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ABSTRACT 

he study investigated school 

administrators’ leadership styles 

and job satisfaction of office 

workers in public secondary schools in 

Rivers State. The population of this study 

consists of 50 principals public secondary 

school office workers in schools located 

among the rural areas in 5 local government 

areas in Rivers State, namely (Etche, 

Ahoada West, Okrika, Abua Oda and 

Ikwerre local Government Area). The 

population of the study is 50. Abua Odua 

(10 principal) Etche (10 principals), 

Ahoada West (10 principals) Okrika (10 

principals and Ikwerre local Government 

Area (10 principals. The research design 

that was used in this study is correlational.   

The purposive sampling technique was 

used to since the entire population was 

studied. The instrument used to carry out 

the research was a self structured 15 items 

questionnaire, developed by the researcher. 

The questionnaire is tagged “principals 

leadership style and office workers’ job 
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Introduction: 
Leadership can be 

described as a process of 

making workers in an 

organization to work 

efficiently and effectively so 

as to realize the 

organizational goals or 

objectives. leadership is the 

capability of person to 

influence other people to 

work towards the 

effectiveness of the 

organization. Leadership 

involves activities where 

the leader influences 

followers towards the 

achievement of the 

organizational goals. This is 

a process of influencing, 

motivating and directing 

employees in an 

organization to work 

according to expectation in 
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satisfaction (PLSTJS). The questionnaire has two sections. Section A and 

section B. section A is on demographic information of the respondents while 

section B is the elicit answer’s for the research questions posed in chapter one.  

The questionnaire was structured in a four point Strongly Disagree) = 1 point, 

Disagree (D) 2 point and Agree (A) 3 point and Strongly Agree (SA) 4 points. 

The validity of the instrument was determined by some expert in educational 

statistic in the field of educational management. They critically studied the 

items in order to effect corrections to ensure that it was appropriate and 

adequate for collecting relevant data for the study. Cronbach Alpha was 

statistically used to test the reliability estimate of .751 was obtained for the 

15 (fifteen) items in section B of the questionnaire. Data collected for the 

study was analyzed using mean and standard deviation to answer the 

research questions while the chi-square was used to test the research 

hypotheses at 0.5 Alpha level of significance. The criterion mean that was used 

in scoring was 2.50, used as criterion score for research questions. The 

findings showed that three raised hypotheses are significant to office workers 

job satisfaction in public secondary schools in Rivers State. The study 

recommended in sum, that leadership styles by school administrators should 

be used in contingent to the needs of the office workers and organizational 

values.  

 

Keywords:  School administrators, Leadership styles, Office workers, Job 

satisfaction 

 

rder to achieve these organizational set objectives. Cuban (1988) 

revealed that the influence is done for a specific purpose; by 

motivating and inspiring others to achieve organizational goals and 

objectives. Hence, leadership can be viewed as an activity by which the leader 

leads others through inspiration, motivation and influence so as to have things 

done in line with the set guidelines thereby enhancing the achievement of the 

organizational set goals. Many research works have attributed office workers’ 

job satisfaction to the school Principal’s leadership styles. (Okumbe, 1992; 

Njue, 2003 & Musila, 2010) In a study done on job satisfaction among 

secondary school office workers in Nairobi province, revealed that office 

workers were highly de-motivated by the job factors including work 

o 
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environment and working conditions (Njue, 2003). This study has identified 

school administrators to mean school principals. 

Ingolo (1991) disclosed that leadership style practiced by a school principal 

affects the school climate, learning situation, level of professional and office 

workers’ job satisfaction. Therefore an effective administrator in a school 

applies one or a combination of leadership styles to achieve the desire 

organization objectives. However the following leadership style will be 

considered for the purpose of this study: autocratic leadership, democratic 

leadership, laissez-faire leadership and transformational leadership style.  

 School administrators’ leadership styles have direct impact on office workers’ 

job satisfaction and how effective they can perform their given duties. 

Successful school administrators have different leadership styles for carrying 

out their administrative functions (Bogler 2001 & Fullan 2002). 

Successful leaders influence people around then in order to reap maximum 

benefit from the organization’s resources (Michael and Germano, 2010) 

leadership has a direct cause effect positive change and success upon 

organization (Michael and Germano, 2010). 

Leadership is about one life influencing another; it is not about title, positions 

or flow charts (Maxwell in Ramstead, 2015). The process of an individual 

influencing a group of people to achieve a common goal is where leadership 

is. (Northouse, 2007, p3). 

The schools need strong leadership for optimum effectiveness. Leadership is 

a trait which is in built and can also be acquired through developing of 

leadership skills and abilities that are relevant across a specific organization. 

A leader should have the potential to be able to control the group of 

individuals working in an organization (Rihal 2017). 

Individuals who are very ambitious, have through knowledge of job, 

intelligence, have high energy level, an urge to lead, self confidence, have 

integrity honest and flexible are more likely to truly succeed as school leaders.  

Leadership is mostly about influence, when a school principals succeed 

influencing the staff to inculcate in the office workers quality education in 

order for them to truly perform very well in their examination (internal and 

external) and also in their character in the way they socialize and fit into the 

society, then that principals is said to have succeed in the achievement of the 

school goals and objectives. 

http://www.berkeleypublications.com/


09.30.2020  Pg.138 

   
         Vol. 13, No. 7 

 
 

BERKELEY RESEARCH & PUBLICATIONS INTERNATIONAL   
Bayero University, Kano, PMB 3011, Kano State, Nigeria. +234 (0) 802 881 6063,  

Website: www.berkeleypublications.com 
  

International Journal of Management Science & Entrepreneurship 

ISSN: 1098-5331 

The following guides for effective leadership where highlighted by Rihal 

(2017)  

• A school leader must be able to lead himself; only then can he lead 

others. It must be committed to his job personally and professionally. 

He/she must be responsible. School leaders should always act as role 

model for others and set good example for them.  

• A school leader should be able to motivate the employees by boosting 

up their morale. He should encourage the employees to take initiatives, 

get acqusited with tem which will lead to more efficient and effective 

employees and ensure the schools success.  

• A school leader must work as a team with the staff of the school. He 

should always respect his team and support them. A school as an 

organization involves all the processes and possible results that lead to 

development and achievement of organizational goal. It includes 

employees genuineness, total involvement, effective listening and 

strategic communication. 

 

Literature Review 

Theoretical Framework  

The study based anchored its theory on contingency theory and 

transformation theory. The contingency theory assumes that there is no single 

leadership style that is appropriate in all situations. The theory was 

propounded by Fred E. Fielder and associates in 1967. 

The contingency theory of leadership looks at the application of specific styles 

of leadership according to which suit a particular work situation. It states that 

effectiveness depends on the level of fit between a leader’s qualities or ethics, 

and leadership styles demanded by a particular situation (Lamb in Ololube, 

2019). 

James MacGregor Burns in Burkus (2010) first introduced the concept of 

transformational leadership when studying political leaders, but the term is 

now used in the studying of organizations. Transformational leadership 

theory focuses on how leaders can create valuable and positive change in 

followers. Bass, added to the work of Burns in Burkus (2010) by establishing 

that transformational leaders demonstrate four factors. Individual 
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consideration, inspirational motivation, idealized influence and intellectual 

stimulation.  

Transformational leadership theory an approach that can inspire positive 

change in those who follow. Transformational leaders are passionate, 

enthusiastic and energetic (Charry) 

The ability for a leader to change followers attitudes, raise their commitment 

through the use of power and interactive process with followers is seen as 

transformative leadership (Kalagbor, 2017). 

 

CONCEPTUALIZATION       

 
 
Concept of Leadership  
Leadership Styles  

Leadership styles according to Hoy and Miskel in Kalagbor (2017) “is a 
consistent behaviour that a leader use while interacting with subordinates. 
The leadership styles are the ways leaders interact or communicate with staff 
in the work place-in other to achieve goals and objective. The following 
leadership styles are commonly used by workers in an organization. 

• Autocratic or authoritarian leadership. a leader who rules virtually 

with an iron hand, who directs all his group members the way things 

should be alone and gives preparatory orders to be obeyed whether or 

not the employee agree and whether or not they have been consulted 

is exhibiting an autocratic or authoritarian leadership style. (Kalagbor, 

2017). 

Leadership Styles 

by Principals 

 

 

 

 

Staff Job Satisfaction Bureaucratic 

Style 

Charismatic Style 

Laisez-faire Style 

Moderating 

Variables: 

Leadership 

School 

administration 
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• Democratic or participatory leadership style: Hollander in Kalargobr 

(2017) describes democratic style of leads as being consultative. A 

leader who allows the views of the majority to decide issues and to 

direct the affairs of the group is a democratic leader. A leader who 

allow for freedom of expression and ensures the full participation of 

every member in the activities of the group exhibiting a participating 

or democratic style of leadership. 

 

JOB SATISFACTION 

Locke (1976) defined job satisfaction as a pleasurable or positive emotional 

condition emanating from the appraisal of one’s job and job experience”. This 

simply signifies the difference from what a person wants from a job and what 

he gets from the job. Bogler (2001) described job satisfaction from two 

different dimensions: the intrinsic and extrinsic dimensions. The intrinsic 

dimension is associated with satisfaction such as achievement, autonomy at 

work and professional prestige and development. On the other hand, extrinsic 

dimension is associated to work condition, pay or benefits. Both dimensions 

are related to issues that relate to job satisfaction. Furthermore, Armstrong 

(2006) revealed that the concept of job satisfaction is the behaviors and 

feelings workers have toward their jobs. A positive behavior towards one’s 

job is an indication of job satisfaction and negative behavior or attitude 

towards ones job shows job dissatisfaction. Job satisfaction is defined as a 

collection of individual interactions, job factors, organizational variables and 

environmental elements. Experts have provided various definitions of the 

concept of job satisfaction. According to Arnold and Feldman (1986), job 

satisfaction is defined as the most important attitude of job and claimed that 

job satisfaction depends on employees’ attitude towards the job and 

organization. When an employee has a high job satisfaction, it means that they 

generally like their job, consider that worthy and have a positive attitude 

towards that. Generally, this judgment like others does not depend on one 

index. Spector provided nine indices for job satisfaction mentioned along with 

their reliability in what follows (JSS). According to the George and Mallery 

(2003), the reliabilities of the indices have fallen in good ranges. 

• Job satisfaction is an individual attitude towards one’s job. This 

attitude is influenced by certain factors that relates to the work 
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environment, which include the style of the supervisor, fringe benefits 

condition of work, work procedures and policies. Job satisfaction can 

be equated to motivation in the sense that workers that are motivated 

showed attitudes and behaviors that are closely related to workers 

that have job satisfaction (Ivancevich & Donnely 2000). Fredrick 

Herzberg (1966) categorized needs into two categories namely the 

motivators and the hygiene needs. Motivators give account of those 

outcomes that lead to high level of motivation and job satisfaction and 

these are interesting work, recognition, autonomy, responsibility, 

ability to grow and develop on the job and sense of accomplishment 

and achievement. Hygiene needs relates to those out comes that leads 

to job dissatisfaction. These outcomes include relatedness and 

existence needs such as job security, good working conditions, 

company policies, co-worker relations and supervisor relation. The 

motivator needs relate to the nature of the work and how 

transformational leadership and staff job satisfaction in schools.  

 

Office workers and Job Satisfaction  

Staff’s job satisfaction plays a very significant role in improving their level of 

performance and carrier stability. Demittas (2010) asserted that office 

workers with high level of job satisfaction produced higher quality of teaching 

and office workers that are very successful in their academic performance. 

Young office workers are more likely to leave their jobs as a result of low 

satisfaction hence leading to shortage of office workers (Green-Reese et al., 

1991). Furthermore, Liu and Ramsey (2008) revealed that staff’s job 

satisfaction becomes higher with increasing years of experience. However, in 

an earlier study conducted by Perie and Baker (1997) reported that office 

workers’ experience was negatively related to office workers job satisfaction. 

The number of employees who quit their jobs is normally considered as an 

indicative index of the amount of job dependence by researchers and 

managers. Measuring this index can lead any firm to adopt proper and 

preventive policies, since losing human capitals may cost, significantly. 

According to Cascio (1986), these expenses can be divided into the 

undermentioned three general categories including quitting costs, 

substitution costs and training costs. 
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Laissez-Faire Leadership Style 

A laissez-faire leader is a leader who has no clear cut goals, he gives no 

professional leadership to his group, and he does not plan out word schedule 

and has no known pattern of working or supervisory or initiating action 

(Kalagbor, 2017). 

Laissez-faire is an interesting leadership style. Laissez-faire is drastically 

different because it is a French ideal that originated not as a form of 

management, but as a counter action to French rulers during the 18th century. 

The idea of laissez-faire is sometimes hard to grasp because it varies greatly 

from the traditional management mindset. Laissez-faire does not seek to 

establish rule. Instead, laissez-faire originates from opposing government (or 

management) intervention (Henslin, 2010). 

In Hodson R. & Sullivan T. (1995), Laissez-faire is a ‘hands-off’ approach that 

removes the power of managerial rule. In this leadership style, managers offer 

little or no guidance. Employees are allowed free reign to determine their own 

goals, accomplishments, and decision making processes. The manager in 

laissez-faire leadership style does not act as an authority, but rather as a 

guiding hand with as little intervention as possible. For example, many game 

design and game testing facilities allow employees to explore their personal 

creativity and create their own goals and timelines to develop and release a 

video game product. Employees work on a commission basis, so they often do 

not receive compensation unless an effective product is produced (Tailor, 

2006). This works in companies where creativity and innovation are 

necessary to develop a product. The employee is a self-manager, and the 

actual manager is a person to come to when the employee needs some 

assistance. 

Laissez-faire leadership style encourages highly developed staff to have a 

strong sense of personal accomplishment and pride in their work activities. It 

does not constrict employees from gaining self-education and self-experience, 

rather it promotes the staff to be personally responsible for their own success. 

Lahey (2000) affirms that Laissez-faire leaves room for outside innovation 

from multiple sources, such as specialists or consultants. It also develops a 

significant amount of trust within the organizational culture.  

There are several cautions in this type of leadership style. First, the staff may 

feel insecure or unattended because they do not have consistent manager 
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attention. In general, it can be said that most people in the modern world are 

used to having specific administrative policies that are delivered by an 

influential and knowledgeable manager in a meticulous manner. That being 

said, when the traditional element of managerial rule is removed, employees 

may feel ignored or neglected (McShane, 2008). This is especially true when 

the laissez-faire manager seems highly unconcerned with the employee’s 

state of accomplishments and does not deliver consistent recognition and 

verbal feedback to the employees. 

It is also important to understand that laissez-faire can have a negative impact 

on employee morale. In the description of autocratic leadership style, it was 

explained that too much dictation from a manager causes employees to feel 

unmotivated. In laissez-faire, the opposite action of too little managerial 

communication has the same impact on employees. The staff may feel that the 

laissez-faire manager does not take her job seriously and is not meeting the 

responsibilities of a manager (Nweke, 2018).  

 

Bureaucratic Leadership Style  

 Bureaucratic leaders are strict in following rules and they also ensure that 

their staff follows procedures precisely. These types of leadership style are 

appropriate for work involved serous safety risks like working with toxic 

substances, dangerous machinery or heights.  (Shaefer in Ololube, p 2019). 

Oyet (2016) opines that bureaucratic leadership style has a tendency to form 

specific habits. This causes distress when the traditional work method must 

be changed to allow for new or innovative styles to be incorporated in the day 

to day task. For example, introducing newer machinery or changes to a 

functional job role may be met with resistance, especially in tenured 

employees. This is because the bureaucratic leadership style constricts the 

flow of innovation---each new item must be approved by administrative 

policy, then it must be taught to employees, and then it must be continuously 

promoted by management.  

Asika (1995) argues that interest in the functional job role may be lost under 

bureaucratic leadership style. Employees may find there is no room for new 

and interesting changes, and this creates a type of stale environment. Too 

much bureaucratic policy and administrative rule actually constrict the 

employee’s ability to be inventive and entrepreneurial in their approach to 
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daily tasks. This constriction and lack of interest can result in a freezing of 

employee functions. The employee who feels constricted, bored, and 

uninterested will not commit to tasks beyond their functional job role. They 

will only do what is expected of them through administrative procedure. 

Bureaucratic leadership style works best in situations where there are routine 

tasks and specific goals that must be used consistently for the business 

(especially large business concerns) to excel. For example, a university needs 

a concentrated effort to maintain the same task over and over throughout a 

work day. There is not room for differentiation in procedure because this may 

lead to inferior quality. Therefore, the ability of management to unite 

employee’s ability with certain procedures is paramount for effective 

standards to be met. This bureaucratic leadership style is also vastly 

important when safety and security training is conducted. In this manner 

predetermined functions that could develop dangerous situations are 

removed from the procedures that employees carry out in their day to day 

tasks. 

Another strong benefit of bureaucratic leadership style is apparent when the 

organization handles or manages money or properties. The administration of 

policies, such as the Sarbanes-Oxley Act, protects the organization’s 

employees from legal complications as well as protects clients from financial 

loss (Nweke, 2018).  

 

Charismatic Leadership Style  

The charismatic leadership style is also referred to as the transformation 

leadership style. The charismatic leaders have the ability to inspire their team 

and they are energetic in motivating employee to move forward (Ololube, 

2019). The charismatic leadership style relies on the charm and 

persuasiveness of the leader. Charismatic leaders are driven by their 

convictions and commitment to their cause.  

Charismatic leaders also are sometimes called transformational leaders 

because they share multiple similarities. Charismatic leadership, thus, is much 

more dependent on the personality of the leader. Status, a business 

communications company, stated that leaders who apply the style are 

individuals who use their personality and communication style to gain the 

admiration of followers. Because of this, more than any other type of 
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leadership style, charismatic leaders depend on the strength of their 

personalities to win over their audience (Nweke, 2019).  

Furthermore, Status said that charismatic leaders are capable of responding 

intelligently to social cues. In fact, charismatic leaders’ success stems in part 

from their ability to respond to the emotional needs of their followers. While 

this unique leadership style certainly has its perks, it also has some 

unexpected consequences. 

Autocratic Leadership in School and Office workers’ Job Satisfaction  

Autocratic leaders most times show the following behavior; autocratic leaders 

don’t consult their subordinates in their decision making process, they 

determine the functions of their subordinates, they set all the organizational 

policies, they pre-determine the style of work and also specified technical and 

performance evaluation standard. The above mention characteristics of an 

autocratic school leader most times lead to office workers having the feeling 

of not being appreciated therefore make them to be ineffective which leads to 

loss of interest in their job. Autocratic leaders most time emphasize authority 

as a means of having the work done because is a means of achieving a very 

quick result from subordinates who work under pressure to meet the 

deadline. This hinders office workers’ creativity particularly in situations 

where creativity and planning are unique to anchor academic programes in 

school. According to Azuoga (2000) autocratic leadership brings about lower 

level of job satisfaction, while on the other hand democratic leadership lead 

to higher level of job satisfaction. 

 Most times, school principals are perceived as democratic managers who 

maintain open channels of communication with their staff leading to office 

workers finding greater satisfaction with their jobs as compared to schools 

where principals exhibit a harsh and authoritative attitude (Kottkamp, 

Mulhern & Hoy, 1987).  

According to Mullins (2002), autocratic leaders supervise subordinates very 

closely to ensure compliance and completion of work in the designated time. 

Leadership is meant to be effective even where the situation seem harsh so as 

to drive organizational intentions towards goal achievement. Kasule (2007) 

on the effect of leadership styles on staff productivity in private secondary 

schools in Wakiso District revealed that autocratic leaders usually emphasize 

authority as a means of having the work done. Principals generally emphasize 
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it, since it brings about immediate results as office workers work under 

pressure to meet their deadlines. Nevertheless, Storey (1993) observed that 

head office workers, that use authority to get things done seems to be very 

strict in the formality through which things are done. This helps to prevent 

office workers’ creativity especially in situations where creativity and 

planning are imperative to anchor academic programmes in schools. 

Autocratic leadership leads to lower levels of job satisfaction, while 

democratic leadership leads to higher level of job satisfaction (Ajuoga, 2000). 

 

Democratic Leadership in school and office workers Job Satisfaction 

Oyetunyi (2006) clearly indicated that the major characteristic about 

democratic leadership is sharing. The school administrator shares decision 

making process with his office workers. The leader does this by inviting 

contributions from the office workers before taking a decision nevertheless 

he retains the final authority to make final decisions. The school administrator 

can discuss and agree with his office workers over an issue before a decision 

can be taken through consensus agreement or by allowing office workers to 

take a vote on that issue. This method of leadership of a school administrator 

indicated that the leader has respect for the views of his office workers. 

However, Oyetunyi (2006) also expressed that democracy system of 

leadership waste a lot of time because of endless meetings which can lead to 

confusion and lack of direction hence, consider it not too appropriate in times 

of crisis when the situation demands immediate decisions. 

Mahdy (2016) in his study on the impact of leadership styles on office 

workers’ professional development in Al salam private school in Dubai 

observed that most leaders operate   democratic leadership style because they 

involve their office workers in the decision making process and give them 

freedom to use their own strategies which help them to develop 

professionally. Masare, David and Obadia (2017) in their study on effect of 

leadership styles on office workers’ performance in primary schools of Arusha 

District Tanzania revealed that democratic leadership style brings about 

increase in the performance of office workers and that the higher the practice 

of  democratic style  the higher the performance of office workers. When office 

workers perform excellently it increases their level of job satisfaction.  
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Bhatti et. al (2012) in their study on the impact of democratic and autocratic 

styles of leadership on job satisfaction in both public and private schools of 

Lahore discovered that leadership style has a positive impact on office 

workers job satisfaction and private school office workers are less satisfied in 

their job compared to their public counterparts. In addition, Savery (1994) 

asserted that democratic leadership style relates positively to employees’ job 

satisfaction and commitment in federal organizational in Western Australia, 

on the other hand, Rad and Yarmohammadiann (2006) observed that there is 

no relationship between leadership characteristic and employees’ job 

satisfaction in Isfahan University Hospital in Iran, where participative 

leadership style was prevalent. 

 

Laissez Faire Leadership in School and Office workers’ Job Satisfaction  

 Korkmaz (2007) observed that Laissez-faire leadership style decreases the 

commitment levels of office workers to stay at a particular school. 

Furthermore, in an earlier study conducted by Bass and Avolio (1995) 

revealed that there is no transaction or transformation of any kind between 

the leader and the followers in Laissez-faire leadership style because Laissez-

faire leaders don’t do anything to affect their followers behaviors.  

However Laissez-faire style is described by Zerras & Lassiter (2007) as the 

most effective style especially when followers are matured and highly 

motivated.  

In a research to examine the effectiveness of Laissez-faire and the degree of 

employee satisfaction with the leadership style in the public banking sector, 

Siranathan (2002) maintained that Laissez-faire leadership was highly and 

positively correlated with extra effort, effectiveness and satisfaction. 

Contingent rewards were also positively related to the outcome measures but 

less than that of transformational scale ratings. Nevertheless, management by 

exception (Active and passive) and Laissez faire were strongly and negatively 

correlated with the outcome. Furthermore, Erkutlu and Chafra (2006) also 

observed that laissez-faire leadership style in a boutique hotel led to negative 

results in organizational performance such as low satisfaction, high stress, 

and low commitment by followers.  

Karugu (1980) in a study on the relationship between Laissez faire leadership 

style and job satisfaction by staff co-ordinators used  the leader behavior 
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description questionnaire (LBDQ) and the job satisfaction questionnaire 

(JSQ) to determine the link between leadership process and job satisfaction 

and observed that there is a significant negative attitude between the style 

and job satisfaction. There were no significant leadership perceptions of 

vocational education administrators and staff co-ordinators.  Chundry (2012) 

observed that Laissez-fair leadership style is not a good style because it 

decreases the level of motivation of workers as compared to other leadership 

styles because of its insignificance relation. Yassin and Abdulkadir (2015) in 

their study on leadership style and office workers’ job satisfaction in 

secondary school of Mogadishu revealed three styles of leadership which are 

transactional, transformational and laissez-faire leadership styles that have 

significant positive impact on office workers’ satisfaction in secondary school. 

They also observed that laissez-faire leadership was the leadership style that 

brings about more job satisfaction of office workers. This is because office 

workers like principals that give them room to take decisions on their own 

work and freedom to do their jobs at their own convenience. 

 

Masood (2006) investigated the perspectives of office workers and 
discovered some substantial evidence of a positive correlation in relation to 
principal influence and the job satisfaction of office workers, their willingness 
to follow the principal and positive perceptions of their principals 
effectiveness. Bogler (2001) analyzed transformational leadership and staff 
job satisfaction in several schools in Israel and found that there is a positive 
relationship between transformational leadership style of the school 
principals and office workers’ job satisfaction. Furthermore, Nguni (2006) 
also investigated the impacts of transformational leadership style of school 
principals and job satisfaction among office workers in Tanzania and found 
that transformational leadership style of principals positively affect job 
satisfaction levels of school office workers. In addition, Kormaz (2007) 
investigated many school variables from a sample of high school office 
workers in Turkey and found that office workers who perceived their 
principals as a transformational leaders experienced greater levels of job 
satisfaction. 
 

Methodology 

The research design that was used in this study is correlational. The 

population of this study consists of 50 principals public secondary school 
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office workers in schools located among the rural areas in 5 local government 

areas in Rivers State, namely (Etche, Ahoada West, Okrika, Abua Oda and 

Ikwerre local Government Area). The population of the study is 50. Abua Odua 

(10 principal) Etche (10 principals), Ahoada West (10 principals) Okrika (10 

principals and Ikwerre local Government Area (10 principals.  The purposive 

sampling technique was used to since the entire population was studied. 

The instrument used to carry out the research was a self structured 15 items 

questionnaire, developed by the researcher. The questionnaire is tagged 

“principals leadership style and office workers’ job satisfaction (PLSTJS). The 

questionnaire has two sections. Section A and section B. section A is on 

demographic information of the respondents while section B is the elicit 

answer’s for the research questions posed in chapter one.  The questionnaire 

was structured in a four point Strongly Disagree) = 1 point, Disagree (D) 2 

point and Agree (A) 3 point and Strongly Agree (SA) 4 points. 

The validity of the instrument was determined by some expert in educational 

statistic in the field of educational management. They critically studied the 

items in order to effect corrections to ensure that it was appropriate and 

adequate for collecting relevant data for the study.  

Cronbach Alpha was statistically used to test the reliability estimate of .751 

was obtained for the 15 (fifteen) items in section B of the questionnaire.  

Data collected for the study was analyzed using mean and standard deviation 

to answer the research questions while the chi-square was used to test the 

research hypotheses at 0.5 Alpha level of significance. The criterion mean that 

was used in scoring was 2.50, which was obtained by summing the weighted 

points and divided by four (4). Hence (4+3+2+1) =4 .=2.50.4 is presumed 

that any hypothesis that is greater than 0.5 level of significance was accepted, 

while any hypothesis that is equally or less than 0.05 level of significance is 

not accepted.  

The research design adopted for this study is correlational design.  

 

Purpose of the study    

The main purpose of the study is to investigate the principal’s leadership 

styles and office workers’ job satisfaction in public secondary schools in 

Rivers State.  

Specifically this study intend to: 
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• Find out the various leadership styles adopted by principals in aiding 

office workers’ job satisfaction in public secondary schools in Rivers 

State. 

• Find out how laisez-faire leadership style influences office workers’ job 

satisfaction in public secondary schools in Rivers State. 

• Find out how bureaucratic leadership style influences office workers’ 

job satisfaction in public secondary schools in Rivers State. 

• Find out how charismatic leadership style influences office workers’ 

job satisfaction in public secondary schools in Rivers State. 

 

Research Questions 

The following research questions guided this study; 

• What are the various leadership styles adopted by principals in aiding 

office workers’ job satisfaction in public secondary schools in Rivers 

State? 

• How does laisez-faire leadership style influence office workers’ job 

satisfaction in public secondary schools in Rivers State? 

• How does bureaucratic leadership style influence office workers’ job 

satisfaction in public secondary schools in Rivers State? 

• How does charismatic leadership style influences office workers’ job 

satisfaction in public secondary schools in Rivers State? 

 

Hypothesis  

The following hypotheses further guided this study. 

• There is no significant relationship between laisez-faire leadership 

style and office workers’ job satisfaction in public secondary schools in 

Rivers State. 

• There is no significant relationship between bureaucratic leadership 

style and office workers’ job satisfaction in public secondary schools in 

Rivers State. 

• There is no significant relationship between charismatic leadership 

style and office workers’ job satisfaction in public secondary schools in 

Rivers State. 
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Results 

Out of the 50 copies of the questionnaire distributed, 46 or 92% were duly 

completed and retuned upon which the study based its analysis.  

• Research Questions 1: What are the various leadership styles adopted 

by principals in office workers job satisfaction in public secondary 

schools in Rivers State? 

Table 1: Various leadership styles adopted by principals in office workers job 

satisfaction in public secondary schools in Rivers State. 

S/N items N Mean Std. 

Deviation 

Remark 

1. Bureaucratic leaders with ethics can encourage the act of job 

satisfaction in Rivers State to an extent.  

46 2.8696 1.48802 Agree 

2. Democratic leaders with ethics can encourage the act of 

student’s job satisfaction in Rivers State to an extent.  

46 2.6652 1.23652 Agree 

3. Laisez faire leaders with ethics can aid the act of job 

satisfaction in Rivers State to an extent. 

46 1.7391 1.06322 Disagree 

4. Charismatic leaders with ethics can encourage the act of job 

satisfaction in Rivers State to an extent.  

46 2.7000 1.03280 Agree 

5. Leaders have knowledge of all the leadership style and do 

exhibit them when suitable with ethics can encourage the act 

of job satisfaction to an extent 

46 1.3043 .46522 Disagree 

Total 46    

 

Table one above shows in item 1 mean score of 2.8696 and SD 1.48802 which 

indicates that the respondents agreed that bureaucratic leaders with ethics 

can encourage the act of job satisfaction in Rivers State to an extent. In item 2 

mean score of 2.6652 and SD 1.23652 equally showed that the respondents 

agreed that democratic leaders with ethics can encourage the act of student’s 

job satisfaction in Rivers State to an extent.  However in item 3 the 

respondents disagreed with mean score of 1.7391 and SD 1.06322 that laisez 

faire leaders with ethics can encourage the act of job satisfaction of office 

workers in Rivers State to an extent..  In item 4 mean score of 2.7000 and SD 

1.03280 shows that the respondents agreed that charismatic leaders with 

ethics can encourage the act of job satisfaction in Rivers State to an extent.  In 

item 5 mean score of 1.3043 and SD .46522 proved that the respondents 

disagreed that leaders have knowledge of all the leadership style and do 
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exhibit them when suitable with ethics can encourage the act of job 

satisfaction to an extent 

• Research Question 2: How does laisez-faire leadership style influence 

office workers’ job satisfaction in public secondary schools in Rivers 

State? 

Table 2: The influence of laisez-faire leadership style on office workers’ job 

satisfaction 

s/n items N Mean Std. 

Deviation 

Remark 

6. I allow my office workers and staff use 

their discretion during office workers’ 

job satisfaction without my direct 

supervision 

46 1.5870 .49782 Disagreed 

7. The influence of parents do not allow me 

exercise full strength on the student job 

satisfaction 

46 1.1304 .34050 Disagreed 

8. My office workers past good results 

deter me from enforcing rules  

46 2.1957 1.16656 Disagreed 

9. My office workers exercise discretion to 

allow my office workers continue to have 

good results. 

46 1.8043 1.08770 Disagreed 

10. Community demand for good and 

excellent result deter full implementation 

of examination rules. 

46 1.8696 1.08748 Disagreed 

Total 46    

 

Table 2 above shows in item 6 mean score of 1.5870 and SD .49782 which 

indicate that the respondents disagreed that they allow my office workers and 

staff use their discretion during office workers’ job satisfaction without my 

direct supervision. In item 7 mean score of 1.1304 and SD .34050 equally 

proved that the respondents disagreed that the influence of parents do not 

allow me exercise full strength on the student job satisfaction. In item 8 mean 

score of 2.1957 and SD 1.16656 showed that the respondents disagreed that 

their office workers past good results deter me from enforcing rules. In item 
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9 mean score of 1.8043 and SD 1.08770 equally indicate the respondents 

disagreed that office workers exercise discretion to allow my office workers 

continue to have good results. Item 10 with mean score of 1.8696 and SD 

1.08748 showed that the respondents disagreed that community demand for 

good and excellent result deter full implementation of examination rules. 

The answers to the above research questions above shows that the principals 

in pubic secondary schools in Rivers State adopt other forms of leadership 

style apart from laisez faire.  

• Research Question 3: How does bureaucratic leadership style influence 

office workers’ job satisfaction in public secondary schools in Rivers 

State? 

Table 3: Influence of bureaucratic leadership style on office workers’ job 

satisfaction 

 Descriptive Statistics 

s/n items N Mean Std. Deviation Remark 

11. My office workers and staff understand 

what constitutes job satisfaction 

46 2.804

3 

1.46522 Agree 

12. My office workers who have the ability 

to exhibit the leadership to be in charge 

of their job role.  

46 2.7391 1.18199 Agree 

13. I ensure my office workers and office 

workers abide by examination rules 

through my direct supervision 

46 2.673

9 

1.38322 Agree 

14. All my office workers have the 

examination guide and manual before 

jobs commence 

46 2.1957 1.16656 Disagree 

15. My office workers are given strict 

training and workshop on how to 

manage office workers’ job satisfaction 

46 1.739 1.1042 Disagree 

Total 46    

 

Table 3 above shows in item 11 mean score of 2.8043 and SD 1.46522 which 

shows that the respondents agreed that their office workers and staff 

understand what constitutes job satisfaction.  Item 12 proves with mean score 
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of 2.7391 and SD 1.18199 that the respondents agreed that office workers 

who have the ability to exhibit the leadership to be in charge of their job roles.  

In item 13 mean score of 2.6739 and SD 1.38322 equally proved that the 

respondents agreed that they ensure my office workers and office workers 

abide by examination rules through my direct supervision.  In item 14 mean 

score of 2.1957 and SD 1.16656 shows that the respondents disagreed that all 

their office workers have the examination guide and manual before jobs 

commence. In item 15 mean score of 1.739 and SD 1.1042 showed that the 

respondents disagreed that their office workers are given strict training and 

workshop on how to manage office workers’ job satisfaction. 

• Research Question 4: How does charismatic leadership style influence 

office workers’ job satisfaction in public secondary schools in Rivers 

State? 

Table 4: How charismatic leadership style influences office workers’ jeob 

satisfaction  

s/n item N Mean Std. 

Deviation 

Remark 

16. Every member of staff and student see the 

dangers inherent in office workers job 

satisfaction 

46 2.8696 1.08748 Agreed 

17. My staff and student understand and follow rules 

by my set examples. 

46 1.3478 .60433 Disagreed 

18. I do not struggle to get the required compliance 

based on laid down rules and working examples 

46 1.7174 1.14820 Disagreed 

19. My office workers imbibe the habit of hard-work 

taught them over time and avoid malpractice on 

their own. 

46 1.2391 .60313 Disagreed 

20. I reward my staff and office workers who keep to 

uniqueness and commitment in their jobs. 

46 2.1957 1.16656 Disagreed 

Total 46    

 

Table 4 above shows in item 16 mean score of 2.8696 and SD 1.08748 which 

implies that the respondents agreed that every member of staff and student 

see the dangers inherent in office workers job satisfaction.  In item 17 mean 

http://www.berkeleypublications.com/


09.30.2020  Pg.155 

   
         Vol. 13, No. 7 

 
 

BERKELEY RESEARCH & PUBLICATIONS INTERNATIONAL   
Bayero University, Kano, PMB 3011, Kano State, Nigeria. +234 (0) 802 881 6063,  

Website: www.berkeleypublications.com 
  

International Journal of Management Science & Entrepreneurship 

ISSN: 1098-5331 

score of 1.3478 and SD .60433 showed that the respondents disagreed that 

their staff and student understand and follow rules by my set examples.  In 

item 18 mean score of 1.7174 and SD 1.14820 equally showed that the 

respondents disagreed that they do not struggle to get the required 

compliance based on laid down rules and working examples. In item 19 mean 

score of 1.2391 and SD .60313 which showed that the respondents disagreed 

that their office workers imbibe the habit of hard-work taught them over time 

and avoid malpractice on their own.  In item 20 mean score of 2.1957 and SD 

1.16656 showed that the respondents disagreed that they reward my staff and 

office workers who keep to uniqueness and commitment in their jobs 

 

Testing of Hypotheses 

• Hypothesis 1: There is no significant relationship between laisez-faire 

leadership style and office workers’ job satisfaction in public secondary 

schools in Rivers State. 

Table 5: Testing of hypothesis 1 

s/n Item Chi-
square 

df Asymp.Sig 

1. I allow my office workers and staff use their 
the school during office workers’ job 
satisfaction without my direct supervision 

3.130a 1 .077 

2. The influence of parents do not allow me 
exercise full strength on the student job 
satisfaction 

16.087b 3 .001 

3. My office workers past good results deter me 
from enforcing rules  

45.652b 3 .000 

4. My office workers exercise discretion to allow 
my office workers continue to have good results. 

6.435c 2 .040 

5. Community demand for good and excellent 
result deter full implementation of examination 
rules. 

7.043a 1 .008 

 

Table 5 above shows a p-value of .025<.05, implies that there is a significant 

relationship between laisez-faire leadership style and office workers’ job 

satisfaction in public secondary schools in Rivers State.  The null hypothesis 

is therefore rejected.  
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Hypothesis 2: There is no significant relationship between bureaucratic 
leadership style and office workers job satisfaction in public secondary 
schools in Rivers State. 
 
Table 6: Testing of Hypothesis 2 

s/n Item Chi-square df Asymp.Sig 

6. My office workers and staff understand what 

constitutes job satisfaction 

7.043a 1 .008 

7. Office workers who have the ability to exhibit the 

leadership styles can easily be identified in schools 

for the selection of principals, to an extent.  

21.174b 2 .000 

8. I ensure my office workers and office workers 

abide by examination rules through my direct 

supervision 

19.565a 1 .000 

9. All my office workers have the examination guide 

and manual before jobs commence 

9.826c 3 .020 

10. My office workers are given strict training and 

workshop on how to manage office workers’ job 

satisfaction 

25.609b 2 .000 

 

Table 6 shows p-value of .066>.05 which implies that there is  no significant 
relationship between significant relationship between bureaucratic 
leadership style and office workers job satisfaction in public secondary 
schools in Rivers State.  The null hypothesis is therefore accepted. 
Hypothesis 3: There is no significant relationship between charismatic 
leadership style and office workers job satisfaction in public secondary 
schools in Rivers State 
 

Table 7: Testing of hypothesis 3 
s/n Item Chi-square df Asymp.Sig 

11. Every member of staff and student see the dangers 

inherent in office workers job satisfaction 

6.435a 2 .040 

12. My staff and student understand and follow rules 

by my set examples. 

31.870a 2 .000 

13. I do not struggle to get the required compliance 

based on laid down rules and working examples 

42.174b 3 .000 

14. My office workers imbibe the habit of hard-work 

taught them over time and avoid malpractice on their 

own. 

82.870b 3 .000 
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15. I reward my staff and office workers who keep to 

uniqueness and originality in their jobs. 

9.826b 3 .020 

 

Table 7 above shows p-value of .102>.05 implies that there is no significant 

relationship between charismatic leadership style and office workers job 

satisfaction in public secondary schools in Rivers State.  The null hypothesis 

is therefore accepted.   

 

Discussion of Findings 

The findings of the study above are hereunder discussed: 

 

Laisez-faire leadership style and office workers’ job satisfaction in public 

secondary schools in Rivers State 

The testing of the hypothesis 1 proved that laisez-faire leadership style leads 

to or relates to job satisfaction in public secondary schools in Rivers State.  The 

stance of the respondents indicates that laisez-faire leadership style adopted 

by principals gives room for office workers job satisfaction.  The position of 

the respondents agrees with Kalagbor (2017) stating that A laissez-faire 

leader is a leader who has no clear cut goals, he gives no professional 

leadership to his group, and he does not plan out word schedule and has no 

known pattern of working or supervisory or initiating action. Henslin, (2010), 

further confirms that laissez-faire is an interesting leadership style. Laissez-

faire is drastically different because it is a French ideal that originated not as 

a form of management, but as a counter action to French rulers during the 18th 

century. The idea of laissez-faire is sometimes hard to grasp because it varies 

greatly from the traditional management mindset. Laissez-faire does not seek 

to establish rule. Instead, laissez-faire originates from opposing government 

(or management) intervention.  In all it is clear that laisez faire leadership 

style since it is not rule oriented may not curb or influence malpractice 

positively with the aim of stopping or eradicating the menace.  

 

Bureaucratic leadership style and office workers job satisfaction in public 

secondary schools in Rivers State 

The testing and findings of hypothesis 2 shows that there is no significant 

relationship between bureaucratic leadership style and office workers job 
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satisfaction in public secondary schools in Rivers State. The position of the 

respondents indicate that with stringent measures put in place as obtainable 

in the bureaucratic leadership style, office workers job satisfaction would be 

curtailed.  In other words, bureaucratic leadership style does not lead to office 

workers’ malpractice in public secondary schools in Rivers State. The position 

of the respondents is supported by Oyet (2016) stating that bureaucratic 

leadership style has a tendency to form specific habits. This causes distress 

when the traditional work method must be changed to allow for new or 

innovative styles to be incorporated in the day to day task. For example, 

introducing newer machinery or changes to a functional job role may be met 

with resistance, especially in tenured employees. This is because the 

bureaucratic leadership style constricts the flow of innovation---each new 

item must be approved by administrative policy, then it must be taught to 

employees, and then it must be continuously promoted by management.  

However, Asika (1995) argues that interest in the functional job role may be 

lost under bureaucratic leadership style. This may contradict or cause a 

sluggish mode of implementation of new rules to curbing malpractice in 

schools.  Employees may find there is no room for new and interesting 

changes, and this creates a type of stale environment. Too much bureaucratic 

policy and administrative rule actually constrict the employee’s ability to be 

inventive and entrepreneurial in their approach to daily tasks. This 

constriction and lack of interest can result in a freezing of employee functions. 

The employee who feels constricted, bored, and uninterested will not commit 

to tasks beyond their functional job role. They will only do what is expected of 

them through administrative procedure. 

 

Charismatic leadership style and office workers job satisfaction in public 

secondary schools in Rivers State 

The testing of hypothesis 3 proved that there is no significant relationship 

between charismatic leadership style and office workers job satisfaction in 

public secondary schools in Rivers State. The position of the respondents is in 

line with Nweke, (2019) stating that Charismatic leaders also are sometimes 

called transformational leaders because they share multiple similarities. 

Charismatic leadership, thus, is much more dependent on the personality of 

the leader. Status, a business communications company, stated that leaders 
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who apply the style are individuals who use their personality and 

communication style to gain the admiration of followers. Because of this, more 

than any other type of leadership style, charismatic leaders depend on the 

strength of their personalities to win over their audience.  The point here is 

that charismatic leaders  (principals) exude attributes that  office workers and 

office workers may emulate to avoid job satisfaction.  

 

Conclusion  

In conclusion, it was observed that almost all the studies revealed that 

leadership style have effect on employees’ job satisfaction which indicated 

that school administrators leadership style have effect on office workers job 

satisfaction. The effect could be positive or negative depending on the 

leadership styles practiced by leaders.   Many relevant literatures reviewed on 

the subject matter revealed that transformational leadership style serves as 

the most effective leadership style that has the most significant positive effect 

on office workers’ job satisfaction in public and private schools. It shows 

effectiveness in the performance of school administrators in their overall 

leadership functions.  The practice of transformational leadership in schools 

brings about high level of office workers’ satisfaction which in turn makes 

office workers to be very effective and be committed to school goals and 

objectives. Democratic leadership style is another leadership style that 

encourages office workers’ effectiveness and commitment to duty which most 

times eventually leads to office workers’ job satisfaction. On the other hand, 

Autocratic leadership and Laissez-Faire leadership styles were found to be 

less influential in improving office workers’ job satisfaction but helpful in 

some situations. Hence, Ogunyinka and Adedoyin (2013) reported that no 

style of leadership is superior to the other. Every situation requires a 

particular style of leadership therefore an effective leadership style in a 

particular circumstance could proved to be ineffective in a different situation. 

However, several studies on leadership styles and office workers’ job 

satisfaction in schools gave support to the view that job satisfaction is 

positively related to transformational leadership style and participative 

decision process (Maeroff, 1988 & Ross miller, 1992). 
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Recommendations  

Based on the findings above, the following recommendations are hereby 

reached: 

1. Principals should adopt leadership styles appropriate to their 

incumbent responsibility and ensure that every member of staff and 

student understand what constitutes office workers job satisfaction 

possibly by issuing handbooks.  

2. The laisez-faire leadership style should be avoided by principals since 

it does not necessary lead to curbing or managing office workers’ job 

satisfaction. 

3. The bureaucratic and charismatic leadership styles should be 

encouraged and emulated by principals since it leads to stringency to 

rules and leading by charisma and example to office workers and  other 

staff. 

4. Principals and government should from time to time organize 

workshops on the need for  job satisfaction and sustenance of achieved 

goals.  
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