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ABSTRACT
The purpose of the study was to investigate tHeente of principals’ leadership styles on
schools’ climate through determining the extent wich principals’ participatory,
authoritarian, free reign, and transformationaldexahip styles influence organizational
climate in secondary schools. The study also sotmletermine the challenges faced by
principals in creating a positive organizationaimate in secondary schools in Nyahururu
district. Douglas MacGregor's theory X and theorywéas used to explain the study
variables. Descriptive survey design was appliethenstudy. The target population for the
study was 24 principals, and 449 teachers in 2drgkary schools in Nyahururu district. Out
of the targeted 84 respondents 68 responded gigingsponse rate of 81 per cent.
Questionnaires were used as instrument for datiectioin. The study found that open
organizational climate was prevalent in secondahpsls to a large extent as indicated by
48 percent of the respondents. Autonomous climatecantrolled climate prevailed in the
schools to a large extent as indicated by 42 per @ed 40 percent of the respondents. On
the participatory leadership style, the study r&agkahat 77 percent of the respondents
agreed the style made teachers feel motivated wmélhenced organization climate
positively. Regarding the influence of authoritari'eadership style, 65 percent of the
respondents strongly agreed that, head teachagn aisgies without consultation and issue
directives which creates a negative climate. Fnalh the influence of transformational
leadership style on organization climate, 69 pdrcoérnthe respondents strongly agreed that
in its presence teachers had positive interrelaligns resulting into autonomous climate.

The findings from the correlation analysis showhdt the principals’ leadership style
influenced organizational climate. This was evidghby the fact that each of the leadership
styles correlated with particular organizationameite with correlation less than 0.05 at
95% confidence level. The major challenges facimgcgpals were found to include:
inadequate resources, poor infrastructure and ddgbkarental support as indicated by 80
percent, 75 percent and 65 percent respectivelg. Sihdy concluded that participatory,
authoritarian and transformational leadership stydee commonly used by principals in
secondary schools in Nyahururu district. Parti@patand transformational leadership
promoted open climate, authoritarian leadershipnates a closed climate while free reign
leadership style promotes familiar school clim3tee study recommends that head teachers
in secondary schools in Nyahururu district shouldp participatory leadership style. It
was finally recommended that another study be donether counties to determine the
effect of leadership style on the school perforneawbich was not the focus of this study.
The study concluded that participatory and tramsédional leadership styles influences
organization climate positively. Authoritarian leaship style results into a controlled,
closed or paternal school climate while free rdegadership style promotes familiar climate

Xii



CHAPTER ONE
INTRODUCTION

1.1Background to the study

The success of any organization can be attributgauit to the type of leadership of
that organization. The success of a school is kagependent upon the leadership
style which may help to develop positive schooinalie (Eshbach & Henderson,
2010). In a secondary school, the principal is ldesder who coordinates, keeps
balance and ensures the harmonious developmenteofwhole institution by

molding traditions for organizational goal achiewen.The relationship between
leadership styles of principals and organizatiarimhate in India for instance is

that the principal’'s leadership behaviour may hlpestablish a school climate
with conditions that contain high level of stafteémrelationships and student trust

(Shailly, 2012).

The leadership style of the principal brings contstateraction with the staff. Since
educational administrators are interested in bealge to enhance group
performance, this interaction at times is usedhaps the organisational climate
which in turn may determine group performance (Aard&sommerfield & Willing

(2011). The authors describe the relationships éetwleadership style and
organizational climate in a study carried out idifGenia as two variables that can
affect staff perceptions of their work environmaritere the organizational climate
can be positive (empowering) or negative (demaraiizto the employees. Positive

organizational climate empowers through elementshwimclude fairness, personal



growth and role clarity with clear group objectiv@®emoralizing climate can lead
to staff disengagement and turnover through negaiements which may include

depersonalization, emotional exhaustion and roflict.

The principal’s leadership role is decisive in lmk human and organisational
needs by initiating and maintaining individuals’rgeptions on interrelationships
and work. McRel, Waters and Marzano (2005) in teaidy done in United States
of America, emphasizes the principal’s leadersblp by saying that the principal
is identified as the most influential person in amting a schools’ organizational
climate through his leadership. Schott (2008) stualy done in Small and Medium
sized Entrepreneurs (SME) in Netherlands argudsotiganizational climate forms
a link between human resource management and penfice and determines
employee’s behaviour such as levels of stress, dgoment, absenteeism and
participation. Organizational climate, thereforerelated to the fulfillment of both
tasks and people’s needs. Secondary schools’ palscshould similarly provide
articulate leadership which gear the school’s tolwahe integration of both the

organization and personal goals.

Haydon (2007) and Scherman (2005) explain how azgéonal climate is
manifested in the realization of school’s goalsydtan observes that organizational
climate is seen in measurable features such asolshimtake, truancy and

student’s exclusions among others. Scherman imdy sin the development of a



school climate instrument in Pretoria, South Afri@agues that organizational
climate in a school is seen as the shared percepiield by the principal, teachers,
learners and parents about the physical, sociall@hing environments of the
school. The perceptions are about school discigm facilitation that enable it to

achieve set objectives.

A leadership style that encourages positive climetsures that employees are
positively engaged towards the organization. Na&iorahim and Harati (2011) in
their study done in Iran on the relationship betweeganizational climate and
leadership styles contend that the two are keyabas affecting the productivity of
employees. A mismatch between leadership style positive organizational
climate will lead to wastage of energy and talemt dmployees. Haydon (2007)
makes reference to a similar study done in Jacksdler school in the United
States where a new principal adopted a differeatldeship style resulting to a
warm and friendly climate which had not been exg®ed before. Sybouts and
Wendel (1994) argue that negative organization atémand poor results are
experienced when individuals work under leaderstinich lacks team approach.
Oyetunji (2006) in a study done in Botswana ontia@tship between leadership
styles and school climate argues that the manneshioh a head teacher creates a
school climate through leadership makes individedtiser satisfied or dissatisfied

with their work.



Northhouse (2007) says various research studiesediefadership in various ways
but despite the multitude of these definitions blyadars, the concept of leadership
can be defined as a process whereby an individélaences a group of individuals
to achieve a common goal. According to Satimburt@08) leadership develops
the group to satisfy individual needs and creatéetsufor individual experience to
the benefit of both team and individual. Principd€adership behavior should help
to create a school that strives to achieve excegtideaching and learning
environment. School’s organizational climate isinked as the atmosphere of the
school, the attitudes anphteractionsof the principal, educators and learners

(Scherman, 2005).

Satimburwa (1998) says that a style is the mammeihich a practice is performed.
Leadership styles may be referred to as the maimewhich leadership is
performed; therefore, a leadership style in a stisoiine ability to influence others
to meet defined objectives set by the schools. dgjer(2003) in a study on the
difference between selected characteristics otjpais and teachers perceptions of
the organizational climate of public secondary sthoin Nairobi Province
contends that leadership has an impact on schimoaid. Griffin (1994) a former
Director of Starehe Boys Centre similarly obsertbdt appropriate leadership
style creates among others a “happy atmospherél’,asid devotion of teachers,
resulting in good performance .Interviews done lme Task Force on Education

(2010) found that schools experience leadershipllesiges manifested in



underperformance in examinations, governance, agll $taff turnover. Which
were said to be caused by the prevailing leaderslylps which may have affected

the teaching and learning environment (Republi€aiya, 2012).

Various studies have indentified different leadgrstyles .Kausmaully (2005) in a
study on leadership styles of principals and sclabohate in Mauritius, makes
reference to various leadership styles namely; stommational, authoritarian,
participative, and laissez faire. Telford (2003),albi (2008) agree that
transformational leadership is suitable in todaglsallenging and demanding
educational climate of constant change. In a stadlgied out in Kirinyaga District,
Kenya, Kabui notes that transformational leadershipbout implementing new
ideas by individuals who are flexible, adaptablel asho improve others around
them. A Secondary school principal with transforoal leadership style is a
leader who inspires his or her team with a shaismrv of the future. The four
leadership styles mentioned were found to have Isegsied by various scholars
and were seen to be widely applied by principalsNyahururu District and

therefore the researcher made them the focusostady.

Participative leaders are democratic in naturesanpbort their groups in pursuance
of tasks (Kausmaully, 2005). Employees who amad to participate in the
decision-making process are likely to be more cateahito those decisions as
opposed to those exposed to autocratic leadeshginga (2010) contends that

autocratic leaders formulate policy alone, assigiired without consultation and



issue directives expecting people to follow therthaiit questions consequently

creating a negative organisational climate.

Kausmaully (2006) quoting Halpin and Craft (1968pserves that there are six
types of climate ranging in a continuum from “opelimate” which is most
positive followed by “autonomous”, “controlled™fdmiliar”, “paternal” and lastly
"closed climate” which is least positive. Eshbacitd &denderson (2010) argue in
their study done in the United States of Americat tfchools with open climates
had principals who practiced transformational leskig which was found to
institute change in schools. The leadership wasngir supportive and flexible
making teachers display high levels of collegialitprofessionalism and
commitment. Closed climate was noted to be credigdprincipals whose
leadership was controlling, rigid, and unresponsnaking teachers display apathy,

frustration and suspicion towards authority.

Schools’ assessments reports contained in NyahWistict Education Office of
2011, show some schools experienced under perfaenanKCSE examinations
for three years where the schools’ mean score was average of 3.00.while the
district mean score stood above 4.5. In separatesgasome schools recorded
decline in enrolment as students transferred tbauging schools which enjoyed
lesser facilities. The report cited poor leadershgsulting to poor examination

results as the causes for under performance ansférs.



1.2 Statement of the problem

Education takes place most effectively in an atrhesp of regard, respect and
warmth within a school organizational structure.eTimaintenance of such an
effective and efficient organizational structureascomplished by the repeated
social behavior of its members which affects itsnate (Shailly, 2012). Upon

deployment, a principal may establish or destrogclool climate which fosters

productivity. In some cases, pupils begin to shaitdy attitude towards school
while the teachers become more hardworking. Theanpf some newly deployed

principals in Nyahururu district have been felt toe extent that there is

improvement in students’ achievements in their stholn other situations, the

opposite is the case. Oyetunji (2006) observes ithauch schools stakeholders
become grossly dissatisfied with the leadershipraag initiate the transfer of the

head teacher. Reports in the District Educatiorceft2011) observed that where
recommended leadership changes had been implemaniaad secondary schools

in the district, better teaching and learning emwment was experienced. Thus this
study sought to investigate and help us understémether principals’ leadership

style stimulates prevailing climate in the schools.

1.3 Purpose of the study
The purpose of the study was to investigate tHaente of principals’ leadership

styles on schools’ climate.



1.4 Objectives of the study:

The study was guided by the following objectives:

To establish the influence of principals’ partidqpy leadership style on
organizational climate in secondary schools in Niyafu district.
To determine the influence of principals’ authatda leadership style on
organizational climate in secondary schools in Niyafu district.
To establish the influence of principals’ free reigeadership style on
organizational climate in secondary schools in Niyafu district.
To determine the influence of principals’ transfatianal leadership style on
organizational climate in secondary schools in Niyafu district.
To determine which challenges principals encoumtecreating a positive

organizational climate in secondary schools in Niyafu district.

1.5Research questions

The study was guided by the following research tioes.

How do principals’ authoritarian leadership styfgluence organisational
climate in secondary schools in Nyahururu District

What is the influence of principals’ participatotgadership style on
organisational climate in secondary schools in Nyatu District?

What is the influence of principals’ free-reign dieaship style on

organisational climate in secondary schools in Niyatu District?



iv. What is the influence of principals’ transformatibrieadership style on
organisational climate in secondary schools infiNiyaru District?
v. Which challenges do principals encounter in creatia positive

organisational climate in secondary schools iaMNyuru district?

1.6 Significance of the study
The study may contribute towards the expansion rdwkedge for education
managers in terms of how leadership styles inflaetite school climate and
consequently how to create positive school climat®ugh the application of
appropriate leadership styles. The study findingsy mlso be valuable to the
Teachers’ Service Commission as it will help thaasg the enormity of low levels
of commitment in the teaching force which in turayrassist the commission to try
to stem teacher’s turn-over. The study findings riuather contribute to the pool
of knowledge on teacher commitment which is vital $cholars and finally the it

may come up with proposals that could be usefpbla@y makers in education.

1.7 Limitations of the study

The generalization of the study findings was limit® schools in Nyahururu
district. This means that the findings of the stuagy not be generalized to schools
in the whole country. The methods of data colletti@s limited to questionnaires
This helped the researcher to save on time ana daltection expenses. The

researcher ensured that the questionnaires coasreuich information as possible.



1.8 Delimitation of the Study

The study was carried out in Nyahururu District atmé focus was public

secondary schools. This is because their admitimtrés to a large extent similar

as they are guided by same management policiesteBpendents were principals
and teaching staff in the schools. The principalrentargeted because their
leadership styles were perceived to impact on tigarozation climate. Teachers
were also targeted as they interacted with the ddckavironment and were

therefore considered to have information requimgdtie study.

1.9 Basic assumptions of the Study

The study held the following assumptions.

i. The respondents were aware of different leaderstyilgs and the concept of
organizational climate.

ii. Principals in public secondary schools strive &ate positive school climate.

1.10 Definition of significant terms

The following are definitions of significant teras used in this study;

Autonomous climate refers towhere teachers are given a good measure of
freedom to operate in the school

Controlled climate refers to where the head teacher over emphasizdswaak

without giving adequate time to social life.

10



Closed climaterefers tothe antithesis of the open climate characterizethbly of
commitment and less productivity.

Familiar climate refers to a friendly atmosphere in a working emwiment which

is to the expense of task accomplishment.

Paternal climate refers to the result of the principal who is dé&t and has
impractical expectations of the teachers.

Leadership stylerefers to the manner in which the principals laadnanifested in
their actions and behavior within a secondary stketiing. The study seeks to
explore participative, authoritative, free reigndatransformational styles of
leadership.

Principal refers to an individual deployed by the Teachenmyvi€e Commission to
head a public secondary school. The Principalss edferred to as Head teacher as
per the Code of Regulations for Teachers. (TSC5R00

Principal’s leadership stylerefers to the pattern or way of doing things by the
principal in pursuit of his or her duties in thénsol setting.

Public secondary schoolrefers to an institution of learning, assistedotigh
public funds and registered by the Ministry of Ealien, as a public secondary
school.

Organizational climate refers to the personality of the school, which d¢an
measured by perceptions, feelings and attitudehef ihdividuals about their

relationships and work in secondary school envirenmimas shaped by the

11



prevailing leadership style. In this study orgati@maal climate ranges from “open”

S‘autonomous’”,

controlled”, “familiar”, “paternaland lastly "closed”.
Open climate refers to a situation where the head teacherspen,ohighly

supportive and less directive.

1.11 Organization of the study

The study is organized in five chapters. Chaptez @tuses on: introduction,
problem statement, research objectives, researelstiqns, significance of the
study, limitations of the study, delimitations dfet study and definitions of
significant terms and organization of the study.agier two covers review of
literature through selected leadership styles whicltlude participatory,
authoritarian, free reign and transformationaladdition it covered the concept of
school climate, challenges which principals enceuim creating positive school
climate, summary of literature and the theoretamaiceptual frameworks. Chapter
three gave a description of the research designmreetidodology. It included target
population, the sampling procedure, validity, felity, data collection and
administration of research instruments. In chafuier the details of data collected
was given as well as its analysis and interpratatiGhapter five presented
summary of the study and conclusions. It also effeecommendations and

suggestions for further research.
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CHAPTER TWO
LITERATURE REVIEW

2.1 Introduction

This chapter explores the definitions and conceptéeadership, definition and
concept of organizational climate in school settipgrticipative leadership style
and organizational climate leadership styles andjamizational climate,

authoritarian leadership style and organizatiotialate, free reign leadership style
and organizational climate, transformational lealgr style and organizational
climate, challenges principals face in creatingitps organizational climate,

summary of literature review, theoretical framewarkd conceptual framework.

2.2 The concept of leadership.

According to Satimburwa (1998) leadership is a rseaindeveloping a group to

satisfy individual needs and create outlets fonvialial experience to the benefit of
both team and individual. Leadership therefore fiétpachieving organizational

goals and is seen as a process where, upon comsaecins influence each other’s
behavior. Northhouse (2007) says research studdéisedleadership in various

ways but despite the multitude of these definititaysscholars, the concept of
leadership can be defined as a process wherelnydasndual influences a group of

individuals to achieve a common goal. From the doneg, leadership can be

considered to be the personal qualities, behavitytes and decisions adopted by

the leader in order to influence group performance.

13



Leadership is the result of many simultaneouslgraxtting forces, which all have
to be integrated by the leader in order to leadabieinal changes in his/her
subordinates and the achievement of a predeternoimedme. It can thus be stated
that the majority of tasks performed by a leadevoive interaction with

subordinates and that it is therefore essentiadVery leader to develop a particular

approach (or style) to lead in order to becomeiefit.

2.3 The concept of organizational climate in schoaletting

Organizations represent the most complex sociattre known today because of
their dynamic nature. Employees are key playeganizations, and it is through
their involvement and commitment that organizatidmeome competitive. The
relationship between the organizations and peapleowever interdependent in
nature (Kerego & Mthupha, 1997), and both partiesy impact on one another’'s
ability to achieve positive results. Extensive egsh proved that job satisfaction
doesn’t happen in isolation, but it depends on mirgdional variables such as
structure, size, pay (Zagenczyk & Murrel, 2009), rkiog conditions and
leadership (Dimitriades 2007) which constitute migational climate.

Common to all organizations, be it formal or inf@almservice or industrial, is the
presence of a leader. The leader works throughoapgor groups to achieve
organizational goals. To arrive at these goals|ehders adopt one leadership style
or another. Whatever leadership style (be it aattsrdemocratic /participative, or

laissez-faire) that is adopted will determine the sf cooperation and relationship

14



that will exist between the leaders and their sdimates (Starrat, 2001). When an
employee is hired by management to assist in teegbermined organizational
goals, he comes to the organization with his owsqel goals, aspirations, biases
and preferences and therefore there is need tdvatelt harmony through

appropriate leadership.

Each employee is concerned about his roles and domemt. It is the commitment
of the organization to the employees and the fonctf the leader that marry
employee’s goals with that of the organization f@rmonious co-existence. To
accomplish this, the managers have to lead andtdaféectively and efficiently.
Enns (2005) is of the view that manager's behaviehsch were perceived as
directive and restrictive correlated more with arngational climate and job
involvement. Organizational climate also enhancedkers’ performance, and the
more zealous a worker is, the more is his effenogs in the production.
Organizational climate refers to the consensus erhber perceptions about how a
particular organization and/or its subsystems dathl its members and its external
environment because the concept of organizatidirabte is based on individual

perceptions.

Srivasta (1994) studied a group of executives amgkrvisors and reported that

overall organizational climate is positively reldtwith job involvement. Eichar,

15



Brody and Fortinsky (1991) explored the effectsogfanizational climate on job
satisfaction and they reported that those who schigh on organizational climate

applied appropriate leadership styles at for oizgtional goal achievement.

It is possible that the complexity of the concepbmanizational climate includes
precise measurement of the present situation iorganisation. Nevertheless, it
does seem to be a useful concept for achievingtierbenderstanding of the
behavior of people in organizations. Research siggdat climate is indeed a
factor that influences employees’ behavior anduaté, and substantial agreement
has been found among employees as to the natueygbarticular organization’s

climate (James, Joyce & Slocum, 1988).

The concepts of leadership, employee involvemegarazational climate and job
satisfaction are very important factors in the Afed survival of any organization.
This is because the performance of an organizatepends on the behavior and
attitude of its workforce towards their assignetietiand the abilities of leaders to
manage and retain its productive workers (Srivas#4). An organization may
have adequate planning, organizing and controfiragedure but may not survive
because of poor leadership. Ineffective leadersigpount for most of the
organizational failures, and this is a serious atistto organizational development.
Human resources which encompass the entire wokkfane important factor in the

life of organizations. However, a major concernmanagement in organizations is

16



the negative attitude of employees towards workvoker who is dissatisfied may
develop negative attitude towards his/her work wgtiaracteristics behavioural
manifestations such as low job involvement, absaste and intention to leave the

organization (James, Joyce & Slocum, 1988).

The term organizational climate was introduced 984 following a study of
children’s school clubs by Lewin, Lippitt and Whi(@&939). They characterized
leadership within the clubs as corresponding to ohe¢hree styles (autocratic,
democratic, or laissez faire). These styles detezththe social climate within the
clubs, which led in turn to particular behavior Ity displayed by the boys.
Schneider (1975), defined organizational climateaamutually agreed internal
environmental description of an organization’s fices and procedures. Tagiuri
(1968) defines organizational climate as a relétiending quality of the internal
environment that is experienced by the memberschwimfluences their behavior
and can describe in terms of values of a particatdrof characteristics of the

organization.

Forhand and Glilmer (1964) state that organizatioclanate is the set of
characteristics that describe an organization dmat they distinguish one
organization from other organizations , are rekdtivenduring over time and
influence the behavior of the people working inttleaganisation. In order to

promote a real human resource development clinratany organization, it is
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imperative to have the prevalence of general sumgoclimate not only by the
support and commitment of the top management,ninaagement but immensely
good supportive personnel policies and positivetuaitss which are equally
important towards such development. The generamnaté therefore, is a
combination of a support from all the concernedrggra ; from the management
people working in different levels, good supportparsonnel policies and practices
as well as the positive attitudes towards the agment of the people vis-a-vis

their organization (Rao, 2001).

An organizational climate that encourages employewolvement and
empowerment in decision-making predicts the finalnsiiccess of the organization
(Denison, 1996). Schneider (1996) was of the opitiat service and performance
climates predict customer satisfaction. Patter¥garr, & West (2004) found that
manufacturing organizations that emphasized a ipesiirganizational climate,
specifically concern for employee well-being, flekity, learning, and
performance, showed more productivity than thosg #mphasized these to a
lesser degree. Ekvall (1996) found a positive m@ship between climates
emphasizing creativity and innovation and their figo Leadership which
emphasises on learning and skill development wamifgantly related to

organizational performance
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Thompson (1996) described how companies utiliziregressive human resource
practices impacting climate such as customer comemt, communication,
empowerment, innovation, rewards and recognitioommaunity involvement
performed better than organizations with less @egjve practices. Organizational
success depends upon the organizational climateinl¢ippitt and White (1939)
argued that different leadership styles affect nizitional climate. Productivity of
employees increase under both authoritarian andodetic leadership style but
employees feel more comfortable in democratic styleeadership. Schott (2008),
on a study on the influence of organizational cten@n behavior done in
Netherlands defines organizational climate as eimployees perception of what
the organization is like in terms of practices, igebk, procedures, routines,
expected behaviour and rewards. Gray (2001) sunupedrganizational climate

as: “what it feels like to work here”.

Mc Rel, Waters and Marzano (2005) argue that omgaioin climate in a school is
based upon an atmosphere distinguished by thel soagprofessional interactions
of the individuals and teams in a school. Poortgriacting individuals and teams in
a workplace are said to be characterized by a ivegatimate of blame,

defensiveness and lack of ability to deal with tiohfKausmaully (2006), quoting

Halpin and Craft (1963), says there are six tydedimate ranging in a continuum
from “open climate” which is most positive to "ckx$ climate” which is least

positive. These types are as follows;
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Open climate, is energetic, lively and dependentctearly defined goals. It

provides friendly relations. In a school, the h&sather is open, highly supportive,
gives staff autonomy (has low directiveness), amesdnot disrupt teachers
instructional responsibilities (has low hindranc&uch a head teacher applies
participatory or and transformational leadershiglest Autonomous climate is

where leadership emerges from the group (Njorog@3R The teachers are given a
good measure of freedom to operate in the scholoé fead teacher builds
enthusiasm which makes teachers and learners h@éppghers have great desire to
work and pupils are highly motivated to learn. Gold climate is a result of the

autocratic principal who does not model commitmleat over emphasizes hard
work without giving adequate time to social lifeeachers are committed to work
and spend considerable time on paper work, (Oy@n2®06). The head teacher
uses a direct approach and keeps distance fromeesagupils and parents in order

to avoid familiarity.

Familiar climate allows a friendly, laissez-fairen@sphere in the expense of task
accomplishment. Teachers lack commitment and soayeresent the way the head
teacher runs the school. Njoroge (2003), adds ttiethead teacher applies free
reign leadership style which does little to contta staff. Paternal climate is as a
result ofthe principal who is aloof and has impractical exggons of the teachers.

Njoroge (2003) argues that teachers maintain dist&nom the head teachers and at

times they seek to buy their royalty and commitmermneturn for favours. Njoroge
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argues that autocratic principals are likely toateea paternal climate. Closed
Climate is the antithesis of the open climate. Thmate is manifested by lack of
commitment and unproductivity. Teachers are highbengaged from their tasks,
have social tension, are intolerant and divideds T$a characteristic of autocratic
leadership where the head teacher stresses rotiivial and unnecessary paper

work to which teachers minimally respond (Oyent/2§06).

Kausmaully (2006) describes the concept and measunre of organizational
climate developed from a study of schools by Halgmd Craft (1963) through
teachers’ behaviours. The first two behaviours Wy be found in schools with
open climate were “intimacy”, whereby teachers wge¢b friendly relations in

school and “espirit” a situation where teachersihigh morale out of both task
and social neexd In schools where the organizational climate maychsed,

teachers experience “hindrance”, a feeling that ghiecipal burdens them with
routine work, and “disengagement”, an indicatotezcher’s lack of commitment

to school work.

2.4 Participative leadership style and organizatioal climate

Participative leadership involves consulting witlberdinates and the evaluation of
their opinions and suggestions before the managéemthe decision (Mullins,
2005). Participative leadership is associated wihnsensus, consultation,

delegation, and involvement (Bass, 1981). Res@lt®aled that employees who
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perceive their managers as adopting consultativeparticipative leadership
behavior are more committed to their organizationsre satisfied with their jobs
and higher in their performance (Yousef, 2000).&se of the consultative nature
of participative leadership, it has the potentalenhance the dissemination of

organizational and managerial values to employees.

Employees who work for a participative leader teém@xhibit greater involvement,
commitment, and loyalty than employees who workesral directive leader (Bass
1981). Consequently employees who are allowed tticgeate in the decision-
making process are likely to be more committechtisé decisions. Since, frontline
employees in bank industry are often more cognip@rdustomer needs than are
managers, given the employees’ direct contact witftomer, management must
allow employees to participate in the decision-mgkiprocess. Participative
leadership’s ability to raise the commitment, ineshent, and loyalty among
employees should be attractive to a manager wistongromulgate his or her

commitment to service quality to employees.

Participative leadership has been named differebylydifferent authors. Some
synonyms are consensual, collaborative, consuitatiemocratic and leadership of
trust. Safa and Dolatabadi (2010) in a study on effects of directive and

participative leadership style in employees carirettan, argued that participative

leadership has a positive effect on commitmentiegsha&alues and employees role
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clarity. Gann (1998) argues in support of conswialeadership in a study done by
Her Majesty’s Inspectors (1977) in Britain. Studere done in ten schools
considered as good performers which were foundmphasize on consultation,
teamwork and participation. Consultative leadersbiourages articulation of
views, creates intimacy and morale towards work aadsequently a positive

climate.

In participative leadership, the leader has comeptinfidence and trust in the
employees. Thus, the workers are involved in theagament of the organization.
The workers are highly motivated by their involvernén the setting of goals,
improving methods and appraising progress towaedsgd here is good employee-
management relationship and the workers see theessehs part of the
organization by exhibiting a high degree of resplmhity and commitment
(Hersey, Blanchard & Dewey, 2008). The term leduprempowerment behavior
has also been linked to a participative leaderstyile. This behavior consists of six
sub-dimensions, labeled delegation of authoritgpaatability for outcomes; self-
directed decision-making; information sharing; ség#velopment and coaching for
innovative performance (Konczak, Stelly and Tru&@00).In the absence of such
leadership which is participative in nature workeray experience. Poor climate
which can lead to staff disengagement, increasedover intentions. A more
empowering work climate will be associated with &wturnover intentions. A

more demoralizing work climate will be associatathvinigher turnover intentions.
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Leadership and organizational climate are importedtors associated with
turnover intentions and actual turnover.( Aronan8werfield & Willging, 2011)
Participative leaders support their groups and erage staff autonomy, are
flexible and adaptable to situations. Sybouts aneh®él (1994) supports this by
arguing that in a school setting, principals shaulkeket with students, parents and
other members of the school community as ofteneagssary to review rules and
procedures for their relevance, to the school'siate. This style would encourage
“open” or “autonomous” climate where teachers fesdtivated towards their
school (Oyetunji, 2006). Grey (2001) furthers asytigat participative leadership
style allows for maximization of individual contutions and hence result in the

development of a healthy and supportive organinationate.

Goleman (2000) adds that through participatory destuip, loyalty is created by
creating harmony and leaders striving to keep glibates happy. Communication
is good (both the downward and upward communicgtioleas and inspiration are
being shared. People trust each other and havirdbdom to do their job in the
way they think is most effective. Positive feedb&kiven regularly with positive
motivating words. This leadership style encouragmsd interpersonal relationship
in the organization, which encourages positive oizgion climate. Goleman
(2000) points out that participative leadershipestyhas its drawbacks which at
times impacts on its influence on organizationamate. One of its more

exasperating consequences is endless meetings wdeae are mulled over,
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consensus remains elusive, and only visible rasuicheduling more meetings.
Some democratic leaders use the style to put okingacrucial decisions, hoping
that with time individuals in an organization witlel worn out and accept issues as

they are this may escalate conflicts.

Goleman, Boyatzis and Mckee (2002) observes thdicipatory leadership has a
positive impact on climate because it recognizeskars as people and therefore
offers emotional support when things go tough iairtiprivate lives. This builds

tremendous devotion of the staff towards the leadPaisey (2002) assert that
successful schools are those whose management s@gshaconsultation,

teamwork and participation. According to him, tleeds is usually on unit, in a
situation where some staff members do not agrele thg policies and practices
which have been accepted by a good percentageemfdblleagues, they usually
give their support. In other words, consultati@amwork and participation are the
key common characteristics of positive climate armhsequently successful

schools.

2.5 Authoritarian leadership style and organizatioral climate.

Hersey and Blanchard (1993) portray authoritareadérs as leaders who demands
compliance with orders without explaining the reas®hind them. He/she uses
threats and punishment to instill fear in the empés, sets goals for the school and
his/her decisions are accepted without questioniftte leader does not have

confidence in his subordinates. As a result, they maonitored at all times, and
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he/she focuses on followers’ mistakes rather thhatwhey did well. Employee-
management interaction is limited and it is chamazéd with fear and mistrust.

The leader often critizes the staff and never priem.

Hersey and Blanchard (1993) concur that even thdhgHeader is authoritative,
he/she allows a rare participation by the staffegision making. The leader makes
the bulk of the decisions, but the subordinatesaioeved to make decisions only
within a prescribed framework. Rewards or punishimeee used to motivate the

workers and employee-management interaction isactenized with fear.

Goleman (2000) asserts that authoritarian leadershyle creates a negative
organization climate as flexibility is hampered.eTleader’'s extreme top-down
decision making style inhibits any new ideas byosdimates. Subordinates feel
disrespected, their sense of responsibility evapsrand they are unable to
function on their own initiative. Goleman (2000) wever, recognizes that
authoritative leadership also maximizes commitmenthe organization’s goals
and strategy. By framing the individual tasks withihe grand vision, the
authoritative leader defines standards that revaieend that vision. This style can
work well in a business that is a drift. When tleader tries to be overbearing,
he/she can undermine the egalitarian spirit of #ecéve team and hence
compromise positive organization climate. Kasing201Q) contends that
authoritarian leaders formulate policy alone, assigties without consultation and

issue directives expecting people to follow promptthich creates a negative
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climate. Under authoritative leadership in schomachers and pupils spend
considerable time on paper work but are givereltitine for co-curricular activities
(Oyentuniji, 2006). The principal keeps distancenfieachers who feel disengaged
form their work .Such leadership may create a “cal@d” or “paternal” climate in

a school since it emphases hard work without giddgquate time to social life.
Such leaders fail to display trust tend to set tiegdendencies for organizational

climates as their employees struggle to fit indhganization (Northouse, 2010).

Findings by Goleman, Boyatzis and Mckee (2002)datdi that the authoritative
leadership style is the least effective in mosiatibns, because followers become
emotionally cold from intimidation and thereforketclimate is affected negatively.
However, these scholars suggest that the styldfestiwe during emergency or
when when dealing with problem employees; otherwitsshould not be used in
isolation, but should be used with other stylesthe interest of building

commitment.

2.6 Free reign leadership style and organizationalimate

Wallace and Hole (2005) refer to this leadershigesas “non-leadership” and
“hands-off approach” where leaders are seen tocatmliresponsibility, ignore
follower’s feedback and fail to meet followers’ dee Sybout and Wendel (1994)

support this by saying leaders fail to provide &ratlip and discharge of
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responsibilities. This results in a climate thalifes with uncertainty, ambiguity and

lack of direction.

In free-rein leadership, the leader gives minimundgnce. Leaders using this style
remain in the background and seldom express anoopan work with organization
members. Members have almost complete freedomatgp&rith a minimum of
rules, and often serve as leaders in making dexssibbat guide the organization.
This approach indicates that the leader loses pdase very fast and is out of
touch with the workers. Sarros and Santora (20@digate that free-rein leadership
reflects a lazy and sometimes non-committed a#tit@mong executives. It
damages the organizational goodwill and frustréitesl working executives who
“do not walk the talk”. Greenberg and Baron (20@8)nted out that if there’s
anything that will prevent a company from optimgiits bottom line, it is a free-
rein management style, which is a propensity an@mgpany managers to avoid

too much interference in employee behavior. All eayipes need leadership.

Greenberg and Baron (2003) further indicates th&t laissez-faire leader is
inactive, rather than reactive or proactive. Hesbe does not provide clear
boundary conditions; may work alongside subordmat withdraw into

paperwork; and avoids, rather than shares, theepsoof decision-making. Under

this type of leadership, the subordinates do nel fiee to carry out their jobs as
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they see fit; instead, they feel uncertain aboairtbwn authority, responsibilities,

and duties.

In laissez faire style, explicit goals are raredy and problems are settled adhoc by
whoever is on hand. This style may be effectivehwitell-motivated, committed
and experienced employees for it offers them aatkmwvhere compassion and
social needs are satisfied while balancing it watsk achievement. Njoroge (2003)
argues that free reign in a school context is wheaglership emerges from the
group as the principal has low directiveness alhgwior a” laissez-faire” or
“familiar” climate in the expense of task accompiigent. In such a climate though
teachers are accessible by both pupils and pareashing and learning is not
taken seriously (Oyentunji, 2006).

Baumgartel [1957] cited in Frischer (2006) stud@edhoritarian, laissez-faire, and
empowering patterns of leadership behavior. Grogmbers under laissez-faire
leadership reported more isolation from the leaded less empowerment in
decision making than did those under directive desitip. The results suggested
that laissez-faire leadership contributed to loleiveness of the group and this
has negative impact on the organization climatecDdmald's (1967), cited by
Frscher (2006), study of three styles of leaderglassez-faire, autocratic, and
democratic) found that laissez-faire leadership associated with the highest rates
of truancy and delinquency and with the slowest ifications in performance. The

consensus seems to state a disassociation ofzdeise leadership with leadership
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in general since it enhances unproductive attituded disempowerment of

subordinates, hence affecting the overall climaigatively.

According to Oyentunji (2006), Laissez-faire leaihdp brings about a familiar
climate which negatively affects the performancé¢hef school. The head teacher is
concerned about maintaining friendly atmosphere tte#g expense of task

accomplishment. Thus, a considerable percentage

e of teachers are not committed to their primargiggsnent. Some who are
committed resent the way the head teacher runscthaol: they do not share same

views with the head teacher.

2.7 Transformational leadership style and organizabnal climate

Burns (1978) defines transformational leadershitguing that its where a leader
looks for potential motives in followers, seeksstiisfy higher needs, and engages
the full person of the follower .Leaders develalationship of mutual stimulation
and elevation that converts followers into lead&fais transformational leadership
can be viewed as relational and reciprocal. Indpision transformational leaders
motivate their followers to achieve the highestgiae level of need satisfaction,
the self-actualization. The values of transformadioleaders are focused on

collective welfare and equality, change orientaaond moral values.
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Yukl (1998) gives the following statement abounhsformational leadership: “ The
leader transforms and motivates followers by makimgm more aware of the
importance of task outcomes , inducing them toscand their own self-interests
for the sake of the organization, and activatingeirthhigher-order needs.
Cunningham and Cordeiro (2000) describe transfoomal leaders as visionary,
change agent and skilful in dealing with complesuis, such as developing staff,
mapping new directions, mobilizing resources, suppy employees, and

responding to work-related challenges.

Bass and Seltzer (1990) proposes four types ofivamational behaviour. The
first transformational behavior is individualizednsideration where the leaders
always treat followers as distinct individuals hypporting them and focusing on
their development. The second one is intellecttiahidation where the leaders
provide ways for followers to become more creatiad innovative in dealing with
problems. Inspiration motivation is the third beloawhere the leaders use words
and symbols to articulate both a vision and the teagchieve this vision. The final
behavior is the idealized influence where the leguaevides the followers with an
ideal role model of unusual abilities and deterroma with which they can

identify.

Telford (2003) in reference to studies done in Malime and Australia notes that
schools are subject to change which calls for #heebpment of a climate focused

on improvement not maintenance. Anderson (2008uexw that transformative
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leadership cultivates inclusion of diversity thatansforms schools. The
transformative leader encourages an “autonomousiaté where followers are
empowered to exploit their capacity and to reacyobd their self-interest for the
success of the organization (Wallace & Hole (208®)den, Gosling & Marturano
(2003) said transformational leadership is a refethip of mutual stimulation and
elevation that converts followers into leaders amaly convert leader into moral
agents. Teachers working under transformative pate have high levels of

positive interrelationships and morale for theirrkvo

Kibui (2008) refers to five dimensions of transfatime leadership related to
schools. These are “technical leadership” whichoiwes sound management,
“education leadership” where the principal demaiss expert knowledge,
“human leadership” which enhances interpersonamils, “symbolic leadership”
which involves modeling of behaviors and “cultuleddership” which strengthens
values and beliefs. These dimensions make the tesagher highly supportive,
open and accessible which stimulates the creatiaanpen climate in a school
consequently. Transformational leadership reduggmver intentions and turnover

by promoting a more empowering climate and a lessatalizing climate.

Cunningham and Cordeiro (2000) believe that transédional leaders create
incentives for followers to continuously improveethwork practices. In view of

this, a climate that is conducive to effective teag and learning is created.
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Wilmore and Thomas (2001) argues that transformatideadership provides

direction for the school because transformatiomaldérs are perceived to be
educational reformers or agents of positive changschools. Cunningham and
Cordeiro (2000) hold that the key goal of transfational leadership is to help
teachers build and sustain a collaborative and wodnted culture, to foster staff
development and to help teachers to tackle problemsther more effectively.

Thus, it appears that transformational leaders dixection to staff and coordinate
the work performed by different units in the schatdvelop a work-oriented school

climate, and are given to the desire to continyoumsprove their work processes.

According to Aswegen and Engelbretch (2009), trarmsétional leadership
behavior is important in achieving an ethical climain an organization
management and leaders are responsible for séttehgrganization’s ethics and
norms. These ethics and norms then regulate thducbrof employees. Work
climate characterized by ethical behavior, can theia result of these management
inputs. The transformative leaders are viewed patjtand hence are successful in
instituting ethics and norms that helps in creatbmositive organization climate.
On the whole, transformative leadership tends tanbee effective and satisfying
than other leadership styles. The transformatiagdes are rated high in behaviours
such as higher perceived levels of mission, addpyabinvolvement and

constituency in the organization.
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Goleman (2000) further states that leaders in toamstive leadership help

subordinates identify their unique strengths andkmesses. The focus is primarily
on personal development. Employees feel free terxent. Constant feedback is
given for improvement. People know what is expectethem and where it fits in

the larger vision of the organization. If transfational leadership is appropriately
practiced, then there is the potential to transftiennegative climate to a positive
one schools. Cheng and Chan (2000) recognize tnanafional leadership as a
pivotal force for activating positive organizatiariimate in the schools. The
principal fosters staff and students productivityd acreativity and hence help

develop responsibility and self-management in tihmosls.

2.8 Challenges principals face in creating positiverganizational climate

Scherman (2005) contends that schools are faceld wmidny challenges in
providing positive learning and teaching environinesmich range from human
factors to lack of adequate infrastructure. Kasi{@810) argues that some
principals may lack the requisite leadership skiltsthey are appointed without
being given training in human relations, conceptaald technical skills as
discussed under transformational leadership .Rra€i lack of knowledge may
hinder the creation of open climate where the ppadclacks capacity to support

and act as a role model.
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Poor school facilities (lack of basic teaching mate, and absence of sufficient
equipment for laboratories) and inadequate infuasiire also seem to add to the
woes of the unmotivated teachers which impacts thatia on school climate
(Mbwiria 2006). UNESCO (2010) report agrees thabrpsanitation and lack of
learning materials are factors that negativelyuiefice the teaching and learning
process for it does not encourage learner friesdlyool environment. The Task
Force on Education (2010) further says that sclpootiuctivity is hampered by
ranking of schools. Ranking demotivates both teeclaad learners when their
school trails others impacting negatively on schdwhate. The KEMACA report
(2008), says that school head teachers are fac#d aviserious problems of
understaffing therefore teachers on duty lack adexjpreparation and feel
overworked giving little time to social life. Oyetj(2006) notes that such an

environment encourages a controlled climate.

2.9 Summary of literature review

From the discussions on the concepts of leadewsidpclimate, school climate is
seen as interplay of the behavior of the teachengcipal, learners and parents.
Regarding all the leadership styles, participatieaders for example, build
commitment by encouraging participation and enages valuing others.
Authoritarian leaders make decisions independenitly little or no input from the
rest of the group. The leaders uphold stringentrobover their followers. Kasinga

(2010) contends that such leaders are likely tatera school environment which
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results to a controlled climate. Transformatioreddership is said to encourage

both open and autonomous climate which createsducive climate in teaching.

Review of the literature reveals that climate dgférom school to school. While
some schools bubble with life and all activities directed toward the achievement
of school goals and objectives others may lackctoe with regard to the
fulfillment of their mission. Although, teachersdapupils’ behaviour contribute to
the kind of climate in a school, the head teachleaslership behaviour is found to
be the one of the determinants of the climate that exists in a school. The
leadership prevailing hinders or fosters positilimate. Positive school climate
thrives when the head teacher knows how schooletshgp works; when they
realize that direct leadership is not the answaet,the use of the alternatives that
are effective in linking people together and toirthesponsibilities (Mbwiria,
2006).1t is from this perspective that the studgkseto determine the influence of

various leadership styles on school climate in Niyatu district.

2.10 Theoretical framework

The study used Douglas MacGregor’s theory X andrih¥ (Aswathappa, 2005).
Leaders applying theory X assume employees dislitek and only function in
highly controlled environment and that the workene highly directed and
controlled through rules and threats. High direatiess results to a controlled or

paternal climate. Theory Y assumes that employeespd responsibility, deserve
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autonomy and work towards organizational goals #Hrad strict control is not

necessary if the work environment is satisfyingclSwrganization has applies
participatory or transformational leadership styleeachers in such a school
experience open and autonomous climate for theyduwave a window to express

themselves.

Principals applying theory X generally use autdcrstyle of leadership where they
delegate less , apply strict rules and regulatiogglly control what happens in the
school environment and emphasize on high produati@xpense of human needs.
Principals applying theory Y, would use democratictransformative leadership
both which encourage participation and delegatibndaties with formal and
informal communication from all directions to enbanregular feedback,
(Telford,2003). Principals subscribing to theoryci¥ate an open and autonomous

school climate, by encouraging an open door policy.
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2.11 Conceptual framework
The conceptual framework below shows the relatigmbletween the variables of
the study. The independent variable for the studg Veadership style while the

dependent variables were the dependent variables.

Figure 1. The relationship between principals’ lea@rship style and school

organisational climate.

Leadership Styles
v

\ 4 A 4 A 4 A 4
Participator | | Transformation Free Reign Authoritaria

Interactions between the principal and the teadeosigh giving/receiving
instructions, feedback, advisory

Positive Organizational Climate Negative Organizational Climate

\ 4 A 4

A 4 A 4 A 4 A 4 \ 4 A 4
Open | Autonomous| Controlled Familiar Paternal | Closed

The conceptual framework explores how independemiables which are the
leadership styles impact on the dependent variahbleh is the school climate. The
principal interacts with teachers, learners anddab@munity in the discharge of
various leadership roles. The principal in applythg appropriate leadership style

achieves a positive school climate while use oppmapriate style may result to a
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negative climate. All the four different leaderskiyles have different influence on
the school climate. It is this influence that thstudy sought to establish.
Participative and transformative styles are likely encourage open and
autonomous climate which are positive in naturee{rreign style would tend to
encourage a familiar climate while an autocratiglestis likely to create a

controlled, paternalistic or closed school climatdach are negative in nature. The
six types of climate are in a continuum rangingrfropen climate which is most

positive to closed climate which is least posifir@st negative climate).
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RESEARCH METHODOLOGY
3.1 Introduction
This chapter focuses on research methodology wimcludes research design,
target population, sample size and sampling praesgduresearch instruments,
instruments validity, instruments reliability, datallection procedures and data

analysis techniques.

3.2 Research design

The study employed a descriptive survey design. désign is concerned with
conditions or relationships that prevail where tasearcher does not manipulate
the variables but determines and reports the wiangshare (Best & Kahn, 2003).
The researcher employed the design as it enabldergay of data on a large
number of respondents on their behaviours, attgualed opinions. The design
allowed principals to give a response on their éesitip behaviours and the
teachers were in a position to express their diitnesponses and opinion on such

leadership behaviours as they occur.

3.3 Target population
Target population is defined as the whole poputatidich a researcher wishes to
generalize the results of the research study org@vda & Mugenda, 1999). The

target population for the study was 24 principals] 449 teachers in 24 secondary
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schools in Nyahururu District (Nyahururu districtl€ation Office, 2012). The

total targeted population was 473 respondents.

3.4 Sample size and sampling procedure

Sampling means selecting a given number of subjemts a defined population as
representative of that population. Any statemen#glenabout the sample should
also be true of the population (Orodho, 2002). Sialt the 24 schools are targeted
for the study it was necessary to collect respofreas all the head teachers since
their total number is low and they are the subjettthe study. Stratified sampling
technique was used to categorize the responddnt$wno: principals and teachers.
Both simple random and purposive sampling techrsiquere used to sample the
respondents for the study. Purposive sampling iqokenwas therefore used to
sample the principals because they were the majuulption targeted by the study.
Simple random sampling technique on the other heawl used to sample teachers
as it gave equal chances for the teachers to beledrfor the study. Out of the
target population of 473 respondents, 84 resposdenat selected for the study
constituting 17.75 percent of the targeted respotsdédccording to Gay (1992),
the minimum acceptable sample survey is betweepeifent and 20 percent of a
small population of a study. The researcher theeefonsidered 17.75 percent to
be representative enough for the study. Sampling deane as presented in Table

3.1.
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Table 3.1

Sample size and sample percentage

Respondents Target population Sample size Percent
Principals 24 24 100
Teachers 449 60 13.7

3.5 Research instruments

Research instruments are used to collect informasibout a population. The
researcher developed questionnaires which were usedollect from the
respondents. Questionnaires were used questioanb@eause they are easy to
administer to a large population. They consisteatlofe ended questions which
were easy for the researcher to analyze and opdedeguestions which gave
respondents a wider range of giving personal resgmn The principals’
guestionnaire consisted of three sections; backgtoueadership styles and
challenges in creating a positive school climatelevthe teachers’ questionnaire
consisted of four sections; background, school aien leadership styles and

challenges in creating positive school climate.

3.6 Instruments validity
Best and Kahn (2003) define validity as the quaditya data-gathering instrument
SO as to enable it to measure what it is suppasetesure. As such, the researcher

sought expert judgment from the university supemgsn order to help improve
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content validity of the instrument. Items that mather be unclear or open to
misinterpretation were rephrased accordingly with @ssistance of the supervisors.
In addition, utmost care was taken to ensure tiaitems address objectives of the

study.

3.7 Instruments reliability

Reliability is the measure of the degree to whichesearch instrument yields
consistent results or data after repeated tridlse researcher used the test- retest
technique through piloting the instruments to tdbke reliability of the
guestionnaires (Mugenda and Mugenda, 2003). Inrdodenprove the reliability

of the instrument, the researcher, with the helfhefsupervisor, critically assessed
the consistency of the responses on the piloteduments. Piloting was done in
the neighboring Nyandarua North district where thagpals, 6 teachers of two
pilot schools were selected. The pilot questioresawere administered twice to the

same group within a time span of two weeks.

3.8 Data collection procedures

The researcher obtained an introduction letter fiidme University of Nairobi, a
research permit from the National Council of Sceeaad Technology (NCST) and
subsequently visits the District Commissioner angtrizt Education Officer,

Nyahururu District for notification. An appointmewis booked with the principals
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to ensure the availability of respondents. Quesknes was delivered personally

by the researcher and then collected as agreecwéasonable period.

3.9 Data analysis techniques

Data collected from the field was coded and enterexlthe computer for analysis
using the Statistical Package for Social Scien8€SE) version 17.0 for windows.
This helped to process and analyze the same inr aod@nswer the research
guestions. This was done through descriptive $tisby use of tables,
percentages, graphs and charts. To determine ¢ljedncy of each response, the
number of respondents expressing the same opinasncanverted to percentages

then generalized into categories, themes and patter

Likert scale was used to test on the degree ofeageat by the respondents on
particular variables of the study (Mugenda & Mugen@003). The scale is
commonly used in survey research because it is @blmeasure respondent’s
attitudes by asking the extent to which they agrealisagree with a particular
guestion or statement. The demographic data wdgzaaausing intervals. Content

analysis was used to analyze the open ended gugstio
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CHAPTER FOUR
DATA ANALYSIS, PRESENTATION AND DISCUSSIONS

4.1 Introduction

This chapter presents the findings of the studyfdeysing on the response rate,
general information of the respondents and findhe influence of various
leadership styles on organizational climate in sthoThe purpose of this study
was to establish the relationship between prinsip@ladership style and school
organizational climate. The chapter seeks to ansesrfollowing questions: how
do principals’ participatory leadership style irghce organizational climate in
secondary schools in Nyahururu district?, whaths influence of principals’
authoritarian leadership style on organizationainate in secondary schools in
Nyahururu district?, what is the influence of pipals’ free-reign leadership style
on organizational climate in secondary schools yalNiruru district?, what is the
influence of principals’ transformational leadegsBiyle on organisational climate
in secondary schools in Nyahururu district? amdlfy which challenges do
principals encounter in creating a positive orgatanal climate in secondary

schools in Nyahururu district?

4.2 Response rate
Out of the targeted 84 respondents (24 principats @0 teachers), 68 responded
(20 principals and 48 teachers), giving a respaase of 81 percent. The number

returned was deemed adequate for the purpose lysengOgula, 1998).
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4.3 General information of the respondents

This section contains general information of thepmndents. It includes gender,
age, academic qualification and length of stayurrent school. This information
was to assist the researcher in ensuring equitievsaimpling respondents in terms
of gender and also inform whether the respondeme vexperienced and also

academically qualified to respond to the questioesa

4.3.1. Distribution of respondents by gender
To find out the gender of the respondents, theyevasked to indicate their gender.
The findings are presented in the Table 4.1.

Table 4.1

Distribution of respondents by gender

Gender Teachers Principals

Frequency Percentage  Frequency Percentage

Male 21 44 13 65
Female 27 56 7 35
Total 48 100 20 100

Table 4.1 shows that out that there were more feneachers than male teachers in
secondary schools. However, female respondents wadrerrepresented in
leadership positions in the schools studied. Fioerfindings it can be deduced that

most of the principals were male. The researchgaliy intended to realize equity
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in responses in regard to gender but this couldbaao as most of the respondents

in leadership positions were male.

4.3.2 Distribution of the respondents by age

To determine the age brackets of the respondents;als and teachers were first
asked to indicate their age bracket. The findinhQghe study are as presented in
Table 4.2.

Table 4.2

Distribution of the respondents by age

Teachers Principals
Frequency Percent Frequency Percentage
31-35 years 9 19 0 0
36-40 years 3 6 0 0
41-45 Years 18 38 8 40
46-50 Years 10 21 9 45
Over 50 years 8 16 3 15
Total 48 100 20 100

Table 4.2 revealed that all the principals (100ceet) and 75 percent of teachers
were above 40 years. This is an indication of kmolge and exposure in the
educational field thus they could be perceivedawehinformation of the effect of

principal’s leadership styles on school climate. rédating age and leadership
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success, Warr (2001) suggest that leader age addrkhip success may be or may
not be related per se, which would be similar ® ridlationship between age and
the type of leadership employed by the principals.

4.3.3. Distribution of the respondents by academigualifications

To establish the academic qualifications of thepoeslents, teachers and principals

were asked to indicate their level of educatiore Tihdings are as presented in the

Table 4.3.
Table 4.3

Distribution by academic qualifications

Academic Teachers Principals

Percentag Frequenc

: qualification ‘equency e y Yercentage
Diploma 6 12 3 15
BA/BSC with PGDE 3 6 3 15
Bed 27 56 10 50
Masters 12 25 4 20
Total 48 100 20 100

Table 4.3 shows that most teachers and principalse district were professionally
qgualified whereby over 50 per cent of all respongléreld a minimum of Bachelor
of Education degree. The results may imply thattrobshe respondents in the area
were professionally qualified for their positionsdaacademically qualified to

respond adequately to the questionnaires.
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4.3.4 Distribution of the respondents by years ofesvice
On the distribution of the respondents by duratibservices, the principals and
teachers were asked to indicate the period forlwthiey had served in their

respective stations. The findings are as presenttt table 4.4

Table 4.4

Distribution of the respondents by years of service

Principals Teachers
Duration of Service  Frequency Percent Frequency Percent
2-5 years 6 30 9 19
6-10 Years 11 55 18 38
11 -15 years 3 15 21 44
Total 20 100 48 100

Table 4.4 revealed that most of the principals teathers in Nyahururu district
had a lengthy stay in the current school of ovgeéars. This may imply that they
had a wide knowledge of issues under study in tmtext of their current working

environment and could therefore respond adequtidhe questionnaires.

4.4 Leadership and organizational climate of schoslin Nyahururu district

This section presents information on different aigational climates prevailing in

secondary schools in Nyahururu district as infleshby leadership styles.
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4.4.1 Effect of leadership style on organization ichate

To establish whether leadership style affect thgawoization climate, teacher
respondents were asked to indicate the extent iochwiey thought leadership
style affects organization climate. The findings as presented in Figure 4.1.
Figure 4.1

Effect of leadership style on organization climate

No extent at a
Small extent 6%
8%

Neutra
4%

Large exten

27% Very large extent

55%

The findings on figure 4.1 revealed that leaderssiiyle affected organization
climate to a very large extent as indicated by 86 qent of the respondents. The
study also found that 27 per cent of the resporsdielicated that leadership style
affected organization climate to a large extent.R&t, Waters and Marzano (2005)
argue that organization climate in a school is Basg@on an atmosphere
distinguished by the social and professional im@ras of the individuals and
teams in a school. This interaction is said to Itefsom the prevailing leadership

style. Poorly interacting individuals and teamsanworkplace are said to be
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characterized by a negative climate of blame, defeness and lack of ability to
deal with conflict The findings of the study therefore revealed tthet most

respondents felt that leadership style influenadubel climate.

To determine the type of organization climate, besiacespondents were asked to
indicate the extent to which different aspects afanizational climate existed in

their schools. The following subsection presengsfifidings of the study.

4.4.1 Existence of open climate in secondary scheah Nyahururu district
On the existence of open climate, respondents ag&ted to indicate the extent to
which different statements on open climate predaittetheir schools. The findings

are presented in table 4.5.
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Table 4.5:

Existence of open climate in secondary schools iry&hururu district

Very Large Neutra Small No Totals
Statement large  extent I extent extent
extent extent at all
f % F % f F % f f
% % %

Principal is highly supportive 2348 1735 2 4 5 10 1 2 48 100
Principal is less directive 2144 19 40 1 2 4 9 3 7 4800
Principal emphasizes friendly 17 36 22 46 3 7 4 9 2 5 4800

relations in the school

Table 4.5 shows that most of the respondents iteticghat the principal was
highly supportive, emphasized friendly relations time school and was less
directive. The findings of the study reveals therefthat open climate prevailed in
secondary schools in Nyahururu district which isiragfication of the adoption of
participatory leadership styl&ccording to Hersey, Blanchard and Dewey (2008),
participative leadership style promotes good enmgmemanagement relationship
where the workers see themselves as part of thenmation by exhibiting a high
degree of responsibility and commitment. Grey (30®drthers argues that
participative leadership style allows for maximiaat of individual contributions
and hence result in the development of a healthy supportive organization
climate. Goleman, Boyatzis and Mckee (2002) obserdleat participatory

leadership has a positive impact on climate.
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4.4.2 Existence of autonomous climate in secondaschools in Nyahururu
district

Regarding the existence of autonomous climatearstthool, the respondents were
asked to indicate the extent to which differentesteents on autonomous climate
prevailed in their schools. The findings are asenéed in Figure 4.2.

Figure 4.2:

Existence of autonomous climate in secondary schadh Nyahururu district

Percentage

Teachers are given a gootleachers feel that theyTeacher feel inspired and
measure of freedom to share the running of the enthusiastic to work
operate in the school. school

Statement

‘ O Very large exten®l Large extenO Neutral extenO Small extenm® No extent at alll

Figure 4.2 shows that most of the teachers expstea good measure of freedom
to operate in school, felt that they participatedhie running of the school and were
inspired and enthusiastic to work to a large extéhe findings of the study reveal
that autonomous climate therefore prevailed in slshm Nyahururu district. This
portrays the existence of transformational leadprstyle. Eshbach and Henderson
(2010) argue in their study done in the United &daif America that schools with

open climates had principals who practiced tramsédional leadership.
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4.4.3 Existence of controlled climate in secondargchools in Nyahururu
district

On the existence of controlled climate, the respoitgl were asked to indicate the
extent to which different statements on controliddnate prevailed in their
schools. The findings are as presented in Table 4.6

Table 4.6:

Existence of controlled climate in secondary scha®in Nyahururu district

Very Large Neutra Small No Totals
Statement large extent I extent extent
extent extent at all
F % f % f f % f f
% % %

Principal over emphasizes hardl9 40 16 34 7 15 4 9 2 5 48 100
work among teachers

Teachers enjoy limited timeon 17 36 13 27 3 7 3 7 3 7 48 100
social life.

Principal keeps distance from 18 38 17 36 6 13 4 9 3 7 48 100

teachers and learners

Table 4.6 shows that 40 percent of the respondeditsated that in the existence of
controlled climate, the principal overemphasizedilvaork among the teachers to a
very large extent. The study also found out thatp86cent of the respondents

indicated that the teachers enjoyed limited timesocial life to a very large extent
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and 38 percent of the respondents indicated tleat tead teacher kept distance
from teachers and learners to a very large ex@drd.findings of the study reveal
that controlled climate prevailed in secondary stfian Nyahururu district to some
extent. This is an indication of the existence of authdoina leadership style.
Goleman (2000) asserts that authoritarian leadershyle creates a negative
organization climate as flexibility is hampered.eTleader’'s extreme top-down
decision making style inhibits any new ideas byasdimates. The head teacher
keeps distance from teachers who feel disengagedtfeeir work. Such leadership
may create a “controlled” or “paternal” climateanschool since it emphases hard

work without giving adequate time to social life.

4.4.4 Existence of familiar climate in secondary sools in Nyahururu district
Regarding the existence of familiar climate, thgpmndents were asked to indicate
the extent to which different statements on familiimate prevailed in their

schools. The findings are as presented in Figue 4.
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Figure 4.3:

Existence of familiar climate in secondary schools Nyahururu district
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atmosphere in the expense of task control of teachers
accomplishment.

Statement
‘ O Very large extenll Large extent Neutral extenO Small extentl No extent at alll

The findings on Figure 4.3 shows most principalsl diot allow friendly
atmosphere in the expense of task accomplishmeht anly few teachers lacked
commitment and few principals manifested lack ttelicontrol of teachers. The
findings of the study reveal that familiar climatéd not prevail in secondary
schools in Nyahururu district to a large extentisTis an indication that the
existence of free reign leadership style in Nyahwudistrict was not as pronounced
as was participatory and transformational leadprsimd therefore fewer teachers
experienced a familiar climate. Njoroge (2003) agthat free reign in a school
context is where leadership emerges from the grasighe principal has low
directiveness allowing for a” laissez-faire” or fiidiar” climate in the expense of
task accomplishment. In such a climate though ®achre accessible by both

pupils and parents, teaching and learning is rk@rigeriously (Oyentunji, 2006).
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4.4.5 Existence of paternal climate in secondarysgols in Nyahururu district

On the existence of paternal climate, the respasderre asked to indicate the

extent to which different statements on paterniahatie prevailed in their schools.

The findings are as presented in table 4.7.

Table 4.7

Existence of paternal climate in secondary schoois Nyahururu district

Very Large Neutra Small

No Totals

Statement large extent I extent extent
extent extent at all
f % f % f f % f F
% % %

Principal is detached from 510 6 13 4 8 10 21
teachers

Principal has impractical 4 9 5 11 3 7 12 25
expectations of the teachers.

The principal is highly directive 3 7 4 9 4 9 1123

23 48 48 100

21 44 48 100

19 40 48 100

Table 4.7 shows that most respondents felt that grencipals did not manifest

detachment from the teachers ,did not hold imprat&xpectations and were not

highly directive. The findings of the study revélat paternal climate prevailed in

secondary schools in Nyahururu district to onlyreal extent.
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4.4.6 Existence of closed climate in secondary sct®in Nyahururu district

Finally, on the existence of closed climate, thepomdents were asked to indicate
the extent to which different statements on closéhate prevailed in their
schools. The findings are as presented in Figure 4.

Figure 4.4:

Existence of closed climate in secondary schootsNyahururu district
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Figure 4.4 shows that only few teachers lacked ciomemt, felt that they were less
productive and experienced intolerance and werkhidivided. The findings of

the study therefore revealed that closed climatendit prevail to a large extent.
Closed climate is the antithesis of the open ckmahich is manifested by the
aforesaid characteristics which are said to resuin autocratic leadership
(Oyentunji 2006). The results therefore show thatberatic leadership and the

resulting closed climate are experienced to & léitent in Nyahururu district.
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4.4.7 Leadership styles in secondary schools in Nyauru district
To establish the leadership styles in secondargashn Nyahururu District, head
teachers were given different practices and askeddicate the extent to which

each was practiced in their schools. The findirrgsaa presented in Table 4.8.

Table 4.8

Leadership styles in secondary schools in Nyahururdistrict

Always True Neutral Seldom Nottrue  Total

true true at all

Practice f % f % F % F % F % F

%

The principal seeksideas5 25 12 60 1 5 2 10 0 020
and input on plans.

The principal retainsthe7 35 9 45 2 10 2 10 O 020
final decision making

The principal allows the 2 10 6 30 8 40 4 20 0 020
staff to determine how

and what to do

The principal allows the 5 25 11 55 2 10 2 10 O 020

staff to develop

100

100

100

100

Table 4.8 shows that 60 percent of the respondadisated that it was true that
the principal asks for teacher’s ideas and inputupnoming plans. It was also

revealed that 55 percent of the respondents ireticéhiat it was true that they help

59



the staff develop themselves. The findings revedtet the most commonly
practiced leadership styles in secondary schoolsNyahururu district are
participatory and transformational. The findinge ar line with the findings of a
study by Brouillette (1997) who found that partaiipe leadership has become the
“educational religion” of the 21st century due wueational reforms and school
restructuring. From the findings of the study, aincbe concluded that there were

different leadership styles in secondary schoolsyahururu district.

4.5 Principals’ participatory leadership style andorganizational climate

This section presents information on the influeatearticipatory leadership style
on organization climate. To establish the influeradeprincipal’'s participatory
leadership style on school organizational climéachers were asked to indicate
their level of agreement with different statemeats the effect of participatory

leadership style on organizational climate. Theifigs are presented in Table 4.9.
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Table 4.9

Principals’ participatory leadership style and organization climate

Participatory
leadership Style

Strongly Agree
agree

Neutral

Disagree

Strongly  Total

disagree

f % F %
Teachers have greaB6 75 5 10
desire to work and
pupils are highly
motivated to learn
thus creating open
school climate
feel37 77 8 17

motivated as their

Teachers

suggestions are
always considered

thus portraying open

work environment

Teachers participate 34 71 8 17
in decision making
thus creating an open
working environment
The school 33 69 7 15
management

emphasizes on

consultation and team

work creating open

school climate

F
4

%
8

=

2

%

4

11

F

1

2

2

2

%

2

4

5

5

F

%
48 100

48 100

48 100

48 100
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The findings on table 4.9 shows that 77 percenhefrespondents strongly agreed
with the statement that in participatory leadersstige, teachers felt motivated as
their suggestion are always considered thus pangagpen work environment.
The findings also revealed that 75 percent of éspondents strongly agreed that in
participatory leadership style, teachers have gdesaire to work and pupils are
highly motivated to learn thus creating open sclutiotate. It was further revealed
that 71 percent of the teachers strongly agreedtd¢laghers participate in decision

making thus creating an open working environment

The findings of the study are in line with the fimgs of a study by Safa and
Dolatabadi (2010) who found that participative kexathip has a positive effect on
commitment, shared values and employees’ roletgladfrom the findings of the
study, it can be said that participatory leadershype influences the organization

climate in that it creates open and free orgaronaliatmosphere .

4.6 Principals’ authoritarian leadership style andorganizational climate

This section presents information on the influeatauthoritarian leadership style
on organization climate. To establish the influerafeprincipal’s authoritarian
leadership style on the school climate, teachers asked to indicate their level of
agreement with different statements on the efféaubhoritarian leadership style

on school climate. The findings are presented inld4.4.
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Table 4.10

Principals’ authoritarian leadership style and organizational climate

Strongly  Agree Neutral Disagree  Strongly Total
agree disagree
Principals assign duties32 65 11 23 2 5 2 7 1 2 48 100

without consultation and

issue  directives  which

creates a negative climate

Principal keeps distance24 50 18 38 1 2 2 5 3 7 48 100
from teachers who feel

disengaged resulting into a

controlled work

environment

Principal monitors the22 46 17 36 4 9 2 5 3 7 48 100
teachers focusing on their

mistakes than their

achievements leading to

controlledworking limate

Principal makes most of thel8 38 13 27 8 17 5 13 3 7 48 100
decisions on his own

leading to a controlled

working climate

Table 4.4 shows that 65 percent of the respondsintgly agreed with the

statement that in authoritarian leadership sty&dhteachers assign duties without
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consultation and issue directives expecting thdéf stafollow promptly which
creates a negative climate. It was also found H@apercent of the respondents
strongly agreed with the statement that princigadds distance from teachers who
feel disengaged from their work resulting into atcolled work environment. The
study further revealed that 46 percent of the teexclstrongly agreed that the
principal monitors the teachers focusing on theiistakes rather than their
achievements leading to controlled working climatel 38 percent strongly agreed
that the head teacher make most of the decisiomssoown leading to a controlled
working climate. Kasinga (2010) contends that authiowan leaders formulate
policy alone, assign duties without consultatiord assue directives expecting
people to follow promptly which creates a negatilimate. From the findings of
the study, it can be said that authoritarian lestprstyle results into a controlled

climate in schools.

4.7 Principals’ free reign leadership style and orgnizational climate

This section presents information on free reigrdéeship style on organization
climate. In order to establish the influence ohpipal’s free reign leadership style
on school organizational climate, the researchieedthe teachers to indicate their
feeling on the statements on the free reign pagtory leadership style. The
findings are presented in Table 4.11.

Table 4.11

Principals’ free reign leadership style and organiation climate
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Free reign leadership Strongly  Agree  Neutral Disagree Strongly Total

style agree disagree
f % f % F % f % f % F %
Teachers lack 12 25 23 48 6 13 4 8 3 6 4800

commitment and some

may resent the way the

head teacher runs the

school thus resulting into

familiar work climate

Teachers are  highlyl5 31 19 40 3 6 7 15 4 8 4800
disengaged from their

tasks, have social tension,

are intolerant and divided

affecting the  school

climate

The head teachers havel7 36 22 46 2 5 4 9 3 7 4800
low directiveness leading

to familiar work climate

The head teacher is13 27 18 38 6 13 8 17 3 7 4800
concerned about

maintaining friendly

atmosphere at the

expense of task

accomplishment

Table 4.11 shows that most of the respondents’elhcbommitment and some
resented the way the head teacher runs the sdinookésulting into familiar work
climate when they worked under free reign leadershyle. The study also found
that under such a style majority of the teacheis thee principal makes few

attempts to achieve the organizational goals arsditwa directiveness leading to
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familiar work climate. This implies that in suchsahool the principal is more
inclined to maintaining friendly atmosphere at éxpense of task accomplishment.
Wallace and Hole (2005) refer to this leadershigesas “non-leadership” and
“hands-off approach” where leaders are seen tocatmliresponsibility, ignore
follower’'s feedback and fail to meet followers’ wise From the findings of the
study, it can be said that free reign leadershjfe siffects organization climate in
that it results into familiar climate affecting kasccomplishment which has a

bearing on school performance.

4.8 Principals’ transformational leadership style ad organizational climate

This section presents information on the influen€dransformational leadership
style on organization climate. To determine thelugrice of principal’s
transformational leadership style on school orgation climate, the researcher
sought to find out the teachers’ level of agreemeitih different statements on

transformational leadership style. The findingsasresented in Table 4.12.

Table 4.12

Principals’ transformational leadership style and @ganizational climate
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Transformational Strongly Agree Neutral Disagree Strongly  Total

leadership style agree disagree
f % f % f % F % F % F %
Teachers feel28 58 17 35 2 4 1 2 1 2 48 100

empowered to exploit

their capacity and to

reach beyond their self-

interest for the success

of the school resulting

to open climate

Teachers have high33 69 11 23 1 2 2 4 1 2 48 100
levels of positive

interrelationships  and

morale for their work

resulting into

autonomous climate

Teachers feel 61 14 30 0 O 3 7 2 5 48 100
motivated to achieve29

organizational goals

leading to autonomous

school climate

Head teachers30 63 13 27 1 2 3 7 1 2 48 100
promotes inclusion of

diversity thus

enhancing open school

climate

The findings on Table 4.12 shows that 69 percenthef respondents strongly

agreed that, in the presence of transformationadldeship, teachers have high
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levels of positive interrelationships and morale fbeir work resulting into

autonomous climate. The study also found that usdeh leadership, majority of
the respondents feel empowered to exploit theiaci&p and to reach beyond their
self-interest for the success of the school resylto open climate. It was further
revealed that most of the respondents agreed tivatigmls promote inclusion of

diversity thus enhancing open school climate armhgty agreed that teachers feel
motivated to achieve organizational goals leadm@uwtonomous school climate.
Anderson (2008) argues that transformative leadershltivates inclusion of

diversity that transforms schools. The findingstlod study therefore reveal that
transformational leadership styles results into nogavironment which has a

bearing on the school performance of schools.

4.9 Challenges facing principals in creating a pove organizational climate

This section presents information on the challerigemg principals in creation of
positive organization climate.To determine the lemaes that the principals faced
in creating a positive organization climate in thechools, the principals were
asked to outline the challenges they faced. Themwjallenges outlined by the

principals are as presented in Table 4.13.

Table 4.13 Challenges facing principals in creatin@ positive organizational

climate

Challenges Frequency Percentage
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Inadequate resources 16 80

Poor infrastructure 15 75
Lack of parental support 13 65
In-discipline among students 9 45

Table 4.13 shows that inadequacy of resources énsithool was the major
challenges facing principals in creating a positorganizational climate. Other
challenges included: poor infrastructure as in@iddiy 75 percent, lack of parental
support as indicated by 65 percent and in-disapéimong students as indicated by
45 percent of the principals. Other challengesude! non-payment of legal levies
by the parents, political interference and bureaticieducational system, negative
altitudes of the students towards education andcoommitment among teachers.
Mbwiria (2006) mentioned that poor school facibi{feasic teaching materials and
absence of sufficient equipment for laboratoriagd inadequate infrastructure also
seem to add to the woes of the unmotivated teaatigich impacts negatively on

school climate.

4.10 Correlation between leadership styles and schloclimate
Correlation analysis was done to test on the oratip between the variables of

the study. The purpose of performing a correlatianalysis is to discover whether
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there is a relationship between variables,or td five direction of the relationship —
whether it is positive, negative or zero. Tableddshows the findings of the

correlation analysis.

Table 4.14:

Correlation between leadership styles and schooliclate

Correlations

Organiza Participatory Authoritari Free Transfo
ion leadership an reign rmatio
climate style leadership leadersh nal
style ip style leaders
hip
style
Organization Correlation 1 245 516** .504** .320*
climate Sig. (2-tailed) .0C6 .001 .022 .027
N 48 48 48 48 48
Participatory Correlation  .24% 1 .760** .893** 272
leadership  Sig. (2-tailed) .0C6 .00C .000 .061
style N 48 48 48 48 48
Authoritarian Correlation  .516** .760** 1 748** 144
leadership  Sig. (2-tailed) .001 .00C .000 331
style N 48 48 48 48 48
Free reign Correlation  .504** .893** 748** 1 .296*
leadership  Sig. (2-tailed) .02Z .00C .00C .041
style N 48 48 48 48 48
TransformationCorrelation  .320* 272 144 .296* 1
al leadership Sig. (2-tailed) .027 .061 .331 .041
style N 48 48 48 48 48

**_Correlation is significant at the 0.01 level@iled).
*, Correlation is significant at the 0.05 levelt@led).

The results of the correlation analysis on Tabl&44shows that organization
climate is positively related with participatoryatéership style with a Pearson’s

Correlation Coefficient of r = 0.243 and that d¢wel of significance of 0.006, it is
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statistically significant at p value less than 0dd®5 percent level of confidence.
The results also show that there is a positiveetation between organization
climate and authoritarian leadership style witheamBon’s Correlation Coefficient
of r = 0.516 and a level of significance of 0.0Giafistically significance). The
results further reveal that that organization ctenlaas a positive relation with free
reign leadership style with a Pearson’s Correlatimefficient of 0.504 and 0.022
level of coefficient. The results finally show tl@ganization climate has a positive
relation with transformational leadership style hwia Pearson’s Correlation
Coefficient of 0.320 and 0.027 level of coefficiemhe significance values tell us
that the probability of the correlation being ak#us very low; hence the study can

have confidence that the relationship between #n@ables is genuine.

The finding of this study is supported by the fimgs of a study done by Williams
(2002) who found that when subordinates were stdgeto two leadership styles
(autocratic and democratic) and their influence dimate, they differed

significantly. Most of the participants, in theirgberence of leadership and
supervision showed a higher preference for the deatic leader over the
authoritarian. This was also supported by the figdiof a study done by Mauno,
Kinnunen, Wanous & Natti (2005) who found a cortiela between job

involvement and staff satisfaction. Job involvemerats a characteristic of the
democratic leader. Goleman (2000) found that tirégi@ative leadership style had

the most positive effect on organizational climalde leadership styles was
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labeled as affiliative, coaching and democraticcémtrast authoritarian style of
leadership which was labeled as coercive and aatiochad a negative effect on

organizational climate.

CHAPTER FIVE
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

51 Introduction
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The purpose of the study was to investigate theente of principals’ leadership
styles on schools’ climate. The study was guidedheyfollowing objectives; to
establish the influence of principals’ participatorleadership style on
organizational climate, to determine the influenae principals’ authoritarian
leadership style on organizational climate, t@leisth the influence of principals’
free reign leadership style on organizational cten# determine the influence of
principals’ transformational leadership style onrgamizational climate and to
determine which challenges principals encounter dreating a positive

organizational climate in secondary schools in Niyatu district.

5.2 Summary of the study

The purpose of the study was to investigate tHaente of principals’ leadership
styles on organizational climate in schools. TH®Wing objectives guided the
study; to establish the influence of principalsitapatory, authoritarian, free reign
and transformational leadership styles on orgaioizat climate in secondary
schools in Nyahururu district. In addition, thedstisought to determine which
challenges principals encountered in creating &ipesorganizational climate in
secondary schools in Nyahururu district. Reviewhefliterature revealed that
climate differs from school to school probably hesmof the prevailing leadership
styles. The researcher used questionnaires in todetablish the influence of such
leadership styles on organizational climate in sthol'his summary of the

findings as per the research objectives are aswell
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5.2.1 Organizational climate in school

The study found that open organizational climates aevalent in secondary
schools in Nyahururu to a very large extent ascawgid by 48 percent of the
respondents. It was also found that autonomousatéinand controlled climate
prevailed in the schools to a very large extenindgcated by 42 percent and 40
percent respectively. The findings pointed outhe fact that the major leadership
styles employed by head teachers in these schodlgde: participatory leadership,

authoritarian leadership and transformational lestdp styles.

5.2.2. Influence of participatory leadership styleon organization climate

On the participatory leadership style, the studyeaded that 77 percent of the
respondents strongly agreed with the statemenirharticipatory leadership style

teachers feel motivated as their suggestion arayslwonsidered thus portraying
open work environment. The study also found thap&tcent of the respondents
strongly agreed that in participatory leadershipestteachers have great desire to
work and pupils are highly motivated to learn tluisating open school climate.

Participative leadership which is characterized doypsultation, teamwork and

inclusion therefore has a positive effect on commeitt, shared values of

employees. Thus, participatory leadership style foand to influence organization

climate by creating open and free organizationaloaphere.
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5.2.3 Influence of authoritarian leadership style o organization climate
Regarding the influence of authoritarian leaderdtipe, the study found that 65
percent of the respondents strongly agreed withstheement that in authoritarian
leadership style, head teachers assign duties wtitlbonsultation and issue
directives expecting the staff to follow prompthhieh creates a negative climate.
It was also found that 50 percent of the resporsdstitongly agreed with the
statement that head teacher keeps distance frathaesawho feel disengaged form
their work resulting into a controlled work enviroent. Principals with this
leadership style fail to establish an open envirenhwhich creates organizational
climates that lack strategies for taking propeksiand making proper decisions.
Such leaders fail to display trust tend to set tiegdendencies for organizational
climates as their employees struggle to fit in ahganization. The leadership style

was therefore found to results into a controllgabst climate.

5.2.4 Influence of free reign leadership style onrganization climate

On the influence of free reign leadership styleooganization climate, the study
found that 48 percent of the respondents’ teaclaeised commitment and some
resented the way the head teacher ran the scha®lréisulting into familiar work
climate. The study also found that 40 percent teaclhgreed that head teachers
make few attempts to achieve the organizationalsgdadus, free reign leadership

style resulted into familiar school climate
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5.2.5. Influence of transformational leadership st on organization climate
Finally, on the influence of transformational leestep style on organization
climate, in the study it was found that 69 peradrthe respondents strongly agreed
that teachers experienced high levels of posititerielationships and morale for
their work in the presence of transformational &atip resulting into autonomous
climate. The study also found 58 percent of th@aedents felt empowered to
exploit their capacity and to reach beyond theif-isterest for the success of the
school resulting to open climate. This leaderslytesherefore resulted into open

school climate.

5.2.6 Challenges principals encounter in creating gositive organizational
climate

The study found out that the challenges that ppaisifaced in creation of positive
organizational climate were both internal and exderThe major challenge was
inadequacy of resources in the schools. The stlsdyfaund poor infrastructure as
indicated by 75 percent, lack of parental suppsiindicated by 65 percent and in-
discipline among students as indicated by 45 péroérthe principals were a
challenge to the creation of positive school clenaDther challenges included:
non-payment of legal levies by the parents, pdalitiaterference and bureaucratic
educational system, negative altitudes of the stisdeowards education and non-

commitment among teachers.
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5.3 Conclusions

From the findings of the study, it can be conclutieat participatory, authoritarian
and transformational leadership styles are commamdgd by principals in

secondary schools in Nyahururu. These leaderskipssaffect the school climate
in different ways. Participatory leadership styiluences organization climate by
creating open and free organizational atmospheransformational leadership
promote open environment which results into an gqrool climate. Authoritarian

leadership style results into a controlled scholnate. Finally, free reign

leadership style promotes familiar school climate

5.4 Recommendations

The following were the recommendations of the study

Head teachers in secondary schools in Nyahururwldghadopt the use of
participatory leadership style as it creates op#oal climate which is conducive

for the improvement of the performance of studamtecondary schools.

Principals should adopt the use of transformatideadlership style. This is based
on the fact that it leads to open and autonomaasate which has been found to be

favourable for the realization of the school goals.

Teachers and students are expected to cooperdiethwitprincipals by ensuring

that they perform their duties without being folledvup. This would reciprocate
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the the type of leadership adopted by the heachéesavhich will influence the
prevalence of positive school climate. Studentsikhbe disciplined and cooperate
with teachers which will result into positive schalimate. It will also result into

conducive leaning environment which will impacttbe students performance.

5.5 Suggestions for further Studies

The study was limited to secondary schools in Nyatwdistrict. The researcher
therefore recommends that another study be doather counties to determine the
effect of leadership style on the school perforneanbich was not the focus of this
study. The study also recommends that another diadyone on the influence of

organizational climate on students’ performance.
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School of Education,
Department of Education Administration
and Planning,
P.O. Box 30197--000100.
Nairobi.
The Principal,
cevenn.Se€CONdary School.
P.O.BOXuiiiii i

RE: REQUEST TO CARRY OUT RESEARCH
| am a Masters of Education student in Nairobi @nsity. | am carrying out a

research an academic in Public Secondary SchodlinwNyahururu District.
Respondents identity and responses will be treatgk utmost confidentiality
Kindly assist me to collect the required data Fos study from your school.

Your assistance will be highly appreciated.

Joseph Kiige

APPENDIX B

PRINCIPALS’ QUESTIONNAIRE
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Kindly provide responses to these questions asggigcas possible. Responses to

these questions will be treated as confidential.

Section A :Background information
Please tick ] where appropriate or fill in the required infortios.
1. What is your age? a. 20-25 years [ ] b. 26-&fry[ ] c. 31-35 years [ ]
d. 36-40 years [ ] e. 41-45 years [ ] f. Ovenyears [ ]
2. What is your gender? a. Male [ ] b. Female [ ]
3. What is your current academic qualification
a. Diploma|[] b. SI[] c. BA/BSC with PGDE [ ]
d. BED [] e. Masters [] f. Any other [specCify}............ccoviiininin.
4. What is your length of stay in years in the eatrschool?
a) Belowone year[]b)2-5years[]c) 6 -ydars [ ]

d) 11 -15years[] e) 16 and above [ ]

Section B
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Please tick{] the number that represents your feeling aboustagment given by
using the following scoring system: Always True 5-True — 4, Neutral — 3

Seldom True — 2, Not true atall — 1

5. | ask for teachers ideas and input on upcomiagsp

6. When things go wrong and | need to strategiearidhe process

| call a meeting to get the advice of the staff.

7. | ask the staff for their vision of the schonllahen use their

vision where appropriate

8. | allow the staff to set priorities with my gaice

9. | like to use my leadership to help subordingtesv

10. | always retain the final decision making auityan school

11. I do not consider suggestions made by the staff

12. I tell my employees what has to be done and toaio it.

13. When something goes wrong, | tell the staft thprocedure is

not working correctly and | establish a new one

14. |1 closely monitor the teachers to ensure theyparforming

correctly.
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15. For a major decision to pass in my school,usthihave the

approval of each individual or the majority

16. | allow the staff to determine how and whadl®o

17. | Delegate tasks in order to implement a neve@dure .

18. Each individual is responsible for definingitheb.

19. | like to share my leadership power with myaualmates

22.1 make others feel good to be around me.

23.1 express with a few simple words what we caliduld do

24.1 help the staff develop themselves.

25 | provide staff with ways of looking at puzzlittgngs

26.1 get the staff to rethink ideas that they hadem questioned

before.

Section C
27.List four factors that according to you are rednance to creating a good

teaching and learning environment in your school.

() et
() e e,
() oo e
THANK YOU
APPENDIX C

92




TEACHERS’ QUESTIONNAIRE

Kindly provide answers to these questions as hinast precisely as possible.
Responses to these questions will be treated d&lential.
Section A Background Information
Please tick y] where appropriate or fill in the required infortiwm on the spaces
provided.
1. What is your age ? a. 20-25 years [ ] b. 26ye&frs [ ] c. 31-35 years [ ]
d. 36-40 years [ ] e. 41-45 years [ ] f. Ovenyears [ ]
2. What is your gender? a. Male [ ] b. Female [ ]
3. What is your current academic qualification?
a. Diploma|[] b. SI[] c. BA/BSC with PGDE [d. BED [ ]
e. Masters [] f. Any other [specCify] .......c.oovvviiiiiiiinnnn.
4. What is your length of stay in years in the eatrschool?
a) Belowone year[]b)2-5years[] c)6-ydars[]d) 11 - 15 years [ ]

e) 16 years and above [ ]

Section B
5. To what extent do you think leadership styleetfiorganization climate
5- Very large extent [ ] 4- Large extent [ 3 Neutral extent[ ]

4- Small extent [ ] 5-Noextentatall [ ]
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The following are some statement on the organimateimate existing in
organizations. Please indicate the extent to wbketh of the climates prevails in
your school given the following options where ;

5- Very large extent4- Large extent

3- Neutral extent 4- Small extent 5- No extent atll

5141321

6 | Principal is highly supportive

7 | Principal is less directive

8 | Principal Head teacher emphasizes friendly
relations in the school

9 | Teachers are given a good measure of freedom to
operate in the school.

10 | Teachers feel that they share the running of the
school
11 | Teacher feel inspired and enthusiastic to work

12 | Principal over emphasizes hard work among
teachers

13 | Teachers enjoy limited time on social life.

14 | Principal keeps distance from teachers and
learners

15 | Principal allows friendly atmosphere in the
expense of task accomplishment.

16 | Lack of commitment among teachers

17 | Principal has little or no control of teachers

18 | Principal is detached from teachers

19 | Principal has impractical expectations of the
teachers.
20 | Principal teacher is highly directive
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21 | Teachers lack of commitment

22 | Teachers are less productive.

23 | Teachers have social tension, intolerant and
highly divided

Section C
The following are some of the effects of differetdadership styles on
organizational climate. Please indicate the leveglaur agreement with regard to

each of the statements using the following scosiysjem:

5- Strongly agree 4- Agree

3- Neither agree nor disagree 2- Disagree 1- Strgly disagree

24 | Teachers have great desire to work and pupls ar
highly motivated to learn thus creating open

school climate

25 | Teachers feel motivated as their suggestion are
always considered thus portraying open work

environment

26 | Teachers participate in decision making thus

creating an open working environment
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27

The school management emphasizes on
consultation and team work creating open sch

climate

Dol

28

Head teachers assign duties without consultat
and issue directives expecting the staff to follo

promptly which creates a negative climate

on

W

29

The head teacher keeps distance from teache
who feel disengaged form their work resulting

into a controlled work environment

IS

30

The head teacher monitors the teachers focus

on their mistakes rather than their achievements

leading to controlled working climate

ng

31

The head teacher make most of the decisions

his own leading to a controlled working climate

on

32

Teachers lack commitment and some may res|
the way the head teacher runs the school thus

resulting into familiar work climate

ent

33

Head teachers make few attempts to achieve {

organizational goals

he
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34 | The head teachers have low directiveness leading

to familiar work climate

35 | The head teacher is concerned about maintaining
friendly atmosphere at the expense of task

accomplishment

36 | Teachers feel empowered to exploit their capacit
and to reach beyond their self-interest for the

success of the school resulting to open climate

37 | Teachers have high levels of positive
interrelationships and morale for their wark

resulting into autonomous climate

38 | Teachers feel motivated to achieve organizatipna

goals leading to autonomous school climate

39 | Head teachers promotes inclusion of diversity

thus enhancing open school climate

Section D
40. List four factors that according to you are iadhance to creating a good

teaching and learning environment in your school.
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THANK YOU

98



