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Abstract 
This research examined the relationship between headteacher leadership style and teacher satisfaction in public junior schools within Bangale Sub-County, Tana River County, Kenya. The research utilised a positivist philosophy, with target population of 100 teachers and 25 headteachers working in public junior schools within Tana River County, Kenya. The study employed a census where all members of the defined population participated. The study used primary data collected using structured questionnaires. To ensure the validity of the research instruments, the study used content validity while reliability was tested using Cronbach's Alpha. The data was analysed quantitatively to yield descriptive statistics. Then Pearson’s Correlation analysis was employed to establish existence of relationship between headteacher leadership style and Teacher Satisfaction while linear regression was used to estimate a model to predict Teacher Satisfaction in terms of headteacher leadership style. Descriptive statistics indicated high perceived levels of leadership style among headteachers (mean = 4.1591) and generally high teacher satisfaction (mean = 4.0142). Pearson correlation results revealed a moderate and statistically significant positive relationship between headteacher leadership style and teacher satisfaction in public junior schools within Bangale Sub-County, Tana River County, Kenya (r = .559, p = .000). Furthermore, regression results confirmed a statistically significant effect of headteacher leadership style and teacher satisfaction in public junior schools within Bangale Sub-County, Tana River County, Kenya (Beta = .450, p = .002) with leadership style accounting for 35.5% variance on teacher satisfaction (R² = .325). The study recommends that the Teachers Service Commission and Ministry of Education should implement regular, targeted leadership training focused on transformational practices such as mentorship, shared decision-making, and fostering innovation.
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1. Introduction
Education is globally recognized as a fundamental pillar for national development, fostering economic growth, promoting social equity, and empowering individuals with essential skills and knowledge (World Bank 2021). Within this critical sector, the effectiveness of educational institutions hinges significantly on the quality of their teaching workforce. Teacher satisfaction, therefore, is not merely a matter of employee morale but a crucial determinant of educational efficacy, influencing instructional quality, student outcomes, and overall system stability (Kiprop & Chemutai 2021). High teacher turnover, frequent absenteeism, and declining productivity are often direct consequences of low job satisfaction, which can severely impede the academic trajectory of students and hinder community development (Kaur 2017; Ndungu et al. 2015).
In Kenya, as in many sub-Saharan African nations, the challenge of maintaining high teacher satisfaction persists despite governmental efforts to stabilize deployment through policies such as enforced minimum service durations (Ibrahim & Binta 2021; Ministry of Education 2023). Previous research in various Kenyan counties, including Nandi and Nairobi, has consistently highlighted the profound impact of headteachers’ management practices and administrative styles on teachers’ job satisfaction and commitment (Kiprop & Chemutai 2021; Njije 2013; Rotich et al. 2022). These studies emphasize that factors such as recognition, equitable work allocation, participatory decision-making, and particularly leadership styles are pivotal in shaping teachers' professional experiences and levels of contentment.
Within this broader context, headteachers occupy a uniquely influential position. As both administrative heads and pedagogical leaders, their leadership approaches profoundly shape the daily experiences and professional fulfillment of their teaching staff (Bush & Glover 2020). The specific ways in which headteachers guide, direct, and influence their staff, collectively referred to as their leadership style, are hypothesized to be critical in enhancing or detracting from teacher satisfaction. This article specifically focuses on examining the relationship between headteacher leadership style, with a particular emphasis on transformational leadership, and teacher satisfaction in public junior schools within Bangale Sub-County, Tana River County, Kenya. By investigating this relationship, the study aims to provide contextually relevant insights that can inform targeted interventions to improve teacher well-being and, consequently, the quality of education in this under-researched rural setting.
2. Background to the Study
The importance of leadership in educational institutions as a key determinant of job satisfaction among teachers has been widely documented globally (Leithwood & Sun 2012). Theoretical frameworks underpin the understanding of this relationship. Herzberg's Two-Factor Theory (Herzberg 1968; Alshmemri et al. 2017) distinguishes between hygiene factors (e.g., salary, working conditions, supervision) which prevent dissatisfaction, and motivators (e.g., achievement, recognition, growth) which actively drive satisfaction. Transformational leaders often engage with both, ensuring a supportive work environment (a hygiene factor) while simultaneously providing opportunities for recognition and growth (motivators), thereby directly impacting teachers' attitudes. Hackman and Oldham's Job Characteristics Model (Taylor 2015; Siruri & Cheche 2021) identifies five core job dimensions—skill variety, task identity, task significance, autonomy, and feedback—that influence critical psychological states and, consequently, job outcomes like satisfaction. Transformational leaders, by enriching teachers' roles to include these dimensions, can enhance their sense of meaningfulness, responsibility, and knowledge of results, ultimately leading to higher job satisfaction (Hackman & Oldham 1980, as cited by Salat's thesis; please note that the original source cited Hackman and Oldham but did not provide the full reference in the provided text).
Studies across various regions corroborate the positive influence of leadership styles. In the United States, headteachers who inspire and motivate their staff by fostering a shared sense of purpose and collaboration, often reinforced by policies encouraging mentorship and peer collaboration, contribute to a positive and supportive school culture that enhances job satisfaction (Bush & Glover 2020). In Australia, recognizing teacher contributions and providing growth opportunities, which are often hallmarks of transformational leadership, are pivotal in enhancing teacher motivation, improving retention, and maintaining high-quality teaching standards (Clarke & O'Donoghue 2020).
The relevance of effective leadership is equally pronounced in African contexts, where challenges to teacher job satisfaction are often compounded by inadequate resources and systemic issues (Ibrahim & Binta 2021). Studies in Ghana have shown that transformational leadership styles positively correlate with teacher motivation and performance, underscoring the need for participatory and inclusive management practices (Adom & Asare 2021; Owusu-Agyeman 2022). When teachers are involved in decision-making processes and open communication channels are maintained, their job satisfaction and sense of belonging significantly improve (Adom & Asare 2021). Research in Ethiopia similarly found a significant connection between transformational leadership and teacher fulfillment, suggesting that a charismatic principal's demeanor can build trust and foster dedication to school goals (Tesfaw 2014). In Cyprus, a correlation between transformational leadership, teachers' perceptions of principal effectiveness, and job satisfaction was identified, even within centrally planned educational systems (Eliophotou-Menon & Ioannou 2016). Further research in Greece indicated that transformational leaders can enhance job satisfaction by strengthening principal-teacher relationships and fostering collegial bonds, resulting in more satisfactory workplace conditions (Golia 2014).
In Kenya, local research also emphasizes the crucial role of leadership. A study in Nandi County found that headteachers' management practices, including participatory decision-making, significantly impacted teachers' job satisfaction (Kiprop & Chemutai 2021). High teacher turnover in Kenyan public schools is frequently attributed to low morale and job satisfaction, issues that administrative styles, workload, and employer relationships can significantly influence (Matheka 2005). More directly, a study in Nairobi County found that transformational leadership, characterized by clear communication, motivation, and individualized support, led to higher levels of teacher satisfaction and commitment (Njije 2013). Another study in the same region highlighted that transformational leadership styles adopted by headteachers were positively associated with job satisfaction among teachers (Rotich et al. 2022). These regional dynamics underscore the critical role of headteachers' leadership styles in creating supportive environments that enhance teacher satisfaction.
Job satisfaction itself is defined as a positive emotional state that affects an individual's job performance, reflecting a worker's sense of accomplishment and success (Kaliski 2007; Locke 2016). It is determined by an employee's judgment of how effectively their job fulfills valued aspects, involving enjoyment, excelling in one's role, and receiving recognition (Locke 2016; Gao & Li 2021). The type of work, its fulfilling and challenging nature, and the prestige it offers are key factors in employee engagement (Locke 2016).
This robust body of literature establishes a strong theoretical and empirical basis for expecting a significant relationship between headteacher leadership style, particularly transformational leadership, and teacher satisfaction. However, despite these broader trends, the specific nuances of this relationship within the distinct socio-cultural and economic context of Bangale Sub-County remained largely unexplored prior to this study.
3. Statement of the Problem
The enduring challenge of teacher satisfaction in public junior schools across Kenya, particularly within Bangale Sub-County, is more than just a concern for employee morale; it impacts the very core of educational efficacy (Kaur 2017). This persistent issue, evident in elevated teacher attrition, frequent absenteeism, and a discernible decline in productivity, negatively affects the academic trajectory of students and potentially hinders the overall development and future prospects of the community (Ndungu et al. 2015; Shonje 2016). While governmental attempts to address this through policy directives, such as enforced minimum service durations, show awareness, their limited success highlights the need for a more nuanced, localized understanding of the underlying factors (Ministry of Education 2023). The headteacher’s leadership style, in particular, is postulated to be a critical determinant of how satisfied teachers feel in their roles (Njije 2013; Rotich et al. 2022). While broader trends across Kenya indicate that headteachers’ leadership styles significantly influence teacher satisfaction, the specific ways these practices impact teacher satisfaction within the distinct socio-cultural and economic context of Bangale Sub-County remained largely unexplored. The potential influence of seemingly fundamental practices embodied by effective leadership styles, such as cultivating a collaborative and supportive school ethos, providing clear and inspiring vision, and empowering teachers in decision-making, warranted rigorous investigation. A deeper understanding of how headteacher leadership style relates to teacher satisfaction in this specific rural setting is crucial for developing targeted, contextually relevant interventions to bolster teacher motivation, foster greater job retention, and ultimately enhance the quality of instruction in Bangale Sub-County schools, contributing to a more robust and equitable education system within Kenya. This article, therefore, specifically addresses this gap by focusing on the relationship between headteacher leadership style and teacher satisfaction.
4. Research Hypothesis
This article specifically addresses the following null hypothesis:
H₀: Headteacher leadership style had no significant relationship with teacher satisfaction in Bangale Sub-County.
5. Methodology
The research utilised a positivist philosophy (Park, Konge, & Artino 2020). This framework posits that knowledge is derived from objective, quantifiable observations of phenomena (Park, Konge, & Artino 2020). This paradigm asserts that scientific knowledge is formed from the collection of theory-free and value-free evidence gathered through observation (Park, Konge, & Artino 2020). The adoption of this paradigm meant operating under the assumption that variables such as headteachers' leadership style and teacher satisfaction could be objectively measured and analyzed using numerical data. 
The study employed a quantitative research approach utilizing a correlational research design. This design was particularly suitable for systematically observing, quantifying, and describing the characteristics of headteachers’ leadership styles and their relationship to teacher satisfaction without manipulating variables (Creswell & Creswell 2018)..
The target population for this study consisted of 100 teachers and 25 headteachers working in public junior schools within Tana River County, Kenya.
The study employed a census sampling approach, where all members of the defined population became respondents (Kothari 2004). 
Primary data for the study were collected using structured questionnaires (Dalati & Marx Gómez 2018). The instrument primarily utilized a Likert-scale for closed-ended questions
6. Validity of the Instruments
To ensure the validity of the research instruments, the study used content validity (Creswell & Creswell 2018). This involved subjecting the instruments to a critical review by a panel of experts in educational leadership and management. These experts evaluated whether the items aligned with the research objectives and adequately reflected the theoretical constructs under investigation, ensuring that the questions comprehensively covered the facets of transformational leadership and teacher satisfaction (Fraenkel, Wallen, & Hyun 2012).
Reliability of the research tool was tested using Cronbach's Alpha at 0.7 threshold. The reliability test was aimed on assessing dependability of the tool (Kumar 2014). This process allowed for targeted revisions, significantly enhancing the reliability of the instruments prior to the full-scale data collection (Hassan, Schattner, & Mazza 2006). The reliability coefficient (α) obtained for the Leadership Style scale was 0.88, indicating strong internal consistency. Similarly, the scale measuring Teacher Satisfaction achieved a reliability score of 0.71, confirming its acceptability. These reliability scores suggest that the questionnaire items used to measure these key constructs were consistent and dependable across the study population, providing confidence in the robustness of the study's quantitative findings (Mugenda & Mugenda 2003).
7. Data Analysis Methods
Upon completion of data collection, the gathered information was subjected to specific statistical techniques for analysis, guided by the quantitative nature of the study and its objectives, particularly concerning the relationship between headteacher leadership style and teacher satisfaction. The data was analysed quantitatively to yield descriptive statistics.
Then Pearson’s Correlation analysis was employed to establish existence of relationship between headteacher leadership style and Teacher Satisfaction. The statistical significance of this correlation was assessed using a probability (p-value) at α=0.05. Additionally, to estimate model for predicting teacher satisfaction in terms of headteacher leadership style, Multiple Regression Analysis (MRA) was used. This analysis involved assessing the overall model fit (using R-squared and the Analysis of Variance (ANOVA), p-values and examining Beta coefficients
8. Presentation of Data Analysis
8.1 Response and Demographic Information
From a target population comprising 100 teachers across 25 public junior schools, a total of 88 teachers returned fully completed questionnaires, yielding an overall response rate of approximately 88%. This robust participation rate provided a reliable dataset, thereby enhancing the reliability, validity, and generalizability of the research findings (Creswell & Creswell 2018). 
Understanding the demographic characteristics of the participants is essential for contextualizing the findings. The following provides an overview of the gender, age distribution, and teaching experience of the 88 participants whose data were analyzed. The findings indicate that 39.8% of the respondents were female, while a majority, 60.2%, were male. This distribution offers valuable information about the gender dynamics within the surveyed population.  The age profile of the participants was varied. 30.7% of the respondents were aged 20-29 years, representing a considerable segment of younger educators. The largest group fell within the 30-39 years bracket, accounting for 45.5% of the participants. The 40-49 years age bracket comprised 17.0% of the respondents, while 6.8% were aged 50 years and above. With regards to teaching experience, 44.3%, had less than 5 years of teaching experience, suggesting a large segment of the workforce was early in their careers. Participants with between 5 and 10 years of experience accounted for 29.5%. Those with 11 to 15 years of experience represented 10.2%, and 15.9% possessed over 15 years of teaching experience.
8.2 Descriptive Statistics
Descriptive statistics provide a fundamental summary of the characteristics of the data collected for each variable in the study, offering insights into their central tendency and distribution within the sampled population (N = 88). This section specifically presents the descriptive statistics for leadership style and teacher satisfaction.
Table 1: Likert-Scale Response Distribution of Variables 
	Variable
	SD (1)
	D (2)
	
	N (3)
	A (4)
	SA (5)
	Total (N)

	Leadership Style (Mean = 4.1591)
	3% (3)
	6% (5)
	
	35% (30)
	21% (19)
	35% (31)
	88

	Teacher Satisfaction (Mean = 4.0142)
	2% (2)
	5% (4)
	
	27% (24)
	28% (25)
	38% (33)
	88


The analysis of teacher responses regarding Leadership Style reveals it as a notable strength (Mean = 4.1591). A significant 70% of teachers strongly or very strongly agreed that their headteachers exhibited supportive and visionary leadership, with only 9% expressing disagreement. Similarly, Teacher Satisfaction demonstrated high levels (Mean = 4.0142), with 65% of teachers reporting strong or very strong satisfaction, and only 7% expressing dissatisfaction. These figures suggest a generally positive perception of both headteacher leadership and overall job satisfaction within the sampled schools. These findings align with prior studies (Nguyen et al., 2023; Ahmed & Yusuf, 2022; Li & Chen, 2021), reinforcing the view that transformational leadership is a key driver of teacher satisfaction, particularly in resource-constrained educational settings.
Table 2: Descriptive Analysis (Partial)
	Descriptive Statistics
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	Leadership Style
	88
	1.00
	5.00
	4.1591
	1.04921

	Teacher Satisfaction
	88
	1.00
	5.00
	4.0142
	0.84619


The scores for Transformational Leadership Style ranged from 1.00 to 5.00, exhibiting a notably high mean score of 4.1591, with a standard deviation of 1.04921. A mean score exceeding 4.0 on a 5.0 scale indicates that teachers in this study generally perceive their headteachers as exhibiting a significant degree of transformational leadership behavior (Bass & Avolio 1994; Northouse 2018). Although the standard deviation is higher than some other variables in the broader study, it still indicates a general consensus on the presence of this leadership style as perceived by teachers.
Teacher Satisfaction scores also ranged from 1.00 to 5.00. The mean score for teacher satisfaction was 4.0142, with a standard deviation of 0.84619. A mean score exceeding 4.0 on a 5.0 scale is a positive indicator, signifying that teachers in this study generally reported a relatively high level of job satisfaction. This finding is encouraging, suggesting that certain factors within Bangale Sub-County schools are contributing positively to teacher well-being, which aligns with the importance placed on job satisfaction for organizational success and quality work.
8.3 Inferential Statistics
To establish existence of association between headteacher leadership style and teacher satisfaction, a Pearson correlation analysis was performed to obtain Table 3.
Table 3: Relationship between Headteacher Leadership Style and Teacher Satisfaction
	Correlations
	Transformational leadership Style
	Teacher Satisfaction

	Transformational leadership Style
	Pearson Correlation
	1

	
	Sig. (2-tailed)
	

	
	N
	88

	Teacher Satisfaction
	Pearson Correlation
	.559**

	
	Sig. (2-tailed)
	.000

	
	N
	88

	
**. Correlation is significant at the 0.01 level (2-tailed).
	
	


The analysis revealed a Pearson correlation coefficient between leadership style and teacher satisfaction of r = .559 and a p-value =0.000; presented as p<0.01. In that the p-value was less than 0.05, then there was a statistically significant relationship between headteachers’ leadership style and teacher satisfaction. These finding indicated a statistically significant and moderately positive relationship between headteachers’ leadership style and teacher satisfaction. The positive coefficient (r = .559) suggests that as teachers perceive their headteachers to demonstrate higher levels of transformational leadership behaviors such as inspiring a shared vision, providing individualized support, and fostering innovation their overall job satisfaction tends to increase.
These results align with recent studies in educational leadership. Nguyen et al. (2023) found that transformational leadership significantly predicted teacher job satisfaction across various school contexts, with similar correlation magnitudes (r values ranging from .50 to .60). Similarly, Ahmed and Yusuf (2022) reported that transformational leadership practices in Kenyan secondary schools were positively associated with teacher motivation and retention, suggesting that such leadership behaviours create supportive work environments that enhance satisfaction. Moreover, Li and Chen (2021) emphasized that the emotional and inspirational dimensions of transformational leadership have the strongest influence on teacher morale, particularly in resource-constrained educational settings. These finding strengthens the evidence that leadership style is a key driver of teacher satisfaction, consistent with both regional and international research, and underscores the importance of leadership development programs for school heads.
9 Conclusions and Recommendations
9.1 Conclusion
The study concludes that headteachers’ leadership style has a statistically significant relationship with teacher satisfaction (r = .559; p-value =0.000)..So, head teachers’ leadership is effective for enhancing teacher satisfaction in public junior schools in Bangale Sub-County. Headteachers who demonstrate vision, empathy, and a participatory approach are better positioned to improve teacher morale and retention. Conversely, over-reliance on transactional or laissez-faire approaches may undermine teacher motivation. Strengthening transformational leadership practices should be a priority for educational policy and school leadership training programs in Tana River County and similar contexts.
9.2	Recommendations for Policy and Practice
Leadership Development Programs: The Teachers Service Commission (TSC) and Ministry of Education should implement regular, targeted leadership training focused on transformational practices such as mentorship, shared decision-making, and fostering innovation.
9.3. Recommendations for Further Studies
Qualitative Exploration: Future research should employ qualitative approaches, such as interviews and focus groups, to gain deeper insights into teachers lived experiences under different leadership styles.
Longitudinal Studies: Conduct long-term studies to assess how changes in leadership style over time impact teacher satisfaction, retention, and student performance.
Impact on Student Outcomes: Examine the indirect effects of headteacher leadership styles on student engagement, attendance, and academic achievement.
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