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Article Information ABSTRACT

This study explored the association between school principal’s leadership behaviour and

Received: November 23,2024  teacher’s job satisfaction in secondary schools in the Puntland, Somalia. A quantitative
approach with a correlational design was employed. The target population comprised 14
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Behaviour Questionnaire for principals and the Minnesota Satisfaction Questionnaire for
teachers. Using descriptive and inferential statistics like Pearson’s correlation coefficient, two
independent t-tests, and one-way ANOVA, the data were analysed using SPSS. The findings
revealed that change-oriented leadership behaviour was the most dominant (M = 4.0, SD =
.85). Overall, principals displayed a moderate level of effective leadership (M = 3.20, SD =
.80), and schools showed no significant differences in this regard (F(11, 140) = 0.145, p =
0.99). Teacher’s job satisfaction was also moderate (M = 3.20, SD = 0.806), with individual
variations. Teachers’ job satisfaction and principal’s leadership behavior had a weak but
positive and significant connection (r = 0.196, p = 0.020). Principals were found to practice
task- and change-oriented leadership more frequently than relation-oriented leadership. The
study recommends that principals improve their relation-oriented leadership to enhance
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teachers’ job satisfaction. Implications and future research directions are discussed.

INTRODUCTION

Since the 1960s and 1970s, school leadership in education
has been a popular subject for research (Bass, 1990;
Sezer, & Uzun, 2023). This study strand has been led
by the awareness of the importance of leadership for
school results. The rationale behind this is that research
has shown that proficient educational leadership can
facilitate the smooth execution of instructional activities,
foster staff cohesion, and improve student performance
(Mazurkiewicz, 2021; Nadeem, 2024; Larsson &
Lowstedt, 2023; Marshall & Clark, 2023. Numerous
academics have examined the impact of leadership styles
on school personnel since leadership styles are a popular
area of study in the field of school administration. The
research on school leadership in this regard concentrated
on the following areas: distributive leadership (Mifsud,
2023); authentic leadership (Long e al., 2024; Zhang et
al., 2024); transformational leadership (Kiling ez a/., 2024);
interactional leadership (Jumaiyah e a/., 2021; Ranta ef al.,
2023); effective leadership (Berkovich & Bogler, 2021);
instructional leadership (Shaked, 2024).

When school principals show such effective leadership
behaviors (TRC), teachers will find a suitable work
environment and become more satisfied with their jobs
(Taliadorou & Pashiardis, 2015; Hassan & Berkovich,
2024; Ozek & Biiyiikgdze, 2023). According to Rowland
(2008) effective school leadership behaviour involves
higher competency, appreciation to teachers, effective

communication, support and allowing teachers to take
part in the process of decision making found to be
building teacher’s moral and positive attitude toward
their job. Since teachers are the heart of the system;
education mission seems to be dependent on the way
teachers feel about their work and how satisfied they
are. Therefore, it isn’t surprising if researchers suggest;
schools must give more attention to increasing teacher’s
job satisfaction (Hidayat e a/, 2023). The findings
of several studies (Febriantina e al, 2020; Berkovich
& Bogler, 2021; Egriboyun, 2015; Sothinathan ez al,
2024; Adams & Adigun, 2024) provided evidence for
considering leader behaviour as a highly strong predictor
of in determining teacher’s job satisfaction. In such
studies, school principals" behaviour’s task and relation
otiented were consistently associated with teachets" job
satisfaction. Results of other studies also pointed the
existence of a positively significant relationship between
principal’s leadership behaviour and job satisfaction of
teachers (Maqgbool ez al., 2024; Mazurkiewicz, 2021; Sabri,
2021; Ozek & Biiyiikg6ze, 2023; Sayadi, 2016; Tas, 2017,
Haxhihyseni ez al., 2023).

Sometimes a modest quantity of a particular behaviour
is ideal, and too much of it can be just as ineffective as
too little of it. For instance, too much monitoring and
clarification can stifle creativity and initiative, while too
much empowerment for individual subordinates can lead
to quality issues and a lack of coordination (Arlinghaus

! Faculty of Education, Somali National University, Badhan, Somalia
* Faculty of Business Mangement, East Africa University, Bosaso, Somalia

" Corresponding authot’s e-mail: hassanduaalle@gmail.com




Am. J. Multidis. Res. Innov. 4(1) 25-43, 2025

@ oalli
& Johnston, 2018). How frequently a school principal
shows these effective behaviours can influence teacher’s
job satisfaction (Tas, 2017). The principal must strike a
balance between the tasks being completed (task-oriented),
the teachers’ individual needs (relation-oriented), and
the need to adjust to changing circumstances (change-
otiented).

Put another way, it is essential to have workers who are
focused on the important responsibilities of their jobs,
who are at ease with themselves, and who can adjust to
any adjustments that are made. The principal’s leadership
practices establish the school atmosphere, which can
either help or hurt teachers’ job happiness (Sancar, 2013).
Similarly, schools with happy instructors are probably
more productive than those with dissatisfied teachers
in terms of efficient instruction and the resulting high
academic achievement.

Organisational leaders can influence employee work
satisfaction by implementing task-, relationship-, and
Employee
attitudes towards their jobs and the company where

change-oriented  leadership  behaviours.
they work are referred to as employee job satisfaction
(Holbert ef al., 2021). According to Mehmeti, Spahi, and
Elgtin (2023), job satisfaction is a worker’s assessment of
their position and workplace. Without a question, when
their leaders see teachers as the professionals they believe
they are, they will be more satisfied with their jobs and
have stronger morale (James & David, 2020). A person’s
attitudes towards their work, related factors, and life in
general all contribute to their level of job satisfaction
(Sharif et al, 2021). Therefore, a good attitude towards
one’s work and personal life is a sign of job satisfaction.
There is proof that the principal’s leadership style has
an impact on how satisfied teachers are with their jobs
(Haxhihyseni ez al., 2023).

Even though the relationship between principals and
teachers’ job satisfaction has been well researched,
Northern Puntland’s specific situation is somewhat
unique, so we need to find out more about it to be able to
address it properly. The social and political environment,
that came into being after the government lost its ability
to control the whole country in 1991, has caused schools
to function in a decentralized and almost privatized
educational system. In connection with this are also
economic and security challenges the region experiences,
which also have a direct impact on the behaviours of
leadership and the working atmosphere for teachers
(Hassan, 2013). Principals are working in Puntland in two
ethical difficulties, one is that resources are very limited,
but they have to keep the school in operation and the
other one is the expectations that the community and
the school put on them. Apart from the strategic part,
the socio-cultures also play a role in the effectiveness
of leadership categories such as respect for authority
and the preference for community-oriented decision-
making, that are the causes of the styles of leadership.
Therefore, the evaluation of task-oriented, relation-
oriented, and change-oriented leadership behaviours in

this context becomes particularly relevant. Improving
teacher job satisfaction and education quality in Puntland
is augmented by the understanding these regional factors
interacting with leadership behaviours that very crucial
insight (Hussein, 2015).

The study aims to investigate the correlation between
school principal’s leadership behaviours—specifically
task-oriented, relation-oriented, and change-oriented—
and teachers’ job satisfaction in secondary schools of
Puntland. This area has not been adequately explored
in previous research, particularly concerning change-
oriented leadership behaviours. Understanding  this
relationship is vital for improving teacher satisfaction and
educational quality in the region.

LITERATURE REVIEW

Scholars have studied leadership in great detail, and
they acknowledge that it is a complicated phenomenon
(Hallinger & Chen, 2015; Piwowar-Sulej & Igbal, 2023).
The ambiguity surrounding its description among
academics is the source of this intricacy (Bass, 1990;
Singh e7 al., 2023). According to Jumaiyah, Suarman, &
Kartikowati (2021), social interactions mould leadership,
which can then be explained via a variety of prisms,
including personal characteristics, leadership behaviours,
interaction dynamics, role relationships, and the influence
it has on followers and organisational culture (Alston,
Alston & Mueller, 2021). According to Singh ef al. (2023),
leadership is a collaborative process that encompasses
common objectives and the capacity to sway subordinates.
Research on leadership frequently describes it as
a dynamic process since it is difficult to analyse
leadership in its entirety and because different people
with leadership characteristics exhibit different traits
or behaviours (Saleemad ef al., 2022; Bass, 1990). The
growth of several leadership styles, including distributive,
ethical,
genuine leadership, may be ascribed to the complexity

transformational, interactional, servant, and
of leadership. Clarifying this complexity can be achieved
by defining these different leadership kinds. As per Bass
(1990), transformational leaders are characterised by their
ability to motivate and stimulate intellectual growth in the
group, as well as by inspiring them with a common vision
and objective. In order to enhance academic achievement,
administrators known as instructional leaders create
educational programs for schools and foster healthy
connections amongst stakeholders (Anderson II et
al., 2020). According to Ranta e/ a/. (2023), distributed
leadership places a strong emphasis on encouraging
cooperation among members of professional learning
communities and include them in decision-making
processes. Selflessness and a lack of expectation of
recompense from their followers are traits of servant
leaders (Wroniska, 2023). According to Anderson II ez
al. (2020), interactional leadership is centred on leaders
attending to the needs and expectations of their followers
in return for the followers complying with the leader’s
requests. According to Cullen (2022), ethical leadership
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pertains to the human qualities of a leader that direct
interpersonal connections, provide required guidelines,
and entail transparent communication and decision-
sharing with staff members. Lastly, according to Malloy,
Yukhymenko-Lescroart and Kavussanu (2023), genuine
leadership is a style of leadership that emphasises “self-
knowledge and self-awareness” in open and honest
connections with followers. The several leadership
philosophies presented in the literature make clear that
each one emphasises unique characteristics unique to the
individual.

Theories of organisation and administration have served
as the foundation for investigations on teachers’ work
satisfaction in educational research (Mo & Mortis, 2024;
Baroudi ¢ al., 2022). Numerous researchers associate job
happiness with Herzberg’s “dual-factor theory,” which
makes a distinction between “hygiene factors” and high-
level “motivating factors.” Inherent components of
the work, such as accomplishment, acknowledgement,
accountability, and the generation of chances, serve as
motivating incentives. Conversely, hygiene elements are
external variables that include things like policies, pay,
working environment, supervision, and interpersonal
connections (Berkovich & Bogler, 2021). According
to Mo & Morris (2024), teachers’ job satisfaction is
positively impacted by promotion chances, professional
autonomy, and interactions with students and colleagues,
but it is negatively impacted by factors like poor salary,
difficult working circumstances, and few career options.
The performance of instructors has a direct bearing on
how well students learn and receive instruction in schools.
Teacher effectiveness is correlated with their dedication
to carrying out their responsibilities in accordance with
school goals and their level of job satisfaction (Polatcan &
Titrek, 2014). In general, people’s feelings of contentment
and enjoyment while performing their duties are referred
to as work satisfaction (Wanto e/ al., 2018). Specifically,
positive emotional reactions to their work or teaching
duties are reflected in teachers’ job satisfaction (Skaalvik
& Skaalvik, 2011).

Many research in the educational sciences have looked
into the relationship between work happiness and
leadership. It has been demonstrated that a variety of
leadership philosophies, including distributive, individual-
and task-focused, change-centered, servant, ethical, and
transformational leadership, affect how satisfied teachers
are in their jobs. The majority of research found a
strong positive relationship between various leadership
philosophies and contentment at work. Furthermore,
research has indicated that job satisfaction may also be
predicted by leadership behaviours (Magbool ez al., 2024;
Mazurkiewicz, 2021; Sabri ef al., 2023; Sayadi, 2016; Tas,
2017; Haxhihyseni ef al., 2023).

Leading a school entails inspiring employees, carrying
out goals, and directing instructors. Conversely, job
satisfaction is a reflection of how well workers feel about
their pay, possibilities for advancement, connections with
coworkers, and work environment. Job satisfaction can

be impacted by a number of variables, including the work
environment, demographics, and the leadership style of
school officials. Nevertheless, there doesn’t seem to be
a thorough assessment of research on the connection
between Puntland teachers’ work happiness and the
leadership of school administrators, and the results of
previous studies haven’t been fully examined in their
entirety.

MATERIALS AND METHODS
Research Approach

This study used a quantitative methodology. Numbers
are used in quantitative research to describe data. It
uses statistics to generate information and extracts
data from samples taken from a big population. Since
survey questions may be employed, entered into SPSS,
and summarised using both descriptive and inferential
the researcher selected the

statistics, quantitative

technique.

Research Design

For this study, a quantitative methodology specifically,
a correlational research design was employed. A
correlation-al study is used to investigate associations
between independent and dependent variables (Wallwey
& Kajfez, 2023), and correlations show the relationship
between matched scores (Millum & Sina, 2014). Since
data may be statistically evaluated to determine whether
or not principal leadership behaviour is connected to
teachers’ job happiness, a correlational research design is
applicable for this study.

Area of Study

The area of this study was Puntland State, specifically
the regions of Bari and Sanaag. Bari and Sanaag were
selected as case studies due to their familiarity, and both
regions were included in the study using various sampling
methods.

Population and Sampling Techniques of the Study
All secondary school teachers of the Puntland are the
population of the study. There are eight secondary
schools in Bari region and six secondary schools in Sanaag
Region. A total number of 240 teachers are working in
these 14 secondary schools.

The sample for this study was chosen using a multistage
sampling process. The purpose of multistage sampling
was to enable relevant comparisons between the two
regions while guaranteeing that the sample would be
representative of Puntland.

Initially, the study covered both the Sanaag and Bari areas
in order to account for any regional variations in teacher
job satisfaction and leadership behaviour. These two
areas were chosen for inclusion because it was recognized
that they are important centres of education in Northern
Puntland,
economic settings that may affect the research variables.

each having distinct socio-political and

Using a census sample approach, all six secondary schools
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in Sanaag were included in the research. This method was
employed to ensure that all secondary school teachers in
the area would be represented in order to reduce bias and
ensure that the study’s conclusions could be applicable to
the entire region.

Propertional stratified sampling was used in the study,
and Bari has eight secondary schools. This method was
employed to guarantee that, with a similar number of
instructors in each chosen school, the sample would be
identical to that of Sanaag. There were two school strata

Table 1: Sample size and sampling technique

in Bari: those with more than thirty instructors and those
with fewer than thirty. To keep the teacher sizes in the
Sanaag schools comparable, the two biggest schools—
each with over 30 teachers—were left out. To ensure a
balanced comparison and prevent distorted results due
to school size disparities, the two largest schools in Bari
were omitted in order to preserve comparable teacher
sizes with schools in Sanaag. This methodology facilitated
an equitable comparison and guaranteed that variations in
school dimensions would not obscure the findings.

Name of | Number of | Totalnumber | Number of Number of Sampling technique
Region | sec. schools | of teachers Selected schools | Selected teachers

Bari 8 170 6 70 Proportional stratified
Sanaag 6 70 6 70 Census

Data Collection Instrument

The independent variable of this study was effective
leadership behaviour; task-oriented, relation-oriented
and change-oriented categories (TRC) were under this
variable. listed specific leader behaviours/ that represent
each meta-category of effective leadership behaviour
(Rajbhandari, Rajbhandari, & Loock, 2016). By using that
list, a questioner was developed under close guidance of
the advisor.

There were forty statements in this questionnaire; 9
statements were measuring task-oriented behaviours, 11
statements were measuring relation-oriented behaviours,
13 statements were measuring change-oriented behaviours
while the last 7 statements were intended to measure the
outcome of these behaviours. This was used a data gathering
tool of perceived principals” leadership behaviour.

The Minnesota Satisfaction Questionnaire (MSQ) was
used to collect data on teachers’ job satisfaction, which
was the study’s dependent variable. This instrument was
developed by Weiss, Dawis, and England (1967), and as
the authors had previously permitted use of any academic
work, employing it did not require permission from
them. The MSQ), which uses a five-point Likert scale, is
available in both a long and short form. Based on job
satisfaction, the MSQ is a paper-and-pencil inventory that
gauges social values and vocational demands. The MSQ
requires participants to read at least at a fifth-grade level
and is given in a self-report format (Weiss ez al, 1967). A
five-dimensional instrument for gauging job satisfaction
is the MSQ. The job itself, compensation, opportunities
for advancement, supervision, and coworkers are among
the items..

The short form of the MSQ was chosen since it only
included 20 questions, making it easier for secondary
school teachers to complete. Teachers may become overly
busy with their jobs and find it difficult to find the time to
complete the lengthy version of the MSQ, which has 100

questions. A five-point Likert scale is used in the MSQ:
1 denotes “very dissatisfied,” 2 “dissatisfied,” 3 “neutral,”
4 “satisfied,” and 5 “very satisfied.” The methodology
created by Weiss ez al. (1967) and the recommended
approach that goes along with the MSQ format were
both used in the scoring process.

Data Analysis Techniques

The Statistical Package of Social Science, or SPSS version
21, was used to examine the data. The data was analysed
using a variety of methods. For analysis, descriptive
statistics (mean, standard deviation) and inferential
statistics (Pearson Product Moment Correlation, one-
way ANOVA computation and Two independent t-test)

were used.

Reliability and Validity of Study

All scales were examined for validity and reliability in this
study, even though previous research had validated the
questionnaire’s reliability. The Cronbach’s alpha was used
to confirm the instruments’ dependability. A method
for assessing the internal consistency of the average
correlation of survey variables and the dependability
of a survey instrument is Cronbach’s alpha (Malkewitz,
Schwall, Meesters, & Hardt, 2023; Pentang, 2021).

As a result, the overall Cronbach’ alpha result of the
leadership styles’ reliability was higher than 0.70 (task-
oriented leadership behaviour = 0.757 with 9 items,
relationship-oriented leadership behaviour = 0.789 with
11 items, change-oriented leadership behaviour = 0.730
with 13 items, outcome of effective leadership behaviour
= 0.829 with 7 items), and job satisfaction = 0.856 with 20
items used in this study with the aid of the SPSS program,
as indicated in Table 2. As a result, the results show that
the instruments (questionnaire) employed in this study
were deemed credible because the questionnaire’s alpha
was greater than 0.70.
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Table 2: Reliability of the Scale

Name of the variable Cronbach's Alpha No of Items
Task oriented leadership behaviour 0.757 9

Relation oriented leadership behaviour 0.789 11

Change oriented leadership behaviour 0.730 13

Outcome of effective leadership behaviour 0.730 7

Job satisfaction 0.856 20

RESULTS AND DISCUSSION

Demographic Information of the Respondents
Table 3 provides a summary and presentation of
the respondents’ characteristics and
background data. To make the study analysis more

organisational

understandable for the readers, it is crucial to describe
the traits of the respondents or population samples. In
order to categorise and examine the average response rate
of respondents based on their gender, age, educational
background, and work experience, demographic data is
gathered and analysed. According to table 3 presented
four demographic variables: gender, age, education
level and experience. The table showed that, most of
the respondents (N=133, 95%) were male teachers,
while the remaining 5% (N=7) of the participants were
female teachers. This showed a big gap between males
and females to become a secondary school teacher. This
can affect the attitude of female students since they don’t

Table 3: Respondents’ Characteristics by School

have a role modelling female teachers.

According to the respondents" age, the table showed
that 42.9% of the respondents (N=60) were at the age
between 36 to 45 years. On the other hand, the table
showed that 32.1% of the respondents (N=45) were 26
to 35 years, while 17.9% of the respondents (N=25) were
in between 46 years and above, finally only 7.1% of the
respondents (N=10) were at the age below 26 years.

As far as the respondent’s level of education (qualification)
is concerned, the table showed that most of the respondents
were bachelor degree (N=100, 71.4%) while on the other
hand, the table showed 17.9% of the respondents (N=25)
were Diploma. Finally, the table showed only 10.7% of the
respondents (N=15) were Master degree. In general, the
results of the respondents" profile showed that majority of
the teachers were male, most of them had enough mature
to teach secondary school and their educational level was
high, degree and master degree.

Demographic Variables Sanaag Region Bari Region Total
= elzlz 22202 3% 5yt
BB BB B BB B B B | B R A
Gender Male 11 12 |11 10 (12 |12 |10 |12 |12 |10 |9 12 1133 | 95%
Female 2 - - |- - -1 - 1 2 1 - |7 5%
Total 13 |12 |11 )10 |12 |12 |11 |12 |13 |12 |10 |12 | 140 | 100%
Age Below 26 - 112 |1 |- |- - 3 1 - - 110 1 71%
26-35 2 |7 13 |5 |6 |4 |4 6 1 1 3 145 | 32.1%
36-45 5 7 13 |5 4 16 5 4 5 6 |60 |42.9%
46-55 3 3= |- 2 1 3 - 4 3 125 | 17.9%
Total 13 (12 |11 10 |12 (12 |11 |12 |13 |12 |10 |12 | 140 |100%
Edu. level Diploma 2 1 2 |1 |2 2 3 2 3 1 125 [17.9%
Degree 8 9 10 |8 9 7 9 6 11 | 100 | 71.4%
Master 3 2 |- 1 12 |- 1 3 1 - |15 1 10.7%
Other - - - |- - - - - - - - - 10 0%
Total 13 |12 |11 |10 |12 |12 |11 |12 |13 |12 |10 |12 | 140 | 100%
Experience Below5 yrs | - 2 14 |3 4 3 4 3 5 140 |28.6%
6-10 Yrs 8 5 14 |7 7 5 4 170 |50.0%
11-15 Yr 3 4 12 |3 1 - - 2 2 1 120 |14.3%
Abovel5 2 - |- - 1 |- 1 1 1 2 110 | 71%
Total 13 |12 |11 |10 |12 |12 |11 |12 |13 |12 |10 |12 | 140 | 100%
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Descriptive Analysis

The respondents were asked to rate their awareness,
knowledge, attitude, level of agreement, and feelings
regarding the effective leadership behaviours used by
school principals in order to determine which leadership
behaviour description was most commonly used by the
principals of the chosen secondary schools.

Two closed-ended questions were distributed to the
respondents. The first comprised forty items designed
to assess how well school principals exhibited effective
leadership traits. The second questionnaire, on the other
hand, consisted of 20 items and was intended to measute
instructors’ job satisfaction.

A five-point Likert scale, with 1 denoting strongly
disagree, 2 disagree, 3 neither agree nor disagree, 4 agree,
and 5 strongly agree, served as the basis for the leadership
conduct questionnaire. Additionally, the job satisfaction
questionnaire used a five-point Likert scale, with 1
denoting “very dissatisfied,” 2 “dissatisfied,” 3 “neutral,”
4 “satisfied,” and 5 “very satisfied.”

A measure of central tendency, the mean or average
provides a broad overview of the data without needlessly
going over each observation in the data set. The sample
group’s average level of agreement or satisfaction with
the various statements or scales is shown by the mean
score of respondents in each dimension. Delport Von
Solms and Gerber (2024) claim that respondents are more
likely to dispute or be unhappy with statements when the
mean is lower and more likely to agree or be satisfied with
statements when the mean is higher..

By comparison with the mean score of the five-point
Likert scale survey questionnaire, the statistical values for
the items assumed that the mean (M) score up from less
than the midpoint 3.0 was considered low average, the
mean score from 3.01 to 4.0 was considered moderate,
and the mean score 4.01 and above was considered high.
In the analysing chapter the six schools in Sanaag region
were abbreviated as; Alnuur= SCH1, Alfurqaan=SCH2
Mubaarik=SCH3  Hingalool=SCH4  Buraan=SCH5
Hadaaftimo=SCHG0. Also, the six schools in Bari region
were abbreviated as; Haji salad=SCH7, Nawaawi=SCHS,
Najah=SCH9, RaasAsayr=SCH10 Salaahudiin=SCH11
and Hamdaan=SCH12.

Description of Principals’ Task Oriented Leadership
Behaviour
Task-oriented behaviours are employed by effective

principals to enhance or preserve internal team or school
coordination and efficiency. Important task-oriented
behaviours include assigning tasks, figuring out resource
requirements, and coordinating related operations, as well
as planning and scheduling activities to make better use of
people, resources, information, and equipment. In order
to know how frequently secondary school’s principals of
Puntland practice task-oriented leadership behaviours,
nine statements were asked 140 teachers in 12 secondary
schools of the Puntland, Somalia.

The highest item being most practiced by principals
from among task-oriented behaviour is setting goals and
standards (M = 4.20, SD=0.56). Also, the least practiced
activity from the task-oriented behaviours is assigning
wortk (M = 3.20; SD = 1.15). And the level of principals®
practice of task-oriented behaviour is at moderate level
in this case (M= 3.60; SD= 0.88). This indicated that
all principals were practiced task-oriented behaviours
frequently. However, the two items which were stated
above; the highest and the least items are somewhat
interrelated. For example, if a school principal set goals
and standards, it is essential to assign different works
and activities effectively in order to achieve those goals
efficiently. If not, the specified goals will be unreachable
ones.

The table 4 will be summarized the mean and the standard
deviation of all the 9 items of task-oriented leadership
behaviours. The table was grouped the respondents
answers by their represented schools.

Similarities and Difference between Schools on the
Employment of Task Oriented Leadership Behaviour
To determine whether there are statistically significant
differences in the way principals’ task-oriented leadership
behaviour is applied across the studied schools, a null
hypothesis might be put out and evaluated with a 95
percent confidence interval. According to the null
hypothesis, there is no statistically significant variation
in the task-oriented leadership behaviours of principals
across all schools. SPSS was used to do a one-way
ANOVA with a post-hoc test. Since “simple, or one-
way, analysis of variance (ANOVA) is a parametric test
of significance used to determine whether scores from
two or more groups are significantly different at several
probability level,” computing one-way ANOVAs was
adequate (Wicaksono & Korom, 2023).
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Table 4: Principals’ Task Oriented Leadership Behavior by Schools

Ourschool principals | Sanaag Region Bari Region
SCH1 |SCH2 ' SCH3 |SCH4 |SCH5 |SCHG6 |SCH7 |SCHS SCH 9 SCH10 |SCH11 |SCH12 | Gran total
M SDM SDM [SD'M SO M SDM |SD M |SDM SD M |[SD M [SD M SD M |SD M |SD

1. Organizes work 38|72 |34 |.84 38 |.87 |32 |14 |35 |92 |31 |14 |31 |14 35 |92 |31 |14 |38 |.72 |3.7 |.84 |38 |.87 |35 |1.02
activities to improve
efficiency

2- Plans short-term 38 .67 |36 .75 |33 |12 |33 |12 |34 12|33 |12 |33 |12|34 |12 |33 |12 |38 |.67 |36 .75 |33 |12 |34 |1.03
operations

3- Assigns work to 3011 (29 (15 (37 |.77 |35 |.89 |27 |18 |35|.89 |35 .89 |27 |18 |35 |.89 |30 |11 (29 |15 |37 |.77 |32 |1.15
groups or individuals

4- Clarifies what 35190 |44 |46 |38 |53 |28 |16 |32 13 (28|16 |28 |16 32 |13 |28 |1.6 |35 |90 |44 |.46 |3.8 |.53 |34 |1.06
results are expected
for a task

5- Sets specific goals 38195 |41 .59 42 |72 |44 |39 |45 .33 |44 .39 |44 |39 |45 |33 |44 |.39 |38 |95 |41 .59 42 |72 [42 |.56
and standards for task

performance
6- Explains rules, | 3.8 | .87 |39 | .68 |3.8 |.67 |41 | .62 |40 |.68 |41 |.62 |41 |.62 |40 |.68 |41 |.62 |3.8 |.87 |39 |.68 3.8 |.67 |33 |.69
policies, and standard
operating procedures

7- Directs and 3311238 |.85 (38 |11 |39 |.77 |38 |.67 |39 |.77 |39 |77 |38 |.67 |39 |.77 |33 |12 38 ].85 |38 |11 |3.75 .89
coordinate work

activities
8- Monitors operations | 3.7 | .77 | 3.8 | .88 | 3.0 |.90 |3.7 | .87 |37 |.85 3.7 |.87 |37 |.87 |37 |.8 |37 |.87 |37 |.77 |3.8|.88 |3.0 |.90 |3.6 |.87
and performance

9- Resolves immediate | 4.2 | .53 | 3.8 | .86 |35 | .95 |37 |.86 |38 |.88 |37 |.86 |37 |.86|3.8 |.88 |37 |.86 |42 |.53 |38 .86 |35 |.95 |37 |.82
problems that would
disrupt the work.

Task oriented 3.7 |.86 3.6 .73 3.7 |.86|3.6 |.94 |[3.5 .96 | 3.6 |.94 |3.6 .94 |36 |9 |35 .94 3.7 |.86|3.6|.73 3.7 |.86 3.6 |.88
behaviors average
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Table 5: ANOVA for Task oriented

Task-oriented leadership behaviour | Sum of squares | df Mean square | F Sig.
Between groups 11.072 11 2.007 .340 975
Within groups 378.671 129 3.958

Total 389.743 140

Given that the table’s p value is (0.975), which is higher
than (0.05), it may be concluded that there is no statistically
significant variation in the task-oriented conduct of
principals among schools.

Description of Relation Oriented Leadership
Behaviours

Use of effective principles Relationship-focused actions
to foster dedication to work goals, cooperation and
trust between parties, and team or school affiliation.
Relationship-oriented practices include offering assistance
and motivation, demonstrating faith in a teacher’s ability
to complete a challenging assignment, Developing
with
acknowledging their efforts and successes, and, where

relationships teachers through socialisation,
necessary, offering coaching and mentoring,

In order to know how frequently secondary school’s
principals of Puntland employ relation-oriented leadership
behaviors, 11 statements were asked 140 teachers in 12
secondary schools of the of Puntland, Somalia. Table 6
was summarized the results in these schools. As we can
see the next table the highest item which is most practiced
by principals among relation-oriented behaviors is
recruiting of competent new members for the school (M
= 2.55,SD=1.0). Also the least practiced activity from the
relation oriented behaviors is Keeping people informed
about actions affecting them (M = 1.35; SD = 0.53).

And the level of principals" practice of relation-oriented

leadership behavior is at very low level in this case (M =
1.8; SD = 0.69) which indicated that all principals were
not efficiently practiced relation oriented behaviors. In
other words, it can be said that the secondary school
principals of Puntland were not considered their teacher’s
needs.

Through the display of the mean score and standard
deviation, the mean can be used to assess the effectiveness
of the leaders. Because the mean score for relation-
oriented behaviour was below average, it can be inferred
that the principals of these schools were not successful
the traditional
behaviour outperforms the others, according to Bass and
Riggo (20006). These leaders work hard to support their
followers and give careful consideration to the needs and

leaders in sense. Relation-oriented

interests of those under their direction.

Similarities and Differences between Schools on the
Application of Relation Oriented Behaviours

To check if there is a significant difference in relation-
oriented leadership behaviour among sampled schools of
principals, a null hypothesis can be evaluated at a 95%
confidence interval. According to the null hypothesis,
principals’ relation-oriented leadership behaviours do
not differ statistically significantly across all schools. The
results of a one-way ANOVA using the post-hoc test in
SPSS are displayed below.
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Table 6: Principals’ Relation Oriented Leadership Behaviors by Schools

Our school principals Sanaag Region Bari Region
SCH1 |SCH2 |SCH3 |SCH#4 SCH 5 SCHG6 |[SCH7 |SCHS8 |SCHY9 |SCH10 |SCH11 |SCH 12 | Gran total
M SDM |SD/M |[SD/M |SD | M |([SD M |SD/M |[SD|/M |[SD M SD M |SD M |SD M SD/M | SD

1. Provides support 1.8 1.56 2.6 .99 |18 |.56 [2.6 .99 |18 |56 [2.6].99 |[1.8]|.56 |261].99 |[1.8 .56 |26 |.99 |1.8].56 |2.6 .99 |22 |.77
& encouragement to

someone in a difficult task

2. Expresses confidence | 1.4 | .50 |28 | 1.1 | 1.7 |.63 |29 |1.00 | 14 |05 |28 |11 |14 .50 |28 |11 |14 |.5 28 |11 |15].5 28 | 1.1 |21 |.80
that a person can perform
a difficult task

3. Socializes with people to | 1.4 | .50 | 1.5 | .67 | 1.4 | .58 |15 | .67 |14 |58 |1.5|.67 |23 .49 |15 |.67 |14 |58 |15 |.67 |14 ].58 |15 .67 |15 |.62
build relationships
4.Recognizes contributions | 1.9 | .58 | 1.4 | .73 |19 | .66 |14 |.73 |15 | .6 14173 |1.5].60 |14 .73 1.6 |.6 14 |73 |151.6 14 .73 |14 | .67
and accomplishments
5. Provides coaching 1561 |18 |45 |15 |.73 |18 |45 |19 |58 |[1.8|.45 |28 .61 |1.8|.45 |15 |.61 |18 |.45 |15|.61 |1.8 |.45 |17 |.54
and mentoring when
appropriate

6. Consults with peopleon | 1.3 | .54 | 2.7 | .55 | 1.8 | .54 |27 |.94 | 1.8 |57 |27 |97 |13 |.54 |27 |1 1.3 .54 127 |1 13154 |27 110 20 |.72
decisions affecting them.

7. Allows people to 13152 |16 .88 |13 |52 |16 .88 |13 |.52 |1.6|.88 |13 .52 |16 .88 |13 .52 1.6 |.88 |19 |.52 |1.6|.88 |15 |.70
determine the best way to
do a task

8. Keeps people informed | 1.2 | 44 |15 | .62 | 1.2 |44 |16 |90 |12 |44 |15].62 |12 |44 |15].62 |12 |44 |15 |62 |1.2] .44 |15 ].62 |13 |.53
about actions affecting them

9. Helps resolve conflictsin | 1.4 | .52 | 1.9 | .58 | 1.4 [.52 |19 | .58 |14 |52 |19 .58 |14 .52 |19 .58 |14 .52 |19 |58 |14].52 |19 |.58 1.6 |.55
a constructive way

10. Uses symbols, | 1.6 | .92 | 1.9 | .56 |16 |91 1.8 |.56 |16 |91 |18 |.56 |16 .91 |18 .57 |1.6 |91 175 |.61 |1.6|.91 |1.8 |.56 |17 |.70
ceremonies,  fituals, &
stoties to build team identity

11. Recruits competent 22 1.85 129 |12 (22 | .85 |29 |12 |22 [.85 |29 |12 22|85 |29 |12 |22 ].85 |3 1.2 122]1.85 (29 12|25 |1.0
new members for the

team or school

Average relation 1.5 | .66 | 2.0 |.75 1.6 |.61 |2 79 (15 |60 |21 .65|1.7 |.60 22 |.62 |14 |.71 |2 79 [15/.68 |2. |08 1.8 |.69
oriented behavior
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Table 7: ANOVA for Relation oriented

Relation-oriented leadership behaviour | Sum of squares | df Mean square | F Sig.
Between groups 25.222 11 2.185 145 999
With in groups 2017.200 129 14.759

Total 2042.421 140

As shown in the table above; since p value becomes
(0.999), there is no statistical significant difference for the
practicing of relation oriented leadership behaviour of
all principals of the selected secondary schools. And this
is true in this study whenever the p value is greater than
(0.05) there is no statistical significance difference.

Description of Change Oriented Leadership Behaviours
Change-oriented behaviours are used by effective leaders
to adjust goals, plans, and procedures while promoting
flexibility in response to changing circumstances.

In order to know how frequently secondary school’s
principals of Puntland practice the relation oriented
leadership behaviors, 13 statements were asked 140
teachers in 12 secondary schools of the of Puntland,
Somalia. Table 8 will be summarized the results in these
schools.

As we can see the table 8; the highest item which is
most practiced by principals among change-oriented
leadership behaviors is Encouragement and facilitation
of collective learning (M = 4.2; SD=0.56). Enhancing
group learning about efficient procedures and tactics
is a significant way that leaders may influence others.
Learning is a source of gradual gains in productivity and

human capital and is crucial for enhancing adaptation to
external change. Monitoring the external environment
to identify opportunities and risks, on the other hand,
is the change-oriented leadership behaviour that is least
practiced (M = 2.6; SD = 0.80). Effective leaders, on the
other hand, keep an eye on the outside world to learn
about events and trends that call for adjustments. Since
(M=4.0; SD=0.77), the overall average of the principals’
practice of change-oriented leadership behaviour is at a
moderate level in this table..

The Key of the table 8 was considered the following
ranges: 1 up to 3.0 = low, 3.01 up to 4.0 = moderate, 4.01
up to 5.0 = high.

Similarities and Difference between Schools on the
Application Change Oriented Leadership Behaviour
To check if there is a significant difference in change-
oriented leadership behaviour among sampled schools of
principals, a null hypothesis can be evaluated at a 95%
confidence interval. According to the null hypothesis,
principals’ change-oriented leadership practices across all
schools do not differ statistically significantly. The results
of a one-way ANOVA with post-hoc testing using SPSS
are displayed below.
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Table 8: Principals’ Change Oriented Leadership Behavior by School

Our school principals Sanaag Region Bari Region
SCH1 |SCH2 |SCH3 SCH4 |SCH5 SCH 6 SCH7 |SCHS8 |SCHY9 |SCH10 |SCH11 |SCH 12 | Gran total
M |SD M SDM |[SD'M SDM |SD M SD M | SD M SO M SO M |[SD M |SD | M SO M |SD

3. Monitors the external | 2.2 | .85 |3 76 |18 199 |22 1.89 |34 .62 |28 |.69 [21|.85 |3.0|.76|1.8].99 |22 |.83 |34/06 |28|.88 |26 |.80
environment to detect

threats and opportunities

e Interprets events to |32 | 1.1 |47 |25 |19 |88 |21 |.84 |27 |14 |2 1.1 133196 [47].25|19 |10 (21 |.84 |27|14 |2 |.89 |28 |.89

explain the urgent need

for change.

* Studies competitors and | 2.6 | .77 |24 | .80 |3.6 |12 |43 .95 |31 |14 |18 | .67 |25 |.77 |24|.8 |36 |12 |43 |95 31|14 |18).89 |29 |.98
outsiders to get ideas for

improvements.

* Envisions exciting 31|14 |35 .92 {39 |.87 |38 |.72 |34 084|338 |.73 |31 |14 |35]|.92 |31 |14 |38 |.72 |34]0.84 |38 |.67 |35 |.96
new possibilities for the

organization.
* Encourages peopletoview | 3.3 | 1.2 |34 |12 33 |12 38 | .67 |3.6|.75 |33 |45 |34 12 34|12 |33 |12 |38 |.67 |3.6|075/33|12 |35 |.97
problems or opportunities
in a different way.

* Develops innovative new | 3.5 | .89 | 2.7 | 1.8 | 3.5 |.89 |3 1.1 129 |15 |37 |1 35191 |27|18 (35 ].89 |3 1.1 (29|15 |3.7|.77 |32 | 1.1
strategies linked to core

competencies.

* Encourages and 28 116 |32 13|28 |16 |35 |.89 |44 | .46 [38 |.88 |29 1553213 |28 |16 |35 |.9 |44| .46 [3.8]|.53 |34 |.89
facilitate innovation and

entrepreneurship in the sch

* Encourages and facilitate | 4.4 | .39 | 4.5 | .33 |44 |39 38 .95 4159 42 ]0062|44 .39 |45].43 44|39 |38 .95 |41|.59 [42|.72 |42 |.56
collective learning in the

team or organization.

e Experiments with new | 4.1 | .62 | 4.0 |.68 |41 [.62 |3.8 .87 |39 |.68 |38 |0.58 41 |.62 |40|.68 |41 .62 |38 |.87 |39].68 |3.8]|.67 |33 |.68
approaches for achieving

objectives.

* Makes symbolic changes | 3.9 |.77 |3.8 | .67 |39 |.77 |33 12 38 .85 38 |.56 |39 .77 |3.8].67 |39 .77 /33 |12 |38 |.85 [38]|1.1 |34 |.84
that are consistent with a

new vision ofr strategy.
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* Encourages and 3.7 .87 |37 (.85 |37 |.87 |37 .77 |38 .88 |3 12 |37 .87 |37.85 35|87 |37 |.77 |38|.88 |3 |.90 |36 |.88
facilitate efforts to
implement major change.
* Announces and 3.6 .75 |38 .88 |37 |.80 |42 .53 38 |.86 |35 | .89 |39 |.78 |38|.88 |37 .80 |42 |.53 |3.8|.86 |35]|.95|3.78 .74
celebrate progress in
implementing change.
* Influences outsiders 43 .39 |45 |33 |44 |39 |38 .95 41|59 |42 | 53 43|39 |45|.33 4539 |38 |95 41|59 [42].72 |41 |.79
to support change and
negotiate
Average of principals’ | 3.4 | .90 |35 |.83 |34 | .89 |36 |.87 |36 |.87 |33 |.79 |34 |.88 |45|.83 |39 |.74 |35 |.88 |3.6|.80 |33].80 |40 |.77
Change oriented
Behavior

Table 9: ANOVA for change oriented principals practiced is relation-oriented leadership behavior as it has (M=1.8; SD=.69)
Change-otiented leadership | Sum of df | Mean F Sig which indicate a lower level of practice. And the level of effective leadership behavior
behaviour squares squate that school principals practiced is (M=3.2; SD=.80) which is moderate level. From this
B 25 200 11 5903 145 999 result, it can be concluded that change-oriented leadership behavior is relatively dominant

crween groups - - - - behavior that frequently used by the principals of selected secondary schools.

Within groups 2017.200 129 | 15.759
Total 2042.421 140 Description of the Outcome of Effective Leadership Behaviours by Schools

As shown in the table above; since p value becomes (0.999), there is no statistical significant
difference for the practicing of relation oriented leadership behavior of all principals of
the selected secondary schools. And this is true in this study whenever the p value is
greater than (0.05) there is no statistical significance difference.

Summary of the Effective Leadership Behaviours by Schools

Task-oriented leadership behaviour (TOB), relationship-oriented leadership behaviour
(ROB), and change-oriented leadership behaviour (COB) are the three metacategories of
effective leadership behaviour. In order to learn how principals in 12 secondary schools
implement these successful leadership practices, 140 teachers were asked to complete 33
statements.

The average of each met category and the total average of all the three dimensions were
summarized the table below.

The highest met category in principals practiced is change oriented leadership behavior as
it has (M=4.0; SD=.84) and this is moderate level. While the least met category in which

Task, relationship, and change-oriented behaviours that are suitable for the current
circumstance are identified by effective leaders. The following are the results of each
of those. Task-oriented behaviours help a team or organisation maintain or increase
internal efficiency and coordination. Activities are planned and scheduled by effective
leaders to maximise the use of people, resources, information, and equipment. They
allocate responsibilities, ascertain the need for resources, and plan related operations.
Relationship-oriented behaviours are employed to foster identification with the team or
organisation, mutual trust and cooperation, and dedication to work goals. A wide range
of relation-oriented behaviours are employed by effective leaders. They help others, treat
them with respect and trust, and acknowledge their efforts and achievements. To increase
self-efficacy and follower skills, they offer coaching and mentoring. Change-oriented
behaviours are used by effective leaders to adjust goals, plans, and procedures while
promoting flexibility in response to changing circumstances. Successful leaders keep an
eye on the outside world to learn about events and trends that call for flexible adjustments.
The leaders analyse outside events, draw attention to possibilities and challenges, and
connect suggested changes to an appealing, unambiguous vision that aligns with the
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Table 10: Summary of Principals Effective Leadership Behaviors by Region and Schools
Average Effective leadership | Sanaag Region Bari Region Both
Behaviors - ~ - < o o ~ lw - |2 o N region
Tz |z |z |z |2 |m|z |m|E |m g |Grand
G818 88888 88 F|F mw
Average of principals’ M 37 |36 |37 |36 [35 .60 |3 3.6 [3.61]35 |37 |36 |37
TOB (9 items) SD |.86 |.90 |.86 |.94 |.96 |.94 |.94 |.96 |.92|.86 |.73 |.89 | .88
Average of principals’ M |15 (20 |16 |2 |15 ]21 |17 (22 |14|2 |15 |23 |1.8
ROB(11 items) SD | .66 |75 | .61 |79 | .60 |65 |.60 |.62 |.71 .79 |.68 |.79 | .69
Average of M |34 |35 |34 |36 3.6 |33 |34 [45 |39 35 3.6 |33 |40
principals’COB (13 items) | Sp | .88 | .79 |.75 | .91 | .82 |.87 |.88 |.79 |.75|.91 | .83 |.85 |.84
Average of ELB (33items) | M 2.9 |30 |29 |3.0 |29 |3.80 |24 |34 |3.0[30 |29 |31 |32
SD |.80|.81 |.74 | .88 |.79 |.86 |.81 |.80 |.79 | .85 | .75 | .84 | .80

values, principles, and core capabilities of their followers.  behaviors that are appropriate to situations (M=3.3;
According to Table 11, the highest item in the outcome SD=.99). The total average of all outcomes shows a
of effective leadership behavior is coordination of mean and standard deviation of M=3.75 and SD=.79
interrelated activities (M=4.2; SD=.58) and its high level. ~ which indicate a moderate level of practice.

While the least item in the outcome is employing TRC

Table 11: Outcome of effective leadership behavior

Our school principal Sanaag Region Bari Region Both
—- |l ) <+ |w |o ~ | o |2 o |9 fl?gi(in
T |4 s T |T & ool o ol e o e o N e s a0 ota
O O |0 U |0 |0 |0 |0 |0 |o |O |©
w w w w w w w w w w w w
Improves internal M |29 32 |28 |35 |44 |38 |28 |32 |28 (35 |44 |38 |34
efficiency, quality and SD |97 |85 .99 |93 .46 |53 [1.61.93 [1.6|.9 | .46 |53 |.91

productivity of school
Coordinate  interrelated | M |44 |45 |44 |38 |41 |42 |44 45 (45|38 |41 |42 |42

activities by assigning tasks | SD | 39 | 33 |39 |.95 |59 |.72 |.39 |33 |.39 .95 |.59 |.72 | .58
and determining resources

Builds mutual trust and M |41 |40 |41 |38 |39 |38 |41 |43 (4138 |39 |38 |40
coorporation SD |.62 |.68 |.62 |.87 |.68 |.67 |.62 |.68 |.62|.87 |.68 |.67 |.68
Builds and maintains a M |39 |35 |39 |33 |38 |37 |39 |42 |39 33 |38 |38 |38

network of cooperative SD |77 | .67 |77 |12 | .85 |.82 |.77 |42 |.77 |12 |.85 |1.1 |.88
relationship

Modifies objectivies, M |37 137 137 |37 38|31 |37 37 37137 |38 32 |37
strategies and work SD |87 |.85 .87 |.77 18 |9 |87 /.8 |.87|.77 .88 |.91 |.85
processes

Facilitate school M |37 |38 |36 |42 38|35 |37 38 |37 /42 |38 |35 |39

adaptation to the external |SpD | 86 | .88 | .86 |.53 | .86 |.95 |.86 | .89 |.86|.53 |.83 |.95 |.71
environment

Is highly effective in|M 44 |35 |24 |32 |41 (32 |23 |25 (34|28 |41 |42

employing TRCbehaviors | Sp | 35 |33 |39 .95 |59 |72 |.39 |32 | .89 .95 | .59 |.72 | .99
that are appropriate to

situation
Averages M 38 |39 |38 |37 [40 |37 |38 (39 [38/|37 |40 |37 |3.75
SD .69 0.7 |.68 |.88 |0.7 75 1.78 | .58 .79 0.8 |.69 |.79 |.79

Similarities and Differences between Schools on the differencein principal’s practice outcomes among sampled
Outcome of Effective Leadership Behaviours schools, a null hypothesis was given and evaluated ata 95%
To check whether there is a statistically significant confidence interval. According to the null hypothesis, the
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results of principals’ effective leadership practices across
all schools do not differ statistically significantly. The

results of a one-way ANOVA using the post-hoc test in
SPSS are displayed below.

Table 12: Comparison of outcome of effective leadership behavior

Outcome of effective leadership behavior | Sum of squares | df Mean square | f Sig.
Between groups 11.072 11 1.007 .340 975
With in groups 378.671 129 2.958

Total 389.743 140

As shown in the table 12; since p value becomes (0.975),
there is no statistical significant difference for the
outcome of effective leadership behavior of all principals
of the selected secondary schools. And this is true in this
study whenever the p value is greater than (0.05) there is
no statistical significance difference.

Description of Teachers’ Job Satisfaction by Schools
Teacher’s job satisfaction by schools is important factor,
since it affects teachers" morale, petformance and
absenteeism.

Typically, general scientific research techniques like
questionnaires are used to determine job satisfaction.
The Minnesota satisfaction questionnaire is one of the
most widely used methods for gauging job satisfaction.
This tool evaluates a variety of factors, such as the work

Table 13: Teachers’ job satisfaction by schools

itself, compensation, opportunities for advancement,
supervision, and coworkers. 20 items measuring these
components were used in order to know teacher’s job
satisfaction of Puntland, Somalia. 140 teachers in these
regions were the respondents of this questionnaire.

As shown in table 13, key of the table could be considered
the following ranges: 1 up to 3.0 = low, 3.01 up to 4.0 =
moderate, 4.01 up to 5.0 = high. Therefore, the highest
component is Pay as it has (M=4.0; SD=.84) and this is
a high level of satisfaction. On the other hand, the least
component which has (M=2.4; SD=.96) is promotion of
teachers, it is lower level. In other words, teachers were
not satisfied the system of promotion in their schools.
The average of all components of teacher’s satisfaction
showed (M=3.2; SD=.86) which indicates a moderate
level of teacher’s satisfaction in all cases.

Components of job Sanaag Region Bari Region Both
satisfaction - ~ - < “ © - © |o |9 o ) region
T omom % | % R ¢ om |E |m |m Toul
g |2 & 8 |8 |8 @ |8 &8 & 3 |2
Work M 32 |31 |32 |30 |48 |30 |30 |30 [31 32 |34 |31 |33
SD 86 .90 |.86 94 | .45 94 194 |96 |92 |8 |.73 |.89 |.78
Pay M 34 |35 |34 |36 |46 1.3 |34 |45 |39 [35 |36 |33 |40
SD 88 |79 |75 |91 .42 |87 |88 |.79 |75 |91 | .83 |.85 |.84
Promote M 1.5 |2 1.6 |32 |15 |29 |17 |22 |34 |41 |15 |33 |24
SD 1.1 99 1.0 .99 |11 95 1.0 |93 |.74 |55 |11 |92 |.96
Supervisor M 29 130 |29 |30 |29 |38 |24 |34 |30 30 |29 |31 |32
SD 80 .81 |74 |8 |.79 |.8 |.81 |.80 |.79 |.85 |.75 |.84 |.80
Coworkers M 3.7 28 129 |39 |38 20 |25 39 |32 |29 |31 |34 |32
SD 91 95 193 |97 |9 .99 .80 |.96 |.86 [.92 |.88 |.75 |.91
Average M 29 288 |24 |33 |35 |26 |26 |34 |33 33 |29 |32 |32
SD 91 88 |8 |94 |74 |92 |87 |.89 |.81 |.81 |.86 |.85 |.86

Extent of Job Satisfaction

The degree to which secondaty school teachers in  being employed by their school’s leaders is displayed in

Puntland, Somalia are content with the leadership style Table 14.

Table 14: Extent of job satisfaction
Variable N Mean Standard deviation
Teacher’s job satisfaction 140 3.20 0.860
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The mean score and standard deviation for overall job
satisfaction are displayed by descriptive statistics in
the table above. The results show a moderate level, as
indicated by the mean and standard deviation (M = 3.2
and SD = 0.86). This indicates that the average of the
several factors used to gauge their level of satisfaction
was satisfactory to the secondary school teachers in the
study.

Relationship between School Principal’s Leadership
Behaviour and Teacher’s Job Satisfaction

It is believed that there is positive association between
school principal’s leadership behavior and teacher’s
job satisfaction. In this study, existence of association
between principal’s leadership behavior and teacher’s
job satisfaction was examined. This was accomplished
by stating and tasting the null hypothesis at a 99 percent
confidence interval. According to the null hypothesis,

there was no correlation between teachers’ job satisfaction
and the leadership style of the principal. According to the
alternative hypothesis, teachers’ job happiness and the
leadership style of the principal are positively correlated.
A 95 percent confidence range was used for the Pearson
moment correlation coefficient. It was reasonable to
calculate the Pearson correlation coefficient since it aids in
determining the direction and strength of an association
(Wicaksono & Korom, 2023).

Table (15) shows a substantial positive correlation
between effective leadership behaviours and teachers’
job satisfaction (r=0.196; p=0.020). The aforementioned
that leadership
behaviours have a negative and significant relationship

result indicates change-oriented
with teachers’ job satisfaction in the studied schools,
despite task and relation-oriented leadership behaviours
having a relatively higher positive relationship with

employees’ job satisfaction.

Table 15: Pearson’s Product Moment Correlation Coefficient

Correlation Coefficient
Task Relation Change Average of | Job
oriented LB | oriented LB | oriented LB | effective LB | Satisfaction
Task Pearson Correlation | 1 1.000%* -.079 .029 -.025
otiented LB | Sjo. (2-tailed) .000 354 376 773
N 140 140 140 140 140
Relation Pearson Correlation | 1.000** 1 -.079 .029 -.025
otiented LB | Sjig. (2-tailed) .000 354 376 773
N 140 140 140 140 140
Change Pearson Correlation | -.079 -.079 1 231 -.228%F
otiented LB | Sjo. (2-tailed) 354 354 120 007
N 140 140 140 140 140
Average of | Pearson Correlation | .029 .029 231 1 196
effective LB | Sjg. (2-tailed) 376 376 120 -196* 020
N 140 140 140 .020 140
Job Pearson Correlation | -.025 -.025 -.228%* 196 1
Satisfaction | Sjg. (2-tailed) 773 773 007 020
N 140 140 140 140 140
**_Correlation is significant at the 0.07 level (2-tailed).
Comparison between Schools in Teachers’ Job Satisfaction
Table 16: Comparison between schools in teachers’ job satisfaction
ANOVA
Job Satisfaction
Sum of Squares df Mean Square F Sig.
Between Groups | 884.743 11 80.431 1.261 251
Within Groups 8162.193 129 63.767
Total 9046.936 140

The ANOVA table above indicates that there is no
significant difference in instructors’ job satisfaction
between the schools, with a p value of 0.251. Thus, it

may be inferred that the degree of job satisfaction among
teachers was roughly the same.
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Comparison between Regions in Teachers’ Job
Satisfaction

The independent t-test was used to compare the degree
of job satisfaction among instructors in the two areas
because there is no difference in job satisfaction between
schools. The null hypothesis stated that there is no
substantial variation in the job satisfaction of teachers

based on their regions, notwithstanding the possibility
of regional differences. This was accomplished by
stating and tasting the null hypothesis at a 95 percent
confidence interval. The 20 MSQ items atre divided into
five categories in the table below: work, compensation,
promotion, supervisor, and coworker.

Table 17: Comparison between the two regions in teachers’ job satisfaction

Job Satisfaction | Groups N Mean SD t Sig.

Work Schools in Bari region 6 52.32 10.354 1.685 .093
Schools in Sanag region 6 49.94 10.254

Pay Schools in Bari region 6 3.56 1.141 1.424 176
Schools in Sanag region 6 3.34 1.116

Promote Schools in Bari region 6 7.17 1.803 1.357 0156
Schools in Sanag region 6 6.85 1.711

Supervisor Schools in Bari region 6 7.29 1.923 928 354
Schools in Sanag region 6 7.04 1.903

Coworkers Schools in Bari region 6 4.00 1.051 1.609 109
Schools in Sanag region 6 3.78 995

Average of job Schools in Bari region 6 14.87 2.413 1.87 177

satisfaction Schools in Sanag region 6 14.19 2.381

According to table 17, there is no significant difference satisfaction.

in work (0.093), in pay (0.1706), in supervision (0.354) and
in co-workers (0.109). The only component that showed
a difference is in promotion (0.0156) which indicate
which indicate teachers in these two regions didn’t get
same type of promotion. One of the reasons why these
differences exist in promotion can be the strength of
administration in these regions. For example, in Bari
region the government has a much power to affect in
teachers" promotion, while in Sanaag regions thete is no
strong administration and only the school leaders can
make the decision of promotion.

CONCULSION

The study found that teachers in secondary schools in
northern Puntland, Somalia, rated principals’ leadership
practices as adequate and satisfactory, with teachers
generally content in their professions. A positive and
significant correlation was identified between teachers’
job  satisfaction
leadership behaviors. Teachers’ varied assessments of

and principals’  relation-oriented
principals’ leadership styles suggest a realistic perception
of leadership effectiveness in these schools.

The findings also highlighted that principals predominantly
employed task-oriented and change-oriented leadership
behaviors, while relation-oriented behaviors were less
frequently utilized. This suggests a need to enhance
principals’ capacity in relation-oriented leadership to
improve teacher satisfaction and performance. The study
emphasizes the importance of principals addressing
teachers’ needs and employing psychological incentives
such as praise and recognition to boost morale and

Lastly, the research concludes that combining different
leadership practices can significantly enhance teachers’
job satisfaction and, in turn, their performance. Principals
should leadership
behaviors to align organizational goals with teachers’

seek effective combinations of

aspirations, creating a more fulfilling work environment
and improving overall school effectiveness.

REFERENCES

Alston, E., Alston, L., & Mueller, B. (2021). Leadership
and organizations. SSRN Electronic Journal. https://
doi.org/10.2139/ssrn.3870929

Anderson Il J., Kaufman, E., Coartney, J., Mitra, S., & Cash,
C. (2020). Using a tiered approach for implementing
networked learning communities: A case study on
developing the capacity of leaders to implement
systemwide innovations within international training
and development programs. Journal of International
Agricultural and Exctension Education, 27(1). https:/ /doi.
org/10.5191 /iaee.2020.27101

Arlinghaus, K. R., & Johnston, C. A. (2018). Advocating
for behavior change with education. American Journal
of Lifestyle Medicine, 12(2), 113-116. https://doi.org/1
0.1177/1559827617745479

Baroudi, S., Tamim, R., & Hojeij, Z. (2022). A Quantitative
Investigation of Intrinsic and Extrinsic Factors
Influencing Teachers’ Job Satisfaction IN Lebanon.
Leadership and Policy in Schools, 21(2). https://doi.org/1
0.1080/15700763.2020.1734210

Bass, B. M. (1990). From transactional to transformational
leadership: the  vision.

Learning to  share




Am. J. Multidis. Res. Innov. 4(1) 25-43, 2025

@oalli

Organizational Dynamics, 18(3), 19-31.
org/10.1016/0090-2616(90)90061-S

Berkovich, I., & Bogler, R. (2021). Conceptualising the
mediating paths linking effective school leadership
to teachers’ organisational commitment. Educational
Management Administration & Leadership, 49(3), 410-
429. https://doi.org/10.1177/1741143220907321

Cullen, J. G. (2022). Moral Recovery and FEthical
Leadership. Journal of Business Ethics, 175(3). https://
doi.org/10.1007/s10551-020-04658-3

Delport, P. M., Von Solms, R., & Gerber, M. (2024).
Methodological Guidelines for Design Science
Research. Procedia  Computer Science, 237, 195-203.
https://doi.otg/10.1016/j.procs.2024.05.096

Egriboyun, D. (2015). The Relation Between Leadership’s
Behaviors and Job Satisfaction Perceptions of The
Administrators and Teachers Who Are Charged in
Secondary Education Schools. Gagiantep University
Journal of Social Sciences, 14(1), 241-275. https://doi.
org/10.21547 /jss.256781

Febriantina, S., Suparno, Marsofiyati, & Aliyyah, R. R.
(2020). How school culture and teacher’s work stress

https://doi.

impact on teacher’s job satisfaction. International
Journal of Learning, Teaching and Educational Research,
19(8). https://doi.org/10.26803 /ijlter.19.8.22

Hallinger, P., & Chen, J. (2015). Review of research
on educational leadership and management in
Asia: A comparative analysis of research topics
and methods, 1995-2012. Educational Management
Administration & Leadership, 43(1), 5-27. https://doi.
org/10.1177/1741143214535744

Hassan, M. (2013). Primary school principals’ perceptions
of their role and experiences within the protracted
conflict regions of Somalia (Master’s thesis).
University of Ottawa. https://doi.otg/10.20381/
RUOR-3325

Hassan, T., & Berkovich, 1. (2024). Principal’s abusive
leadership and teachers’ intrinsic and extrinsic
motivations: the moderating roles of duration of
relationship and group size. International Journal of
Edncational Management, 38(2), 374-390.https://doi.
org/10.1108/IJEM-10-2023-0533

Haxhihyseni, S., Tirana, J., & de Carvalho, E. N. (2023).
Impact of Principals’ Leadership Styles on Teachers’
Job Satisfaction and Motivation in FElementary
Schools. Journal of Educational and Social Research, 13(4),
188-195. https://doi.org/10.36941 /jest-2023-0101

Hidayat, R., Patras, Y. E., Marini, A., Sarifah, 1., &
Nurjannah, N. (2023). Improving Teacher’s Job
Satisfaction Through Principal Transformational
Leadership and Organizational Justice. JMKSP (Jurnal
Managemen, Kepemimpinan, Dan Supervisi Pendidifan),
8(1). https://doi.org/10.31851/jmksp.v8i1.9080

Holbert, ], Madhakomala, R., Saparuddin, S., &
Timotius, E. (2021). The influence of leadership
styles on employees’ job satisfaction in public
sector organizations in Indonesia. Management Science
Letters, 11(4), 1393-1398. https://doi.otg/10.5267/].

msl.2020.10.035
Hussein, A. Sh. A. (2015). Educational challenges in
post-transitional Somalia: Case study Mogadishu.
The Heritage Institute for Policy Studies, 18. Retrieved
from http://www.hetitageinstitute.org/wp-content/
uploads/2015/04/Educational-challenges-in-post-
transitional-Somalia_ ENG.pdf
James, A. M., & David, A. M. (2020). Principal’s
Leadership Behaviours Influence on Teacher’s Job
Satisfaction in Public Secondary Schools in Kenya.
International Journal of Scientific Research and Management,
8(07). https://doi.org/10.18535/ijstm/v8i07.e106
Jumaiyah, J., Suarman, S., & Kartikowati, Rr. S. (2021).
Effect of E-Leadership and Social Interaction on
Managerial Competency of Junior High School
Principles. Journal of Educational Sciences, 5(4). https://
doi.org/10.31258 /jes.5.4.p.611-621
Kiling, A. C., Polatcan, M., Savas, G., & Er, E. (2024).
How transformational leadership influences teachers’
commitment and innovative practices: Understanding
the moderating role of trust in principal. Educational
Management Administration & Leadership, 52(2), 455-
474. https://dol.org/10.1177/17411432221082803
P, & Lowstedt, ] (2023). Distributed
leadership:  Making  sense of  the
educational infrastructure. Educational Management
Adpinistration  and  Leadership,  51(1). https://doi.
org/10.1177/1741143220973668
Long, Y., Xia, Y., Cao, I, & Long, Y. (2024). The influence
of authentic leadership on teacher performance in

Larsson,
school

Guiyang public primary schools. Studies in Educational
Evalnation, 83, 101400. https://doi.otg/10.1016/].
stueduc.2024.101400

Malkewitz, C. P, Schwall, P., Meesters, C., & Hardt,
J. (2023). Estimating reliability: A comparison of
Cronbachs «, McDonald’s wt and the greatest
lower bound. Social Sciences and Humanities Open, 7(1).
https://doi.otg/10.1016/j.ssah0.2022.100368

Malloy, E., Yukhymenko-Lescroart, M. A., & Kavussanu,
M. (2023). Investigating the relationship between
authentic leadership and athletes’ commitment,
positive affect, and perceived teammate prosocial
behaviour via trust and team culture. International
Journal of Sports Science and Coaching, 18(4). https://doi.
org/10.1177/17479541221139280

Magbool, S., Zafeer, H. M. 1., Maqgbool, S., Zeng, P,
Draissi, Z., & Javed, S. (2024). Stance of Numerous
Leadership Styles and Their Effect on Teaching
to Sustain Academic Performance at the High
School Level. Heliyon. https://doi.otg/10.1016/].
heliyon.2024.¢36438

Marshall, J. M., & Clark, B. L. (2023). A Systematic
Literature Review of Educational Leadership and U.S.
School Shootings: Establishing a Research Agenda.
Edncational Adpinistration Quartery, 59(3). https:/ /doi.
org/10.1177/0013161X231166335

Mazurkiewicz, G. (2021). Educational leadership in
times of ctisis. Risks, 9(5). https://doi.org/10.3390/




Am. J. Multidis. Res. Innov. 4(1) 25-43, 2025

@oalli

1isks 9050090

Mehmeti, E, Spahi, J, & Elgin, R. E (2023). Job
satisfaction level of education employees. Corporate
Governance and Organizational Bebavior Review, 7(2), 158-
167. https://doi.otg/10.22495/cgobrv7i2pl4

Mifsud, D. (2023). A systematic review of school
distributed leadership: exploring research purposes,
concepts and approaches in the field between 2010
and 2022. Journal of Educational Administration and
History, 56(2), 154-179. https://doi.otg/10.1080/00
220620.2022.2158181

Millum, J., & Sina, B. (2014). Introduction: International
research ethics education. Jowrnal of  Empirical
Research on Human Research Ethics, 9(2). https://doi.
org/10.1525/jer.2014.9.2.1

Mo, J., & Mortis, G. (2024). Investigating the employment
motivation, job satisfaction, and dissatisfaction of
international high school teachers in China: The impact
of the COVID-19 pandemic. Frontiers in Psychology, 15.
https://doi.otg/10.3389/ fpsye.2024.1271604

Nadeem, M. (2024). Distributed leadership in educational
contexts: A catalyst for school improvement.
Social Sciences and Humanities Open, 9. https://dol.
org/10.1016/j.ssah0.2024.100835

Ozek, B. Y, & Biiyiikgoze, H. (2023). Examining the
Relationship of Distributed Leadership and Job
Satisfaction: On the Mediating Roles of Teacher Self-
efficacy and Co-operation. Egitim ve Bilim, 48(213).
https://doi.otg/10.15390/EB.2023.11759

Pentang, J. T. (2021). Quantitative data analysis. Holy Angel
University Graduate School of Education: Research
and academic writing, http://dx.doi.otg/10.13140/
RG.2.2.23906.45764/1

Piwowar-Sulej, K., & Igbal, Q. (2023). Leadership styles
and sustainable performance: A systematic literature
review. Journal of Cleaner Production, 382. https://doi.
org/10.1016/j.jclepro.2022.134600

Polatcan, M., & Titrek, O. (2014). The Relationship
between Leadership Behaviors of School Principals
and their Organizational Cynicism Attitudes. Procedia
- Social and Behavioral Sciences, 141, 1291-1303. https://
doi.org/10.1016/j.sbspro.2014.05.222

Rajbhandari, M. M. S., Rajbhandari, S., & Loock, C. (2016).
Relations- and task-oriented behaviour of school
leaders: Cases from primary schools in Finland. Souh
African Journal of Childhood Edncation, 6(1). https:/ /doi.
org/10.4102/sajce.v6i1.360

Ranta, S., Heiskanen, H., & Kabhila, S. (2023). Team
leadership profilesin Finnish early childhood education
centres — Teachers’ experiences of team leadership.
Eduncational Management Administration & Leadership,
0(0). https://doi.org/10.1177/17411432231168234

Rowland, K. A. (2008). The relationship of principal leadership
and  teacher morale (Doctoral dissertation). Liberty

University. https:/ /digitalcommons.liberty.edu/
doctoral/70
Sabri, Sumardin, H. M. (2021). Transformational

Leadership, Job Satisfaction and Organizational

Commitment.  Psychology — and — Education  Journal,
58(1), 5254-5259. https://doi.org/10.17762/pae.
v58i1.1779

Saleemad, K., Noklang, S., & Dudsdeemaytha, J. (2022).
Leadership Characteristics for Muslim School Leaders
in a Multicultural Context in Thailand. International
Journal of Instruction, 15(2). https:/ /doi.otg/10.29333/
1j1.2022.15217a

Sancar, M. (2013). State school principals” perceived leadership
behaviors in relation to English language and other subject
area teachers’ job satisfaction in TRINC (Master’s thesis).
Eastern Mediterranean University (EMU). http://
hdlLhandle.net/11129/625

Sayadi, Y. (2016). The effect of dimensions of
transformational, transactional, and non-leadership
on the job satisfaction and organizational commitment
of teachers in Iran. Management in Education, 30(2), 57-
65. https://doi.org/10.1177/0892020615625363

Sezer, S., & Uzun, T. (2023). The relationship between
school  principals’  social-emotional  education
leadership and teachers’ organizational trust and
job performance. International Journal of 1eadership in
Eduneation, 26(6). https://doi.org/10.1080/13603124.
2020.1849812

Shaked, H. (2024). How principals’ instructional
leadership impacts schools’ middle leadership.
Educational Management Administration & eadership,
0(0). https://doi.org/10.1177/17411432241238888

Sharif, A., Rashid, K., & Rafiq, M. T. (2021). Effects of
the demographic characteristics and physical exercises
on elementary school teacher’s job satisfaction.
FWU Journal of Social Sciences, 15(3). https://doi.
org/10.51709/19951272 /Fall-2021/7

Singh, A., Lim, W. M., Jha, S., Kumar, S., & Ciasullo,
M. V. (2023). The state of the art of strategic
leadetship. Journal of Business Research, 158. https://
doi.org/10.1016/j.jbustes.2023.113676

Skaalvik, E. M., & Skaalvik, S. (2011). Teacher job
satisfaction and motivation to leave the teaching
profession: Relations with school context, feeling
of belonging, and emotional exhaustion. Teaching
and Teacher Education, 27(6), 1029-1038. https://doi.
org/10.1016/j.tate.2011.04.001

Sothinathan, J. S., Adams, D., & Mohd Radzi, N. (2024).
From leadership to allegiance: the interplay of middle
leadership, teacher job satisfaction and commitmentin
schools. International Journal of Educational Management.
https://doi.otg/10.1108/IJEM-01-2024-0057

Taliadorou, N., & Pashiardis, P. (2015). Examining the
role of emotional intelligence and political skill to
educational leadership and their effects to teachers’
job satisfaction. Journal of Educational Administration,
53(5), 642-666.https://doi.org/10.1108 /JEA-02-
2014-0025

Tas, S. (2017). The Effect of Vocational High School
Administrators’ Leadership Behaviors on Teacher Job
Satisfaction. Universal Journal of Educational Research,
5(11), 2092-2100. https://doi.otg/10.13189/




Am. J. Multidis. Res. Innov. 4(1) 25-43, 2025

@oalli

ujer.2017.051126

Wallwey, C., & Kajfez, R. L. (2023). Quantitative research
artifacts as qualitative data collection techniques
in a mixed methods research study. Methods in
Psychology, 8,  100115.https://doi.org/10.1016/j.
metip.2023.100115

Wanto, H. S., Arfah, A., & Siswati, E. (2018). Public
service motivation and job satisfaction as predictors
of organizational citizenship behaviour. IOP Conference
Series: Materials Science and Engineering, 434(1). https://
doi.org/10.1088/1757-899X/434/1/012162

Weiss, D. J., Dawis, R. V., & England, G. W. (1967).
Manual ~ for the Minnesota  satisfaction — questionnaire.
Minnesota Studies in Vocational Rehabilitation.
https://vpt.psych.umn.edu/sites/vpr.umn.edu/
files/files/monograph_xxii_-_manual_for_the_mn_
satisfaction_questionnaire.pdf

Wicaksono, A. G. C, & Korom, E. (2023). Role of
inductive reasoning, gender, learning satisfaction,
and educational and career preference in predicting
scientific competency in high school. Thinking Skills
and Creativity, 49, 101376. https://doi.otg/10.1016/].
ts¢.2023.101376

Wroniska, K. (2023). Solitude and selflessness and the
cultivation of humanity in liberal and religious
education. British Journal of Religions Education, 45(2).
https://doi.org/10.1080/01416200.2021.2002263

Zhang, S., Long, R., & Bowers, A. ]. (2024). Supporting
teacher knowledge sharing in China: The effect of
principal authentic leadership, teacher psychological
empowerment and interactional justice. Educational
Management Administration & Leadership, 52(5), 1252-
1270. https:/ /doi.otg/10.1177/17411432221120330




