satisfy followers immediate needs (Northouse, 2010; 

Bogler, 2001; Burns, 1978). Such relationship is considered as exchange relationship where each 

of them (principal, teacher) enters the transaction because of the expectation to fulfill self-

interests (Bogler, 2001). In such cases, if a teacher in government secondary schools of kirkos 

sub-city does something good, he/she will be rewarded; if he/she does something wrong, he/she 

will be punished. Other groups of literatures describe transactional leader as a leader who 

focuses on the continuing of the works of the past and transferring them to the future. (e.g. 

Tengilimoğlu , 2005). This statement emphasizes that the role of the leader in such cases is to 

maintain the status quo (Bogler, 2001). In accordance with these, Nguni, Sleegers, and Denessen 

(2006).  Studies that focus on the dimensions of transactional leadership proposed that 

transactional leadership consists of three dimensions, namely contingent rewards, management 

by exception (active) and management by exception (passive) (E.g. Bass and Avolio, 1995). If 

the leader clarifies the work that must be achieved and use rewards in exchange for good 

performance, it is said to be contingent reward (Bass and Steidlmeier, 1999). Management by 

exception (passive) refers to leaders intervening only when a problem arise whereas management 

by exception (active) refers to leaders actively monitoring the work of followers and make sure 

that standards are met (Antonakis et al., (2003). (Bass &Steidlmeier, (1999); Karip, (1998). 
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Based on the above studies, being a transactional leader is a function of contingent reward, 

management by exception (active), management by exception (passive)  

 

2.4.1. Transformational Leadership . 

To understand the assumptions underlying transformational leadership style, previous studies are 

reviewed. The review of these literatures is summarized into two points, namely: studies that 

describe the patterns of behavior that transformational leaders‟ exhibit and studies that 

concentrate on the dimensions encompassing transformational leadership. Much of the literature 

is devoted to describe transformational leaders as leaders that provide a vision and a sense of 

mission, inspire, pride and gain respect and trust through charisma (e.g. Bass et al., 1990). Unlike 

transactional leaders, transformational leaders are change agents and visionaries encouraging 

individuals and having the ability to deal with complexity, ambiguity and uncertainty (Tichy and 

Devanna, 1996). This is to mean that transformational principals can fit to today‟s dynamic and 

complex school environments specially private schools where principals are often seen as ideal 

agents of change (Bogler, 2001). Furthermore, various publications on transformational 

leadership verified that leaders provide every possibility to meet the needs of followers to foster 

followers‟ commitment to the organizations and inspire them to exceed their expected 

performance (Bass, Avolio, Jung and Benson, 2003; Currie and Lockett, 2007; Sivanathan and 

Fekken, 2002; Ali, 2006). Based on the concepts stated earlier principals in secondary schools of 

kirkos sub-city can be considered transformational leadership if they provide inspirational guide 

to teachers and staff to achieve higher level of morale and motivation at work (Burns, 1978). A 

great deal of researches on dimensions of transformational leadership have identified four 

dimensions in transformational leadership styles such as having consideration for the teacher, 

having inspirational motivation, promoting intellectual stimulation, and making individualization 

a priority (e.g. Avolio et al., 1999; Bass 1985; Bass and Steidlmeier, 1999). The following 

paragraphs will discuss the reviews made on the four dimensions of transformational leadership. 

Firstly, according to many researches undertaken on idealized influence dimension of 

transformational leadership: Idealized influence is understood as formulation and articulation of 

vision and challenging goals and motivating followers to work beyond their self-interest in order 

to achieve common goals (Karip, 1998; Avolio et al., 1991; Bass and Riggio, 2006). Based on 

the statements made earlier, government secondary school principals of kirkos sub city can be 



14 
 

considered as having idealized influence when they determine institutions‟ vision and mission by 

incorporating the teachers to the process (Karip, 1998). Secondly, inspirational motivation is 

described in many literatures as leaders‟ ability to foster strong team sprit as a means of leading 

team members towards achieving desired goals (Hall, Johnson, Wysocki and Kepner, 2002; Bass 

and Riggio, 2006; Antonakis, Avolio and Sivasurbramaniam, 2003). According to these studies 

school government secondary school principals of kirkos sub city can be considered as 

inspirational motivators if they expressly and characteristically emphasize to teachers in teams 

the need to perform well and helps to accomplish the school goals.  

Thirdly, according to many literatures intellectual stimulation is leaders‟ ability to support the 

followers for being creative and innovative (Bass, 2000, Bass and Riggio, 2006; Nicholason, 

2007). In a similar vein, government secondary school principals said to have such skills if they 

stimulate innovation and creativity in their teachers by questioning assumptions and approaching 

old situations in new ways (Bass and Riggio, 2006). For instance, if a principal allows teachers 

to develop their own ways of lesson planning for better teaching learning process, he/she is said 

to have intellectual stimulation skill.  Fourthly, researches devoted on individualized 

consideration explained the concept as a creation of a suitable and supportive environment in 

which individual differences and needs are considered(e.g. Bass, 1989) and the thoughts of the 

followers are valued(Tourish and Pinnington, 2002).  

According to the studies individual differences are recognized and assignments are delegated to 

followers to provide learning opportunities (Avolio et al., 1991). Principals in government 

secondary schools of kirkos sub city are said to possess such skills if they pay special attention to 

each teacher's need for achievement and growth by acting as a coach and mentor. 
 

2.4.2. Laissez-Faire Leadership 

Studies done on laissez faire leadership style indicated that this leadership style is a kind of 

leadership where there are practically no rules in the organization (Nzuve, 1999). This kind of 

leadership pattern is practically similar to one of the dimensions of transactional leadership as 

studied by (Bass and Steidlmeier, 1999; Karip, 1998). Further studies on laissez faire leadership 

style pointed out that the style is the most effective in cases where followers are mature and 

highly motivated (Zervas and Lassiter, 2007).  
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2.5   Leadership Style and Motivation 

Motivation is a psychological feature that arouses an organism to act towards a desired goal and 

elicits, controls, and sustains certain goal-directed behaviors. It can be considered as a driving 

force. a psychological one reinforces an action toward a desired goal. We often see students‟ 

motivation reflected in personal investment,  in cognitive, emotional and behavioral engagement 

in school activities. 

However, motivation is not necessarily something that students should bring to schools; it can 

also arise from environmental conditions at schools. When we think about how the environment 

can enhance a student‟s motivation to learn particular things, we are talking about situated 

motivation. In the pages to come, we‟ll find that as teachers, they can do so many things to 

motivate students to learn and behave in ways that promote their long-term success and 

productivity.  

Typically, the school organization has a principal or headmaster as its primary leader and a 

classroom organization has a teacher as its primary leader. A primary leader in a classroom is 

someone who models, motivates, and initiates acts of leadership. In general, the school leader 

pulls the organization to higher ground or to better achievement. It should be noted that this is 

different from pushing. Pushing can also motivate, but it is based on the avoidance of negative 

consequences. 

In Taiwan, The Ministry of Education revised the Education Fundamental Act in 2005 which 

forbade the corporal punishment. Therefore, the traditional authoritative leadership styles must 

be modified to adapt to the present educational environment. Consequently, both the 

transformational leadership and transactional leadership styles have become the mainstream of 

education and hot research topics. Research results showed that if teachers adopted both 

transformational and transactional leadership styles, students usually had high academic 

performance. Besides, if teachers adopted only transactional leadership styles, students generally 

had low academic performance. Up to now, related researches on this topic are still rather minor. 

Consequently, there is a need to conduct a research to establish if there is a relationship between 

teacher‟s leadership styles and learning motivation of students. The results could provide a useful 

material for the principal, and ministry of education. 
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2.6 Teachers' Motivation. 

What motivates the teachers in their work? Various researchers in the educational department 

tried to trace the process of motivation of teachers and educators. Therefore, a definition is 

needed as to what constitutes motivation for teachers. The researchers (Gibson, Ivancevich& 

Donnelly, 1988) define motivation, as the force that causes an individual to act in a certain 

manner or to be oriented towards it. To Herzberg (1967) motivation would be enhanced when 

opportunities were provided for teachers to demonstrate their capabilities and when they are 

recognized for their accomplishments.  Many researchers tried to trace the process of motivation 

of teachers, from the studies that confronted Maslow's Hierarchy of Needs theory (Trusty & 

Sergiovanni, 1966) It appears that teachers do not reach self-actualization from their work. Acker 

(1989) believes that the motivating factor for teachers is essentially the feeling of self-realization, 

expertise, respect, a mission for future generations and the desire for advancement, and not 

salaries and benefits. It was also found that higher wages and extrinsic benefits are not enough to 

preserve their energy and strength for the long term in the workplace.  

Rosenlat and Robin's (2000) study showed that there is a correlation between job security and 

their commitment to the school. In their study they show that teachers reported a low level of job 

security and connected it their low salary, while those teachers who reported a high level of job 

security connected it to achievement and their self-actualization. According to this study it 

appears that the more the teacher receives a free hand, responsibility, multi-tasks, and self-

actualization, the more committed he will be to the school, will feel more job security and as a 

result his motivation will be strengthened to use his talents for the school. According to Adams 

(1965) who defined the concept of "fairness" as a situation in which the relationship between 

input and output of its employee is equal to that of other workers with whom it has a direct or 

indirect relationship. Adams (1965) claims that there is no doubt that financial reward is also a 

motivation for teachers, but it is a secondary one compared to their primary idealistic one. 

Therefore dealing only with teacher's salaries will not raise their motivation in the workplace. 

Other essential factors that serve as a motivating force for teachers are psychological benefits 

such as: appreciation of their work, freedom in carrying out their work, meaningful and diverse 

projects, partnership in decision making, receiving positive feedback, obtaining resources to 

carry out the work, teamwork, delegation of authority and support from the administration, fair 
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treatment and a reason Oplatka (2010) adds that according to various studies, it appears that job 

tenure and a good salary are not listed as one of the main factors that motivate teachers. On the 

contrary, what motivate teachers is improvement of self-esteem, expertise, respect, and a feeling 

of accomplishment in their work. Asor (2001) believes that motivation comes from two main 

factors: Intensity and autonomy. The amount of effort the teacher is willing to devote to realizing 

the goal (Intensity of investment) and freedom of choice and identification with the goal 

(autonomy of investment). In order for the teacher's motivation to be high, there is a need for 

them to identify strongly with the goals of the education ministry and the school administration 

and there must be full partnership and freedom of choice in the decision making process of the 

educational goals. Navon and Schapiro (1989) point out that teachers aspire to fulfill a broader 

role in the educational system than in the past, from a desire to control and oversee the activities 

of adults, which gives them intrinsic satisfaction beyond the external benefits they receive like 

wage increases or less hours of frontal teaching. These benefits result in satisfaction from their 

work and a feeling of belonging to the school, even when the teachers do not receive social 

prestige from the general public.  

In relation to motivational factors Oplatka (2006) found that a sense of mission, family 

atmosphere in the teacher's room and the principal's sensitivity to the teachers' needs contribute 

to a higher motivation amongst the teachers in the school. Kocabaş and Karaköse, (2005) 

emphasize: The most important factors for the motivation of teachers are the school 

administration, participation indecision making, the sharing of authority and responsibility, 

compensation and rewards. 

2.7 Principal's leadership Style and Motivation of Teachers 

Research emphasizes the correlation between the management style and the teacher's 

commitment to their work(Dou, et al., (2016); Ling & Ling, (2012); Raman et al., (2015). It was 

found that teachers are more committed when the principal mediates and provides 

encouragement, recognition and clear goals (Nguni, Sleegers&Denessen, (2006). There are 

studies that point to the style of management as the influence on teacher's motivation and Job 

Satisfaction,(Ghazala, et al., (2015). Park and Rainey, (2008).Research has shown a positive 

correlation between transformational leadership and teacher' motivation. Transformational 

leadership increases motivation of employees. The research of Eyal and Roth (2010) show a 
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positive influence: Studies that investigated the correlation between educational leadership and 

teacher's motivation, found two important findings. First, transformational leadership was 

negatively associated with teachers' burnout, and this association was partially mediated by 

teachers' autonomous motivation. Second, transactional leadership was positively correlated with 

teachers' burnout, and this association was partially mediated by teachers' controlled motivation. 

Thus, principal leadership style, as perceived by teachers, was a predictor of teachers' motivation 

type and feelings of exhaustion in a school. Additional studies in the field of education show that 

the more the leader is attentive and answers the personal needs of the followers the higher their 

motivation at work will be and this encourages them to solve the problems that arise and 

increases their participation (Avolio et al., 2004). Friedman (1997) adds and emphasizes that 

expanding the authority of the teacher and assigning tasks strengthens the teacher's feeling of 

responsibility and therefore increases his motivation and his willingness to devote himself to the 

work (Avidav-Unger & Friedman, (2011). On the other hand, there are studies that show that 

management style does not influence teacher motivation. In a study that was conducted by Eres 

(2011) they did not find a meaningful correlation between the transformational leadership 

characteristics of school principals and the level of teacher motivation. Gallmeier (1992) also did 

not find a definitive connection: teachers who work under democratic and transactional 

administrators do not have a significantly higher motivational level than those who work under 

dictatorial administrators.  

2.8 The impact of Principals' Leadership on Teachers' 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. Research findings 

indicated that principal leadership practice plays a vital role in motivating teachers.  The studies'  

of results asserted that leadership behaviors, based on the type of behavior the leader manifested, 

may have positive or negative  association  with teacher  motivation. 
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The  leadership  style  of  the  principal of  the  school  has  an impact  on the teachers  in their 

work in general  and  the teacher's  perception of  the teaching  profession  in particular. Studies 

have  shown that  a positive and significant  relationship  between the principal and his teachers 

influence  the teacher's  fulfillment  and  his attitudes Price, (2012) ; Huang et al.,( 2013).  

In addition, the  results  of  the  studies  indicate that  a teacher who  is  willing to actively devote 

himself and  a teacher who perceives  the  profession  of  teaching  as  positive, will  be  a teacher 

with educational  initiatives  in the school.  The study  conducted  by Fairman and Mackenzie 

(2015) also  shows  that  teachers  who  perceive  themselves as leaders  and teachers who know 

themselves  and  their abilities, these will be the  teachers that will improve  and  devote 

themselves  to  their  work in the  school. 
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CHAPTER THREE 

THE RESEARCH DESIGN AND METHODOLOGY 

This chapter presents the research methodology, the sources of data, the study site and 

population, the sample size and sampling technique, the procedures of data collection, the data 

gathering tools, the methods of data analysis and Ethical considerations. 

3.1 The Research Design 

This study looked at whether there was a relationship between principals' leadership style and 

teachers' motivation. . Thus, in this study quantitative approach was employed. Specifically, a 

descriptive survey research method was employed to analyze the data which were obtained from 

questionnaires. Because, it helps to explain educational phenomena in terms of the condition or 

relationships that exist, opinions that are held by the teachers and principals process that are 

going on, effect that are evident or tends that are developing. Descriptive survey is the means 

through which opinions, attitudes, and suggestions for supervisory practice can be obtained. In 

addition to this the qualitative approach was used to increase an in depth understanding of 

complex process specially related to human behavior that affects the practice of leadership style 

which was gained from interview.  

3.2. Source of Data 

In order to strengthen the findings of the research, the relevant data for the study were collected 

from teachers and school principals in Kirkos sub-city secondary schools. For the key role they 

play in ensuring students performance and school objectives, teachers were selected as a data 

source (Saravia-Shore,2008).  Both  qualitative  and  quantitative  approaches  of  data  collection  

were  used  in  the  study.  Questionnaire and   interview   were the tools in collecting the 

required data.  More specifically, data   were collected from teachers and school principals. 



21 
 

3.3. Population, Sample and Sampling Technique 

3.3.1  Population 

The population of this study was teachers and school principals in Government secondary 

schools in Kirkos sub-city(Addis Ababa). There  were 4 secondary government   schools in the 

sub-city  consisting  of  about 239 teachers and 4 principals.( Source ,  Kirkos Sub-city   

Education ). 

3.3.2  Sample 

The study was conducted in Government secondary schools of Kirkos sub- city.  In Kirkos sub-

city education, there are 4 government secondary schools. All of   government secondary schools 

were included in the study. Within these four schools, there were a total of 239 teachers(Males 

180  and  Females 59 ). Out of  the teacher  population in  the selected  schools, 20.teachers  

from Shemels Habte, 20 teachers  from  MisrakGoh,  20 teachers  from  TemenjaYazh and 12 

teachers  from Yetebaberutmemihran were  sampled using simple  random sampling technique. 

The variation in the number sample teachers was  due to  the number of teacher population in the  

respective schools.  Thus, 72 teachers  were selected.,.Moreover, all the principals working in  

the  selected  schools  were  sampled. Hence, 4  principals were sampled from the selected 

schools.   

Table 1. Population   and  Sample  of   the Study   Area 

S.N Name of  Schools Number  of   Teachers Number  of   Principals 

 Population Sample Population   Sample 

1 Yetebaberut 16 12 1 1 

2 Temenjayazh 56 20 1 1 

3 MisrakGoh 58 20 1 1 

4 ShemelsHabte 87 20 1 1 

Total 239 72 4 4 

Source ,Kirkose  Sub-city  Education  
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3.3.3 Sampling Techniques 

Out of the various sampling designs, this research used purposive sampling and simple random 

sampling techniques   for principals   and   teachers respectively. 

3.4. Instruments and Procedure of Data Collection 

3.4.1. Instruments of Data Collection 

In this study, questionnaire and interview   were used to collect information regarding the 

leadership style and teachers' motivation in the sample secondary schools. To collect relevant 

data about the topic under the study, data collection instrument like questionnaires and semi-

structured interview were employed. With respect to this, Creswell (2003) stated that employing 

multiple data collection  methods helps the researcher to combine, strengthen and amend some of 

the inadequacies and for triangulation of the data. Accordingly questionnaires were used to 

secure quantitative data whereas, interviews were used to obtain qualitative data.  

1. Questionnaire 

In order to gather the appropriate information about the current practice of school principals' 

leadership style of Kirkos sub-city, questionnaires were prepared to collect relevant and first 

hand information from 72 teachers.  Questionnaire as data gathering instrument, is easier to 

handle and for respondents to respond questions within short period of time (Kou; 2006: 146). 

Most of the question items were in the form of five points Likertscale (5=strongly Agree, 4= 

Agree, 3= Undecided, 2=Disagre,1=Strongly Disagree) to collect the information about the 

perception and developed level of agreement of respondents on the school principals leadership 

style, because Likert scale used to create all opportunity for respondents to put their response 

freely in the short period of time. Cohen et al, (2007:158) argue that questionnaires encourage 

the respondents to be honest because they answered anonymously. The questionnaire for 

teachers consisted general information about the teachers that include gender, sex, work 

experience, educational qualification. All question items were prepared in English as the 

researcher believes that secondary school teachers could understand the questions. The 

questionnaire was translated and distributed in Amharic language to avoid some language 

barrier. 
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2. Interview 

To gather more detailed information from the respondents semi structured interview was 

prepared and conducted with 4 principals. The school principals were selected for an interview 

because, they are more experienced, few in number and their position is important in describing 

the practice of leadership style in the schools. Interview is preferred due to its flexibility and 

ability to provide new ideas on the subject (Kotari,2004). Moreover, it enables to obtain in-depth 

information about participants' thought, beliefs, reasoning and feeling about the issue under 

study(Johnson and Christensen,(2004). 

3.4.2.PilotTest 

It was conducted in TemenjaYazh and MisrakGoh Secondary Schools. In the pilot test, 10 

teachers from the two schools were randomly selected for piloting the questionnaire. Interviews 

were carried out with 2 principals. The purpose of the pilot test was  to: 

 ..Check the clarity of the questionnaire items and instructions. 

 .Eliminate poor wording. 

 .Gain feedback on the time required to complete the questionnaire 

 Based on the feed backs obtained from teachers and principals, the necessary modifications 

were made.  Finally, the questionnaires were administrated to the respondents and the data were 

gathered by the researcher.   

3.4.3. Procedures of Data Collection 

After  pilot ,  validity  and  reliability tests of the instruments  were  made, the  researcher  

obtained  permission  for  the  research  from principals  of  the sampled  schools.    At  each  of  

the  sampled  school  issues  regarding  the  purpose  of  the  study  and   data  collection  by 

means   of  the  questionnaires  and  interviews   were  discussed   with   the  principals.  On  the  

agreed  dates ,  the  researcher  personally   administrated  the  questionnaire   to  all  sample  

teachers   at  the  schools   and  interviews   to  principals  in   their  office   on   conditions   that  

they   were  willing   to  participate.  Upon  completion, the  researcher  collected   all  

thequestionnaires.   The  interview  to   principals   was   held   at  the  schools  in  their  office  
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by  the  researcher    for  10-15  Minutes.The  researcher  used   photo   camera  during  the  

interview.  

3.5. Methods of Data Analysis 

The major method employed  in this study was quantitative. In addition, qualitative  data were 

included. The data were gathered from teachers and   principals. Depending on the nature of 

data, descriptive statistical techniques such as frequency, percentage and  mean were employed 

to analyzed and interpret quantitative data.On the other hand, the data obtained from 

unstructured interview was analyzed qualitatively. The qualitative analysis was done as follows. 

First, organizing and noting down of the different categories were made to assess what types of 

themes may come through the instruments to collect data with reference to the research 

questions. Then, transcribing and narrations and direct questions made were appropriate to make 

the analysis easy. Also the results were triangulated with the quantitative findings. Finally, the 

findings were concluded and suggested; then recommendations were forwarded using the above 

mentioned statistical methods. The highest percentage obtained from the data was applied to 

interest each leading question. To identify the level of understanding, views and perception of 

the target groups mean value was used. Besides, the data that gathered through open ended 

questions and interviews were analyzed qualitatively through descriptive narration. 

 

3.6 Ethical Consideration 

To make the research process professional, ethical consideration were made. The researcher 

informed the respondents about the purpose of the study. i.e. purely for academic purposes. 

Thepurpose of the study was also introduced in the introduction part of the questionnaires and 

interview guide to the respondents. In addition to this, they were informed that their participation  

in the study  was  based on their   consent. 
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CHAPTER FOUR 

DATA PRESENTATION, ANALYSIS AND INTERPRITATION 

This chapter deals with presentation, analysis and interpretation of the data gathered through 

different instruments, mainly questionnaire and semi-structured interview. The summary of the 

quantitative data is presented by the use of Tables that incorporates statistical tools. Similarly, 

the qualitative data organized according to the themes.The research design is descriptive, the 

qualitative data is used to support the result obtained from the interpretation of the quantitative 

data. Thus a total of 72 questionnaires were distributed to secondary school teachers and all 

questionnaires were returned.   Among 4 interview respondents all of  them were properly 

participated and gave necessary information on the issue under investigation. In general all of   

the respondents participated and gave necessary information on the issue raised through 

questionnaire and semi-structured interview. Therefore, the total response rate is sufficient and 

safe to analyze and interpret the data. Various scholars provide some insight into leadership 

styles and how it may motivate teachers to perforce their education in the class interaction such 

as, academic qualification, subject of specialization, service year (experience) teaching load per 

week,  personalback ground  and   responsibilities.  

4.1. Demographic characteristics of the participants 

Table 2 . Demographics of participants 

No Variable                         Groups 

Teachers    N =72 Principals    N=4 

1  

SEX 

   

Frequency 

 

Percentage 

Frequency  

Percentage 

 MALE 58 80.6 4  100 

Female 14 19.4 0   0 

2 Age     

 27-36 53 73.6  0   0 

37-46 9 12.3 1   25 

47 and above 10 13.9 3   75 

3 Qualification     

 Diploma   0  0 0     0 

Degree 72 100 0     0 

Masters 0 0 4    100 

PhD 0 0 0    0 

4 WORK     EXPERIENCE     

 2-10 40 55.6 1    25 

11-20 20 27.7 0    0 

Above  20  years 12 16.7 3    75 
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As  can be  seen  from  the above Table  73.6%  of  teachers  are aged  between  27-36 years and 

12.5%  ranged  between  37-46 years . While the rest 13.9% of teachers ranging between 47 

years and above.  on  the  other hand  25%  of  principals'  age  range  fall  in the  interval  37-46 

years . Whereas the other age groups (75%) above 47 years.  The  above  table  shows  that  

majority  of  teachers  and  all  principals  where   male . This shows   male respondents   are 

dominant in the selected secondary   schools. All the school principals are MA holders   and all 

teachers qualify the first degree. This  is  in  line  with  the guideline  drawn  by  MOE,  that is  at 

least  first  degree  holders are supposed  to  teach  in  general  secondary schools of   Ethiopia. 

As the result reveals more teachers are   above 10 years of service. Therefore, imply that most 

teachers   are well experienced and this probably shows the school principals have adequate 

experience to run a given educational program. 

4.2. Principals’ Practices and teachers' motivation. 

Table 3. The teachers' views  on  advancement and promotion. 

No Items 

Scale   
Strongly 

Agree 
Agree Undecided  Disagree 

 Strongly 

Disagree Total Mean 

 
% 

 
% 

 
% 

 
% 

 
% 

1 I have many 

opportunities 

for professional 

advancement 

7 9.7 28 38.9 1 1.4 16 22.2 20 27.8 72 2.81 

2  I am happy with  the  

way  teachers are 

evaluated 
8 11.1 23 31.9 4 5.6 15 20.8 22 30.6 72 2.72 

3 The principals allocate 

enough budgets for staff 

development activities 
8 11.1 24 33.3 6 8.3 18 25 16 22.2 72 2.86 

4 I am  fully  satisfied  

with my current  job. 
7 9.7 19 26.4 7 9.7 22 30.6 17 23.6 72 2.68 

5 I am motivated by 

principals That monitor 

my work closely 
8 11.1 29 40.3 3 4.2 11 15.3 21 29.2 72 2.9 

6 I  am motivated by the 

respect received from the 

school principal. 
15 20.8 29 40.3 4 5.6 14 19.4 10 13.9 72 3.35 

7 I have enough freedom 

to participate in different 

school decisions. 
8 11.1 18 

 

25 

 
6 8.3 

 

29 

 

 

40.3 

 
11 15.3 72 2.76 
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According to Table 3, the teachers held strong negative views of opportunities they had  for 

advancement and promotion .This is also evident from  a variable mean value of 2.81.The above 

Table shows that the teachers' views on advancement and promotion aspect of motivation is 

found to be low. On happiness with the way teachers were evaluated, 37(51.4%) of the 

respondents were disagree on the statement and supported by 2.72 mean value.  But 31(43%) 

teachers respondents were agreed with the statement. and 4(5.6%)  of respondents remained 

undecided.  This showed that teachers were not happy with the way they were evaluated. It was 

revealed that the principals allocate enough budgets for staff development activities. In this 

argument 34(37.2%) of teachers responded  disagreed and this was supported by 2.86 mean 

values, however, 32(44.4%) teachers respondents agreed with the statement, and the rest 6(8.3%) 

respondents  remained undecided. On the concept of satisfaction with  current job, 39(54.1%) of 

the respondents disagree on the statement and this supported by 2.68 men value. But 26(36.1%) 

teachers‟ respondents agreed on the issue and the rest 7(8.7%) undecided.On the scenario of 

motivation by principals that monitor work closely, 32 (44.4%) teachers responded their 

disagreement and supported by 2.9 mean value and 37(51.3%) respondents agreed and the rest 

3(4.2%) undecided on the issue. Regarding item 6, which says I am motivated by the respect  

received from the school principal, 24(33.3%) of the respondents disagree with the statement and 

this was supported by 3.35 mean value. But, 44(61.1%) teacher respondents are agreed on the 

item and the rest 4(5.6%) remained undecided on the substance. Still, on the concern of having 

enough freedom to participate in different school decisions, majority of respondents in this 

argument 40(55.5%) have disagreed and supported by 2.76 mean values; however, 26(36.1%) 

respondents agreed on the idea and the rest 6(8.3%) undecided on this statement.  
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Table 4.Teachers‟ views on administrative support 

No Items 

                          Scale 
Strongly 

Agree 
Agree Undecided Disagree 

Strongly 

Disagree 
Total Mean 

 
% 

 
% 

 
% 

 
% 

 
% 

1 The school 

administration provides 

Sufficient instructional 

materials. 

9 12.5 35 48.6 2 2.8 11 15.3 15 20.8 72 3.17 

2 The school 

administration evaluates 

my work fairly. 
12 16.7 30 41.7 3 4.2 8 11 19 26.4 72 3.1 

3 I am motivated with the 

administrative support I 

receive at the schools. 3 4.2 30 41.7 7 9.7 15 20.8 17 23.6 72 2.82 

4 My school has good 

security. 
7 9.7 33 45.8 8 11 13 18.1 11 15.3 72 3.17 

5 The school principals 

facilitate teachers' 

Working together. 
6 8.3 34 47.2 9 

12.

5 
9 12.5 14 19.4 72 3.13 

 

Table 4. shows the teachers‟ views  on  the  five  statements   constituting  the  administrative  

support  variable.  As  observed   from  this  Table   teachers  were  relatively  motivated   with  

this  aspect  of   their  work.  44(61.5%)  of  the  teachers  expressed    motivation  with  the  

availability  of  instructional  materials.  More  than  half of  the  respondents  reported  their  

motivation  with   school  security   (N=40,  55.5%),  and the facilitating  teachers‟  working  

together (N=40,   55.5%).   The  mean   value  2.82  also  confirms   the  teachers‟  positive  

views  regarding  the  administrative  support  they   receive  and  the  fairness  of  the  school  

administration „s  evaluation  system   to  evaluate  their  work  (N=42,  58.4%). 
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Table 5. Teachers' Views on the Schools'   Management and  Leadership 

No Items 

                 Scale 
Strongly 

Agree 
Agree Undecided  Disagree 

Strongly 

Disagree 
Total Mean 

 
% 

 
% 

 
% 

 
% 

 
% 

1 I am motivated with our 

school policies. 
5 6.9 25 34.7 9 12.5 13 18.1 20 27.8 72 2.75 

2 I am pleased with the 

leadership style of The 

school principals. 
6 8.3 27 37.5 3 4.2 14 19.4 22 30.6 72 2.74 

3 The school principal has a 

positive attitude toward 

teachers 
12 16.7 24 33.3 4 5.6 18 25.0 14 19.4 72 3.0 

4 The school administration 

values my opinion and 

comments. 
10 13.9 31 43.1 8 11.1 13 18.1 10 13.9 72 3.3 

5 I am allowed to work 

independently and to use 

my initiative. 
18 25.0 34 47.2 3 4.2 7 9.7 10 13.9 72 3.6 

6 The school principal is 

competent. 
8 11.1 13 18.1 6 8.3 33 45.8 12 16.7 72 2.61 

7 

 

 

There is a freedom to do a 

work in the School. 14 19.4 34 47.2 9 12.5 11 15.3 4 5.6 72 3.43 

 

The above Table shows that using the following statements, on the first argument like pleased 

with our school policies, 33(45.9%) teachers disagreed and their disagreement is supported by 

2.75 mean values. But, 30(41.6%) of the respondents agreed on the mentioned argument and the 

rest 9(12.5%) of them undecided on the statement. On the argument of having been pleased with 

the leadership style of the school principals, 36(50%) of the respondents disagree with the 

statement and this is supported by 2.74 mean value. But, 33(45.9%) teachers have agreed and the 

rest 3(4.2%) remained undecided on the statement. 32(44.4%) teachers  disagreedwith the second 

item and this  supported by 3.0 mean value; however, 36(50%) teachers respondents agreed and 

the rest 4(5.6%) remained undecided on the issue. Regarding the statement using the school 

administration values opinion and comments of teachers, 23(32%) of the respondents have 

disagreed with the statement and this is supported by 3.3 mean value. But, 41(57%) teachers 

have agreed and the rest 8(11.1%) have undecided on the statement. On the  issue of  subjugates 

to work independently and to use their own initiative, 17(23.6%) teachers respondents have 
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disagreed and this is supported by 3.6 mean value. However, 52(72.2%) teachers  agreed and the 

rest 3(4.2%) of them  remained  undecided on the statement. Besides, on the statement of 

principal competency, 45(62.5%) of the respondents disagree with the statement as the school 

principal is competent enough and this is supported by 2.61 mean value. But, 21(29.2%) 

respondents agreed on the statement, and 6(8.3%) remained undecided on the issue. On the 

statement “There is a freedom to do a work in the School” 20(27.8%) teachers  disagreed and 

this is supported by 3.43 mean value. However, 48(66.6%) teachers‟ respondents agreed and the 

rest 4(5.6%) of the  remained undecided on the concept.According to Table 6 The respondents 

were not motivated with their schools' policies and  they were displeased with the leadership 

style and competency of  their  school  principals. 

Table 6. Teachers‟ views on their work load 

No Items 

Scale   

Strongly 

Agree 
Agree Undecided 

 

Disagree 
Strongly 

Disagree Total Mean 

 %  %  %  %  % 

1 I am happy with my 

workload. 
12 16.7 33 45.8 2 2.8 12 16.7 13 18.1 72 3.3 

2 I am happy with my 

working hours. 
17 23.6 35 48.6 5 6.9 9 12.5 6 8.3 72 3.67 

3 I have enough time 

to participate in 

Social activities 

16 22.2 38 52.8 2 2.8 6 8.3 10 13.9 72 3.6 

4 I have a job in 

which I can perform 

to the best of my 

ability. 

23 31.9 39 54.2 2 2.8 5 6.9 3 4.2 72 4.0 

5 My work is 

manageable. 
27 37.5 43 59.7 0 0.0 0 0.0 2 2.8 72 4.3 

 

According to Table 6 the view of the teachers on their workload, about 25(34.8%) of respondents 

said disagree and their disagreement is supported by 3.3 mean values. But, 45(62.5%) of the 

respondents have agreed on the mentioned argument and the rest 2(2.8%) have undecided. On 

the statement, “I am happy with my working hours,” 15(20.8%) of the respondents have 

disagreed with the statement and this is supported by 3.67 mean value.  
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Moreover, on the statement having enough time to participate in social activities, 16(22.2%) of 

teachers have disagreed and this is supported by 3.6 mean value. However, 54(75%) of teacher 

respondents have agreed with the statement and the rest 2(2.8%) were remained undecided on 

the argument. On the statement, “I have a job in which I can perform to the best of my ability,” 

8(11.1%) of the respondents have disagreed on the argument and this is supported by 4.0 mean 

value. But, 62(86.1%) teacher respondents have agreed and the rest 2(2.8%) of them remained 

undecided on the argument. On the statement, “My work is manageable,” in this argument 

2(2.8%) of teachers have disagreed and this is supported by 4.3 mean value. But, 70 (97.2%) of 

respondents have agreed on the above argument.  

Table 6.  shows  that   more than  half  of  the respondents  were  happy  with  the five items,  

their  workload, working hours, time to participate in social activities and with  their  job  in the  

schools.  

Table 7. Teachers‟ views on interpersonal relations with their principal 

No Items 

                                             Scale 
Strongly 

Agree 
Agree 

Undeci

ded 
Disagree 

Strongly 

Disagree 
Total Mean 

 
% 

 
% 

 
% 

 
% 

 
% 

1 I am happy with 

the respect I 

receive from The 

school principal. 

14 19.4 38 52.8 4 5.6 6 8.3 10 13.9 72 3.56 

2 I have friendly 

relations with my 

school Principals. 
15 20.8 32 44.4 5 6.9 10 13.9 10 13.9 72 3.44 

3 The principal 

treats all his 

teachers as his 

Equals. 

12 16.7 28 38.9 8 
11.

1 
12 16.7 12 16.7 72 3.22 

4 Teachers have an 

open channel of 

Communication to 

interact with their 

principals. 

10 13.9 31 43.1 6 8.3 13 18.1 12 16.7 72 3.2 
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Ttable,8  illustrates  the teachers‟ views  on  their relationship with principals.  This Table shows, 

on the argument, “I am happy with the respect I receive from the school principal,” 16(22.2%)  

respondents disagree and their disagreement is supported by 3.56 mean values. On the contrary, 

52(72.2%) of the respondents have agreed on the mentioned argument and the rest 4(5.6%) have 

undecided on this argument. On the statement, “I have friendly relations with my school 

Principals,” 20(27.8%) of the respondents have disagreed on this argument and this is supported 

by 3.44 mean value. But, 47(65.2%) of teachers  respondents have agreed and the rest 5(6.9%) 

have undecided on the argument. 

On the statement, “the principal treats all his teachers as his equals,” 24(33.4%) teachers have 

disagreed and this is supported by 3.22 mean values. However, 40(55.6%) of teachers have 

agreed and the rest 8(11.1%) have undecided on this argument. On the statement, ”teachers have 

an open channel of Communication to interact with their principals, 25(34.8%) of the 

respondents have disagreed and this is supported by 3.2 mean value. But, 41(57%) of 

respondents have agreed on the argument and the rest 6(8.3%) have undecided on the issue. 

Table 8. Teachers‟ views on teacher-teacher (colleagues) relations 

No Items 

                                    Scale 
Strongly 

Agree 
Agree Undecided  Disagree 

Strongly 

Disagree Total Mean 

 
% 

 
% 

 
% 

 
% 

 
% 

1 

I am satisfied with 

the support I 

receive From my 

colleagues. 

18 25.0 35 48.6 2 2.8 9 12.5 8 11.1 72 3.64 

2 

I am pleased with 

the relationships 

among The staff 

members. 

17 23.6 36 50.0 4 5.6 8 11.1 7 9.7 72 3.67 

3 

My relationship 

with my colleagues 

Enhances my 

teaching  

profession. 

21 29.2 36 50.0 3 4.2 7 9.7 5 6.9 72 3.85 

On the above table, the argument that I am satisfied with the support I receive from my 

colleagues,17(23.6%) of respondents disagree and their disagreement is supported by 3.64 mean 

values. But, 53(73.6%) of the respondents of teachers have agreed on the mentioned argument. 

and 2(2.8%) remained undecided on this item. On the statement, “I am pleased with the 
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relationships among the staff members,” 15(20.8%) of the respondents disagree on the statement 

and this is supported by 3.67 mean value. But, 53(73.6%) of teacher respondents have agreed 

and the rest 4(5.6%) have undecided on the argument. On the issue, “My relationship with my 

colleagues enhances my teaching,” 12(16.6%) of responded have disagreed and this is supported 

by 3.85 mean value. However, 57(79.2%) teacher respondents have agreed and the rest 3(4.2%) 

have undecided on this statement.   As observed  from  this  table  the average  mean  of  3.72  

indicates   that  teachers  were  motivated   with  this  aspect  of  their  work. This  shows  that  

teachers  in the  study  area  are  sociable  and  value  their  relationship  with  their  colleagues. 

4.3. Salary  

Table 9. Teachers‟ views on their salary 

No Items 

Scale 

Total Mean 
Strongly 

Agree 
Agree Undecided Disagree 

Strongly 

Disagree 

 
% 

 
% 

 
% 

 
% 

 
% 

1 My salary 

compares well 

with my 

workload. 

0 0.0 4 5.6 0 0 45 62.5 23 31.9 72 1.79 

2 My salary is 

appropriate For 

my experience. 
0 0.0 3 4.2 0 0 48 66.6 21 29.2 72 1.79 

3 My salary covers 

all my basic 

needs. 
0 0.0 2 2.8 0 0 48 66.6 22 30.6 72 1.75 

4 My salary keeps 

me at my job 
0 0.0 0 0.0 0 0 53 73.6 19 26.4 72 1.7 

 

On the above Table, on the issue “my salary compares well with my workload," 68(94.4%) of 

teachers respondents disagree and their disagreement is supported by 1.79 mean values.  4(5.6%) 

of the respondents agreed  with  the  statement. On the item “my salary is appropriate for my 

experience,” 69(95.8%) of the respondents disagree with the statement and this is supported by 

1.79 mean value and then 3(4.2%) teacher respondents have agreed, On the item “my salary 

covers all my basic needs,", 70(97.2%) of respondents  have disagreed and this is supported by 

1.75  mean value. However, 2(2.8%) teacher respondents have agreed on the issue.  
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On the item “my salary keeps me in my job,” 72(100%) of the respondents disagree and this is 

supported by 1.7 mean value.  The results in Table 10, shows that the teachers respondents 

mostly disagreed with all items. The highest area of disagreement had to do with the 

appropriateness of their salaries to their experience, and the overall satisfaction level of the 

teachers' salaries followed by the factor whether the monthly salary the teachers received 

covered all their basic needs and whether their salary kept them in their job. The respondents 

also expressed their disagreement with the statement " My salary compares well with my 

workload". 

4.4. Fringe benefits 

Table 10.  Fringe Benefit 

No Items 

              Scale 

Total Mean 

Strongly 

Agree 
Agree Undecided  Disagree 

Strongly 

Disagree 

 
% 

 
% 

 
% 

 
% 

 
% 

1 I am pleased with 

the vacation leave I 

get 
6 8.3 18 25.0 3 4.2 34 47.2 11 15.3 72 2.64 

2 I am happy  with  
the house 
allowances  given. 

7 9.7 27 37.5 5 6.9 21 29.2 12 16.7 72 2.94 

3 The  quality of in-

service training is 

good. 
6 8.3 18 25.0 7 9.7 29 40.3 12 16.7 72 2.68 

4 As  a teacher I enjoy 

many benefits. 
6 8.3 21 29.2 5 6.9 31 43.1 9 12.5 72 3.1 

 

Table  10  shows  the  frequencies,  percentages,  and  the  mean  of  each  of  the teachers‟ 

responses  to  the four  statements  that focused  on  fringe  benefits.45(62.5%)  of  the 

respondents  reported  their  de motivated  that  they  were  pleased  with their  vacation  leave. 

Similarly, 33(45.8%) of teacher respondents were not happy with the house allowances  given 

to them.  41(56.9%)  of  respondents  expressed  their  de motivated  with  the  quality of  in-

service  training  that  they  received   and  40(55.6%)  respondents  disagreed  that  they  enjoyed  

many  benefits. 
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4.5. Interview Analysis 

Interviews were made with school principals to assess the level of teachers'   motivation and the 

mechanisms to bring motivation. Accordingly, school principals believed that there is democratic 

leadership style and friendly relationship between teachers and principals. As table 8 indicated, 

in the school both teachers and principals‟ have a friendly relationship. This helps teachers to 

become motivated and committed. Even though some teachers are laissez-fair towards their 

professions. Therefore, sometimes autocratic style of leadership is required for those careless 

teachers.The interviewed principals reported that they use different mechanism to motivate 

teachers. For example provide rewards, materials, certificate and moral incentives for their best 

performance at the end of the semester.  

A principal from school A said  “rewards provide for a work well done. Rewards 

are given to some teachers following the best achievement of school activities to 

motivate them.And also open communication is conducted to create conducive 

environment..”   (  በት/ቤቱ   በስራቸው ጥሩ  ውጤት  ላስመዘገቡ  መምህራን  ለማበረታታት  

ሽልማት  ይሰጣል  እንዲሁም  ምቹ  የመማር  ማሰተመር  አካባቢ  ለመፍጠር  የሚያስችል  ግልጽነት  

የሰፈነበት  ግኑኝነት  አለ). 

The challenges to motivate teachers were the decision making process is centrally made by the 

sub city regardless of consultation the principals or school management. It causes conflict of 

opinion between teachers and the school management. The other problem is the lack of clarity to 

identify teachers with best performance and sometimes (it is rare) poor performances are 

rewarded. This causes poor association with teachers.  About the relationship between teachers' 

motivation and their job performance, principals gave an opinion that motivation for best 

performances increases teachers' job  satisfaction.  

A principal from school C said  the following “ opportunities for promotion given  

in exchange for best performances promote teachers' motivation. promotions have a 

paramount importance for teachers' motivation especially exchanged for best 

performances. he added that motivation with job performance increases teachers' 

productivity and non motivation with job performance reduces the productivity  of 

teachers”. 
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In general the responses of the interviews show that recognitions considered for the exchange of 

best performance brought about  teachers' motivation.Principal respondents consider themselves 

as someone trusted and respected. According to them, they motivate teachers towards the vision 

of the school. The principals mentioned their ability to arose teachers and bring them to follow 

their mission, vision and value. However, teachers did not agree with this idea ( see Table 7). 

Principals evaluate teachers' work through continuous process of supervision. According to the 

principals they encourage new ways of teaching methodologies and provide constructive 

feedbacks to solve the gabs observed during supervision. Teachers  asked  to describe the factors 

that affect their motivation and  job satisfaction/ dissatisfaction and to recommend ways  on how 

principals improve their motivation level. Teachers responded that their principals provide them 

with  a reward  when they met standards.  

For example, a teacher from school C replied that“ the principal (the school 

management) provides  us reward whenever we perform all the school activities 

according to the standard  set.” 

Teachers  responded principals were in continuous process of  monitoring  and evaluation.  

A teacher from school  A explained  that “ the feedbacks I get  from the 

monitoring and evaluation  help  me  to fill my  gabs.” 

Principals'  ability  to  create inspirational motivation is poor.  Inspirational motivation is the 

principals' ability to emphasize teachers the need  to perform well and helps to accomplish the 

organizational goals.   

A teacher  from school  B  replied  that “ in my school I have not  seen  the 

principal creating  a vision and mission. The principal always   dwells on the 

activities in his  office. even on the school meetings, the school future direction, 

mission and vision are not  communicated enough  for the staff members.” 

Teachers  consider  their principals as someone who do not care  about teachers' individual need. 

The teachers mentioned that  principals do not understand  the individual  differences existent in 

each teacher. they do not treat teachers equitably and do not create a ground for development.                                                                                                                                              
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According to teachers for high motivation it is wise to exchange rewards with job performance. 

Teachers  greatly motivated if the school principal considers well job performance for reward.   

From school  A  some  teachers  replied that “sometimes decisions were not made 

and  actions  were  delayed  and unfair. sometimes a hard working  teacher will  

perhaps not be  promoted. What is disappointing is that a hard working teacher 

and  an irresponsible teacher are treated equally and this  de motivates 

teachers.” 

The teachers were happy with the type of work they did and with the opportunities they had to 

use their own skills at school. They were doing their work well. However, the teachers had 

negative feelings(views) about the apparent lack of opportunities they had for personal 

development and with the freedom they had in decision-making. Teachers responded that  the 

perceived poor salary and benefit is a significant factor influencing their motivation. And also, 

they feel un happy to the lack of incentives for extra jobs. Example, department heads, home 

room teachers, representative of  teachers' association and clubs have different  responsibilities  

in addition to their  tasks.  

AVSO(2008:29) reported in Ethiopia  confirmed that teachers are often de-motivated by a lack 

of  professional status and recognition. This  was  found  in  harmony  with  the finding, the  

sense  that  teachers  are  de motivated  by  the  lack  of  professional  status  and  recognition. 

In Uganda Garrett and Sesanga(2005:47) found that teachers who were not appreciated or 

recognized for their achievements tended to be un happy and dissatisfied with their profession.   

Teachers raised the idea that they need the appreciation, approval and respect of school 

principals and other stockholders. According to them, they feel valuable, functional and 

important if their best performances were recognized. Recognized and appreciated tended to be 

happy with their profession.  The teachers referred to the powerful feeling of love they had for 

teaching.  For example,  a teachers from the schools  A  said, 

I love teaching too/very much, because it gives me autonomy and lets me focus only on my 

duty..No one interferes with my work. I am the one who controls every activity of my class. It 

also lets me read and stay in contact with current information. The teacher’s sense of 

professional worth and value, his capacity to influence the achievement and success of  his 
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students, and his contribution to the development of his  country were some of the most 

frequently mentioned  aspects of his  work  that  provided them with a sense of great satisfaction. 

Points of  recommendations  from  the  teachers 

Needs-Teachers have needs. In order to motivate principals must attempt to understand the 

breadth of the teachers' needs. This is not always an easy task and requires open and frequent 

communication between principals and teachers. By structuring a job so that it meets these needs 

principals can increase  teachers‟ motivation. For example principals should share resources 

equally for all teachers according to their  tasks and interests. 

Reward–Teachers need to know that the goal they are working toward is achievable and that 

when they accomplish this goal that they will be rewarded an appropriate and timely manner.   

For example, giving moral, materials and incentive for the best performance while negative 

reward (punishment) for carless teachers are preferable. . Respondents recommended  that there 

must be formal performance evaluation and inspirational reward. 

Equitable incentives:. In this regard to maintain motivation and teachers' job satisfaction, 

principles must be careful and insure that reward programs are equitable. If programs are not 

perceived as equitable then they will not contribute to teachers' motivation. Many respondents 

confirmed that principals should be role model for their followers and that create the school can 

be conducive learning environment .Therefore generally the principal (the school) should avoid 

discrimination among teachers and administrative workers. Maintaining the motivational strategy 

is advisable to create loyal workers and to minimize the work force turnover and to secure the 

school (organization) failure. Teachers recommended that fair and equal educational 

opportunities should be given to all teachers and school principals should focus on relevant 

activities of the schools and permit teachers to  involve  in different school decisions. 

 

 

 



39 
 

CHAPTER FIVE 

SUMMARY, CONCLUSION AND RECOMMENDATIONS 

5.1   Summary Findings 

In this study the  main  research  question   was: 

What  influences  the  motivation  of  secondary  school  teachers  in  Addis Ababa  Kirkos  Sub-

city? 

From this, the following questions   were   formulated. 

1. Is there a significant   relationship between   principals‟ leadership  style  and  teachers‟  

motivation? 

2. What  type  of  mechanisms  do  principals  use  to  motivate  teachers  in   A.A  Kirkos  

sub-city  secondary  schools? 

3. What  are  the  major  challenges  faced  by  principals  to  motive  teachers  effectively  

in  A.A   Kirkos   sub-city  secondary  schools? 

4. What  are  the  major   factors  that  influences  the  motivation  of   teachers  in  A.A  

Kirkos  sub-city? 

5.1. Teachers respondents revealed that their relationship with their principals and colleagues is a 

significant aspect of their motivation and job satisfaction. Collegial relationships were seen as 

the most satisfying aspect of the teachers. They also explained that their work load is reasonable, 

and they are able to accomplish their tasks comfortably.  

5.2. Teachers responded that, the salary, fringe benefits and the lack of respect and recognition 

by students, parents and significant others cause disappointment and a subsequent lack of 

motivation and job satisfaction in their school.  The disenchantment resulting from un fulfilled 

expectations for respect and recognition caused dissatisfaction   and a low  moral. 

5.3. As the quantitative data shows, poor school policies, non-participatory decision-making, 

non-transformational style of leadership and  incompetent school principals were found to be the 

other de motivating factors. To meet the need of responsibility, teachers must be empowered in 
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the form of teacher autonomy, decision-making, collaborative leadership, and so forth (Boey, 

(2010: 2). When teachers are given the opportunity to solve practical school problems, when they  

receive support from their superiors, develop and express their thoughts by means of the on-

going  process of teaching and learning, this can contribute to their higher motivation and job 

satisfaction and efficient decision-making  (Boey, 2010: 2). 

5.4. The interview principals, said that the interference of the sub city during the decision-

making process and the lack of clarity to identify teachers with best performance were the 

challenges to provide rewards. The other problem is the reward given for poor performance. This 

causes poor association with teachers in the schools.  

5.5. Teachers mentioned the need for promotion in accordance with their advancement in job 

performance and educational background. .This shows that teachers' view on motivation aspect 

of job satisfaction is high. In light of this, it is possible to infer that motivation has a paramount 

importance for teachers' job satisfaction especially exchanged for outstanding performance. 

According to the respondents motivation helps to inspire teachers. The respondents pointed out 

intellectual stimulation and inspirational motivation  were not given.  

5.2. Conclusion 

Many factors influence the motivational level of teachers.( especially extrinsic motivations).The 

researcher examined the level of motivation using six factors, namely the characteristics of the 

work, salaries, benefits, opportunities for advancement and promotion, interpersonal relationship 

and leadership and administration. The research contained in this literature review represented 

the work that has been conducted in relation to motivation and principal leadership style.  

Principal leadership behaviors have been shown to effect the overall work environment and level 

of motivation. Teachers need to perceive principal behaviors as motivational in order to increase 

their level of motivation under a current principal.  However, knowledge of motivational theories 

allowed the principal to align behaviors that were more motivating to increase the likelihood of 

increased outcomes. On the basis of the interpretation of results, the following conclusions are 

drawn.  
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5.2.1.  Factors enhanced teachers' motivation 

Teachers have been found motivated with their job on the following factors.  

 Work Characteristics Example, work load, work time, opportunities for responsible and    

independent work and  the work itself.  

 The work is  according to interest and abilities of  teachers. 

 Interpersonal relationship with principals and colleagues  

 Reward for best performance or accomplishment of job.   

 Provision of In-service trainings and instructional materials 

The school provides educational materials properly for the teachers and also teachers have good 

interpersonal relationship with principals. This is an encouraging and positive part of the 

leadership style. . Now days teachers' load is not a burden and they feel the profession were they 

can perform the maximum of their ability.  

5.2.2.  Factors hinder teachers' motivation 

Teachers have not been motivated with their jobs on the following factors.  

• Salaries and Benefits or wages 

• School  leadership and  Education  policies 

• Lack of opportunities for advancement and promotions.   

• The interpersonal relationship with parents        

• The  students'  lack  of discipline and poor  motivation                        

The results related to the teachers‟ motivation showed that  the teachers who participated in this 

study were not motivated with their salaries. Their views indicated the belief that their salaries 

did not cover all their basic needs. This indicated that the salaries they received did not constitute 

a wage commensurate with the cost of living, and that they were unable to cover all their basic 

needs up to the end of every month. The most un motivating aspects of their remuneration 

related to the fact that they believed their salaries did not compare well with the qualifications 

they had, and with the salaries paid by other similar professions, with their efforts, and with their 

years‟ experience. Teachers feel unmotivated with their fringe benefits and were unhappy with 
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their basic salary scale in comparison to their work load. They were also concerned about the 

issue of poor students' performance and their lack of interest to learn. .This hinders the 

effectiveness of the educational objectives and programs. The leadership style that the schools 

follow currently is not comforting for the school community. The study revealed that the other 

fundamental reason, in addition to salary and benefits, for the low motivation of teachers in the 

selected secondary schools   was the inability of the school management and administration to 

effectively address the teachers‟ demands for supportive and fair leadership. Principals need to 

improve their leadership style to bring teachers' motivation and to improve the school 

achievement. The ongoing school policy   is among the major factors that impede  teachers to do 

their work effectively. As the study showed the quality of the school leadership style, 

unfavorably salary and other benefits significantly determine the teachers' motivation  or their 

intention to leave the profession.   

5.3. Recommendations 

5.3.1  Based  on  the  conclusion  of this study, the recommendations for  improving  the    

motivation  of  secondary  school  teachers   in  the  study  area, and  therefore  possibly  in  

Ethiopia, are  as  follows.  Since  the  teachers  were  highly de-motivated  with  their  salaries, 

the government of  Ethiopia, education leaders and the Ethiopian Teachers' Association (ETA)  

should  understand the improvement of implementing appropriate salaries and benefits for 

teachers. This will be a means of improving the teachers' motivation, job satisfaction and 

effectiveness and in the end for the overall quality in the education system. Inadequate salaries 

have serious negative implications for the moral, status and the quality of the education system. 

It is, there for, very fundamental to ensure that the salaries of teachers are linked to the cost of 

living and inflation rates. The education leaders should analyze the living conditions in Ethiopia 

and advise those in charge of setting the teachers' salaries. The government should think about 

the salary and benefits, such as low-interest loan and allowances including health insurances for 

teachers for the better  achievement in the educational sector. Because  these factors serve as an 

important indicators of the teachers'  intent to leave the teaching  profession. Teachers as 

professionals, in all cultures, need to be recognized for their accomplishments, and be 

appreciated by the parents, communities, government and  by their principals. 
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5.3.2 The principals need to be empowered through in-service training, and by using educational 

opportunities to maximize the problem-solving abilities of the teachers and the school‟s 

collective expertise. Education leaders need to closely supervise and establish systems to 

monitor and evaluate whether rules and regulations are being implemented fairly and 

transparently by the school principals. What is most important for improving teaching and 

learning at school is the management and leadership styles and qualities that the school 

principals display in their schools. Addressing the factors that negatively affect the motivation 

and job satisfaction of teachers should be a primary concern of the school principals. The school 

principals should have quality and participatory school policies in place, and make fair 

decisions, and they should promote open discussions and the sharing of good experiences 

between themselves and the teachers. The principals should follow a transformational style of 

leadership, based on feedbacks from teachers. Transformational leaders provide vision and a 

sense of mission, inspire, pride and gain respect and trust through charisma (e.g. Bass et al., 

1990).  

  The school principals should be given continuous in-service training regarding leadership and 

school management. It is the responsibility of the education leaders to design training programs 

for school principals on how to manage and lead others. The education leaders and stakeholders  

can design feedback systems as a means to oversee the leadership and management systems 

prevailing in the schools. The teachers could be given the opportunity to anonymously reflect on 

the type of leadership practices being implemented in their schools. These reflections should 

then be used to design training for school principals. Moreover, the regional education bureau 

should monitor and regularly evaluate whether the learning from the training is being 

implemented in the schools. 

5.3.3 The education stakeholders need to give appropriate recognition and status to teachers. It 

should be the task of the stakeholders to raise awareness of the importance of the teaching 

profession for the society. The appreciation and affection given to teachers for the work they do 

has an indeterminable value. This, in addition to improving the professional status of teachers, 

would have strong positive implications for the improvement of quality in the education 

systems.  Teachers must be given the chance to express their views, regarding the support, status 

and recognition they need to develop their profession, and the  respect from  the society. 



44 
 

 The  education  stakeholder leaders  can  design  feedback  system  as  a means  to oversee  the 

leadership  systems  prevailing  in  the  schools .The  teachers  could  be  given  the  opportunity 

to  anonymously reflect  on  the  type  of  leadership practices  being  implemented  in  their 

schools. 

5.3.4   What  is most important is  for improving teaching and learning in  sc hools is the  

leadership style and qualities that  the  school  principals  display  in  their  schools.  Addressing  

the  factors  yhat  negatively affect  the  job  satisfaction and motivation of teachers  should  be  

a primary  concern  of  the  school  principals.  The school   principals  should  have  quality  

and  participatory  school  policies   in place   and   make   fair  decisions  in  the  schools. The  

principals  should  follow  a transformational  style  of  leadership  based  feedbacks  from  

teachers.  School  principals  were  recommended  to  encourage  teachers to perform  special  

tasks  that  would  develop their  talent  and  creativity. 
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APPEPENDICES 

Appendix A 

Addis Ababa University 

College of Education and  Behavioral  Studies 

Department of Educational Planning and Management 

 

Questionnaire   For  Teachers 

Dear  Respondents. 

The  purpose of this  questionnaire  is  to collect  data  for  the  study  entitled  the  relationship 

between  the  schools   principals'  leadership  style  and  teachers'  motivation  in the case of  

Government Secondary   Schools  of   Kirkos  -sub  city (Addis   Ababa).   Outcomes of  the  

study  are  expected  to  throw  light  on  the  prevailing conditions  and  provide  insight about  

directions  to be  followed  in  the  future.  Your  assistance  in  providing  information  is  highly 

valued. Rest  assured  that  the information  you  provide  will be  kept  confidential  and  be used  

only  for  academic  purpose. 

General   Instructions: 

• No  Need  to  write   your  name. 

• You   are  kindly  requested  to  answer  each  question   honestly. 

• Put(x) sign  in  the  box  you think it could be the answer  for closed -ended questions  

and  write  your answer  on  the  provided  space  for  open-ended questions. 

 

Thank  you in  advance  for your time  and cooperation. 

 

PART   ONE :   PRESONAL  INFORMATION 

 1.   Sub city __________ 2.  Woreda__________3.  School _________________________ 

4.  Age ________   5. Sex ________ 6.Academic  qualification  ______________________ 

7.  Marital  status      Single _________ Married______ Divorced __________ 

8.  Years   of  experiences _______________ 
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Part  Two :  Questions  to  Asses  principals' practice  and the  level  of Teachers' 

Motivation  . 

                  These  questions  are   to  describe  your  motivation,  as  you  perceive  it,  please  

answer  all  items. 

5= Strongly agree (SA)       4=  Agree(A)          3= Undecided (U)             2=  Disagree(D)                                        

1= Strongly Disagree(SD) 
 

Items  related to  Opportunities  for  advancement  and  promotion 

No                                                  items 5 4 3 2 1 

1 I have many opportunities  for professional advancement.      

2 I  am  happy with  the way teachers are  evaluated      

3 The principals  allocate enough budgets for staff development 

activities. 

     

4 I am motivated by principals that monitor my work.      

5 I am  motivated  with the respect I receive from the school 

principal 

     

6 My job provides me with an opportunity to achieve  professionally      

7 I have opportunities  for  promotion      

 

Items  related  to  Administrative  support 

No                                          items 5 4 3 2 1 

1 The school administration  provides  sufficient instructional 

materials. 

     

2 The school administration evaluates my work fairly.       

3 I  am  motivated  with  the  administrative support  I  receive  at the 

school. 

     

4 My school has  good  security      

5 The school principals facilitate teachers' working  together.      
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Items  related  to  Schools'  management  and  leadership    

No                                  items 5 4 3 2 1 

1 I  am  motivated  with  our  school  policies.      

2 I am  pleased with the leadership style of the school 

principal. 

     

3 The school principal has  a positive  attitude  toward 

teachers. 

     

4 The school administration values my opinion and 

comments. 

     

5 I am allowed to work  independently and to use my 

initiative. 

     

6 The school  principal is competent.      

7 There is a freedom  to done a work  in the school      

 

Items  related  to  teachers'  work  load and  responsibilities 

No                                            items 5 4 3 2 1 

1 I am  happy with my workload.      

2 I am  happy with  my working hours.      

3 I have  enough time to participate  in  social activities.      

4 I have  a job in  which  I can  perform  to  the best of my ability.      

5 My work  is  manageable.      

 

Items  related  to   teacher-Principal  relationships 

No                    items 5 4 3 2 1 

1 I am  happy with the   respect  I receive from  the school 

principal. 

     

2 I have  friendly  relations with my school principals.      

3 The principal treats  all his  teachers  as his equals.      

4 Teachers   have an open channels  of communication to interact  

with their principals. 
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Items  related  to  teacher- teacher (colleague) relationship 

No                          items 5 4 3 2 1 

1 I am satisfied with  the  support  I receive from my 

colleagues 

     

2 I am  pleased  with  the relationship  among  the staff 

members 

     

3 My relationship with my colleagues enhances my teaching 

profession 

     

 

Items  related  to teachers' salaries 

No                                                   items 5 4 3 2 1 

1 My salary compares  well with my workload      

2 My salary  is  appropriate  for my experience      

3 My  salary  covers  all my  basic  needs      

4 My  salary  keeps  me  at  my  job.      

 

 

Items  related  to  teachers'  fringe benefits 

No                                      items 5 4 3 2 1 

1 I am pleased  with  the  vacation  leave I  get.      

2 I am  happy  with  the  house  allowances  given.      

3 The  quality of  in-service  training  is  good.      

4 As a teacher  I  enjoy  many  benefits.      
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 Part   Three:-   open -ended  questions  for  teachers 

Give  your  responses  to  the  questions  in  short  and  precise. 

1.  .  How often  do  you  receive  opportunities  for  promotion from the school ? 

______________________________________________________________________________

______________________________________________________ 

2 ..How  often  the principal evaluate  and  monitor  your work?    

______________________________________________________________________________

______________________________________________________ 

3.  Briefly describe the factors in  your school environment that give you the most motivation? 

______________________________________________________________________________

______________________________________________________ 

4. Briefly  describe  the factors  in  your  school  environment that hinders your motivation? 

   -------------------------------------------------------------------------------------------------------------------

------------------------------------------------------------------------------------------- 

5.  Briefly explain  the principal's ability  to  communicate  about  the school's  strategic  vision 

and  goals?  

______________________________________________________________________________

______________________________________________________ 

6.   What  would  you  recommend  to the school  principals to  improve the motivation  of  

teachers?  ---------------------------------------------------------------------------------------------------------

-------------------------------------------------------------------------------------------- 
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Appendix  B 

Addis  Ababa   University 

College  of  Education and  Behavioral  Studies 

Department  of  Educational  Planning  and  Management, 

Interview   Guides   to   Principals 
 

Dear  Respondents 

This  interview  is  part  of  the study  design  to collect relevant  data  about  

the  topic  the  relationship  between  the  school  principals' leadership style  

teachers'  motivation in the  case of Government  secondary  schools  of  

kirkos  sub-city (Addis  Ababa) so, your responses for all parts  of the  

directions would be  kept  confidential. 

Direction  I :   General   Information 

1.Sub-city__________2. Woreda___________3.School _____________________ 

4.Sex _________5.Age__________6.Qualification __________________________ 

7. Marital status     Single _____________  Married _____________ Divorced _________ 

8.  Work  experience    as principal ________________ 
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Direction II:   Give  your  response  to the  questions in short  and  make  it  precise. 

 1.  How  do you evaluate  the  relationship  between teachers'  motivation  and the 

principals' leadership style in  your  school? 

________________________________________________________________________

____________________________________________________________ 

  2.  Do you  give  rewards  for  teachers?  If  yes,  what  is  the  basis  for your  reward 

mechanism?  -------------------------------------------------------------------------------------------

----------------------------------------------------------------------- 

3.  How  often  do  you  communicate  about the  school's strategic,  vision  and  goals? 

------------------------------------------------------------------------------------------------------------

-------------------------------------------------------------------- 

4.  In  your  opinion  what are the   major  challenges  that  principals  face  to  motivate 

teachers in the schools?     ------------------------------------------------------------ 

5.  IS  there  a system of monitoring  and  evaluation in your  school ?   If yes,  how  often 

do you evaluate  teachers'  work? 

________________________________________________________________________

____________________________________________________________ 

6.  How do you  evaluate  the status  of  trust  and  respect  between   you  and  teachers? 

------------------------------------------------------------------------------------------------------------

-------------------------------------------------------------------- 

7.  How  do you  evaluate  the  relationship  between  teachers' motivation  and  their job  

performance?   -----------------------------------------------------------------------------------------

------------------------------------------------------------------------------------------------------------

--------------------------------------------------- 
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