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ABSTRACT 

Head teachers‟ leadership styles are critical to the success of teachers‟ job satisfaction that might 

lead to an increase teacher motivation, effectiveness, efficiency, and team-work in school. This 

study investigated the relationship between head teachers‟ leadership styles and teachers‟ job 

satisfaction in three primary schools in Kaunda Square Zone.  

It examined the roles that Head teachers need to play in ensuring that teachers are motivated 

towards high performance and job satisfaction in their daily execution of duties.  

The study is expected to contribute to development of policy strategies and give insight to 

educationist and education administrators. The study recommends policy reforms action plan that 

influence job satisfaction and motivation of teachers. 
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CHAPTER ONE 

INTRODUCTION 

1.0 Overview 

This chapter presents the introduction of the dissertation on the role Head teachers and Deputy 

Head teachers (school managements) play in motivating teachers into high performance and job 

satisfaction. It discusses the background to the study and the statement of the problem. It further 

states the objectives of the study, the research questions, and the limitations and delimitations of 

the study and presents the significance and assumptions of the study as well as the definitions 

used and the definition used. 

1.1 Background to the Study 

Leadership and employee job satisfaction are two factors that have been regarded as fundamental 

for an organization‟s success, since they impact on how leaders contribute to goal attainment 

such as employee motivation of staff and job satisfaction (Fullan, 2005, and Northouse, 2010). A 

capable leader provides direction for the organization and leads followers towards achieving 

desired goals (Mosadegh and Yarmohammadian, 2006). In defining various aspects of leadership 

and job satisfaction, Northouse (2010) indicated that leadership process influences thoughts, the 

actions of followers and establish favorable conditions for job satisfaction. In a similar context, 

Hulpia and Devos (2009) found out that leadership proved to have positive effects on motivation 

and job satisfaction.  

To this end, investigations by Hulpia, & Devos, (2009) on relationship between motivation and 

leadership indicated that motivation of school teachers was related to the use of school leadership 

team and formal distribution of leadership. In England and Wales PricewaterhouseCoopers 

(PwC) (2007) identified characteristics of effective school leadership as developing staff, 

nurturing talent, and distributing leadership tasks throughout the organizations. PwC (2007) 

found that primary school head teachers who were leaders in schools, were responsible for 90% 

of the tasks associated with the performance and the development of teachers and, therefore, the 

teachers‟ roles did not have a significant influence on the teachers‟ job satisfaction. 
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Jacobs (2010) determined the relationships between teacher empowerment, motivation and job 

satisfaction. He found that teacher perception of their level of empowerment was related to job 

satisfaction, organizational commitment and leadership. Thus, it is impossible to find an 

individual who possessed the expertise to direct a school in many essential areas. School 

leadership has substantial effect on achievement thus head teacher needs to engage other teachers 

in the practice of leadership (Hartley, 2007). In view of the foregoing, it is imperative that 

increased responsibilities and accountability of school leadership creates need for distributing 

leadership tasks (Pont, Nusche, & Moorman, 2009). In addition, countries are transforming 

education system to function in modern economic globalization, where Head teachers can utilize 

expertise and efforts to share leadership duties (Jacobs, 2010). Researchers have found that 

leaders and administrators play pivotal role in organization to influence employee job 

satisfaction and motivation levels (Jacobs, 2010; Mat, 2008; Yukl, 2010; & Joo, 2011). 

According to Northouse (2013) employees need guidance on ensuring achievement - oriented 

leadership practice, directing leadership tasks, supportive leadership on working conditions. The 

head teacher therefore needs to demonstrate participative leadership in decision making, besides 

using effective leadership strategies. It is, therefore imperative for leadership to influence 

relationship among leaders and followers so as to reflect shared purposes and achieve valued 

goals providing worthwhile direction and control (Yukl, 2010& Holt et al., 2011). In South 

Africa, an analysis of various concept of distributed leadership revealed that it was an essential 

element of job satisfaction (Williams, 2011).  

A strong leadership with skills and knowledge takes responsibility by involving teachers on 

duties and responsibilities. Kagoda (2010) found out that low prestige, negative image and 

inadequate appreciation of value of teachers‟ work in most Sub-Saharan countries make schools 

to provide no role models to help teachers grow professionally. This is contributed to low 

motivation of experienced teachers hence job dissatisfaction. Path-Goal leadership theory of 

1971 (cited in Martin, 2012) asserts that leadership is based on how leaders facilitate task 

performance on subordinates leading to motivation and job satisfaction, the indicators of which 

are: status, goal achievement, intrinsic valence and high performance. Jacobs (2010) affirmed 

that opportunities for teachers to gain leadership experience are present in schools where there is 

shared leadership. Furthermore, there is need for people to participate in decision- making so as 

to develop leaders at all levels; to sustain improvement, change and enhance motivation and job 
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satisfaction (Street, 2011; Hulpia, &Devos, 2009). Job satisfaction has been defined by Sonia 

(2010) as a pleasurable emotional state resulting from the appraisal of one„s job and attitude 

towards the job with factors such as: recognition, supervisory practices, commitment, working 

climate, individual expectations and level of education. However, Kim and Kim (2008), and Joo 

(2011) describe teachers‟ job satisfaction as positive psychological and affective reaction about 

teachers‟ present workplace, teaching profession and career experiences as a whole. 

Nevertheless; Path-goal theory (2012) postulated that job satisfaction is the extent to which 

leaders are supportive, directive, achievement-oriented and participative.  

The study by Joo (2011) posits that job satisfaction is determined by present workplace, teaching 

experiences, and self-reported information influenced by teachers are satisfied with their job. In a 

study conducted within Nakuru County of Kenya, Kariuki, Ndirangu, Sang & Okao (2014) 

established that further training, responsibility, social status and a sense of belonging as 

impacting on the level of morale and commitment of teachers to their duties. Additionally, they 

found that there was no significant relationship between teachers‟ characteristics of gender, age, 

experience and commitment to work.  

However‟ there was significant relationship between the professional qualifications and 

commitment to work. Teachers can be said to be satisfied when they are motivated to do their 

jobs well and have a high level of morale (Strydom, Nortjé, Beukes, Esterhuyse & Westhuizen, 

2012).Several studies have examined the relationship between leadership styles and job 

satisfaction and concurred that leadership has significant impact on motivation and job 

satisfaction and organizational commitment (Jacobs, 2010, Joo, 2011, Lussier & Achua, 2010). 

A survey conducted by Teachers Service Commission (Siringi, 2009) to determine employer or 

customer satisfaction found that teachers wanted faster promotions and review of methods used 

to reward hard working teachers. Promotion procedures were found to be slow and merit was not 

adequately considered resulting in stagnation in the same job group which negatively affected 

teachers‟ job satisfaction and motivation. Additionally, this study opined that exemplary 

leadership in school which is a pointer to job satisfaction did not attract many players. Kenya‟s 

educational administration has a hierarchical structure with levels of control which indicate a 

supervisor controls small number for effective leadership, so that supervisors are responsible for 
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decisions and actions (Nyongesa, 2007; However, this structure does not address leadership 

adequately.  

The government of Zambia spends a lot of money paying salaries and allowances to teachers. 

Public spending on education and training was K160 billion accounting for 26 percent of the 

aggregate public expenditure in 2014/5.  The country‟s education expenditure as a percentage of 

GDP remained fairly constant. Recurrent spending, predominantly administration and teachers‟ 

salaries, accounted for 85% in 2009/10. Some teachers find their way out of the service on 

grounds of lack of motivation and job satisfaction to teach in public primary schools(Education 

reforms: MoE Sessional Paper NO.14 of 2012). All these serve as a drain to teaching because 

leadership styles fail to meet teachers‟ demands on job satisfaction, hence need to be 

investigated. According to Pont et al., (2009) practitioners consider middle management which 

comprises of head of departments and teachers responsibilities vital for school leadership. 

However, these practices remain rare; and those involved are not recognized for their tasks. In a 

school set up, Head teachers are in charge of influencing teacher participation; displaying 

leadership characteristics, directing leadership tasks, ensuring high performance goals are 

achieved and supporting teachers‟ concerns (Nakuru County Education Office, 2013).Although 

the criteria for leadership rank of teachers in Kenya is well outlined by the Teachers Service 

Commission (TSC) in terms of academic qualifications, length of service and performance on the 

job, many teachers continue to stagnate in one job group while still on leadership position. This 

study on relationship between head teachers leadership styles and teachers‟ job satisfaction is 

significant because it explores the underlying leadership problems which may impact negatively 

on job satisfaction of teachers.  

In organizational structure teachers should be involved in major decision-making programmes, 

as opposed to merely being directed and assigned tasks and encouraged to achieve goals (Grant, 

2011; Jacobs 2010, & Street 2011). According to Cort (2015), policy requires teachers to 

perform administrative and supervisory tasks besides teaching. However, this is limited to a few 

individuals. Furthermore, public primary schools have hierarchical leadership structure to 

coordinate activities with little autonomy given to teachers. The Ministry of Education Task 

Force Report (2010) recommended development of policy framework for head teachers but 

failed to recognize input of other teachers hence a problem in leadership. It indicates that in most 
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African countries teachers‟ tasks, other than class work, are unclear, not recognized.Some 

minimal involvement in distribution of leadership tasks, decision participation and support on 

work climate are inadequate, thus ineffective leadership strategy.  

The study conducted in Nakuru by Waigwa and Kwasira in the two Districts of Kenya (2012) 

established that most teachers are barely satisfied with their jobs.Most classes are overenrolled, 

revealing that teachers are overworked while in school (TSC, 2014 Nakuru).The years 2011 to 

2013 were characterized by attrition rate of 31cases, 60 absentee cases and 32 cases of 

negligence of duties by teachers. These were the highest cases noted nationally and compared to 

other counties.This could have resulted from inadequate leadership coordination. It led to 

increased conflicts between the TSC and teachers trade union the Kenya National Union of 

Teachers as some of the teachers were interdicted from active service (TSC, 2014). The 

phenomenon resulted into low pupils academic performance in schools, as the District mean 

score decreased from 251 in 2012 to 254in 2013 (Nakuru County 7 Education Office, 2014). 

This, among other factors, was a possible indicator of low level of motivation and job 

satisfaction due to leadership lapses. Research in the area of teachers, job satisfaction has 

focused on the contributors and consequences of motivation and job satisfaction. It has been 

observed that job satisfaction is related to positive outcomes including teacher retention and 

increased performance.  

Conversely, low job satisfaction has been related to teacher attrition, absenteeism and poor 

performance among others (Ofuani, 2010). Effectiveness of any leadership style is partly 

dependent on the situation and institutional context. It poses that effective group performance 

depends on the proper match between the leader„s style and the nature of the situation (Robbins, 

Judge and Campbell, 2010). Maina (2014) noted that Head teachers shoulder the burden of 

leadership in schools; they therefore, need exemplary leadership skills that translates into 

improving their competencies to influence their teacher into motivation and job satisfaction. 

Mdikana, Ntshangase and Mayekiso (2007) asserted that pre-service training and continued 

professional development are significant. In the similar context, Nandwa (2011) established that 

Head teacher leadership development in most African countries was not an on-going programme 

and lacked systematic approach, thus ineffective use of leadership strategy.  
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The inadequate leadership styles competencies compelled this study to conduct research 

investigations on teachers‟ opinion with the view of yielding findings to inform policy and 

practice that would make it more receptive to teachers‟ motivation and job satisfaction. In view 

of these suggestions, the study was designed to investigate the relationship between head 

teachers‟ leadership styles and how they can motivate teachers into job satisfaction in selected 

Primary Schools in Kaunda Square Zone of Lusaka.  

1.2 Statement of the Problem  

The relationship between leadership styles and job satisfaction is necessitated by the fact of 

statistics. Studies on job satisfaction are available; however, there appear to be a few studies 

linking the constructs of leadership styles and job satisfaction in primary schools. In view of this, 

the importance of determining the relationship between head teachers‟ leadership styles and 

teachers‟ job satisfaction in primary schools is needful. Leadership strategy is particularly 

imperative considering that the overarching principle of teacher job satisfaction counts.  

In Kaunda Square zone of Lusaka, there is a disparity between leadership styles of head teachers 

and the teachers‟. There seems to be no change and reform to job satisfaction on account of head 

teachers‟ leadership styles. The situation in the zone is characterized by head teachers‟ failure to 

portray leadership styles that clarify paths to attain goals. As such, there seemed to be low level 

of motivation, innovation, and participation by teachers in school activities. The leadership styles 

that provide support on work conditions, direct on tasks; gives chance to participate in decisions 

and non-use of strategies that achieve performance goals was a problem. This, therefore needed 

to be investigated, hence the execution of this study.  

In view of the foregoing, teachers in the zone seem to experience low levels of motivation, job 

satisfaction, low self-esteem, negative image and inadequate appreciation on value of their work 

in schools, perhaps because leaders do not provide role models to help teachers grow 

professionally.  

Hence, this study aimed at examining the relationship between the head teachers‟ leadership 

styles and teachers‟ motivation and job satisfaction in Kaunda Square zone of Lusaka, with a 

view to providing tangible solutions. 
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1.3 Purpose of the Study  

The purpose of the study was to investigate the relationship between head teachers‟ leadership 

styles and the teachers‟ job satisfaction in public primary schools in a case of Kaunda Square 

zone schools in Lusaka. 

1.4 Objectives of the study 

The study was guided by the following objectives: 

1. To examine the influence of staff recognition by head teachers on job satisfaction 

of teachers in primary schools of Lusaka‟s Kaunda Square zone. 

2. To examine the influence of teachers‟ professional advancement opportunities on 

teachers‟ job satisfaction in public primary schools. 

3.  To examine the influence of leadership styles on teacher performance. 

4. To suggest strategies for improving teachers motivation to enhance pupils‟ 

learning in public primary schools.  

1.5 Research Questions  

 

1. What is the influence of staff recognition by head teachers on job satisfaction of 

teachers in public primary schools of Lusaka‟s Kaunda Square zone? 

2. To what extent does the teachers‟ professional advancement opportunities have 

on teachers‟ job satisfaction in public primary schools? 

3.  How do leadership styles influence performance of teachers? 

4. What strategies can be employed to improve teachers‟ motivation to enhance 

pupils‟ learning in public primary school?   

1.6 Significance of the Study  

The findings and recommendations of this study is might provide useful information to the 

institutions charged with the responsibility of providing leadership development programs for 

head teachers and teachers. For example, the Ministry of General Education might be provided 

with information drawn from the field that could facilitate the re-alignment of courses with the 

leadership needs of Head teachers in the education sector. The study might also provide 

information to policy makers at the Ministry of General Education to come up with interventions 
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that address leadership development in schools such as addressing further training needs of the 

Head teachers. Furthermore, the study might provide insight for Head teachers on the use of 

appropriate leadership styles.  

The study provides greater insight to Head teachers on use of appropriate styles that resolve 

specific issues on leadership. The study findings are significant in contributing to the body of 

knowledge on management of education. The study is expected to assist educationist and 

education administrators at the zone level in developing effective leadership strategies. The 

results of the study might also form basis for further research on leadership styles and their 

impact on teacher motivation and job satisfaction.  

1.7 Limitations of the study  

There were two limitations in this study. The first was insufficient time in which to carry out 

filed work, since this aspect was conducted at the same time as other courses. Further, my role as 

deputy head teacher also required my presence at the place of work most of the time. The second 

was related to the difficulties of organizing the respondents, who were individually and 

collectively busy with their own duties as educators. However, sufficient data was collected to 

allow the study to be completed. 

1.8 Delimitations of the study 

The study confined itself to investigating the relationship between primary school 

administrators‟  (Head teachers and Deputy Head teachers)  leadership styles and teachers‟ 

motivation and job satisfaction in Lusaka‟s Kaunda Square Zone. This zone had five primary 

schools: Chamba valley primary, Mumana primary, kamanga primary, Chainda primary and 

Chakunkala primary schools. 

For comparison purposes, ordinary teachers (10) were also selected in order to broaden the scope 

of inquiry.  The study was conducted in five Primary Schools, using the interview guide, to 

gather data from respondents at both lower and upper primary schools.  
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1.9 Assumptions of the study  

The assumptions of this study were:  

(i) The study was based on the assumptions that Head and Deputy Head teachers were 

aware of the importance of motivation and job satisfaction.  

(ii) That all the Head and Deputy Head teachers, irrespective of grade and school 

category, had attended leadership development courses or programmes to facilitate 

their leadership capacity for improved motivation and job satisfaction. 

(iii) That all the Head and Deputy Head teachers had an idea of what motivation and job 

satisfaction meant.  

1.9.0 Theoretical Framework  

The study used the leadership goal theory that explains how a leader can provide support to 

subordinates on the path to goals by using specific behaviour, based on subordinates‟ needs and 

work settings or situations in which subordinates are operating. As the theory suggests, different 

leader behaviours have different kinds of impact on subordinates‟ motivation. According to 

Richard et al., 2012 (cited in Malik, 2013), Path-goal is a cognitive approach to understanding 

motivation where subordinates calculate effort-to-performance and performance-to-outcome 

probabilities. The most effective leader provides availability of valued rewards (goal) by helping 

subordinates in finding best ways to reach their (path). This task and leadership relation involves 

effort-to-performance and performance-to-reward expectancies. The two situational 

contingencies in the path-goal theory are: the personal characteristics of group members; and the 

work environment (Daft, 2005).  

Northouse (2013) lists job motivation factors which include valued work, goal achievement, 

responsibility, recognition, advancement, empowerment, and status, level of challenge, work 

environment and opportunities for creativity as being vital. The study takes advantage of the 

path-goal theory to investigate whether the behaviours by head teachers and their deputies in 

schools are distinct and leads to job satisfaction. Okumbe (1999) contends that the Path-goal 

Theory of leadership rests on leader behaviour being an acceptable complement to work 

environment, and that it rewards effective performance and motivating when subordinates 

perceive it to be satisfying. Mat (2008) stipulates that in Path-goal Theory a leader may exhibit 

any of achievement-oriented style, directive style, supportive style and participative style or all 
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of these types of leadership styles. Therefore, the best type of leadership for a given situation is 

dependent on the individual followers or teachers and the specific situation. The Path-goal theory 

therefore befits school managements in schools to direct paths towards achieving desired goals 

by teachers.  

1.9.1 Conceptual Framework  

The conceptual framework is based on the input process, showing a relationship between 

leadership styles in a school system as independent variables, while teachers‟ job satisfaction is a 

dependent variable. The dependent variable Leadership styles practices are adapted to the 

framework from Path-goal theory (Martin, 2012). 

The study was conceptualized based on three independent variables on leadership styles. These 

include; Democratic, authoritarian and Laissez faire leadership styles and one dependent 

variable, motivation and job satisfaction. This is depicted in the figure below, showing the 

interplay of relationships between the variables. These relationships eventually have an effect on 

motivation and job satisfaction among the teachers 

Figure 1: Conceptual Framework  

The following figure of conceptual framework represents the interrelationships of key variables 

on the relationship between leadership styles and job satisfaction. 

  

  

   

  

 

 

 

                                                                                                        

Source: Compiled from collected Data 

Leadership Styles 

Teacher 

Characteristics 

Democratic  

 

Job Satisfaction 

      -Autonomy 

-Commitment 

-Environment 

-Environmental 

Characteristics 

-Task Structure 

Job dissatisfaction  Authoritarian 

Laissez Faire  
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1.9.2 Definition of Key Terms  

The following were the key terms in this study: 

Authoritarian leadership:  is that which is associated with the bureaucratic organizational 

structure. The autocratic manager sets objectives and tasks for the workforce or group, and 

expects orders to be obeyed blindly and without question. 

Characteristics: Demographic or personal qualities possessed by a teacher that may influence 

motivation and job satisfaction.  

Democratic leadership: In a democratic or participative management style, the manager allows 

the employees to take part in decision-making: therefore everything is agreed by the majority. 

Head teacher: Lead educator and administrator in charge of a primary school and responsible 

for professional practices of teachers. It is also equated to principal. 

Motivation: Psychological feature that arouses an individual to action toward a desired goal. 

Job satisfaction: Pleasurable behaviors that inspire a teacher to perform duty with expertise.  

Job dissatisfaction: Job dissatisfaction is by definition unpleasant, and most individuals are 

conditioned, probably even biologically-driven, to respond to unpleasant conditions by searching 

form mechanisms to reduce dissatisfaction. 

Leadership style: The pattern of behavior where a leader uses skills, consults about decision, 

shows concern, and directs subordinates on what should be done.  

The Laissez-faire management style:  is also referred to as delegative or free reign 

management style. It is also used when the leader needs to be at another place doing other things. 

Relationship: Association and interactions among teachers and Head teachers in school.  

1.9.3 Summary 

 This chapter presented an abridged background of the problem under study and presented the 

statement of the problem, the purpose of the study, objectives of the study, research questions, 

and significance of the study (rationale), limitations of the study, scope of the study, theoretical 

framework, conceptual framework and the definition of the terms. This format was important in 

providing a foundation for the subsequent chapters of this study. Chapter two reviews the 

secondary literature (i.e. desk research) used in this study. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.0 Overview  

This chapter discusses the literature done by several scholars on the topic under research. It 

shows that observations of teachers in the School System have shown that some teachers work 

harder and are more effective in performing their job than others. Since motivation of teachers is 

a personnel function of the school administrator, this chapter examines the various approaches to 

teachers' motivation. It is subdivided into the following themes; General Perspective of teacher 

motivation and job satisfaction, factors of motivation, Head teachers‟ staff recognition and its 

influence on teacher performance, the teachers‟ salaries and teachers‟ job satisfaction, Head 

teachers participation in staff development leadership styles and job satisfaction and 

dissatisfaction, the Head teachers‟ role in creating a motivational school environment and 

strategies to motivate teachers. At the end of this chapter, a conclusion is drawn in which the 

salient points are summarized.  

2.1General Perspective of Teacher Motivation and Job Satisfaction 

 There are many studies and literature about job satisfaction. Evans (1998) identified the factors 

affecting the teacher‟s job satisfaction at different levels.  

Level I: Policy, condition of service and pay structure. A good pay structure brings more 

satisfaction. Level II: Leadership style (of head teachers or senior teachers) and organizational 

climate. This level includes the pattern of management of the schools, method of accountability 

of the teachers, level of local people interference and freedom of teachers etc. Level III: This 

level suggests the type‟s determinants of job satisfaction. Typically, individuals need 

expectations fulfilment or values congruence. Individual‟s norms, values, personality and 

emotion are reflected in this level.  Leadership plays an important role on job satisfaction. Head 

teachers who adopt laissez-faire styles of leadership for example, may be considered to exert 

very little influence on the school-specific circumstances and situations that potentially affect 

teacher‟s morale, job satisfaction and motivation. 

In Zambia, just like other countries, the nature of the work of staff in learning institutions needs a 

sense of professionalism for effectiveness. This study opines that there should be developed 
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programmes in training institutions like universities and colleges to impact the needed skills and 

knowledge. Head teachers often perform their leadership styles by helping teachers achieve their 

goals. Kouzes and Posner (2007) point out that the nature of leadership is an effective key factor 

in the life and success of an organization as it transforms potential into reality, is the ultimate act 

which brings to success all of the potential that is in an organization and its people and 

leadership that propose new paradigms when old ones lose their effectiveness. Nevertheless, 

leadership styles in primary schools need to be used interchangeably in an attempt to bring 

valuable change.  

Additionally, Daft (1999) explains that good leadership springs from a genuine concern for 

others and thus, many leadership gurus believe that a good leader is one that serves the followers 

and encourages them by communicating and exploring the problem faced by the followers. 

Furthermore, having pleasing personal qualities is crucial to being a good leader whom the 

followers observe and duplicate (Mat, 2008). Some examples of good personal qualities are 

enthusiasm, honesty and humility. Furthermore, Leana (2013) brings out respect for subordinates 

and equal treatment as an important attribute. These influential skills, when observed by the 

followers contribute to personal and organizational improvement, empowerment of employees in 

decisions making, enhancing followers‟ self-confidence, autonomy and hence, commitment to 

goals and strategies associated with motivation and job satisfaction (Harris, 2006).  

Motivation and job satisfaction reflect the extent to which an individual likes the job. 

Organizations with satisfied employees are more productive than those with unsatisfied 

employees (Hellriegel & Slocum, 2007). Daft (2005) conceptualized job satisfaction is 

composed of factors such as the job itself and the work environment. Malik (2013) argues that 

job satisfaction results from the perception of employees‟ job and the degree to which there is a 

good relationship between employees and the organization. However, emotional experiences in 

the working life are inevitable. Vecchio (2000) explained that job satisfaction was one‟s feelings 

and thinking towards his or her work. As in the case of other attitudes, one‟s attitude towards the 

job is greatly influenced by the experience, especially stressful experiences. Similarly, an 

employee‟s expectations about the job and communications from others could play an important 

role in a person‟s level of job satisfaction.  McShane and Glinow (2005) believed that motivation 

and job satisfaction represented an employee‟s evaluation of the job and the work context. In 
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other words, it was an appraisal of the perceived job characteristics, work environment, and 

emotional experiences at work, attitude, recognition, level of education and individual 

expectations (Sonia, 2010).  

In view of the foregoing, motivation and job satisfaction of teachers is their perception of how 

they feel towards the teaching job, which needs to be boosted through supporting and allowing 

teachers freedom of participation even during extra-curricular responsibilities. According to 

Malik (2013) people differ in what is important to them, and this may also change for the same 

person. An employee may be satisfied with certain dimensions of the job while dissatisfied with 

others. For instance, an employee may be satisfied with the co-workers but dissatisfied with his 

or her work-load.  

 Malik (2013) affirms that job satisfaction could change with time and circumstances. 

Nevertheless, job satisfaction is a pleasurable or positive emotional state resulting from the 

appraisal of one‟s job or job experiences. The appraisal of teacher performance in public schools 

is another new dispensation of professional development of teachers in Zambia, like other 

African countries. According to Muchinsky (2007), motivation and job satisfaction are pointers 

to the degree of pleasure an employee derives from his or her job, which could be seen from the 

amount of time and effort they invested into their job.  Hulin and Judge (2003) assert that an 

employee„s affective reaction to a job was based on a comparison of actual outcomes derived 

from the job with those expected. Motivation and job satisfaction have been treated both as a 

general attitude and satisfaction with five specific dimensions of the job. It includes employee 

feelings about various aspects of job such as pay, promotion opportunities, autonomy, work 

conditions, supervision, organizational practices and relationships with co-workers (Zerihun, 

Singh, Geremew, Sabit, Gelashe & Issa, 2015). These characteristics influence employee 

motivation and job satisfaction. Malik (2011) highlighted some of the important work 

characteristics, such as how the work role was defined and how the work environment 

(leadership, stress, advancement opportunities and participation) was related to job satisfaction. 
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2.1.0 Factors of Motivation 

The source of motivation is both intrinsic and extrinsic. According to Hacket (1998) Intrinsic 

motivation occurs when people engage in an activity without external incentives. They get 

motivated when they can control the amount of effort they put in the activity they know the 

results they will get not be lack. Extrinsic motivation has to do with incentives. Incentives are 

external to a person and are provided the management in order to encourage workers to perform 

tasks. Motivation as a concept represents a highly complex phenomenon that affects and is 

affected by a multitude of factors in the organization. To understand how workers are motivated, 

a number of theories have been advanced. These include instrumentality, content and process 

theories. Instrumentality theory was advanced by Taylor (1911) and advocated that it was 

impossible to get workmen to work much harder unless they were assured of a large and 

permanent increase in their pay (Armstrong, 2001).  

 

The theory is based on the principle of reinforcement and gives the rationale for performance 

related pay for workers, through an ineffective motivator. Okumbe (1998) describes content 

theories as those whose concern is to identify the needs and drives that people have and how 

these needs and drives are prioritized. Abraham Maslow(1954) advocated for the Hierarchy of 

needs theory, which argues that the needs exists in a hierarchy of five levels, physiological, 

safety, social, esteem and self-fulfillment at the higher level. Nzuve (1999) noted that lower level 

needs are satisfied. The two-factor theory belongs to this category and is also referred to as the 

motivation-hygiene theory advanced by Fredrick Hertzberg as cognitive theory emphasizes on 

the psychological process or forces that affect motivation as well as basic needs. The process 

theory is best explained by expectancy, goal and equity forwarded by Victor Vroom (1964) and 

developed by Porter and Lawler (1968).  

 

The theory advances that there must be a link between effort (motivation) and reward and that 

the reward should be achievable and of value (worth) to a person (Armstrong, 2001). This 

implies that when efforts and rewards are sustained, performance will be enhanced. Goal setting 

theory was developed by Lathan and Locke (1979) and stated that motivation and performance 

are higher when individuals have specific goals. The goals need to be difficult but achievable and 

that performance will be assured when feedback is given. Equity theory was refined by Adams 



16 
 

(1965). The theory is concerned with the perceptions people have about how they are being 

treated in relation to others in the workplace (Okumbe, 1998). The theory argues that people will 

be better motivated if they are treated equitably and de-motivated if they are treated inequitably 

in such areas as in pay, promotions and status when their input and output is the same. 

 

Essentially motivation is to create conditions which people are willing to work with zeal, 

initiative, interest, enthusiasm with a personal and group satisfaction, with a sense of 

responsibility, loyalty, discipline and pride so that the goals of an organization are achieved 

effectively (Mamoria and Gankar, 2005). Herzberg (1957) identified two factors of motivation 

namely intrinsic factors and extrinsic factors which influence the levels of performance. Naylor 

(1999) noted that, motivation is considered to be intrinsic when individuals feel they have 

control over their own environmental factors and behaviours. It is the sense of achievement, 

responsibilities, job satisfaction, purposeful involvement, empowerment and ownership. Locke 

(1976) argues that every organization must have a contented workforce in order to succeed. 

 

2.2 Head Teachers Staff recognition and its Influence on Teacher Performance 

 

In many developing countries including Zambia teaching has historically enjoyed a large degree 

of prestige. Today, however, many teachers feel the respect for their profession is decreasing - in 

the eyes of students, parents, government, and the larger society.  

“Teaching is a noble profession: as soon as you launch yourself into it, you gain a lot.  This is 

the reason that each year is compared to the last, and I think that everyone wants to improve.” 

Teacher in Rwanda, from VSO‟s Valuing Teachers. 

Low salaries play a role, but so does the assignment of administrative or menial tasks; lower 

standards of teaching; increasing demands on schools from communities; and the creation of 

large groups of unqualified or even female teachers (Bennell and Akyeampong 2007). On the 

other side, the status of volunteer or community teachers appears to motivate those types of 

teachers to perform more so than formal or civil-servant teachers (Michaelowa 2002). In 

addition, sometimes teachers may simply not have a good relationship with the community 

surrounding their school, and this can be especially true in hierarchical societies with large gaps 

between teachers and the students and community (Ramachandran and Pal 2005). Lack of 
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prestige from low remuneration and low autonomy in planning and teaching, has been associated 

with private tutoring in Romania (Popa and Acedo 2006) and Egypt (Hartmann 2008), an 

activity where teachers often enjoy more professional status, self-esteem, and better pay. Many 

teachers feel that another way to increase societal respect for teaching is to improve the public 

image of their profession by making the public more aware of the actual conditions they face. 

 

According to Cole (1996), recognition is a reality despite one‟s age and educational level. He 

stressed that recognition must be sincere and need to be based on above average performance. 

Recognition is also accompanied by responsibility and power. This implies that people with 

responsibility need to work hard for their efforts to be recognized and respected. Good work 

done by any employee should always be acknowledged. A formal recognition programme may 

also be used such as employee of the month (Kivase, 2000). Blasé and Kirby (1992) noted that 

the quickest remedy that educational managers should use to motivate teachers is by creating a 

more attractive work environment and intangible rewards such as recognition and praise. School 

management can make teachers feel valued by recognizing their achievement (Nzuve, 1999).  

 

The head teacher has the responsibility of helping teachers to get satisfaction from the profession 

and to fulfill their needs and objectives. Recognition of performance is an important 

responsibility of the school management. It may range from spoken words of “thank you”, to 

tangible rewards which have been used as important motivation for teachers (Frase, 1992). He 

further suggests that recognition is an important motivator for teachers as it directs them on the 

path towards professional growth and improvement. All teachers yearn for reassurance that they 

are doing a good job. Musila (2010) found out that 67.3% of the teachers felt motivated when 

they got recognition from their immediate supervisor. 

 
Head teachers can recognize teachers‟ efforts by offering positive feedback, both publicly and 

privately, weekly memos or emails and regular staff meetings are perfect forums for recognizing 

special contributions that teachers make. Motivation is the key to keeping the teachers focused and 

feeling worthy, which in turn leads to more commitment to their work, hence boosting their 

performance levels as reflected in pupils‟ achievement in examination results.  
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In light with these observations, leadership is deemed as taking concerns of employees through 

nurturing, by communicating and sharing the vision, improving work culture and focus on the 

core values of the organization.  Achievement-oriented leadership style and job satisfaction has 

been frequently examined topic in education and management and considered an indicator to 

evaluate educational attainments of school effectiveness (Joo, 2011). 

As Path-goal theory focused on how leaders influence followers‟ expectations Robert House, the 

originator of the theory, proposed a model in which leader behavior is acceptable when 

employees regard it as a source of motivation and satisfaction (Kreitner and Kinicki, 1995). In 

addition to this, leader behavior is motivational when it eliminates factors that hinder goal 

accomplishment but provides emotional support to the employees, and grants meaningful 

recognition in return for success. House claimed that the leader should stay on the right path to 

achieve challenging goals since achievement-oriented leadership is setting high standards and 

challenging goals for the employees by encouraging them to perform at their highest level 

(Northouse, 2013). Drawing from these suggestions, teachers‟ academic qualifications are 

successes thus need to be recognized as part of achievement in the right path towards exhibiting 

goal attainment. 

2.2.0 The Teachers’ Salaries and Teachers’ Job Satisfaction  

 

Literature indicates that Job satisfaction in developing countries is affects the status of the 

teaching profession due to low salaries and poor conditions of services. The low level of 

motivation has been attributed to low salaries and poor conditions of services. Lack of 

accommodation and other incentives has de-motivated teachers in most of the countries. It has 

been argued that, low job satisfaction is bound to affect the quality of education provided in the 

country (Basaka and Ghoshab, 2011). 

 

In certain countries, in particular Latin American countries, teacher pay may reach the 

UNESCO-recommended threshold of 3.5 times GDP per capita (Teacher Compensation, 

Motivation, and 12 Working Conditions 2006). However, teacher salaries are generally low, 

especially in Africa. Corresponding to Maslow‟s hierarchy of needs, lack of a living wage can 

undermine the foundation of basic need fulfillment teachers require before they can focus on 

improving their work. When teachers do not have enough money to live, they often resort to 
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secondary employment activities, which can undermine their motivation to perform in their 

primary job and lead to increased absenteeism (Methodological Guide for the Analysis of 

Teacher Issues 2010). One such secondary employment activity, private tutoring, can be 

especially harmful to student achievement, or at least the distribution of student achievement, 

when teachers cut back on teaching part of the curriculum in school in order to generate demand 

for their tutoring services out of school (Bennell and Akyeampong 2007). 

  

Besides resorting to secondary employment, teachers who earn poverty wages are often unable to 

eat properly before coming to school (Bennell and Akyeampong 2007). Furthermore, it is 

difficult to motivate qualified teachers to work in the neediest schools and in rural areas without 

sufficient material incentives. Low pay also alters the profile of those who are most motivated to 

become teachers, as the opportunity cost of joining the poorly-paid teaching force is lowest for 

the unskilled, inexperienced, women, and those from rural areas (Belle, 2007).  

However, beyond a reasonable salary, there is little evidence that further pay increases motivate 

teachers. Michaelowa (2002) does not find a salary structure to be an obvious determinant of 

teacher job satisfaction. Fraenkel and Wallen (2000) note that across-the-board salary increases 

in Brazil were ineffective in increasing teacher performance.  

 

If teachers are able to support themselves and their families, how teachers are paid may be more 

important than how much they are paid. Teachers are more motivated when they are paid on 

time, when retrieving their pay is easy, and sometimes through performance bonus-pay schemes. 

For example, in India irregularly paid salaries are a major source of low motivation (Moolla, 

2005). In terms of bonus pay, Alguchaab (2011) find that individual and group performance pay 

schemes significantly increased test scores in India through encouraging greater effort among 

teachers. 

UNESCO (1993) observed that, teachers should possess sound knowledge, a good level of 

competence, commitment and capability to perform the assigned task. Employees will be more 

motivated to do their jobs if they have ownership of the work. This requires giving employees 

freedom and power to carry out their tasks so that they feel they own the results (Nzuve, 1999) 

further says, individuals should be provided with greater responsibility and encouraged to 

implement their ideas. As individuals mature in their jobs, opportunities for added 



20 
 

responsibilities should be provided. In order to deliver successfully on the school objectives, it is 

necessary for the head teacher to lay some clear shared leadership strategies. The strategies must 

contain tasks to be done on routine basis by the teacher and how the teacher performance will be 

recognized.  

 

According to Spillane (2006) distributed leadership is practice of spreading and directing 

leadership roles over people however, autonomy in exercising the powers on roles is limited to 

primary school teachers. Leadership is discussed as not being centered on the supremacy of one 

person, but leaders and followers engaging in shared leadership responsibilities. Nevertheless, 

Jacobs, (2010), describes shared leadership in terms of the ways in which roles are stretched and 

devolved over people. Alguchaab (2011) view this in the context of interactions between leaders, 

followers and the situation and viewed shared leadership as framed performance of particular 

tasks allocated to more than one person. Guay et al (2010) indicated that where roles and 

responsibilities are shared with other school members, head teacher„s position remains strong. To 

this end, this study opines that incorporation of specialization on teaching subjects in primary 

schools is vital in recognizing teachers‟ position. 

Hall et al (1996) in Evans (1998) searched for general factors within job tasks that would lead to high 

motivation. They suggested that leaders need to influence autonomy, introduce more variety in tasks, 

provide opportunities for people to do several tasks and establish good relationships and open 

feedback channels; Belle (2007) made an observation that work that has clearly spelt out tasks and 

allows collaborative decision making was motivating. Teachers will feel motivated and part of the 

succession in a school, if the head teacher involves them in decision making and shares out 

responsibilities with them. Through shared leadership, the head teacher prepares the teachers to take 

on more challenging responsibilities in future. 

  

Furthermore, leadership involves establishing direction, for instance creating a vision, 

establishing strategies, aligning people with organizational goals as in communicating goals; 

seeking commitment, motivating and inspiring people to achieve organizational goals and 

empowering subordinates.  
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2.3 Head teachers’ Participation in Staff Development in Schools and Teachers’ 

Performance 

Staff development includes activities, efforts and aims of schools that contribute to personal and 

professional growth of the individual employees, so that they may perform better and with great 

satisfaction (Mongan and Ingvarson, 2001). It includes matching persons to jobs, performance 

evaluation and the progressive increase of staff competencies. It is a deliberate plan by the 

management to improve the quality of staffing. It is also a way of giving the staff a chance to 

update and improve their skills, knowledge and qualifications in order to be adaptive to their job 

(Parsey, 1992). Besides additional qualifications, they stand a better chance of getting promoted 

to higher position. Research studies by UNESCO (1997) observed that performance of teachers 

depended on their level of qualification, training and motivation among others. The “struggling 

teacher” is an all too common sight, especially in primary schools (Benell, 2007). High 

proportion of teachers remains untrained in many low income countries (LIC) which adversely 

affect “can –do” motivation. 

 

Poor quality in-service training compounds poor pre-service training and induction in many 

countries. Teachers should be supported by allowing them to pursue further education which will 

make them more valuable to the job and more fulfilling professionally, (Okumbe, 1992). 

Teachers should be provided with enabling environment which will enable them to learn 

different procedures of the job as well as experiencing some growth through promotion and 

further training (Okumbe, 1992). Further training enhances the teachers‟ competencies. Kageha 

(2004) further says teachers are motivated by opportunity for further studies. The study found 

out that 203 teachers were either taking part-time, evening classes or were in fulltime courses in 

tertiary colleges and universities. The study found out that those teachers who were sponsored to 

attend workshops and seminars were highly motivated to perform their jobs. The head teacher 

must recognize the importance of staff training in a school and support in service education and 

training of teachers, reach out for opportunities for staff development and encourage the teacher 

to go for further studies. In the absence of constant updating of skills and appropriate support, 

teachers can quickly lose motivation, leading to low achievement levels of pupils (Kageha, 

2004). 

 

 



22 
 

 2.4 Leadership Styles and Job Satisfaction or Dissatisfaction 

Regarding the relationship between leadership styles and job satisfaction, various studies 

conducted in different organizations showed that there was positive relationship between 

leadership and employee motivation and job satisfaction (Basaka and Ghoshb,2 011). According 

to an OECD report (Schleicher, 2012) as more countries around the world require improved 

achievement from their schools and grant greater autonomy to schools in designing curricula and 

managing resources, the role of the school leader has changed from the traditional administrator 

model. Consequently, the report suggested that developing school leaders required defining their 

responsibilities, providing access to appropriate professional development throughout their 

careers, and acknowledging their pivotal role in improving school and performance. 

 The report affirmed that effective leadership programs prepared and developed school leaders 

using innovative approaches that addressed the broader roles and responsibilities of leadership 

(Schleicher, 2012).Moreover, they were designed to develop leaders with the capacity for high 

performance and continuous improvement which is observed in the Path-goal theory of 

leadership (Naidoo, 2013). In a similar context, they take a system-wide perspective to ensure 

school improvement, performance, and enhanced efficiency and effectiveness (Maina, 

2014).This study alludes that Head teacher characteristics were instrumental to teacher 

motivation and job satisfaction. Additionally, Basaka and Ghosh (2011) assert that leadership 

strategies for school leaders should consistently ensure learning processes were directed towards 

clear improvement purposes.  

Moolla identified leadership as a way of creating vision and strategy, keeping eyes on horizon, 

creating shared values, helping others grow, reducing boundaries, focusing on people, inspiring 

and motivating followers based on personal power, acting as coach, being facilitator, servant, 

emotional connector, open mindfulness, listening, nonconformity, insight into self and create 

radical change. Demirta (2010) posits that individuals are motivated and experience job 

satisfaction at different ages in life, furthermore higher level of education is a factor which 

determines the degree of job satisfaction since educated persons have high expectations from 

their leaders which remain unsatisfied. 

Speck and Knipe (2010) postulate that adults come to the learning process with a wide range of 

previous experiences, knowledge, interests, and competencies. This study alludes that 
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considering the head teachers‟ age distribution, educational background, and leadership 

experience, their leadership development needed to take cognizance of the theory of adult 

learning.  It is worth to note that when at some point head teachers‟ are transferred to other 

schools in the same capacity, it has implications on sustainability. For instance, it may take some 

time to cope with the new environment and culture. Belle (2006) established that leadership 

change affects the sustainability of reforms depending on the new leader„s affinity for and 

commitment to an established school-wide education reform agenda. Armstrong (2001) assert 

that coordinated forms of leadership distribution potentially mitigate some negative 

consequences arising from head teacher turnover.  

However, the implication for this study is that succession planning is critical to effective 

leadership change that positively facilitates for sustainable leadership, translating into motivation 

and job satisfaction. Chirwa (2011) notes that teachers with bachelors and master‟s degrees are 

significantly more motivated and satisfied with their physical environments and overall school 

leadership than teachers with low qualifications. The study contends that this lead to goal 

achievement due to continuous improvement.  

Our school organization is based on a rigid structure where recognition of teachers is through 

qualification and training (MOE, 1996). This can supply employers, policy makers and scholars 

with information to examine as great number of teachers have received higher academic status 

despite varying leadership styles and behaviours.  

To this end, leadership strives to make work stimulating and challenging by attracting and 

motivating teachers through recognition of their characteristics. Besides, leaders use personal 

influence rather than position influence to inspire the employees attain the goals, thus motivation 

and job satisfaction (Demirta, 2010).  

2.4.1 Authoritarian Management Style 

Authoritarian leadership is that which is associated with the bureaucratic organizational 

structure. The autocratic manager sets objectives and tasks for the workforce or group, and 

expects orders to be obeyed blindly and without question (Stefanou, 1989:96). He or she is the 

super ordinate and does not consult with the subordinates (Lalham, 1998). An autocratic or 

authoritarian manager makes all the decisions. Critics such as Elton Mayo have argued that this 
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method can lead to a decrease in motivation from the employee's point of view. Another critic, 

Stefanou (1989), has also argued that such managers see workers as replaceable production units 

who can only be motivated by fear or by appeals to their self-interest in terms of money.  

2.4.2 Laissez-faire Management Style 

The Laissez-faire management style is also referred to as delegative or free reign or abdicratic 

management style. In this style, the leader allows the employees to make the decision. The 

Laissez-faire management style is also used when the leader needs to be at another place doing 

other things (Chomba, et al, 1982). However, the leader is still responsible for the decisions that 

are made. This leads to a lack of staff focus and sense of direction, which in turn leads to much 

dissatisfaction, and a poor company image (Chomba et al, 1982). 

2.4.3 Democratic Management Style 

In a democratic or participative management style, the manager allows the employees to take 

part in decision-making: therefore everything is agreed by the majority. Democratic managers, 

encourage employees to set their own objectives and delegate authority wherever possible, 

giving reasons for any orders or instructions they give out (Stefanou, 1989). Participation in 

decision making is encouraged and group members/employees are given the necessary 

information to form these opinions, which the manager takes into account when making a final 

decision. According to Stefanou (1989), this management style is based on workers being seen as 

human beings, who can be trusted to put their hearts into the task. 

 

Research (Stefanou, 1989: 96) has shown that the democratic management style results in the 

highest productivity, greatest feelings of involvement and job satisfaction and the best relations, 

though it does not mean managers have to be good communicators and have to take time for the 

necessary consultation with workers. Management studies have generally shown that group 

members like a democratic leader best (Stefanou, 1989). Whatever style is eventually followed, 

successful mangers realize that there is no ideal style and there is no one single correct style. The 

three basic management styles discussed above have been employed in this study to investigate 

how school heads impact teacher performance in high schools. The terms „manager‟ and „leader‟ 

„management style‟ and „leadership style‟ are used interchangeably in this study.  
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Studies have acknowledged that a manager or supervisor has a key role to play in employee 

motivation and performance (Eade, 1996: http://www.answers.com). Theory of performance also 

shows that there is a relationship between leadership styles and organizational performance. A 

review in Theory of performance by Goleman (1998) revealed that the most effective leaders 

integrate four or more of the six styles regularly, switching to the one most appropriate in a given 

leadership situation. For instance, the study of school leaders found that in those schools where 

the heads displayed four or more leadership styles, students had superior academic performance 

relative to students in comparison schools. In schools where the heads displayed just one or two 

styles, academic performance was poorest. Often the styles here were the pacesetting or coercive 

ones, which tend to undermine teacher morale and enthusiasm (Fraenkel and Wallen, 2000). 

 

Blake and Mouton (1994) conducted a study on leadership styles in education in Saudi Arabia to 

determine the prevailing leadership styles among educational leaders and identified three 

leadership styles in education: autocratic, democratic, and abdicratic. Blake and Mouton (1994), 

pointed out that knowing the three leadership styles, their strengths and weaknesses and their 

common aspects allow education leaders to apply the appropriate style in a given situation. 

Evans (1998) carried out a study on management styles in schools in the United Kingdom to 

determine the relationship between management style and teacher stress. The study employed six 

management styles (the inquiry, collegial, autocratic, bureaucratic, ambiguous, political and 

subjective). The study revealed that the most common management style was collegial 

(democratic), whereas ambiguous and autocratic styles were less prevalent. The data revealed a 

stressed teaching force, where the management style exhibited by a head of department was a 

probable factor in the level of stress reported by teachers. 

 

Professor Gatian Lungu (1989) studied leadership styles in the Zambian Public Service in order 

to determine the predominant leadership styles and identified the exhibition of the three basic 

management styles of leadership behaviours namely, authoritarian, democratic, and laissez-faire. 

Lungu concluded that all the leadership styles were employed by managers in Public Service in 

dealing with their subordinates though the predominant one was the authoritarian style. Phiri 

(1989) conducted a case study research in the field of education and management in Lusaka 

province of Zambia whose purpose was to determine what kind of relations existed between 
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educational managers and their staff, and to facilitate good working relationships between the 

managers and teachers (subordinates) of open secondary classes. The case study revealed that the 

relationships resulting from the interaction between the school managers and the subordinates at 

places of work were characterized by tension, mutual suspicion, rivalry, and lack of cooperation, 

which frustrated subordinates and their programs. 

 

A case study by Chomba (1982) of two boarding high schools at Nchelenge and St.Mary‟s High 

Schools in Luapula Province concluded that there was a relationship between the three styles of 

democratic, authoritarian and laissez-faire, and teacher morale. The findings of the case study 

revealed that school managers scored highly on consideration for staff (the democratic authority 

structure) and the study confirmed that the overall leadership at St. Mary‟s High School and 

Nchelenge High School as democratic and laissez-faire as dominant leadership styles 

respectively (Chomba, 1982). Another study done by Mwanza (2005) investigated the teacher 

perception of school management practices and their influence on teacher performance in 

selected high schools of Lusaka. The findings of the study revealed that effective school 

managers exercised management styles that were contingent upon the situation while the non-

effective school managers used the democratic style occasionally but largely used either the 

autocratic style or the laissez-fare style of management. The case study also revealed that there 

was a relationship between school management practices and teacher performance (Mwanza, 

2005). 

2.7. The Head Teacher’s Role in creating a Motivational School Environment 

Firstly, the main input variable is the head teacher leadership style, which may be typically 

accessed through workshops, conferences, seminars, symposiums, open and distance learning 

programmes, personal initiatives of head teachers and peer support programs, among other 

avenues. Exemplary leadership styles produce Head teachers with knowledge, skills and 

dispositions to articulately engage in a more effective leadership practice. Head teachers set clear 

directions for their schools based on high expectations of teachers. They allocate tasks with rules 

and timelines for task completion. They actively engage teachers in challenging tasks all geared 

to realize job satisfaction. These head teachers also engage in effective organizational processes, 

including developing their staff and distributing leadership roles to effective teams to 
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collaboratively plan and implement inclusive leadership engagements in school programmes that 

improve achievement of desired goals (Chirwa, 2012). 

Additionally Armstrong (2001) argued that effective head teacher leadership articulates on 

improved teacher status, recognition, goal achievement, intrinsic valence and high performance 

lead to style that facilitates to attainment of the teachers‟ further more job satisfaction. Effective 

use of leadership style in school set up is characterized by the involvement of teachers in school 

through a sustainable working climate, policies, participation in decision making and practices. 

Job satisfaction indicators include: status, goal achievement, punctuality, recognition, autonomy 

and motivation, positive attitude toward leadership diversity, school-wide positive interactions 

behavior, adequate school facilities, high performance and low absentee rates, and safe 

conducive healthy environment.  The ultimate outcome is improved achievement of goals, 

commitment, motivation and improved performance of the teachers. Job satisfaction is important 

in determining teacher achievement and progress in school. In closing the gap there should be 

measures to be utilized. The measures include:  

(a) Use of participative style to enhance decision making;  

(b) Create supportive conditions favorable;  

(c) Develop confidence to enhance ability to achieve expected high performance; and  

(d) To clarify on the expected guidelines in order to attain performance standard.  

Finally, the conceptual model may provide a path for leaders in organizations and institutions to 

determine and implement appropriate interventions. This may include: existing gaps in relation 

to leadership on job satisfaction such as lack of clear policy, specialization, mentoring, 

inconsistent training, absence of clear strategy and lack of specific roles for teachers have been 

identified. Additionally, there is a need for highly effective head teachers with the enthusiasm to 

ensure improved job satisfaction for teachers to their achievement of goals and the role of 

leadership in meeting their needs (Armstrong, 2001). 

2.6 Strategies to Motivate Teachers  

Belle (2007) conducted a study on the role of secondary school principals in motivating teachers 

in the Flacq District of Mauritius. An empirical investigation based on qualitative research was 
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conducted following the literature study on two themes; motivational factors pertaining to the 

school based personal and professional needs of the teacher. By using a qualitative research 

design the researcher was able to gain a deep understanding of teacher motivation through 

interaction with teachers. The principals who gave him their views, meaning, options and 

perceptions of teachers used two types of interviewing for the purpose of this research, namely 

focus group interviewing and individual interviewing.  

 

Belle (2007) found that teachers are very discouraged by too much paperwork and administrative 

tasks that are imposed on them by the Ministry. The study also found that teachers are proud to 

work in very attractive surroundings with well-maintained facilities and impressive 

infrastructure. Collaboration, communication and collective problem solving generate a sense of 

professionalism, mutual care and support amongst teachers. The researcher adds that recognition 

and praise by the principal for devotion, commitment and to stay enthusiastic. Teachers are 

motivated by principals who are personal oriented and who practice democratic leadership styles; 

autocratic and purely task – oriented principal approaches de-motivate them.  

 

On the other hand, Belle (2007) found that the principal as a visionary leader communicates the 

school vision, mission and goals through a school hand book or a school development plan that 

provides a framework for short and long term strategic planning. He adds that principals of the 

Flacq district in Mauritius empower teachers by involving them in the setting up and organizing 

extra – curricular activities by giving them the authority to take opportunities for collegiality 

among the teachers within and between subject departments, by delegating the monitoring of 

teachers instruction to the heads of department and by giving opportunities to the school 

management team to take decision regarding school pedagogy. Belle (2007) recommended that 

the principal should monitor learners‟ academic progress and learners‟ attitudes to learning. This 

can be done by developing learner monitoring system where all the major stakeholders, namely 

the principal, teachers, prefects and students councils collaborate effectively. Also principals 

cannot escape their roles as resource providers since teachers need to be well equipped with 

instructional resources and materials.  

Bennel (2004) principals should encourage the sharing of available resources between and 

among the various subject departments to ensure the efficient use. It was also recommended that 
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a democratic leadership style enhances teacher empowerment. The principal should not hesitate 

to delegate responsibilities to any teacher. Indeed, delegation of power and authority should not 

only be given to senior teacher and the heads of departments. Finally the researchers recommend 

that principals should be responsible to inform teachers about the value, purpose and importance 

of the monitoring instructional practices. The study recommended that school management 

should ensure transparent and transformational leadership which will motivate teachers to work 

hard in their service delivery. It was also recommended that schools should ensure that the 

school environment is conducive for teachers to increase their motivation and satisfaction with 

their job. This can be achieved by ensuring that there are adequate teaching and learning 

resources.  

Coleman (1972) also provides recommendation to teachers service commission (TSC) to 

promote teachers on merit and endeavor to improve teachers‟ standards, promoting teachers on 

the merits and paying them well, increase teachers‟ recommendation, review teacher pay in 

relation to the teacher to release their load as a motivational In another research,  

Adeyami (2010) investigated the relationship between leadership styles of principals and 

teachers‟ job performance in secondary schools. Adeyami used questionnaire to gather primary 

data. A total of 242 secondary school teachers employed in Ondo state of Nigeria participated in 

the study. He found that the principals mostly used democratic leadership style in schools 

compared to autocratic style. It was the most commonly used leadership style by principals in 

schools. His study also determined that there is a direct relationship between leadership styles 

used by principals and teachers job performance.  

His study concluded that the performance of teachers is better in those schools where principals 

are having autocratic leadership styles as compared to those schools where principals are having 

democratic style of leadership. Thus the autocratic style is the best style of leadership that can 

improve productivity and performance of teachers in schools. He also recommended that the 

principals should use both autocratic and democratic leadership styles in their performance. That 

is they could apply autocracy in certain situation where it is applicable while in some situation 

they could use the democratic style. The researcher made the following recommendations on 

how to improve the current situation. These include:  

(i) Salary satisfaction and workload  
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(ii)  Security satisfaction at work and  

(iii)  The need to revise factors that lead to learners performance  

This section discussed the strategies employed by the head of school so as to motivate teachers.  

2.7 Summary of Reviewed Literature  

The literature review explored the relationship between the Head teachers‟ leadership styles and 

teachers‟ job satisfaction. The studies suggested that leadership could be seen in the wider 

context within the range of problems that affect the teachers‟ experiences at work. The review 

indicate that wide knowledge, skills and understanding of reformed leadership could contribute 

significantly to organization outcomes and assist head teachers on improvement of school 

policies and practices. Job motivation and satisfaction factor was reviewed with regard to 

leadership styles using Path-goal theory of leadership. The review identified that positive support 

from a Head teachers and involvement in decision making and recognition influenced the level 

of motivation and job satisfaction of the teachers. The need to investigate the relationship 

between the Head teachers‟ leadership styles and the teachers‟ job satisfaction in primary schools 

was necessary because the information added to the literature. The literature also examined a 

wide range of issues related to leadership development. Existing gaps in relation to leadership on 

motivation and the job satisfaction such as lack of clear policy, specialization, mentoring, and 

inconsistent training, and absence of clear strategy and lack of specific roles of teachers have 

been identified. Additionally, the studies revealed the need for Head teachers to ensure improved 

motivation and job satisfaction for the teachers so that they could achieve their goals.  

Desk research was important in addressing many of the issues in the objectives of the study; data 

collected from desk research was compared and checked with data collected from field work. 

The next chapter deals with how field work was conducted (methodologies used, techniques of 

data collection, etc.) and the methods employed to analyze data. 
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CHAPTER THREE 

DATA COLLECTION AND ANALYSIS (METHODOLOGY) 

3.0 Overview 

This chapter discusses the research methods used in the study. It states the target population of 

the study and discusses the sampling techniques, research instruments and data analysis used in 

the study.  

3.1 Research Design  

The study adopted a correlational research design. Gall and Borg (2007) described correlational 

study as an appropriate design to discover the relationship between the variables. Furthermore, 

Cresswell (2012) contends that the correlational research design is used when the study seeks to 

identify the extent to which two or more variables relate or differ. In other words, change in one 

variable may lead to change in the other variable. Loico, Spaulding and Voegtle (2010), observe 

that the basic objective of the correlational design is to explain and predict the association 

between variables to determine the current conditions and measure whether a relationship exists 

among them or not. In view of the foregoing, the correlational research design was appropriate 

for the study.  

3.2 Target Population  

The target population of the study was 20 respondents: five head teachers and their deputies and 

10 ordinary teachers. At each school, four respondents were selected: Head teacher, Deputy 

Head teacher and two ordinary teachers, giving a total of 20 respondents from five schools.  The 

schools selected in Kaunda Square Zone were:  Chamba Valley Primary, Mumana Primary, 

Kamanga Primary, Chainda Primary and Chakunkula Primary schools. For logistic reasons, these 

schools were purposively selected because they were closer to my residential place. All the 

schools selected were government primary schools. 

3.3 Sampling Procedure and Sample Size  

The sampling process for the study was done in such a way that the cases selected represented 

the population group. Kothari (2011) notes that an ideal sample should be large enough to serve 

as an adequate representation of the population for generalization purposes. Sampling was 

guided by two research methods: purposive and random sampling. The head teachers and their 
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deputies were selected purposively, while ordinary teachers were selected randomly at each 

school, using the lottery method. For Head teachers and their Deputies, the researcher went 

straight to their respective offices, while for ordinary teachers; the would-be respondents were 

randomly selected from the list of teachers per school. 

3.4 Research Instruments and the Interview Processes  

The main research instrument used for data collection was the interview guide for in-depth 

interviews, which was divided into three sections, one for Head teachers, and another for Deputy 

Head teachers while the third one for ordinary teachers.  The interview guide contained open-

ended questions covering all the issues related to the study, especially in relation to how various 

management styles influence employee motivation. Respondents were engaged in a recorded 

interview in the form of face-to- face or person-to-person encounter. Open-ended questions were 

the more suitable method of collecting data in these types of study, because respondents were 

free to express themselves freely.  

All the interviews were later transcribed on paper in readiness for data analysis.  

 3.5 Data Analysis  

Data analysis employed the tally sheets and thematic and content analysis. In qualitative studies 

such as this one, is often done either by tally sheets or ethnograph. Of late, specialized computer 

programmes are also employed. “Tally sheets are specially, prepared sheets of paper which show 

all possible responses and are useful for summarizing and analyzing some types of information” 

(Feuerstein,(1986: 90-93).  Data coding and analysis were done manually, using laid down 

procedures. Thematic and content analysis was also conducted. By this technique, major themes 

and points arising from the data collected were identified and summarized.  

3.6 Ethical Considerations 

 Prior to the administration of the instruments, the researcher contacted the respondents 

requesting them to participate in the study. It was made clear to the selected respondents that 

their participation in the study was to provide information for purposes of research only. The 

respondents were assured of the confidentiality of their information. When collecting data, the 

procedure of the research was explained to the participants. They were informed that their names 

could be withheld if they wanted. Further, the researcher was the only person who had access to 
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the information gathered from the participants. All these measures were taken to mitigate and 

guarantee participants‟ anonymity and confidentiality of the records. Kombo and Tromp (2006) 

and Kothari (2011) asserted that researchers should consider the code of conduct of their 

research, give attention to ethical issues and confidentiality of information to overcome ethical 

issues. 

3.7 Summary  

This chapter discussed and nationalized the methodology employed in data collection and 

analysis in this study. To this end, the chapter defined the research design, as well as study areas, 

the target population of the study, sample size and sampling techniques. In addition, the chapter 

has described data collection instrument, data analysis and other procedures pertaining to the 

study. Chapter four presents the main findings of the study. These findings are presented mostly 

from the perspective of the respondents. 
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CHAPTER FOUR 

PRESENTATION OF THE FINDINGS 

4.0 Overview  

This chapter presents the main findings from the fields. The presentation of findings is done in 

relation to the research objectives, namely: i. the influence of staff recognition by head teachers 

on job satisfaction of teachers in primary schools. ii. The influence of teachers‟ professional 

advancement opportunities on teachers‟ job satisfaction in public primary schools. iii. The 

influence of leadership styles on teacher performance. iv. Strategies for improving teachers‟ 

motivation to enhance pupils‟ learning in public primary schools.  

4.1 The Influence of Staff Recognition by Head Teachers on Job Satisfaction of Teachers in 

Primary Schools 

4.1.1 Head Teachers’ Response on Staff Recognition by Head Teachers and Job 

Satisfaction of Teachers 

The head teachers were interviewed about the staff recognition by head teachers and job 

satisfaction among teachers in Kaunda Square zone of Lusaka District. The Head teachers and 

their deputies at five schools were interviewed and gave different responses. 

Chamba Valley Primary School  

When asked about staff recognition, the Head teacher and the Deputy expressed satisfaction. The 

head teacher puts it in this way: 

 

 

 

 

 

 

 

 

 

As Head teachers, we have the responsibility of helping teachers to 

get satisfaction from the profession and to fulfill their needs and 

objectives. Teachers at this school are well-respected by ancillary 

workers, pupils and parents. Their works are highly appreciated and 

recognized as important. I can confirm that teachers‟ performance is 

recognized as they put in their best to ensure that our learners 

receive the best education. Further, in order to instill confidence in 

teachers, I make sure that they are part of decision making process 

and that they are consulted on the good number of issues affecting 

the school. Teachers‟ opinions and views are respected and 

considered. In addition, during the meeting I make discussions 

participatory and invite views from my staff members. By so doing, 

they don‟t think that they are excluded from the school management.  
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Mumana Primary School 

An interview with the head teacher and Deputy produced the following responses:  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Deputy Head teacher: Empowerment brings along with it a sense 

of responsibility. When you involve a teacher in decision-

making, he/she begins to think that they are more important 

and more concerned with the school. In the past teachers were 

complaining of not being involved in the school programmes 

but quickly we realized that teachers are very important and 

we cannot run the school without teachers. We have cases here 

and there of some teachers talking about the administration 

failure to recognize and appreciate their performance 

especially when their grades perform well in the exams. 

  

Head teacher: I perform transparency in all issues I do as a 

school leader and I involve teachers in decision making if 

needed. Teachers are given opportunity to discuss matters 

concerning school development and learners performance. I 

can admit that in the past, we never used to involve teachers or 

consult them on the number of issues and their efforts were not 
appreciated much. This brought dissatisfaction among 

teachers. When a teacher is sent to attend a seminar only 

allowance stipulated by the school policy was given to them 

which was not enough. In order to address this situation, I do 

consult and delegate duties to teachers. I always make sure 

teachers assigned to present the school somewhere are given 

enough allowances. 

 

Deputy: As the Head delegates duties to me so do I to the teachers. 

I do recognize their potential and ability to be also leaders 

tomorrow. When they assigned to do some assignments, they do at 

their own pace provided they are within the timeframe. We don‟t 

need to be on neck this can lead to suspicions that we don‟t have 

confidence in them and we have no respect for them. Iam a school 

manager, so whoever is not listening to my directives, I do call that 

person in my office and talk without embarrassing that teacher in 

public. One thing we should know is that these teachers have 

families and such they should be treated with respect they deserve. 
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Kamanga Primary School 

In trying to find more information, the researcher poised the same question to the two school 

administrators, the Head and deputy and they had to say the following: 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

The Head: thank you very much. First, let me say this, the 

reason why teachers joined the Ministry General Education 

because they saw it fit to be a noble Ministry and that they 

loved their profession as teachers. In view of this, I recognize 

and reward specific behaviours such as leadership and team 

work. For instance, teachers sent for sports with learners I 

see to it that they get enough requirements and allowances. If 

they come out number one or two, I do reward learners and 

teachers in form monetary appreciation and verbal 

appreciation for good performance. I also hold a „best 

teacher‟ competition. One thing I come to know is that 

regardless of the position one occupies, we are all teachers 

and that is why I treat teachers as equal partners and 

professionals and promote a professional environment in the 

school through codes of conduct. Iam very firm and 

considerate in my profession as a teacher and a leader. 

.  

 

The Deputy: …teachers here are recognized and we have a 

good work relationship with them. We have some teachers 

who have some working habits. They don‟t prepare lesson 

plans and records of work. Others do engage in excessive 

beer drinking, this leads then not to report or report late for 

work.  When we try to collect them or advise them, they say 

administration is not good and we don‟t respect and 

recognize them. Lastly, in as much as teachers ask for respect 

from us and pupils, they should also change that behaviours 

and live as professionals. 
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Chainda Primary School 

The Head teacher was asked to explain the kind of staff recognition by the school administrators 

and the community. Here is what he said: 

 

 

 

 

 

 

 

 

Chakunkula Primary School 

The Head teacher and the Deputy admitted that recognition was needed by the school 

administrators and that every Head teacher should recognize teachers in a special way. The two 

administrators admitted that they did not do much in recognizing teachers as result this was cited 

as one way of demoralizing teachers. 

In an in-depth interview, the Head said: 

 

 

 

 

 

 

 

Teachers at school level are well recognized as professions and they love 

their job. I spend time talking with teachers to listen to their thoughts, 

aspirations and complaints. When they report for work in the morning, I 

make sure that I go around various departments greeting teachers. I 

involve teachers in any government programmes that need training for 

their own and school benefits.  I treat both females and males teachers 

equal and those who are sick are given permission. The „Teacher Leave 

Forms‟ pass through my office and I do approve them. Any teacher who 

wants to go on leave, are given leave and others go on study leave. 

Recently, my office has been handling cases of pupils‟ indiscipline towards 

teachers. This unruly behavior of our pupils has been associated with my 

office as some teachers say my office is always responsible for the unruly 

behavior of our pupils because I don‟t allow teachers to beat learners and 

punish them in the way they want. In this case, teachers say that their 

powers have been taken away from them. 

 

… Recognition is good and important. Everyone wants to be motivated 

at work. At this school, we have a lot of projects which require enough 

resources. So much of money and other resources go towards the same. 

It is our obligation to appraise and reward our teachers when they have 

accomplished something. In the light of this, my office always wants to 

recognize high-performing individual teachers with rewards but the 

school has no money which I can use. When Iam sending a teacher 

somewhere, I berg that teacher because the school cannot provide 

enough transport and allowances for a member of staff. Teachers feel 

neglected by the management of this school. The parents around this 

area don‟t appreciate what the teachers do here. Teachers here are not 

accommodated so they come from far areas. Apart from recognizing 

teachers through wards, certificates at teacher‟s day and teacher-

professional exchange visits, I don‟t have any other monetary means of 

recognizing teachers. 

  

 



38 
 

In another separate interview, deputy Head said: 

 

 

 

 

 

4.1.1 Teachers’ Response on Staff Recognition by Head Teachers and Job Satisfaction 

Of Teachers  

In order to further asses the relationship between staff recognition by head teachers and job 

satisfaction among teachers, teachers were requested to explain the extent to which a number of 

relevant statements on use of staff recognition by head teachers are reflected at their schools. 

Chamba valley Primary School 

Interviews were conducted and teachers from five schools gave their opinions about the subject. 

One male teacher said: 

 

 

 

 

 

 

 

 

Another interview with a female science teacher was conducted and she said: 

 

 

 

 

We do everything we can to ensure that teachers are recognized and 

appreciated as teachers. I give teachers praise for well done work. You 

know, recognition has appositive impact on teacher motivation and sense 

of security. Teachers with questionable characters are not respected by 

the community and they are disgrace to the teaching profession. We have 

a problem with teachers who always want to be paid something whenever 

they do certain job. According to them, they measure recognition interns 

of money of which the school cannot afford. 

 

I am allowed participating in major decision-making. The Head teacher 

and the Deputy share responsibilities among us to perform. When I first 

came here, I had no position but quickly the school management found me 

something to do. As I speak now, besides being a class teacher I work as 

head of section of social science department. During the meeting, teachers 

are allowed to participate freely and our views and concerns are put into 

consideration and respected by the school management. When the school 

wants to buy books, the Head always consult responsible teachers for 

various subjects to recommend suitable teaching and learning materials. 

Positions are given to the deserving teachers of various departments. 
 

…. I have good work relationship with my superiors here. Most of teachers 

here have diplomas and few degrees but the administrators look at us as 

teachers. The only thing I like about our Head teacher is that he doesn‟t 

look at papers but he looks at the experience and capabilities one have for 

the position. Degree holders are appreciated. The Head teacher helps 

teachers with degrees to be confirmed and have their salaries upgraded. 

The head teacher gave the teachers responsibilities and hence it means to 

solve learners‟ problems personally at our level. I feel happy to be a 

person relied upon by my head teacher. 
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Mumana Primary School 

 The same question was asked to teachers at this school and these were teachers‟ responses: 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Male teacher: Thank you for that question. I am mathematics teacher 

and I have working as class teacher for 10 years now. I can confirm to 

you that we I have been working with the school management very well. 

The working environment is conducive for learning and teaching as 

sanitary conditions are good and thanks to the PTA for building us an 

ablution blocks. Teachers are recognized and respected by office 

bearers and pupils as well as parents. We only have a problem with our 

deputy head teacher who sometimes practices tribalism and favoritism. 

This has made some fellow teachers to thank that their services are not 

appreciated and feel frustrated. When it comes to teaching and learning 

materials, the management always provides the materials. The head 

does not want to keep us in school doing nothing after teaching. He 

releases us to go home and be with our families. He allows teachers to 

deal with indiscipline pupils without refer the case to him especially if 

the case is minor. 

 

 
Female teacher: What I can say about our school management is that 

male teachers are always given preferential treatment as compared to 

us women. The only description I can give to our school management is 

that it is very discriminatory. Female teachers are not counted by our 

management. They forget that we are equal partners, all of us have been 

to school and we have necessary qualifications this is the reason why 

government employed us. Very few female teachers holding managerial 

positions here, most of positions are held by male teachers. So in view of 

this behavior exhibited by our school leaders, us women feel neglected, 

not recognized and not be part of the system. Permissions are given to 

male teachers but for us to get permission we have to plead before it is 

granted. Therefore, for me to feel that Iam part and parcel of the system, 

the school administration must change and allow teachers to operate 

free without intimidation.    
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Kamanga Primary School 

Following the in-depth interviews conducted with two teachers at this school about staff 

recognition by their school managers, the data collected showed that biasness was more 

pronounced, coming from the school management. One English female teacher said: 

    

 

 

 

 

 

 

 

 

Another teacher was interviewed on the same matter and this is what he had to say:  

 

 

 

 

 

 

 

 

 

….our Head teacher here is a good man behavior wise but he lacks 

professionalism. There is biasness in allocation of duties and 

responsibilities. We have a good number of teachers with 

qualifications and vast experience but they can‟t be assigned any 

duty. Despite being at primary school, teachers have been engaging 

in further studies but after submitting our papers, nothing has been 

done for most of us. The head teacher assigned duties to teachers he 

likes or he close relationship with them even if they don‟t have 

experience. So, when they fail we just keep quiet and the failure has 

always been associated with the appointing authority. The school, 

from time to time, receive new programmes for teachers from DEBs 

office but the school management fail to share the information with us 

teachers, only the few teachers have access to such information. 

There is biasness in appointing teachers to head different 

departments. 

 

Staff recognition is important. We need to be appreciated and 

respected as teachers who belong to a noble career. It is evident that 

teachers for years and years have been educating the masses some of 

whom have been very successful in different sectors. School leaders 

must ensure that teachers‟ reputation is protected and enjoy teaching. 

At this school my brother, the case is different. We teach different 

pupils who have different abilities; we give tests and mark them. 

Despite recording good results in tests and exams, me personally, I 

have never been appreciated by the school managers. Every year, the 

school management only appreciates same teachers who they know 

that they are better than us. I don‟t like the school management 

handles issues, I don‟t like it all. 
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Chainda Primary School 

Data collected from this school showed that the school management did what should be done to 

make teaching professional joyful and prestigious. Two teachers were interviewed and the 

following were their responses: 

 

 

 

 

 

 

 

 

 

 

 

 

Chakunkula Primary School 

The interview was also conducted at this school to the head of science department teacher and 

here is what he said: 

 

 

 

 

Female teacher: I would like to the school administration for implementing 

some of the things which were viewed as hindrances to our performance and 

morale as teachers. The school recognizes our role we play in pupils‟ 

education process. In the past, our head teachers used to subject us to 

unfavorable conditions because they adopted undemocratic leadership 

styles. At this school, there is proper communication between teachers and 

management. The head knows that we implement government policies at the 

sharp end. Therefore, he informs us about any programme, or policy 

introduced by the Government. Our head teacher is a well-informed man 

and always engages us in the school programmes. Most of us here don‟t feel 

left out by the school management. He organizes meetings with parents to 

come and meet us to discuss issues relating to their children. The head uses 

such occasions to make us known to the parents and the community.  

 

Male teacher:  First, the school place is conducive for learning and 

teaching. Whenever there is a staff meeting, the school provides lunch for 

teachers at a lower cost and free refreshers.  The school helps teachers with 

some advance cash to be paid back once we get paid. He always tells 

learners to respect teachers and obey teacher‟s instructions. At first I had 

certificate, upon upgrading to diploma, my head teacher submitted my forms 

and my salary scale was changed within a short time. He has been very 

helpful to my professional career.  

 

Male teacher: …we run our department like an emergency system, 

structures are there but things do not run normally. A leader is like a 

figure head, no powers at all to organize and push objectives to members. 

Most times there are no meetings, briefings or even memos are very 

rare…When a meeting is called, very few people attend. They do their 

work the way they like… its quite frustrating you see because the whole 

system has broken down, there is nowhere to get help… being new here 

some of us we feel it is the culture you know…very difficult to comprehend 

and change…it requires an overhaul of the entire team perhaps… 
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4.1.2 The Teachers’ Salaries and Teachers’ Job Satisfaction  

 

When asked about the influence of teachers‟ salary on job satisfaction, teachers complained that 

they were performing the basic role of building the nation yet they were despised by being given 

very meagre salaries. A male teacher at Chamba Valley Primary School shared the following 

with the researcher:  

 

 

 

 

At Mumana primary school, teachers interviewed were totally against union‟s deductions from 

their salaries as it reduces their take home. A science female teacher said: 

 

 

When asked why teachers should not engage in other money ventures, teachers at Kamanga 

primary school complained they were facing difficulties in their operations because teaching 

profession was the only source of earning for their living. In addition, they complained that they 

were not allowed to engage in private tuitions. A male diploma holder teacher at this school said: 

 

 

 

 

 

 

 

Many people despise teachers due to the salaries we receive and our 

living conditions. Currently, when we want to borrow from shops, most of 

business men and women reject by saying that we cannot manage to pay 

back the money. We even fail to help our families. For us to survive, we 

engage ourselves in getting so many loans. In short, we work for banks 

because they deduct money from our salaries and we leave with nothing 

to sustain us to the next month. 
 

In spite of low salaries there is high income tax and unfair deductions to 

unions in my case, my money goes to PROTUZ. I have never signed any 

agreement to allow the said union to deduct from my salaries. This is 

against law because membership is voluntary. 

 

….I became very angry when I went to see the doctor for consultation. 

The doctor collected from 150 to 200 per patient. Can teachers who 

advise pupils, parents, and even the doctors themselves when they visit to 

our schools do the same? Teachers as other public servants we are not 

paid on time to annual leave; maternity leave is not paid at all; there is 

no provision of housing; medical service have limitations; compensation 

for injuries or death; leave without pay; training and staff development; 

leave pending retirement; transport allowance and convalescent leave. 

All of these demoralize our effort in teaching. 
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Another male Information and Technology teacher at Chakunula School was asked about salaries 

and morale towards work. He had this to say: 

 

 

 

 

 

 

 4.2 Teachers’ Professional Advancement Opportunities on Teachers’ Job Satisfaction 

The second objective was to examine the influence of teachers‟ professional advancement 

opportunities on teachers‟ job satisfaction in public primary schools. 

4.2.1 Head teachers’ response on teachers’ professional advancement opportunities and 

teachers’ job satisfaction 

The head teachers were requested to explain various statements on the influence of professional 

advancement opportunities on teachers‟ job satisfaction in public primary schools in Kaunda 

Square Lusaka District. The responses were obtained from Head and deputy head teachers of the 

five schools studied. 

Chamba valley Primary School 

The Head and the deputy head teachers were asked to explain the importance to professional 

advancement opportunities on teachers‟ job satisfaction. This is what they had to say: 

 

 

 

 

 

 

 

 

We do great job as teachers to educate masses but we receive nothing. 

Government seems not to appreciate us. If I show you my pay slip my 

brother, you cannot believe that I work as a teacher. We have unions 

but they don‟t do anything concerning our salaries and living 

conditions. Our Head teacher is too strict, he monitors us whenever we 

are and what we do. I can‟t make any move and our Head teacher 

doesn‟t understand that some of us come from far areas. When I report 

late, I always asked to exculpate myself. The situation is bad. If I had 

enough transport allowance, this would not have been there. 
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Mumana Primary School 

In an in-depth Interview, head teacher at this school was asked the same question the correlation 

between professional advancement and promotion. When asked he said:  

 

 

  

 

 

 

 

At this school, I always encourage teachers to further their education, not to be 

comfortable with what they have. I obtained study leave forms and they are in my 

office. Whosoever wants to get a study leave or those who want do distance 

learning, they are really assisted by my office. For instance, this year we have 

five teachers who are studying in colleges and universities hoping to have a good 

future. As far I know the reason why teachers decide to further education, first, is 

basically to improve their living standards when the their salary scales are 

upgraded. Second is to gain more knowledge so that they can be able to deliver 

effectively in class. I facilitate promotion based on qualifications, interviews and 

years of service. Upon study completion, the forms and results should be 

submitted to my office then I take them to DEBS office for promotion 

consideration. A good number of teachers here with advanced qualifications 

have been upgraded and other promoted to the positions of HODs and Deputy 

Head teacher. 

 

 

The Head teacher: When I am recommending teachers who should be promoted I 

look at working experience and qualifications. I normally give special preference 

to the long serving teachers who have also necessary papers for promotion. I 

have no powers to promote a teacher but I facilitate promotions and study 

leaves. 
 

….In the past, we had problems with teachers who were just 

contented with their certificates gotten from colleges. For many 

years, teachers with certificates found it so difficult to be promoted 

and as such their life style was below of that a business man and 

woman. The salaries they were getting could not sustain them. This 

made some of them to start upgrading through corresponding 

programs and after finishing, they were put in different salary scale. 

Others, apart from salary upgrade, they wanted to be promoted to 

higher offices. I even tell teachers that upgrading of professional 

qualifications is the major avenue for promotion at this school, or at 

any working institution. Promotions are facilitated by my office. I do 

support wherever possible. 
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Kamanga Primary School 

At this school, the Head and the deputy were interviewed to get different views about the real 

relationship between the professional advancements and the job satisfaction of teachers. The 

study also wanted to investigate the approach used by the school management to such 

arrangements. When the two leaders asked, this what they had to say: 

 

 

 

 

 

 

 

 

 

 

Chainda Primary School 

When asked about the same question, the head teacher at this school said: 

 

 

 

 

  

 

Head Teacher: Our school does a lot of things in order to help our 

teachers realizing the fact that their efforts should be appreciated 

and awarded. My office is always open to any teacher who wants to 

be helped or advise the school management. As Iam talking to you 

now, I have five appreciation forms for study leaves. This is aimed 

at upgrading professionally. We are in the process of opening grade 

9 next year, so teachers are asked to upgrade their papers so that 

they can handle such classes without difficulties. 

 

Deputy Head:  Sometimes back, leave processing was very difficult 

and it was taking very long to be approved but now the quick. Every 

teacher wants to be somewhere in both life and career and such they 

are everywhere studying different subjects. In fact, we are very luck 

here because most of teachers who are studying are on distance 

mode of studying. The teaching does not be disturbed so much, they 

only are out for studies in the short period then they are back for 

work. Problem comes when many teachers want to go on study 

leave at the same time. 

 

I head this school with people who are committed to the school 

vision. Teachers here want to study but they lack encouragement 

because they don‟t come to our offices to ask about their profession. 

Each time I raise the issue of upgrading, I always receive a doubtful 

answer, citing lack of funds. This school is far from town, it is 

located at the outskirt of Lusaka and we have poor internet network. 

I presume this could be another factor that contributes to the 

negative attitude towards distance learning especially when it 

comes to writing the assignments.  We have been helping teachers 

to go on study leave so that learning can be normal and 

progressive. Being in remote areas, disadvantages teachers who 

want to study. 
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Chakunkula Primary School 

Data collected at this showed that the system of upgrading was haphazardly and erratically done. 

They school management was more willing to facilitate smooth studying programmes for 

teachers wished to study. The in-depth interviews were conducted to the Head and deputy head 

teachers and the following were their responses: 

 

 

 

 

 

 

 

 

 

 

4.2.2 Teachers’ response on teachers’ Professional Advancement Opportunities on 

Teachers’ Job Satisfaction 

 

In order to further asses the influence of professional advancement opportunities on teachers‟ job 

satisfaction, teachers were requested to explain the extent to which a number of relevant 

statements on use of professional advancement opportunities by head teachers were reflected at 

their schools. When a female Cinyaja teacher at Chamba Valley school was asked give their 

views on the benefits of professional advancement to their career, he had this to say: 

 

 

 

 

Deputy Head: It is government policy that teachers must upgrade 

their qualifications for them to be put in the appropriate salary scales 

and promoted to different offices. This has gotten into the minds of 

our teachers and because of this we see teachers going to school to 

further their studies. The only problem we have with some teachers is 

that the system of upgrading is haphazard and erratic. The attitudes 

of some teachers towards such programme are not encouraging, some 

teachers don‟t want to study and those who want to study don‟t even 

follow the school calendar and respect the school programmes. 

Teachers apply for study leave at any time they want to and some go 

to school minus passing through this office for permission. These 

programmes are put in place in order to help our teachers to get 

necessary qualifications. 

 

Head teacher: the system of upgrading is important as it helps 

teachers love their job and improve their living standards. That‟s the 

only way teachers can survive in this economic hardship. Those who 

don‟t want to study are finding it difficult to survive. 

 

When I looked at my life and my responsibility as family man, I decided 

to go to school to further my education. After completing my 

programme, I was promoted from a subject to senior teacher. This was 

purely based on qualifications which I obtained from Zambia Open 

University. You it is very frustrating if you invest in education and then 

government failed to upgrade you, very frustrating. 
 



47 
 

 

When the Head teacher at Chamba Valley Primary school was asked about the same topic, he 

said: 

 

 

 

 

 

 

 

 

 

 

Teachers at Mumana Primary School were interviewed and it was revealed that teachers wanted 

to study but they were frustrated by the manner in which the government treats teachers who had 

upgraded their papers and lack of sponsorship. This can be shown by the following findings:  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

  

 

 

 

The in-depth interviews were conducted with two teachers at Kamanga Primary school. The data 

collected here showed that teachers were already in school, doing different programmes but they 

expressed no doubt if they were going to finish their programmes due to lack of resources. They 

argued that the fees were too high for them to afford. One teacher said: 

 

I am awarded study leave aimed at upgrading professionally. I 

don‟t want to retire with the first degree. I want to get masters if 

resources will be available, I will go back to school after finishing 

my degree program. We have the school administration which very 

understanding and whoever want to study they are given 

permission. When it is time for residential comes, the head gives 

permission to teachers who want to attend residential school. 
 

Female History teacher: I have always wanted to go to school but I 

always have reservations about the outputs considering the resources 

I need to put into it. We have a big problem in this country; 

government wants us to upgrade our qualifications without 

considering our meagre salaries we get. Self-sponsorship is not 

attainable in my case. I need to have few years to save money for 

school. Looking at this factor, I can confirm that we lack sponsorship 

by government. We are not motivated by government in terms of 

sponsorship, thereby making us frustrated. 
 

The male English teacher: Studying is important it is not only for salaries 

but also for self-growth in terms of academic knowledge. We are very 

frustrated due to the fact that our efforts are not appreciated. For example, 

in my case, I graduated two years ago and I have never been upgraded to 

the salary scale of a degree and this is the reason why I am not given a 

secondary school. I have been submitting papers for some time now but the 

head don‟t seem to help. 
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The interviews were also conducted at Chainda Primary school; two teachers were interviewed 

about the same issue. The respondents expressed disappointment about the conduct of the school 

managements. A female teacher said: 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

…..I was the first one here to start distance learning, doing my degree 

program.  First, I started very well but along the way, I was frustrated 

by the school management because the time each time I asked for 

permission, the school denied me permission. Distance learning is 

about attending residential schools where lessons are given. Second, 

the university was continuously increasing the fees that led me to stop. 

I will resume once I have resources. In my view one of the factor is a 

low salary because the salary teacher receive have a lot of deductions. 

I think it is better for the government to stop these deductions 

especially for the minimum payments like ours. Poor working 

condition and over crowd of pupils in the classrooms also are the 

factors that contribute to low morale in our teaching activities. 
 

Male teacher: The Head always talks about us upgrading and he uses 

that as the criteria for promotion. At this school sir, if you want to 

hold any office you need to have a degree. Experience nowadays don‟t 

count when it comes to promotion. What is important now is the 

qualification one has. This has brought frustration in teachers who 

have served for years and who have been waiting to be promoted.  
Through my experience shortage of teaching and learning materials, 

delaying of teachers‟ promotion and lack of recognition are the factors 

that demoralize the teachers in performing their work in our public 

primary school. In teachers’ promotions they never consider the 

increment within one scale; this situation demoralized my effort in 

teaching. 
 

…. I started school last year at the University of Zambia. When I 

started the fees were very manageable, now the fees are very exorbitant 

such that I am failing to clear the balances before exams. The 

administration here is so strict when it comes to permission to go for 

studies. No much help comes from the school management. Here when 

I apply for leave or study leave, the head says that I should not go 

because I teach grade ones and if I go on leave children will suffer.  

Some programmes come from DEBS but the information is not there 

for us to get. The head is so secretive and selective. He tells those he 

thinks are in good terms with him. That‟s unprofessional, I think. 
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Data was also collected from Chakunkula Primary school, where teachers interviewed expressed 

mixed ideas concerning staff advancement and job satisfaction.  One of the two teachers 

interviewed said the following: 

 

 

 

 

 

 

 

 

 

 

In a separate interview with a male teacher of the same school, he corroborated the views of the 

first teacher. He said: 

  

 

 

 

 

 

 

 

 

 

 

 

 

4.3 The Influence of Leadership Styles on Teacher Performance. 

4.3.1 The most used Leadership Styles in Primary Schools 

In order to establish the used leadership styles in primary schools, respondents were subjected to 

various questions during in- depth interviews.  

4.3.2 Teachers’ responses about most used leadership styles in primary schools 

The study had 10 teachers that were involved in the in-depth interviews from five schools. 

Teachers had various responses on the leadership styles most used in primary schools. What 

came out strongly from the five schools involved in the study was that the most used leadership 

style in schools was democratic leadership style. However, teachers from Chamba Valley and 

Female teacher:  I don‟t find anything wrong with the management 

here. They are very helpful in terms of leave facilitation and form 

acquisition. In my case, I have gone on study leave for two years. 

Each time I go to the Head teacher‟s office I receive help I deserve. 

I like working in a place where I feel comfortable and work freely 

without pressure coming from the top management. 
 

Male teacher: The management here seems to favour certain 

teachers when it comes to appointments in positions. Some of us 

here have submitted papers for upgrading, but the papers have not 

yet reached DEBS office. The school administration here is 

jealousy of us teachers upgrading our qualifications. They fear that 

once we are upgraded, we can come and take up their positions 

because some of our leaders don‟t have necessary qualifications. 

When we submit our papers the administration delays in 

recommending us for possible promotion. Only few privileged 

teachers have their say in the school…..we are not involved in 

decision making as a result, I feel am considered an inferior, a 

second grade teacher……I feel marginalized. 
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Chainda schools indicated that their head teachers were more of Autocratic leadership style. 

Their conclusions were based on their head teachers‟ way of management of teachers in schools. 

For example a female teacher from Chamba Valley Primary School said: 

  

 

 

 

 

 

 

 

Another teacher from same school said:  
 

 

 

 

 

 

 

 

 

Two teachers from Chainda Primary school indicated that their Head teacher was autocratic by 

nature. One female senior teacher said: 

 

 

 

 

 

 

 

 

 

 

A science head of department said: 
 

 

 

 

 

 

 

 

Teachers from Mumana, Kamanga and chakunkula Primary schools said their head teachers 

were using more of the democratic leadership style. This was based on the characteristics head 

Our head teacher does not involve us in the running of the school 

apart from sports and teacher group meetings. He only informs us 

what he has decided and we cannot question his plans or his 

actions. He likes intimidation and instills fear in teachers. Whoever 

dares to express dissatisfaction about the management style, they 

threatened with force transfer. 
 

Our head is like a chief who just comes straight to his office and 

waits for teachers to trek to his office. She tries to be democratic 

but she fails. In short she is more of the autocratic type. She 

doesn‟t respect anyone here, she is very rude and jealousy. 

Whatever she says is final. Iam in sport committee, each time I 

present sport budget she always tells me that the school has no 

money so it is quite frustrating. 
 

Sometimes our head does not regard us to be fellow administrators. 

He shouts at us in presence of other teachers. He likes reporting for 

work very early in the morning just to stand at the gate shouting at 

teachers who come for work late in the presence of pupils. I don‟t 

like that at all. Because of his behavior, even if one sick we are 

forced to report for work. He demands sick reports from clinics and 

hospital for him to be sure that it was true.  

 

I have discovered that the head of this school has specific people 

he enjoys working with which makes some us to aloof or distance 

ourselves. I happen to be one of the CPD coordinator but Iam 

not consulted on the number of issues. Even if I prose something 

to be done, he always dismisses my ideas. If you can‟t greet him, 

he can‟t greet you. Whatever he says is final. I don‟t like such 

people with irritating characters. 
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teachers showed during the management of teachers in schools. For example one teacher from 

Mumana Primary school said: 

 

 

 

 

 

 

 

 

 

 

Another teacher from Mumana Primary School said:  
  

 

 

 

 

 

 

 

 

 

 

 

 

However, none of the teachers said their head teacher was using laissez-faire to run the schools 

despite the leadership style being among the three leadership styles for the study. 

 

 

 

1.3.3 Deputy Head teachers’ responses about the most used leadership styles in primary 

schools 

Deputy Head teachers were asked on teachers‟ perceptions on their head teachers‟ leadership 

styles and the responses are presented under democratic and autocratic dominated.  

 

1.3.4 Democratic Leadership: 

The deputy head teachers had their own perceptions on the head teacher‟s leadership styles. One 

Deputy Head teacher at Chakunkula Primary school said: 

 

I have no regrets having such a head teacher as my 

immediate supervisor. To me it is like job on training besides 

teaching. He is not a difficult man; he gives us space to do 

our job without intimidation and threats. When he comes to 

monitor us he does come to find faults in us but to assess our 

lesson delivery and advise accordingly. Most of teachers here 

like our two top leaders because they know how to manage 

the school and we work in harmony.   
 

 

 Our head teacher involves us in the running of the school. 

E.g. we are asked to bring out our views in case of new 

developments in school. Our head teacher does not act as 

master of us no, he acts as a servant. When we are in the 

meeting, he invites our views and opinions about the issue 

under consideration. I like his style of leadership because it 

allows teachers air their views on a good number of school 

issues and find answers to their problems. He does not want 

to impose his ideas on us; he subjects his opinions to debate 

until we find a common ground. 

 

Our head teacher is a good listener, able to handle conflicts 

and involve other teachers in case of change through 

effective communication. Change is inevitable in any 

institution if reasons for change are given. He always found 

in school. He informs us in advance about the staff meeting. 

We go to meetings prepared. The meetings are always 

participatory where each of us shares our concerns and 
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A Deputy Head teacher from Kamanaga primary school indicated: 

 

 

 

 

  

 

 

 

 

1.3.5 Authoritarian Leadership: 

Deputy Head teachers had their own perceptions on the head teachers‟ leadership styles. A 

Deputy Head at Chamba Valley Primary School said: 

 

 

 

 

 

 

Another Deputy Head at Chainda Primary School said: 

 

 

 

 

 

 

Our head teacher is someone who is trustworthy and exhibits 

confidence, considers the needs and feelings for others, utilizes 

subordinates effectively by delegating decision making. He also 

uses personal influence to influence others and develops and 

follows the action plan for the school. He is educated, he has 

no inferiority complex and he doesn‟t feel insecure. We advise 

our head teachers any time. He consults me and other teachers 

about certain issues. Teachers have so many challenges: social 

and family, which require special attention. He is very 

understanding and he gives permission to teachers to go and 

attend to family problems. 
 

Our head teacher never utilizes the subordinates effectively unless the 

favorites and never delegated effectively. He has engaged himself in a 

lot of things that actually mighty need my input but instead he handles 

everything. Some times when he is going out, he tells me not to handle 

certain issues until he comes back. I feel like not be part of the 

management I cannot exercise my powers as a deputy head here. I don‟t 

like that behavior at all. We have teachers here who can represent our 

school in any meeting and workshops but he attends all of them. If he 

gives you some work to do, he must be on your neck until you finish no 

breathing space. 
 

My head teacher not a good listener and does not need help from other 

teachers including me. Often times he is suspicious. Sometimes he doesn‟t 

consult me for school programmes. I find it difficult to answer questions 

from teachers about certain issues because Iam not privy to certain 

information. In order to avoid conflicts and misunderstanding, I keep 

quiet on a number of issues. On the other hand, I feel bad because when 

we fail to implement programmes, the blame comes back on us all. The 

head likes exhibiting the Authoritarian management style when dealing 

with new teachers or fresh graduates for directing, guiding, and 

controlling their work and behavior because they seem to have a laissez 

faire or care-free attitude to work. Unfortunately, the Authoritarian 

management style negatively motivates teachers and lead to poor job 

performance in schools. 
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1.4 Strategies for Improving Teachers’ Motivation to Enhance Pupils’ Learning in Public 

Primary Schools.  

  

1.4.1 The Role of Teachers’ Motivation in Improving the Pupils’ Learning 

  

The first objective of this study was to solicit information on the role of teachers‟ motivation in 

improving the pupils‟ learning. Teachers motivation was seen as important in enabling teachers 

to work hard hence improve pupils‟ academic performance. Data were collected by using 

interview guide. Under this objective the researcher intended to answer the question on “what is 

the role of teachers‟ motivation in improving the pupils‟ learning in public primary school?” 

 

Chamba Valley Primary 

 

 

 

 

 

 

 

 

 

 

 
 

 

 

Mumana Primary  
  

 

 

 

 

 

 

 

 

 

 

 

Head teacher: Frankly speaking, teachers need to be motivated. That 

will improve the quality education in our school. Majority of teacher‟s 

lacks morale to teach because of low payment and lack of motivation. 

Teacher‟s motivation and good qualifications is expected to lead to 

good performance. Therefore the strategy that can be useful in 

improving the quality education in our school is that, the government 

has to improve the teachers‟ payment and has to take a way forward 

in acknowledging the teachers effort.  

 

Deputy Head: In my view, increasing teachers‟ salaries and ensuring 

enough teaching and learning materials. Also the government has to 

include the teaching allowances which were eliminated, in past years 

teachers were receiving those allowances in their salaries. These 

could be the strategies that can improve quality primary school 

education. 
 

Head teacher: The government has to ensure enough teaching 

and learning materials, because text books for the pupils are not 

in a good number depending on the number of pupils in the 

classrooms. Also improving schools infrastructure such as 

staffrooms for the teachers even head teachers and involving 

teachers in decision making, for example when the programme 

of paradigm shift to the pupils teachers were not attended 

seminar for that but those with authorities command teachers to 

apply in teachings. I tried my best to provide resources and 

materials because I know that teaching and learning resources 

and materials motivate teachers and have confidence in their 

teaching.   

 

Deputy Head: Promoting teachers on time, solving teachers‟ 

problem on time and improving school infrastructure such as 

classroom, teachers‟ house, teachers‟ offices and enough 

teaching learning materials are strategies to improve quality 
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Kamanga Primary 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Chainda Primary 

  
 

 

 

 

 

 

 

 

 

 

 

 

 

Chakunkula Primary 

  
 

 
 

 

 

Head teacher : Motivation shows appreciation, therefore 

teachers are supposed to be motivated and this can be through 

different ways like increasing their salary, seminars, responding 

to teacher‟s claims, providing an opportunity for further 

studied, providing good working environment, giving loans with 

low interest for the teachers.  
 

Deputy Head: Good cooperation between parents and teachers, 

increasing teachers‟ salaries and appreciation of teachers work 

will be the strategies to improve quality primary school 

education. Also the deduction of union contribution in teachers‟ 

salaries should be eliminated because the union already has 

stolen our monies. Empowerment brings along with it a sense of 

responsibility. When you involve a teacher in decision-making, 

he/she begins to think that they are more important and more 

concerned with the school. 
 

Head teacher: Pupils to perform well academically, depend on the level of 

motivation they get. The more teachers are motivated the more they can do 

better in the teaching and learning activities that will enhance the pupils‟ 

academic performance to be high. For example as a head teacher of this 

school, I used to motivate them by giving K20 per week, the fund we raise 

from the pupils who are in grade 4 and grade 7 conducting speed test, 

every mornings before the normal subjects time table.  

 
Deputy Head: motivation plays a great role in increasing teachers work 

morale. Most of our teachers in schools they just try to meet the school 

time table but in the classrooms their efficiencies is very low. So if teachers 

are motivated they can help the pupils in their studies as well in 

disciplining them. 

 
 
 

 Head teacher: Indeed, as a school head what I see not only be an effective 

leader, manager and counselor, but also an effective motivator. Motivated 

teachers are productive teacher. Also as a school leader I should bear in mind 

that the use of incentives to motivate teachers in my school is important 

because the motivated teachers enhance the good academic performance to 

the pupils. 
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4.4.2 Teachers’ responses on the strategies for improving teachers’ motivation to enhance 

pupils’ learning in public primary schools.  

Teachers were interviewed to get their views on the strategies needed to motivate teachers by 

education managers.  Some of the respondents comments are as here presented:  

 Chamba Valley Primary School 

 

 

 

 

.   

 

 

 

  

 

 

Mumana Primary 
 

The same question was asked in the interviews conducted to teachers at this school and two 

teachers said: 
 

  

 

 

 

 

 

 

 

. 

 

 

 

 

 

 

 

 

Female teacher: Teachers who are motivated put much effort in 

teaching and learning, for example, in this school teacher who are 

teaching standard four and seven are given extra allowance of around 

K200= per week, .these teachers are highly motivated and pupils are 

now doing better than before, for example last year more than 78% of 

standard seven pupils were selected to join Secondary Schools. 

 

A male teacher: …motivated teachers have positive impact on pupils‟ 

academic achievement because less motivated teachers put very little 

efforts in their teaching. Sometimes, pupils are left alone in the 

classroom the whole day without learning anything. Less motivated 

teachers also hardly cover the syllabus and this is what is happening in 

most of public primary schools including Community Secondary 

Schools. In these schools teachers are not doing enough due to the lack 

of motivation. 

 

Male teacher: Academic performance of the pupils in this district is 

good but our goal is to do better and even best, this will only be done 

when the government will rectify the existing set-up of motivating 

public primary school teachers. Teachers expect to be awarded for 

what they have done. This support will increase their effort in 

teaching activities, thus the pupils academic performance will be 

high. 

Female teacher: In fact we need to be recognized, because this is 

like appreciating our effort in what we have done. To motivate 

teachers not only in improving our  salaries but even to 

acknowledge those who perform well in teaching activities, at 

school level, ward level, district level region level even at the 

national level in the workers’ day. I will be happy if one day. 

Motivated teachers are interested in what they do; they look in at 

teaching in different way to teachers who are not motivated. So 

when teachers are motivated, they will do their work effectively and 

the pupils’ academic performance will increase.  
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Kamanga Primary 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Chainda Primary School 

 

 

 

 

 

 

 

 

 

 

 

 

  
 
 
 
 
 
 
 
 

Male teacher: Our working condition is not good; if this can be 

improved will be one of the strategies that can motivate teachers in 

order to improve the pupils‟ academic performance. We don‟t have 

a good staffroom as you see we used to do our works like lesson 

preparations and marking pupils‟ exercise books under the shadows 

of trees or in the classrooms or in the school corridors. Also we used 

to see a school can be rewarded for good performance, but a school 

cannot be rewarded without the teachers‟ effort, so we need to be 

rewarded for such good performance.  
 

Male teacher: You know my friend? Reality is the motivation for 

teaching comes from good payment. But as a matter of fact, the 

situation is discouraging. First, the salary is low, it is not even 

enough to incur my monthly expenses. Because low payment we put 

ourselves in low class of living standards. So improving the 

teachers‟ salaries and other payments could be the strategy in 

improving the quality education in our schools. 

 

Female teacher: The role of motivation can enable teachers to 

think about how learning can happen in different way with different 

techniques and approaches. They examine what works and what 

doesn't. This can only be done if their effort is recognized. It is true 

that, when teachers‟ work is appreciated and recognized, their 

work morale will be increased. I was appointed by the head teacher 

to form part of the school committee. This increases my self-esteem 

and I become motivated to prove to others that I am a good 

teacher. 

Female Teacher: If the head teacher providing us with all necessary 

instructional materials and resources we are motivated to meet 

school expectation because we feel the head teacher expectation are 

high in terms of good results. I feel helpless and humiliated when a 

learner also asks me for textbook and I can‟t help them. For 

example, I gave homework, but learners were not able to do it well 

because they do not have textbooks and reference materials. This 

discouraged me since I couldn‟t arouse any interest from my 

learners through homework. 
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Chakunkula Primary School 

 
 
  
 
 
 
 
 
 
 
 

 

 

 

 

 

 

 

4.5 Summary  

This chapter presented verbatim. The responses were gathered on the topic from the respondents 

during field work. Issues relating to the factors of teachers‟ motivation and morale, leadership 

styles and their influence on teacher job satisfaction and strategies to be employed to ensure 

teacher good performance and satisfaction were covered. The next chapter discusses the findings 

of the study and their implications. 

  

 

 

 

 

 

 

 

 

 

 

Male teacher: most of the time, people need to gain something for the 

efforts they used in a certain work; this is the same to the teachers. 

Teachers need to be recognized for what they have done. Mostly they 

need to be recognized in term of money.  

Female teacher: To me there is one basic strategy in improving the 

quality education in public primary schools, which is the importance of 

the teachers‟ role in ensuring effectiveness of education must be 

recognized, understood, and taken into account if these national efforts 

to achieve development targets in education are to be successful. 

Further, the rights of teachers must be realized in order to strengthen 

their own commitment to achieve quality education in public primary 

schools. 
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CHAPTER FIVE 

DISCUSSION OF THE FINDINGS 

5.0 Overview 

This chapter discusses the findings of the study. The discussion is organized or presented 

according to the four main themes of the study, namely: i. the influence of staff recognition by 

head teachers on job satisfaction of teachers in primary schools. ii. The influence of teachers‟ 

professional advancement opportunities on teachers‟ job satisfaction in public primary schools. 

iii. The influence of leadership styles on teacher performance. iv. Strategies for improving teachers‟ 

motivation to enhance pupils‟ learning in public primary schools. These themes tally with the 

purpose and objectives of this study.  

5.1The influence of Staff Recognition by Head Teachers on Job Satisfaction of Teachers in 

Primary Schools  

From the study findings, the majority of the head teachers agreed that recognition is an important 

motivator for teachers as it directs the teachers on the path towards professional growth and 

improvement , recognition and feedback concerns informing teachers that they are doing a good 

job and recognizing their achievements, both publicly and privately, makes them feel appreciated 

,recognition has a positive impact on teacher motivation, self-esteem, confidence and sense of 

security , recognition of performance is an important responsibility of the school management, 

good work done by any teachers should always be acknowledged, the head teachers‟ formal 

recognition programme may also be used such as employee of the month, head teachers give 

praise for well done work , head teacher gives tangible rewards to teachers for good work done 

and that the head teacher has the responsibility of helping teachers to get satisfaction from the 

profession and to fulfill their needs and objectives respectively.  

 

The head teacher has the responsibility of helping teachers to get satisfaction from the profession 

and to fulfill their needs and objectives. Recognition and feedback concerns informing teachers 

that they are doing a good job and recognizing their achievements, both publicly and privately, 

makes them feel appreciated (Steyn, 2002). Individuals at all levels of the organization want to 

be recognized for their achievement on the job. Vail (2005) also concurs that indeed teachers 

long for recognition, praise and feedback about their achievements and this is likely to motivate 
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them professionally. From the study findings, the majority of the teachers agreed that the 

working environment is conducive, teachers are allowed to participate in major decision making 

and that there is biasness in allocation of duties and responsibilities respectively. 

 

The findings augment the earlier findings by head teachers‟ that staff recognition was a critical 

strategy used to increase job satisfaction of teachers in public primary schools. Proper 

communication of strategic awareness can act as a cohesive force and succeed in connecting 

those with ultimate responsibility for organizations with those who directly implement policies at 

the sharp end (Morgan, 2000, p. 5). Those staff who will be most affected by a change of policy 

are the least likely to be consulted in the development stages. Teachers are allowed to participate 

in major decision making in a conducive environment. The strategic plans and decisions taken by 

teachers are essential to their progress and development within their school environments. Thus, 

involving staff in such processes should increase their confidence and sense of ownership of new 

policies and changes.  

5.2 Teachers’ Professional Advancement Opportunities on Teachers’ Job Satisfaction 

 

 From the study findings, the majority of the head teachers agreed that upgrading of professional 

qualifications is the major avenue for promotion in Zambia, head teachers facilitate teachers 

study leave aimed at upgrading professionally, the system of teacher upgrading is haphazard and 

erratic, head teachers facilitate promotion based on qualifications, interviews and years of service 

and that head teachers facilitate teachers working in remote areas who find it very difficult to 

study respectively. This concurs with findings by Harding Michael, Atkinson (2005) that in 

Pakistan, teachers have to acquire additional qualification in order to be promoted especially 

women teachers working in remote areas find it very difficult to study. 

This implies that teachers‟ professional advancement opportunities is being used by the head 

teachers to positively impact on teachers‟ job satisfaction in public primary schools. Training 

influence teachers‟ performance and that is a fact that teachers‟ motivation is provided with good 

quality teacher training and they have opportunity to further improve their training for skills 

acquisition to improve their performance (Vail 2005). Therefore teachers will feel good about 

themselves and their work will be continually improving ways to reach all learners with a 

conducive motivated environment. 
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 From the study findings, the majority of the teachers agreed that teachers are awarded study 

leave aimed at upgrading professionally and that teachers are offered an opportunity for 

promotion based on qualification, interviews and years of service respectively. 

The findings augment the earlier findings by the head teachers‟ that teachers‟ professional 

advancement opportunities is key in positively impacting on teachers‟ job satisfaction in public 

primary schools. Management of the teachers training and development process requires a 

balance between the aspirations of the individual and the needs of the school (Odini, 1996). A 

significant way of doing this is for heads to discuss career development and training with their 

staff as part of their annual Individual Performance Review. This process can help to determine 

the interests and needs of employees, to highlight any staff concerns about work, and to direct 

staff to appropriate training opportunities. The positive aspect about staff training is that all 

teachers of staff can be involved, regardless of their position. This is essential for the success of 

the school and the effectiveness of the teachers‟ service.  

 

These findings can be supported by the findings of some scholars such as Michaelowa and 

Mendez. Professional development also enhances teacher motivation through an important and 

related channel: observed student achievement. Teacher job satisfaction has been found to be 

correlated with high-performing students (Michaelowa 2002), and teachers in a variety of 

developing countries have been seen to become more motivated when witnessing their effort pay 

off in the form of improved student performance. Namely, coaching teachers to set expectations 

for students, better manage the classroom, and apply new teaching methods can be very effective 

in motivating teachers (Mendez 2011).  

5.3 The Influence of Leadership Styles on Teacher Performance.  

Leadership styles are very important in the effective running of the school despite them having 

effects on teacher‟s morale and performance. Leadership styles vary depending on the character 

of the leader. Each character has its style, so that leadership styles can be described as “the kind 

of behavoiur and abilities which the manager has and which enables him to interact with the 

employees to achieve goals” (Hashem, 2010:39). 

The study discovered that both democratic and authoritative leadership had effects on teachers‟ 

morale and performance in primary schools management. Understanding the influence of 

leadership on morale and performance of teachers is very important because leadership is viewed 
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as one of the key driving forces for improving a school performance. Authoritative leadership 

style maintains discipline and order in an institution. It prevents struggle for power by giving 

directives to teachers resulting in quick decisions. However, this study established mainly the 

negative side of the leadership style. Teachers complained of how they felt being their head 

teachers as a result of them not being interested in the warfare of the teachers at school. This was 

contrary to the human relation theory which advocates for teachers‟ involvement in the running 

of the school.  

The study established that the autocratic leadership did not mind about empowering teachers 

with more knowledge and skills as observed by Olum (2004) who argued that institutional 

leadership should be developed a long lines of interpersonal relationship, teamwork, self-

motivation to perform, emotional strength and maturity to handle situations, personal integrity 

and general management skills. There was selective teacher motivation on those close to the 

head teacher. As a result some teachers ended up showing low turnover to school activities. 

 

The teachers felt intimidated by the presence of their head teachers. This was because the 

interests of the head teacher were only to improve the performance of the entire school without 

motivating the teachers. Teachers said they did not have freedom to see their administrators, a 

thing which made them stay away from their head teachers. The study revealed that staying away 

from their head teachers brought about low participation of teachers in school activities, which 

include academic, sports among others. Co-curricular activities are useful to the learners; they 

help in the curriculum improvement and are significant factors in promoting school community 

relations. Odiwuru eta al (2011) argued that, a manager in authoritarian leadership style rarely 

seek input from her employees in order to make decisions. This kind of management style is 

advantageous in a fast paced work environment where people need to quickly make the decisions 

for daily work tasks. Head teachers tend to motivate teachers by establishing confidence in the 

head teachers‟ ability to make accurate and productive decisions. Teachers become comfortable 

with the head teacher‟s knowledge of the institution and the school processes and derive motion 

from the head teacher‟s ability to keep the department focused on achieving school goals. 

The study revealed that delegation was not done in good faith. However, the study suggested was 

need for head teachers to practice proper delegation so as to train the future leadership in 



62 
 

schools. However, they alluded to the fact that, head teachers were significant in the running of 

the schools because they were the vision carriers and they were role models in schools. 

5.3.1 Democratic Leadership Style 

Democratic style is leadership style which enables teachers increase their morale and 

performance, because it generates more leadership skills by providing opportunities to many 

teachers to exercise leadership. Head teachers work together with teachers and assume that 

people in the institution are not lazy. On the other hand, democratic leaders make the final 

decision. The study discovered that democratic leadership style was the best because it included 

teachers being involved in decision making through consultations, discussions, and seeking 

advice for the school. It was indicated that the most effective head teachers were those who were 

knowledgeable about the individual personalities that made up the team. This leads to meeting 

the challenge of developing a leadership style that had effects on building a solid team and 

motivating high quality of subordinate production. 

 

In the study the majority of respondents at the Schools, B, C, and E found that the Democratic 

management style was perceived to be having the Most Impact on the job performance of 

teachers, followed by the Authoritarian management whose impact was said to be less on 

teachers‟ satisfaction. While the Laissez-faire management style could not be found at any 

school involved in the study and it had no impact teacher performance. The respondents in the 

two cases described the impact of the Democratic management style on teacher performance as 

positive, creating good working relations, improving work performance, work satisfaction, 

motivating, encouraging input, consultation, discussion and participation from teachers. 

Therefore, the Democratic management style positively motivated teachers to improve their job 

performance in schools. 

5.3.2 Authoritarian Leadership Style 

The impact of the Authoritarian management style on teacher performance was described by 

respondents as negative, contributing to poor working relations, poor performance, work 

dissatisfaction because it demanded immediate compliance, lacked flexibility and motivation. 

Yelling or shouting at staff by the head created antagonistic head-teacher relations, demoralized 

and frustrated teachers at work. One school deputy head revealed exhibiting the Authoritarian 
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management style when dealing with new teachers or fresh graduates for directing, guiding, and 

controlling their work and behaviour because they seemed to have a laissez faire or care-free 

attitude to work. Therefore, the Authoritarian management style negatively motivated teachers 

and lead to poor job performance in schools. 

 

Stefanou (1989:93) argues that managers need increasingly to demonstrate leadership in order to 

motivate their groups towards greater performance. A manager's leadership style aids employee 

performance by „keeping employees enthusiastic and energized‟ (Schoell, et al, 

http://wwww.123helpme). Management (leadership) styles and performance are closely linked to 

motivation. The results of this study can be seen as broadly consistent with Evans and House‟s 

(1971: http://www.sedl.org/change/) Path Goal Theory whose goal is to enhance employee 

performance and employee satisfaction by focusing on employee motivation. 

 

This is also supported by Goleman (1998a) who found that in those schools where the heads 

displayed the democratic generally drive climate in a positive direction and improved academic 

performance. Research (Stefanou, 1989: 96) has shown that the democratic management style 

results in the highest productivity, greatest feelings of involvement and job satisfaction and the 

best relations. Furthermore, the findings are also consistent with Mwanza‟s (2005) case study of 

selected high schools in Lusaka who found the effective school heads employed the Democratic 

management style which motivated teachers to perform their duties well in the school workplace 

while the ineffective heads employed the Authoritarian management style which de-motivated 

teachers to work. 

 

The above information support the view that the managerial behaviours or styles democratic, 

authoritarian or laissez-faire of school managers indeed have some impact on teacher 

performance in the school workplace. The Democratic management style has a positive impact 

on teacher performance and motivated teachers to improve their work while the both the 

Authoritarian and the Laissez-faire management styles of school heads had a negative impact 

and resulted in poor performance among teachers in schools. Management studies have generally 

shown that group members like a democratic leader best and dislike autocratic leader (Stefanou, 

1989). 
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5.4 Strategies for Improving Teachers’ Motivation to Enhance Pupils’ Learning in Public 

Primary Schools  

 

The strategies used by the head teachers to motivate teachers were almost the same as teacher 

participants explained. Contributing more to the objective on the teachers‟ views regarding the 

strategies to motivate teachers; teacher participants mentioned that availability of teaching and 

learning materials and resources as well as empowerment (participation in decision making 

process) as the strategies which if employed properly by the head teachers would motivate them 

to work effectively. Therefore the head of schools should ensure the availability of teaching and 

learning materials and teachers‟ involvement in decision making so as to make teachers work 

effectively.  

 

Head teachers were interviewed and asked about the strategies employed in order to motivate 

teachers. Each one gave what had put in place. For instance, Head teacher at school A said that 

he always encouraged teachers to participate and voice out their opinions on issues raised in staff 

meetings. He always tried to make them feel comfortable that there was cordial relationship 

between the head teacher and the teachers. He did not want to want to make them feel that they 

were inferior parties.  

Another Head teacher at Chainda Primary school said that he used a reward system to encourage 

teachers who had performed high in their subjects compared to other teachers‟ performance .By 

doing so the reward given motivated teachers to do all their best in order to show their excellence 

.He rewarded his teachers with gifts from money he received from capitation grant 

administration expenses and other charges.  

The Head teacher at Chakunkula Primary  also said that in order to improve teacher self-

commitment, he put the attendance register in every class and every teacher was obliged to sign 

in at the end of his/her period. Also he conducted monthly test to make teachers evaluate.  He did 

this because he didn‟t have money to reward them and as teachers needed allowances in terms of 

money much more than he did. All in all, this helped to improve teachers‟ self-commitment and 

motivation at his school.  



65 
 

The head teacher at Kamanga Primary School said that it was his responsibility to ensure the 

availability of teaching and learning materials but the capitation grant he received to run a school 

was not enough to meet all the necessary expenses of his school especially teaching and learning 

resources, so teachers were supposed to teach without them and this led to de-motivation. He 

tried his best to provide resources and materials because he knew that teaching and learning 

resources and materials motivated teachers and had confidence in their teaching. 

From the findings above, school head teachers mentioned that they tried their best to ensure 

teachers were self-committed and motivated by employing different approaches according to the 

situation. They mentioned that they encouraged teachers to voice out their opinions; rewarded 

teachers who passed many students in national examination; put attendance register for teachers 

to sign on at the end of his/her period. It was clear from the interview that that head teachers 

employed various approaches to improve teachers‟ self-commitment and motivation but teachers 

mostly needed to be rewarded in terms of money as a result teachers felt helpless s and de-

motivated. This situation led to poor teaching where by teachers taught below their capacity of 

teaching and thus learners‟ academic performance decreased and this precipitated what we call 

current mass failure of the learners. 

 

The results are clear that most of the respondents interviewed indicated that the school 

management did not provide them with adequate teaching and learning materials. As a result 

teachers taught without the necessary teaching and learning materials. The teaching and learning 

materials were essential because they contributed on learners‟ understanding by arousing learner 

concentration on topic taught so the absence of them led to poor understanding and hence poor 

academic performance which associated with students‟ mass failure.  The researcher found that 

availability of teaching and learning materials and resources is one of helpful way of supporting 

teachers. The teachers emphasized that when resources were provided, teachers felt inspired and 

more confident to teach since they were able to develop new teaching strategies. A teacher from 

Mumana Primary school said that if the head teacher could provide them with all necessary 

instructional materials and resources they could be motivated to meet school expectation because 

they felt the head teacher‟s expectation was high in terms of good results.  

Another teacher from Kamanga Primary school said that he was appointed by the head teacher to 

form part of the school committee and was part of decision making body. This increased his self-
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esteem and he became motivated to prove to others that he was a good teacher. Teachers‟ 

participation in decision making improved their morale as they were always willing to be 

involved or consulted by the head teacher in school matters. However, teacher involvement in 

Kaunda Square, Lusaka district related mainly to extra curricula activities while heads of 

departments and senior teachers in some schools were consulted for decision making with regard 

to school goals and development. Also a teacher from school A revealed that It could be good for 

the as teachers to sit together with school management in order to discuss different issues 

regarding school development. This would contribute to the teachers‟ level of motivation.  

 

Some teachers talked about good work condition, good leadership, collegiality and students 

discipline were among factors that could motivate to work effectively. Despite of low pay 

(salary) these things might encourage them to work hardly and responsibly. They suggested for 

allowances for extra duty, availability of teaching and learning resources and materials, and the 

school management to provide meal for teachers and salary increment as strategies that could 

motivate them as school teachers. 

  

The factors that motivated were many but the most important one at Chakunkula Primary school 

was provision of meal this was because teachers spent their money (salary) to buy meal during 

work hours as they received low salaries, recognition and respect by the community, provision of 

houses for teachers was another workable strategy because they spent a lot of money for house 

rent so the school leadership and government should take serious measures to help them with 

these matters.  

Findings above are consistent with the findings from the study done by Aacha (2010) on 

motivation and the performance of primary school teachers. The researcher found that positive 

relationship, interaction with people from many areas; recognition and respect accorded to 

teachers by community and provision of accommodation were key factors in motivating 

teachers. The researcher also suggested that government should build up teachers‟ houses so as 

to enable teachers live within the school and reduce late coming and absenteeism. 
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5.5 Summary 

Results from both from desk research and field work were unanimous in the fact the type of 

leadership existing in a particular school, has a great influence in motivating teachers to work 

extra hard. This is because of the incentives teachers look forward to accessing. As shown by the 

data, authoritarian and laissez faire types of leadership do not motivate teachers to work hard 

because lack of incentives, moral and material incentives.  
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CHAPTER SIX 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

6.0 Overview 

Chapter six has four main components: i) summary of the main findings of the study; ii) 

conclusions of the study; and iii) recommendations arising from the main findings; iv) 

suggestions for further research. The summary is covered sequentially under various themes 

based on the objectives; the conclusions comprise tabulation and listing of the points of the study 

and iii) the recommendations are also tabulated.  Finally, suggestions for further research have 

also been made. 

6.1 Summary of the study findings  

1. The study investigated the relationship between head teachers' leadership styles and 

teachers‟ job satisfaction and the results revealed gender disparity in opportunities 

between male female teachers. The gender disparity had an influence on job motivation 

and satisfaction, especially among male teachers who thought they did heavier workloads 

than their female counterparts.  

2. The issue of recognition also emerged as an important point in the respondents‟ answers. 

Teachers who were not assigned responsibilities by the administrations felt excluded and 

unsatisfied with their job.  

3. Failure by the administrations to introduce teachers, especially new ones, to pupils‟ 

parents, was cited among the main factors that frustrated many teachers. This was 

interpreted as an indicator of the teachers‟ lack of importance in the school system.  

4. Failure to allow teachers to go on periodic leave emerged as another important point in 

teachers‟ lack of job satisfaction and motivation. This point was also connected to the 

failure by the school administrators to allow their teachers to go on study leave and for 

those teachers who were already studying, to go on residential academic leave. 

5. Delay by the school system to confirm serving teachers and to promote those teachers 

who had added to their qualifications (that is, by acquiring higher qualifications while at 

work), was seen by the respondents as one of the main de-motivators. 

6. Conditions of service (that is, salaries, transport, housing allowances, etc), also emerged 

among the main drivers of job dissatisfaction and de-motivation.  
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7. Annual teacher appraisals were described by the respondents as not reflecting the 

situation on the ground. A perception emerged that more often, positive appraisals were 

given to those teachers who did not deserve them, leaving out hard working teachers and 

in the process de-motivating them.  

8. All ordinary teachers respondents said they believed in democratic, as opposed to 

dictatorial and laissez faire leaderships. Democratic leadership was described as essential 

to job motivation and job satisfaction. 

9. The general picture that study has revealed is that teachers in the study area are not 

motivated about their work. Although teachers were passionate about their job, they were 

not motivated with their job due to absence of external motivation like high 

remuneration, conducive work conditions, status, lack of administration support, 

recognition and general lack of teaching and learning materials. Despite the above factors 

which cause de-motivation among teachers, teachers in the present study were motivated 

with interpersonal relationship with their colleagues, head teachers and learners. 

 

10. Overall, this study holds the perception that school leadership is an essential 

characteristic in leadership, through group activity and working within relationships. 

Similarly, many teachers being involved in the leadership activity in decision making 

could form a strong foundation for leadership. 

 

6.2 Conclusions of the Study  

From the findings of this study, the following conclusions were made: 

i) The study revealed that few Head teachers enrolled for Diploma and Degree 

programmes, as part of their own personal initiatives to enhance leadership capacity. The 

study concluded that this practice should not be encouraged; head teachers‟ 

qualifications should be realigned to meet their personal and professional growth needs, 

which would provide job satisfaction. Moreover, if teachers‟ qualifications were 

revamped, this would help to reduce teacher attrition. To this end, the study discovered a 

positive relationship between those head teachers‟ who had better qualifications and job 

satisfaction, not only of the head teachers, but also of the teachers they were leading. 
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Poor qualified head teachers may suffer from academic inferiority and consequently 

extend their situation to ordinary teachers.  

 

ii) The leadership style practice by primary school head teachers had a direct influence on 

the job satisfaction of the teachers. In particular, the head teachers whose leadership style 

was democratic showed concern for teachers‟ well-being, friendliness and approach. The 

study concluded that supportive behaviours by head teachers encouraged teachers to be 

more committed to the tasks given them, because of the pleasant working conditions at 

school. On the contrary, head teachers whose leadership styles was either authoritarian 

or laissez faire, created conditions for the job dissatisfaction of the teachers. Teachers 

said that the democratic leadership was the best leadership style which enabled teachers 

improves their morale and performance. However, they said a much as they appreciated 

the democratic leadership style they also gave a concern that if it was not well managed 

it was likely to result into laissez faire. The study discovered that the most effective head 

teachers were those who were knowledgeable about the individual personalities that 

made up their team. To this effect, teachers took an emotional interest in the success of 

the school and its policy development. 

 

iii) Besides leadership and qualifications, conditions of service were also important in 

understanding both the head teachers‟ and teachers‟ job satisfaction.  It has already been 

shown that poor working conditions, lacking in moral and material incentives, served as 

a source of frustration for teachers. Poorly remunerated teachers had no reason to be 

satisfied with their job.  

iv) The study also revealed that teachers generally liked to be involved in decision making 

and consultations, hence valuing the meaning of democracy at the work environment. 

v)  The study saw the need to mitigate between the head teachers‟ dominance in school 

activities and programmes and the teachers‟ desire to participate in decision-making 

processes in the school system.  

vi) This study, therefore, concluded that there is a lack of strong leadership structure in 

schools that would give autonomy on specialization of subjects in primary schools. 
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6.4 Recommendations of the study  

Based on the findings and conclusions in the study, the following are mutually beneficial, 

influential and interdependent recommendations offered for policy, theory and practice with aim 

of promoting reform agenda to facilitate effective teacher leadership: 

i)  The study recommends that schools should continue focusing on leadership practices as 

part of their professional learning and leadership development. This development allows 

school administrators to maintain a continuous supply of future leaders and sustainable 

leadership. Institutional heads need to learn more about human behavior as it impacts on 

teacher performance. Head teachers, through their actions and attitudes, should create an 

environment which induces motivation on teachers.  

ii)  The study recommends introduction of policy on formalized recognized structures for 

improved work conditions, such as encouragement of teacher professional associations, 

departments, subject heads, that benefit expanded structure in an effort to increase 

teachers‟ job satisfaction.  

iii) Knowing the importance of leadership styles, by means of this study, would provide 

additional evidence to TSC and MGE in training head 113 teachers with effective job-

embedded support structures, such as internships, mentorship programs with trained 

experienced mentors and expert group, proficiency coaching, and performance 

evaluation. These ensure effective professional competence for novice head teachers 

during their formative years. Head teachers could be informed of the difference between 

leadership and management.  

iv) The TSC, in collaboration with the Ministry of General Education, should avail policy 

on radical reforms in developing leadership framework that prepares teachers for 

leadership ranks from Head of Department, Deputy Head teacher to Head teacher. 

Departments broaden leadership, increase participation, support promotion avenues, and 

reward overall effort to achieving school goals. Policy should be collaborated with 

teacher training institutions, such as universities and colleges. The policy framework 

needs to incorporate professional associations for teachers with the responsibility of 

ensuring practicing teachers are well prepared, regularly monitored, inducted through 

internships, evaluated and examined before practicing. This would improve teacher-

leadership skills and enhance performance and job satisfaction.  
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v) The TSC should consider gender parity by encouraging women to take up leadership 

positions in primary schools thus, introducing a competitive leadership framework with 

standardized processes. It should also consider appointing teachers with certificates in 

educational management for promotions. 

vi) DEBS to mobilize workshops to capacity build head teachers on how to effectively run 

primary schools.  

 

6.5 Suggestions for further study  

Based on the results presented in Chapter Four, this study makes the following suggestions for 

further research:  

(i) There is a need to replicate the study beyond public primary schools in which it 

occurred, to include private schools, gender analysis and a comparison of the urban 

and rural areas.  

(ii) Further research is also needed to identify problems and issues that inhibit school 

managements from practicing some leadership styles in schools, especially with 

regard to internal politics, leadership philosophy, management personalities, and how 

these might be addressed. 
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APPENDICES 

KEY INFORMANT INTERVIEW GUIDE 

My name is Obed Mwiinga, a student at University of Zambia in collaboration with Zimbabwe 

Open University, pursuing a Master of Education in Educational Management. I am carrying out 

a research on the topic: The Role of School Managers in Motivating Teachers into Job 

Satisfaction: A Case Study of Selected Primary Schools in Lusaka‟s Kaunda Square Zone. Your 

responses will be treated as confidential and used for academic purposes only.  

 

APPENDIX 1: INTERVIEW GUIDE FOR TEACHERS 

 
1. Many times people talk of motivation, what is motivation?  

2. What do you consider to be the most effective way to motivate teachers?  

3. List at least four factors that motivate you at work place.  

4. What four things do you think if added to your working environment would motivate you to 

do your work?  

5. Why do teachers leave the profession for other job?  

6. What would you recommended to be done in improving teacher motivation.  

7. How does your head motivate you/teachers to work hard? 

8. What factors do you think impact on the way you work or perform duties? 

9. What management styles does your manager exhibit often in supervising you to work? 

10. What is your head‟s dominant management style orientation? 

11. What is the role of teachers‟ motivation in improving the pupils‟ academic performance in 

public primary schools?  

12. What are the major causes of teachers‟ low working moral?  

13. How low teachers‟ motivations affect provision of quality primary school education?  

14. How does teachers‟ low motivation contribute to pupils‟ academic achievement?  
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15. To what extent do Government and other education stakeholders respond to improving 

teachers‟ working motivation in your school?  

16. What is the important measure do you think can be used to improve motivation of primary 

school teachers in the school?  

17. What do you think should be done to create a motivating environment in public primary 

schools?  

18. What are the factors contributing to low morale of public primary school teachers?  

19. What form of intrinsic motivators do teachers have in this school (schools in Kaunda 

Square Zone)?  

20. In your opinion, what are strategies for improving quality education in public primary 

schools?  

 

Thank You for your   cooperation 
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APPENDIX II: HEAD TEACHERS’ INTERVIEW GUIDE  

 

1. What added responsibilities other than teaching do you give to your teachers? 

2. In what ways do added responsibilities influence your teachers‟ job performance? 

3. How do you recognize your teachers for a job well done? 

4. What programs does your school have on staff development? (at least 3) 

5. How does the school integrate the new members of staff into the school system? 

6. How can you account on the current low motivation in this school?  

7. How low teachers‟ motivations affect provision of quality education?  

8. How do you motivate teachers in your school?  

9. How are your teachers satisfied with the provision of their rights and other privileges?  

10. How does teachers‟ low motivation contribute to students‟ academic achievement?  

11. How teachers‟ motivations improve provision of quality primary education?  

12. What management styles do you exhibit often in supervising teachers? 

13. What is your dominant management style orientation? 

14. Generally how does each leadership style impact on teacher performance? 

15. What ways do you use to recognize teachers‟ contribution in managerial roles and 

functions? (b) How do you enhance work relations in your school?  

16. To what extent do Government and other education stakeholders respond to 

improving teachers‟ working motivation in your school?  

17. What is the important measure do you think can be used to improve motivation of 

primary school teachers in the school?  

18. What do you think should be done to create a motivating environment in public 

primary schools?  

 

Thank you for your cooperation 
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APPENDIX III: IN-DEPTH INTERVIEW GUIDE FOR DEPUTY HEAD TEACHERS 

1. What do you understand by the term leadership styles? 

2. How do you relate with your head teacher? 

3. What different leadership styles are employed by the school Head teacher? 

4. What are implications of the Head teacher leadership style for the school? 

5. How does your head teacher deal with members who fail to handle a particular task they 

are given? 

6. Does your head teacher‟s leadership style used motivate your teachers in school? 

7. What is the significance of head teachers‟ leadership on teacher‟s morale? 

8. Do you think teacher‟s motivation level has influence on pupils‟ academic performance? 

If yes, explain……. 

9. How do you motivate teachers who engage in professional Advancements training? 

10. Does the head teacher delegate the responsibility to you? 

11. What strategies would you suggest to employ in order to motivate teachers, thereby 

attaining teacher job satisfaction? 

 

 

 

 

 

 

 

 

 

THE END 

Thanks for your cooperation 

 


