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ABSTRACT 
Transformational leadership is a leadership style that focuses on inspiring and motivating individuals to transcend their personal interests for the benefit of the organization or group. In educational settings, particularly in secondary schools, transformational leadership has been identified as a key factor in enhancing teacher motivation, performance, and overall commitment. The role of headteachers in shaping school culture and fostering an environment that supports teachers’ professional growth is crucial in improving educational outcomes.This study aims to investigate the effect of transformational leadership styles of head teachers on teaching commitment in secondary schools in Kesses Sub County, Kenya. The study was guided by the following objectives: to examine the correlation between the transformational leadership style of head teachers and the level of teaching commitment; to identify specific traits of transformational leadership that most significantly influence teachers’ commitment; to investigate teachers’ perceptions of their head teachers’ transformational leadership behaviors and how these perceptions impact their teaching commitment; to evaluate the level of teaching commitment in schools led by transformational leaders and  to explore transformational leadership policies that head teachers can adopt to enhance teaching commitment. The  study  was  supported  by transformational Leadership Theory. A mixed-method approach was used, The target population comprised 300 respondents (30 headteachers and 270 teachers), with a stratified random sample of 120 participants (30 headteachers and 90 teachers) selected from public and private secondary schools across urban and rural settings. Data were collected using validated questionnaires (Cronbach’s α = 0.82) and semi-structured interviews. A pilot study in Mosop Sub County confirmed instrument reliability. Quantitative data were analyzed using descriptive statistics (means, standard deviations) via SPSS v26, while qualitative data underwent thematic analysis. The study found a strong positive relationship (45.7% strongly agreed, M = 3.82, SD = 0.786), with transformational leadership enhancing teacher motivation, performance, and school culture. Inspirational motivation (M = 3.04), idealized influence (M = 3.46), and intellectual stimulation (M = 3.55) were critical in boosting commitment, with individualized consideration (M = 3.17) being the most impactful. Positive perceptions of trust (M = 3.05), communication (M = 3.52), and empowerment (M = 3.23) significantly increased commitment, highlighting the role of relational dynamics. Schools with transformational leaders reported higher commitment (52.4%, M = 3.11), retention (47.6%, M = 3.05), and job satisfaction (50.5%, M = 3.50) than those with traditional leaders. Policies promoting professional development (54.3%, M = 3.14), recognition (57.1%, M = 3.36), and shared decision-making (52.4%, M = 3.75) were key drivers of commitment.The study concluded Transformational leadership—through visionary, supportive, and empowering practices—significantly strengthens teaching commitment. The study recommended training headteachers in transformational strategies and adopting policies that foster teacher autonomy, recognition, and collaboration. 
 
DEFINITION OF TERMS 
Transformational Leadership  Style 
Transformational leadership refers to the approach used by head teachers that focuses on inspiring, motivating, and supporting teachers to achieve their best performance. It is characterized by specific behaviors such as providing a clear vision, intellectual stimulation, individualized support, and leading by example. In the context of this study, it specifically includes behaviors such as inspirational motivation, intellectual stimulation, individualized consideration, and idealized influence (Bass & Avolio, 2018). 
Teaching Commitment 
Teaching commitment refers to the degree to which teachers are dedicated to their profession, as well as their emotional, cognitive, and behavioral engagement in the teaching process. It includes factors such as enthusiasm for teaching, job satisfaction, a sense of responsibility towards students' success, and a willingness to go above and beyond the basic requirements of the job (Meyer & Allen, 2021). 
Teachers’ Perceptions 
Teachers’ perceptions refer to the way teachers understand, interpret, and evaluate the leadership behaviors and practices of their headteachers. These perceptions can be shaped by personal experiences, professional interactions, and observed behaviors, and are critical in influencing their overall commitment to the teaching profession (Keller, 2016). 
Transformational Leadership Traits 
Transformational leadership traits are specific qualities or characteristics of head teachers that contribute to the motivational impact they have on their teachers. These include traits such as vision, charisma, empathy, communication skills, and the ability to inspire innovation and foster collaboration among staff. These traits have a direct impact on teachers' engagement, satisfaction, and motivation (Bass & Avolio, 2018). 
 
 
Traditional Leadership Style 
Traditional leadership style refers to more conventional or hierarchical leadership practices that focus on authority, decision-making from the top-down, and maintaining established structures and processes. In this context, it contrasts with transformational leadership by being less focused on inspiration and teacher empowerment and more on maintaining control and efficiency. 
Leadership Policies 
Leadership policies refer to formal or informal guidelines, strategies, or actions implemented by the headteacher to improve leadership practices, foster a positive school climate, and enhance teacher commitment. Policies may include professional development programs, performance evaluation systems, reward and recognition programs, and strategies to promote teacher well-being and job satisfaction. 
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CHAPTER ONE INTRODUCTION 
 
1.1 Introduction 
This chapter details the background of the study, statement of the problem, purpose of the study, objectives of the study, research hypothesis, significance of the study, scope of the study, delimitations of the study, assumptions of the study, theoretical framework, and conceptual framework. 
1.2 Background of the Study 
Transformational leadership is a leadership style characterized by the ability to inspire and motivate individuals to transcend their own self-interests for the collective benefit of the organization. The concept was initially introduced by James V. Downton in 1973 and later expanded by James MacGregor Burns in 1978. Burns conceptualized transformational leadership as a process wherein both leaders and followers engage in a mutual elevation, raising each other to higher levels of motivation and morality. Further elaboration by Bernard M. Bass (1985) highlighted four key components that define transformational leadership: idealized influence, inspirational motivation, intellectual stimulation, and individualized consideration. These components emphasize the role of the leader in fostering a vision and promoting personal growth among followers. Transformational leadership contrasts with transactional leadership, which is primarily focused on performance-based exchanges and rewards, rather than on intrinsic motivation or commitment. As such, transformational leadership has gained prominence as a framework for improving organizational culture, fostering innovation, and enhancing overall performance. 
Globally, transformational leadership has become integral to educational reforms aimed at improving school performance. In Japan, the educational system has adopted the "active learning" model as a response to the limitations of traditional rote memorization methods. Active learning emphasizes student engagement, problem-solving, and collaboration, aiming to equip students with essential 21st-century skills. This shift, which began in the early 2000s, underscores the importance of leadership in shaping educational environments that foster critical thinking, adaptability, and collaborative problem-solving. The active learning approach is a significant departure from Japan’s previous reliance on traditional methods and is viewed as a direct result of leadership efforts to create a more engaging and future-ready educational system. By prioritizing leadership in the classroom and school environment, Japan has successfully implemented systemic changes that are aligned with global educational trends, which focus on the holistic development of students. 
In Singapore, the "Learn for Life" initiative, launched by the Ministry of Education, places a strong emphasis on continuous learning, resilience, and adaptability, all of which are necessary skills for thriving in a rapidly changing global job market (García Torres,  2018).  This initiative aligns closely with transformational leadership, as it fosters a growth mindset and encourages individuals to embrace learning as a lifelong process. The initiative is designed to equip students with the skills required to navigate an unpredictable future by focusing on leadership development both in and out of the classroom (Tan, 2024). Moreover, the emphasis on equity and inclusivity ensures that the educational system provides equal opportunities for all students to succeed, regardless of their backgrounds. Singapore’s commitment to educational leadership and reform exemplifies how transformational leadership can be a driving force behind the development of policies that aim to equip students with adaptable, future-proof skills. 
Finland, renowned for its progressive educational system, has long been a model for innovative and student-centered learning. The National Curriculum Reform of Finland, implemented in the early 2000s, shifted the focus from traditional subject-based learning to a more interdisciplinary approach that encourages collaboration and creative problem-solving (Alho, 2024). This reform promotes flexibility in how schools design their curricula, allowing teachers to tailor learning experiences to the specific needs of their students. The impact of this reform has been profound, contributing to Finland’s reputation for having one of the bestperforming education systems in the world. Transformational leadership has played a pivotal role in this shift, as it empowers educators to take ownership of their teaching methods and adapt to the changing needs of students (Juuti,2021).  Furthermore, the Finnish system emphasizes teacher autonomy and professional development, which are key tenets of transformational leadership, helping to cultivate a culture of continuous improvement within schools. 
In the United Kingdom, the introduction of the Academy School model in the early 2000s provided schools with greater autonomy, enabling them to design their own curricula and manage resources independently from local authorities. This model was implemented to foster more innovative and responsive educational practices, aligning with transformational leadership principles that emphasize the importance of visionary leadership, autonomy, and adaptability. By allowing schools to exercise greater control over their operations, the UK aimed to create a more flexible and responsive education system. Research by Greany and Higham (2018) highlights that this model has led to significant improvements in both academic outcomes and school management practices. The increase in school autonomy, paired with strong leadership at the school level, has resulted in a more personalized approach to education, where schools are better able to meet the diverse needs of their student populations. 
In the United States, the passing of the Every Student Succeeds Act (ESSA) in 2015 represented a significant shift in the federal education policy, with a greater emphasis on equity, inclusivity, and state-level control. ESSA grants individual states the power to design their own academic standards and interventions, allowing local leadership to tailor solutions to their unique educational challenges (Menon & Lefteri, 2021). T This shift reflects a broader trend towards decentralized educational systems, where leadership is viewed as a crucial factor in addressing disparities in educational outcomes. The act emphasizes the role of transformational leadership in driving educational reforms at the local level, ensuring that all students, regardless of background, have access to high-quality education. As such, transformational leadership plays a central role in ensuring that the principles of equity and inclusivity are integrated into the educational system at all levels, ultimately benefiting underserved communities and closing achievement gaps. 
In Canada, particularly in Ontario, recent reforms have focused on integrating Indigenous perspectives into the curriculum. This reform aims to promote inclusivity and provide students with a more comprehensive understanding of the nation’s history and diverse cultural landscape. The incorporation of Indigenous knowledge into educational frameworks aligns with transformational leadership practices, as it encourages leadership at all levels to recognize and value the diverse backgrounds of students. Cherubini (2019) discusses how this approach fosters inclusivity, respect for diversity, and social justice, key elements of transformational leadership. Ontario’s educational reforms demonstrate how leadership can guide the creation of a curriculum that reflects the values of equity, cultural understanding, and reconciliation, ultimately contributing to a more inclusive and holistic educational experience for all students. 
In Mozambique, Riggio (2019) found that transformational leadership was a crucial factor in aligning school goals and improving relationships between teachers and students. The research showed that when school leaders practiced transformational leadership, they were able to inspire and motivate teachers to improve their teaching practices, resulting in better academic performance and student outcomes. Similarly, Uganda has also seen positive effects from transformational leadership, with Boey (2021) noting that headteachers who provided intellectual stimulation and visionary leadership were able to foster a sense of purpose and commitment among their staff, leading to enhanced academic achievement. Both countries demonstrate the value of transformational leadership in educational settings where resources may be limited, but strong leadership can overcome challenges and improve overall educational quality. 
In Kenya, leadership in education has been identified as a critical factor in shaping teacher commitment, which is vital for improving academic outcomes. Teacher commitment, defined as a teacher’s dedication to fulfilling their responsibilities and aligning with school objectives, is fundamental to achieving educational success (Robert, 2018). However, despite ongoing efforts to implement transformational leadership practices in schools, challenges such as absenteeism, inadequate preparation, and low teacher morale continue to affect teacher commitment, ultimately impacting academic performance (Okeniyi, 2005). In regions like Machakos Sub County, where there are relatively favorable teacher-pupil ratios and adequate resources, national examination results remain suboptimal due to the lack of teacher commitment. This points to the need for stronger leadership and better engagement with teachers to address these persistent issues. 
In Kesses Sub County, Uasin Gishu County, although some headteachers have begun adopting transformational leadership styles, the impact on teacher commitment remains underexplored. Despite improvements in school resources and infrastructure, there are ongoing challenges in motivating teachers to stay committed to their roles, which in turn affects the quality of education. These challenges highlight the importance of localized studies that investigate the relationship between leadership styles and teacher commitment in specific geographic regions like Kesses Sub County. Understanding the unique local dynamics, including cultural and institutional factors, is crucial for developing effective strategies that can motivate teachers and improve their performance. 
The existing literature on transformational leadership and teacher commitment suggests that while leadership practices are essential in shaping school culture and improving academic outcomes, their effectiveness is highly dependent on the socio-cultural and institutional context in which they are implemented. This study, therefore, aims to explore the relationship between transformational leadership and teacher commitment in secondary schools in Kesses Sub County, Uasin Gishu County. By identifying specific leadership behaviors that positively influence teacher commitment, the study seeks to provide practical recommendations for improving teacher motivation, which could, in turn, enhance the overall educational outcomes in the region. 
1.3 Statement of the Problem 
The importance of transformational leadership in educational settings and its influence on teacher dedication, which affects student outcomes, underscores the focus of this study. Transformational leadership, through inspiring and motivating teachers with a shared vision, individualized support, and intellectual stimulation, has the potential to increase educators' commitment (Bass, 2015). However, there remains a gap in understanding the specific relationship between transformational leadership and teaching commitment in secondary schools within Kesses Sub County, Uasin Gishu County, Kenya. Effective leadership is essential for fostering positive work environments, enhancing teacher morale, and improving student achievement (Day et al., 2016). When leadership is lacking, teacher morale and work satisfaction can suffer, leading to issues like higher turnover rates, reduced dedication, and ultimately a negative impact on student engagement and academic success (Leithwood & Sun, 2018). In rural settings like Kesses Sub County, where limited resources and socioeconomic factors pose additional challenges, the absence of strong leadership may exacerbate these existing difficulties. 
This study addresses this knowledge gap by using a mixed-methods approach that incorporates both quantitative and qualitative data. Quantitative analysis of survey data from secondary school teachers in the target region provided empirical insights into the link between transformational leadership and teaching commitment. Additionally, qualitative data from interviews enriched the analysis by capturing teachers' experiences and perspectives. This combined approach offers a comprehensive understanding of the role of transformational leadership in supporting teacher commitment. In doing so, this study aims to contribute to the broader field of educational leadership and offer actionable insights for policymakers, school leaders, and other educational stakeholders. It is anticipated that the findings  guided strategies to enhance teacher commitment and leadership practices in Kesses Sub County and similar regional contexts. 
1.4 Purpose of the study 
The purpose of this study is to examine the effect of transformational leadership style of head teachers on teaching commitment in secondary schools in Kesses Sub County, Uasin Gishu County, Kenya. 
1.5 Objectives of the study 
i. To examine the correlation between the transformational leadership style of headteachers and the level of teaching commitment in secondary schools in Kesses Sub County. 
ii. To identify specific traits of transformational leadership that most significantly influence teachers’ teaching commitment in secondary schools in Kesses Sub County. iii. To investigate teachers’ perceptions of their headteachers’ transformational leadership behaviors and how these perceptions impact their teaching commitment. 
iv. To evaluate the level of teaching commitment in schools led by transformational leaders compared to those led by more traditional leadership styles in Kesses Sub County. 
1.6 Research hypothesis 
i. H01: There is no significant correlation between the transformational leadership style of head teachers and the level of teaching commitment in secondary schools in Kesses Sub County. 
ii. H02: There are no specific traits of transformational leadership that significantly influence teachers’ teaching commitment in secondary schools in Kesses Sub County. 
iii. H03: Teachers’ perceptions of their head teachers’ transformational leadership behaviors do not significantly impact their teaching commitment. 
iv. H04: There is no significant difference in the level of teaching commitment between schools led by transformational leaders and those led by more traditional leadership styles in Kesses Sub County. 
1.7 Significance of the study 
Head teachers benefited from the study as it provided them with valuable insights on enhancing teachers' dedication to their roles. The findings enabled head teachers to reevaluate and assess their transformational leadership approaches, making necessary adjustments to improve effectiveness. Additionally, the study's outcomes proved beneficial to other stakeholders in the education system, including parents and the local community, by highlighting the impact of transformative leadership styles on teachers' commitment in secondary schools in Kesses Sub County. The Kenya Education Management Institute (KEMI) utilized the study's findings to identify intervention strategies for training head teachers in management courses, using the results as a reference point for determining areas where school managers required additional training. The County Director of the Teachers Service Commission (TSC) leveraged the data to develop initiatives aimed at enhancing teachers' commitment in primary schools. These initiatives helped foster greater teacher dedication by promoting the creation and implementation of policies and regulations that were considerate, amicable, and fulfilling for teachers. Furthermore, the study's conclusions influenced future research projects by academics and students with similar interests in transformational leadership styles, serving as a valuable reference for expanding knowledge in this field. 
1.8 Scope of the study 
The study was conducted within the context of secondary schools in Kesses Sub County, Uasin Gishu County, Kenya, with a primary focus on assessing the effect of transformational leadership styles of headteachers on teaching commitment. The target population for the study included 300 respondents, comprising 30 headteachers and 270 teachers from both public and private secondary schools in the region. To ensure a representative sample, a stratified random sampling technique was used, selecting 120 participants, which included 30 headteachers and 90 teachers. This sampling approach ensured proportional representation from various categories, including urban and rural schools, as well as mixed-gender and single-gender schools, along with both public and private institutions. 
The study concentrated on several key areas related to the transformational leadership styles of headteachers and their impact on teaching commitment. These included examining the correlation between transformational leadership and teaching commitment, identifying the key traits of transformational leadership (such as inspirational motivation and idealized influence), and exploring teachers' perceptions of their headteachers' leadership behaviors. Additionally, the study compared teaching commitment levels in schools led by transformational leaders versus those with traditional leadership styles. Furthermore, the study aimed to provide policy recommendations aimed at enhancing teacher commitment. 
The research was conducted over a four-month period, from January to April 2025. Data collection involved administering questionnaires to participants and conducting semistructured interviews. To maintain focus on the specific context of secondary education in Kesses Sub County, the study excluded primary schools, non-teaching staff, and institutions located outside the region. This ensured that the research was relevant and localized to the secondary school setting in Kesses Sub County. 
 
1.9 Delimitations of the study 
The study specifically focused on transformational leadership style. It did not delve into other leadership styles such as transactional, laissez-faire, or situational leadership. While the study acknowledges that various factors may influence teaching commitment, such as school culture, teacher-student relationships, and socio-economic backgrounds, it primarily concentrated on the impact of transformational leadership. The study is limited to secondary schools in Kesses Sub County, Uasin Gishu County, Kenya. It did not extend its scope to primary schools or other educational institutions outside this geographic area. Although the school environment involves various stakeholders, including administrative staff and nonteaching personnel, this study focused solely on the perspective of teachers and their interactions with head teachers. 
1.10 Limitations of the study 
The study was restricted to secondary schools in Kesses Sub-County, which limited the generalizability of the findings to other regions in Kenya.Future studies should expand the geographical scope to include multiple sub-counties or counties to enhance the representativeness and applicability of the findings across different educational contexts.The study relied on data collected through questionnaires and interviews, which may be subject to bias such as social desirability or inaccurate recall.Subsequent studies should consider triangulating data collection methods such as including classroom observations, document reviews, or performance records to enhance the validity of the findings. 
The study was conducted over a limited period, which did not  capture the long-term impact of transformational leadership on teacher commitment.Longitudinal studies are recommended to examine how leadership styles influence teacher commitment over extended periods.The study used a limited sample size, which did not  fully represent the diversity of secondary schools and teacher experiences in the region.Future research should use a larger and more diverse sample, including both public and private schools, to gain broader insights. 
The study focused solely on transformational leadership, excluding other styles that may also impact teacher commitment.Further studies should examine and compare multiple leadership styles (e.g., transactional, democratic, autocratic) to determine their relative effects on teacher commitment.The study may not have accounted for other external factors such as government policies, school resources,orsocio-economic influences that affect teacher commitment. Solution: Future research should control for or include these variables in the analysis to provide a more holistic understanding of the factors influencing teacher commitment. 
1.11 Assumptions of the study 
The study was grounded in several key assumptions that aligned directly with its research focus. First, it assumed that participants - both headteachers and teachers - would provide honest and consistent responses when reporting on transformational leadership practices and teaching commitment levels. This assumption was crucial for examining the relationship between leadership approaches and teacher engagement, as well as understanding educators' perceptions of administrative effectiveness. The validity of participant responses formed the foundation for all subsequent analysis and interpretation of findings. A second fundamental assumption concerned the validity of the research instruments. The study operated on the premise that the survey questionnaires and interview protocols employed would accurately measure the constructs of transformational leadership and teaching commitment. This assumption supported the investigation of specific leadership characteristics and their impact, along with comparisons between different leadership approaches. Confidence in these measurement tools was essential for drawing meaningful conclusions from the collected data. 
 
The study also assumed that its findings, while specific to Kesses Sub County, could offer insights applicable to similar educational contexts. This assumption of cautious generalizability framed the study's potential contribution to broader discussions about educational leadership. However, the researchers recognized that variations in institutional cultures, resources, and policies across different regions might limit direct applicability of the results. Regarding the nature of relationships between variables, the study assumed that any identified connections between transformational leadership and teaching commitment would represent correlations rather than proven causal relationships. This distinction acknowledged the potential influence of unmeasured variables while still allowing for valuable insights into possible associations between leadership practices and teacher engagement. 
1.12 Theoretical Framework 
Kumar (2014) defines a theoretical framework as the substances or theories in which the study is embedded. It comprises of stated theories from experts that attempt to explain the relationships in a given study. Additionally, Kivunja (2018) allude that theoretical framework is a sub-set of conceptual framework that acts as a structure or data mining lens which helps a researcher to come up with a well-informed perspective vital for examining one’s data, conducting data analysis, interpretation of findings, discussion of findings, making of recommendations, and reaching desirable conclusions. In essence, a theoretical framework helps a researcher to make sense of the data in his/her study. This study was anchored on Bass‟ 1985 transformational leadership theory. 
1.12.1 Transformational leadership theory 
Among the proponents of the theories of transformational leadership are Yukl (1999), Bass (1985, 1998), and Burns (1978). The notion highlights how crucial it is for leaders to articulate a compelling vision in order to elicit admiration, dedication, and unwavering allegiance from their followers. It is now more crucial than ever to have a high-performance workforce, and in order to do this, leaders must be able to motivate employees to go above and beyond what is required of them. Transformational leaders prioritize long-term objectives, place a strong emphasis on development and values, and motivate their subordinates to follow their vision and realize it. Change and the leadership's role in conceiving and carrying out the organizational performance transformation are the main ideas of transformational leadership. When a leader practices transformational leadership, their followers are inspired to go above and beyond what is initially required of them and feel trust, respect, loyalty, and adoration for them. 
According to Bass (1985), transformational leaders take initiative, assist followers realize extraordinary goals, and increase followers' understanding of transcending common interests. At all organizational levels, including teams, departments, divisions, and the overall company, transformational leadership can be observed. These are the kind of leaders who are bold, risk- takers, motivating, imaginative, and analytical. 
 
This leadership model is significant to the study because, according to research, school heads' leadership styles have an impact on institutional outcomes, and all Kenyan teachers typically take a course on school administration at the university level. Students take a course that covers leadership styles and the importance of implementing the finest leadership practices. Secondary schools with subpar school governance have been found to have issues, as seen by the academic performance of their students, which is below county average. The head teacher's leadership is often linked to incidents of indiscipline in the classroom, chronic absenteeism from both pupils and instructors, and drug misuse, among other issues. For this reason, an extraordinary leadership style is currently required in schools. 
Leithwood and Jantzi (2000b) state that, transformational leadership theory places significant emphasis on the charismatic qualities of leaders, such as inspiration and vision. They argued that this focus on charisma overlooks other important leadership traits and skills, leading to an incomplete understanding of effective leadership. Critics suggest that the concept of transformational leadership lacks a clear and consistent definition, making it difficult to operationalize and measure empirically. This ambiguity can lead to confusion in research and practical application. Some critics argue that the emphasis on influencing followers' beliefs and values in transformational leadership may be manipulative, as it can involve persuading individuals to adopt the leader's agenda without critical examination. Transformational leadership theory may not adequately consider the influence of contextual factors, such as organizational culture, industry norms, or societal values, on leadership effectiveness. As a result, its applicability may be limited across different settings and cultures. 
1.12.1 Social Perception Theory 
The proponent of the Social Perception Theory is George Herbert Mead, an influential American philosopher and sociologist, who introduced the theory in the early 20th century. 
Mead's work on social perception and symbolic interactionism was first published in Mind, Self, and Society in 1934. The theory emphasizes how individuals perceive others, form impressions, and interpret behaviors based on these perceptions. In the context of your study, it can help explain how teachers and students perceive the transformational leadership behaviors of their headteachers, which can influence their attitudes, teaching commitment, and overall school environment (Mead, 1934). 
"Social perception" is the process by which we try to comprehend other people, in this example, the method by which teachers and students understand their head teachers, according to Baron and Byrne (1997). This perspective on perception's relationship to the current study is further explained by the idea that every impression we receive from the outside world— whether it be a sentence we hear, an object we see, or a vision—is immediately drafted off in a certain direction, connecting with preexisting materials to eventually produce what we refer to as our reaction. Perception is dependent on background information that sets off a reaction; it cannot occur in a vacuum. This aligns with the perspective of scholars (Glover et al., 1990) and the overarching research question of this investigation. 
This study is grounded in two aspects of social perception: attribution and nonverbal communication channels. In particular, the definition of nonverbal communication channels and their significant effects on our emotions, ideas, and, eventually, the conclusions we draw about other people are discussed. Both students' and instructors' opinions of head teachers' management are influenced by their verbal and nonverbal interactions. The perception of transformative leadership by head teachers among teachers and students is contingent upon their familiarity and interaction with the head teachers who are being evaluated. As a result, their minds are already filled with memories and responses that the data collection tools tracked. 
Both recent and prior experiences, a person's attitude at a given time, the physical state of a sense organ, their level of interest, their level of attention, and the interpretation they make of their perception can all serve to energize perception. Social perception is the early phases of information  processing that people go through to ascertain the intents and mindset of another person. It is coupled with the cognitive capacity to observe and analyze a variety of social cues, such as tone, nonverbal cues, verbal cues, awareness of social goals, and knowledge of social relationships. In response to questions on a Likert scale that represented their perceptions of their interactions with their head teachers, the teachers and students provided their responses. 
Social Perception Theory, while offering valuable insights into how individuals interpret and make sense of social interactions, has several limitations. One key weakness is its overemphasis on social interaction, potentially overlooking the influence of individual factors such as personality or emotional states (Harris, 2017). Additionally, the theory was developed within a Western context, which may limit its applicability across different cultures, as perceptions and interactions can vary significantly (Matsumoto & Juang, 2017). Furthermore, the theory offers a simplistic view of perception, neglecting how cognitive biases or past experiences can distort interpretations (Fiske & Taylor, 2013). It also tends to downplay the role of non-verbal cues, such as body language, which are critical in shaping social perceptions (Kendon, 1990). Lastly, the theory assumes a static view of interaction, failing to account for how perceptions may evolve over time or in response to changing contexts (Goffman, 1959). 
Together, these theories provided a comprehensive framework for investigating the leadership-commitment relationship. Transformational Leadership Theory offered the "supply side" perspective - what leaders do - while Social Perception Theory provided the "reception side" - how those leadership behaviors are interpreted by followers. This dual perspective was particularly valuable for addressing the study's objectives about teachers' perceptions of leadership and the comparison between transformational and traditional leadership styles. 
The integration of these theories also helped guard against potential limitations of each. While Transformational Leadership Theory might overemphasize leader behaviors, Social Perception Theory reminded the study to consider how those behaviors are filtered through teachers' subjective experiences. Conversely, while Social Perception Theory might focus too narrowly on individual interpretations, Transformational Leadership Theory maintained attention on observable leadership practices that could be systematically studied and potentially developed through training programs. 
1.13 Conceptual framework 
Creswell (2017) defines a conceptual framework as the foundation of one's research problem, stemming from the theoretical framework and focusing on describing the key elements that underpin the study. Additionally, Creswell (2023) notes that a conceptual framework serves as the essence of one's research ideas, involving the logical conceptualization of the entire research process from topic identification to conclusions. 
The study aims to investigate the effect of transformational leadership style exhibited by head teachers on teaching commitment in secondary schools in Kesses Sub County, Kenya. Here, the independent variable is the influence of Transformational Leadership Style, while the dependent variable is the teaching commitment of head teachers in secondary schools in Kesses Sub County. According to Kumar (2014) and Mugenda and Mugenda (2013), an independent variable is one that connects with both the independent and dependent variables, and researchers exploit it to ascertain its impact on the dependent variable. 
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Figure: 2.1 Conceptual Frameworks 
CHAPTER TWO LITERATURE REVIEW 
2.1 Introduction 
This chapter provided the contributions of various authors on the subject of research. The chapter  comprised the introduction and empirical literature review and research gaps. 
2.2 Review of Literature  
2.2.1 Correlation between Leadership and Teaching Commitment 
The relationship between leadership styles and teaching commitment is a vital area of educational research, as leadership directly influences teacher motivation, satisfaction, and retention. Transformational leadership, in particular, has been shown to enhance teacher commitment by fostering an environment where teachers feel valued, supported, and inspired (Leithwood et al., 2018). Transformational leaders motivate teachers by setting a clear vision, providing intellectual stimulation, and offering individualized support, which in turn improves teachers' engagement and dedication to their roles (Hulpia et al., 2021). Understanding the correlation between transformational leadership and teaching commitment is crucial for school administrators to implement leadership practices that promote long-term teacher effectiveness and improve educational outcomes. 
In the United States, numerous studies have focused on the link between transformational leadership and teacher commitment. One notable study by Tschannen-Moran and Gareis (2018) explored the impact of leadership behaviors on teacher commitment in U.S. schools. Their research indicated that headteachers who demonstrated transformational behaviors, such as providing encouragement, intellectual stimulation, and individualized support, fostered a sense of commitment and job satisfaction among teachers. This, in turn, led to improved teaching outcomes and lower levels of teacher burnout. Further studies, such as Hulpia et al. (2021), have also demonstrated that transformational leadership practices, particularly those that promote teacher autonomy and professional development, significantly enhance teacher motivation and commitment. Teachers reported feeling more engaged and supported, which positively influenced their level of commitment to the school and their teaching roles. In contrast, more traditional leadership approaches were less effective in promoting long-term teacher commitment. 
In the United Kingdom, the influence of transformational leadership on teaching commitment has also been widely examined. A study by Leithwood et al. (2018) found a strong correlation between transformational leadership and teacher commitment in schools across the U.K. The research emphasized that when headteachers communicated a clear vision, inspired their staff, and provided opportunities for professional growth, teachers were more likely to remain committed to their roles. Teachers in these schools reported feeling valued and motivated, which directly impacted their teaching effectiveness and satisfaction. Additionally, Day et al. (2019) explored how transformational leadership behaviors contributed to teacher retention in the U.K. Their findings suggested that when headteachers demonstrated a supportive and empowering leadership style, teachers were more likely to stay in their positions and remain committed to the educational goals of the school. This study reinforced the idea that transformational leadership is essential for maintaining a motivated and committed teaching workforce. 
In Turkey, Ozaralli (2023) conducted a study on the perceptions of teachers regarding their headteachers' transformational leadership behaviors and their impact on teaching commitment. The study found that teachers' perceptions of their headteachers as supportive, inspiring, and empowering significantly influenced their commitment to the school. When teachers felt that their leaders were invested in their professional growth and well-being, they reported higher levels of job satisfaction and commitment to their teaching roles. This study emphasized the importance of a positive leader-teacher relationship in fostering long-term teacher engagement and retention. 
In Australia, Marks and Printy (2023) explored the effects of leadership styles on teacher collaboration and commitment. Their research indicated that schools led by transformational leaders exhibited higher levels of teacher collaboration, engagement, and job satisfaction, compared to those led by more traditional, autocratic leaders. Teachers in transformational leadership settings were more likely to work together, share ideas, and support one another, which contributed to an overall increase in their commitment to the school. The study showed that transformational leadership positively influenced not only individual teacher commitment but also collective commitment to the school's vision and goals. 
In Kenya, studies on the correlation between transformational leadership and teaching commitment have begun to gain attention, particularly in secondary schools. A study conducted by Kweyu (2016) examined the role of transformational leadership in enhancing teacher commitment in Kenyan schools. The research found that headteachers who demonstrated transformational leadership behaviors, such as fostering a shared vision, motivating teachers, and providing individualized support, had a direct positive impact on teacher commitment. Teachers in these schools reported higher levels of job satisfaction, greater motivation, and a stronger commitment to their teaching roles. This study emphasized the importance of leadership in addressing the challenges faced by teachers in Kenyan schools and improving overall teaching quality. 
A gap that this study hopes to fill is the limited research on the specific impact of transformational leadership on teaching commitment in secondary schools in Kesses Sub County, Kenya. While there is substantial literature on the positive effects of transformational leadership in various educational contexts globally, there is a lack of context-specific studies that explore how these leadership behaviors influence teaching commitment in Kenyan schools. Additionally, the study aims to address the gap in understanding how teachers perceive the leadership styles of their headteachers and how these perceptions directly affect their commitment to teaching. By focusing on a specific region and setting, this research aims to provide insights that can guide local educational policy and leadership development to enhance teacher engagement and retention in secondary schools  
2.2.2 Key Traits of Transformational Leadership 
In China, Xia and Zhang (2020) explored how transformational leadership traits influenced teacher commitment in rural schools. The study found that transformational leadership, particularly intellectual stimulation and inspirational motivation, had a profound effect on teachers’ professional satisfaction and commitment. Teachers who were encouraged to innovate in their teaching practices and felt inspired by the school’s vision and goals demonstrated higher levels of engagement and commitment. The study also highlighted that headteachers who provided individualized consideration—by offering personalized feedback and professional development opportunities—were more successful in fostering long-term teacher commitment. Moreover, Jiang and Li (2019) noted that transformational leadership was especially effective in rural schools, where the challenges of remote locations made teacher retention and motivation even more critical. 
In India, Kaur and Kapoor (2018) examined the relationship between transformational leadership and teacher commitment in secondary schools. The study found that transformational leaders who demonstrated individualized consideration and inspirational motivation had a significant positive impact on teacher job satisfaction and commitment. Teachers who felt supported by their leaders through mentorship and guidance were more motivated to invest in their students’ success. The research also showed that transformational leaders who encouraged teachers to engage in self-reflection and innovative teaching practices saw higher levels of teacher commitment and improved student outcomes. Additionally, Singh and Mishra (2017) found that transformational leadership, through its focus on intellectual stimulation and the development of teachers' professional skills, helped to reduce teacher burnout and increased their overall commitment to the school and profession. 
A study in Nigeria by Ogunyemi and Oloyede (2021) explored the impact of transformational leadership on teacher commitment in secondary schools. The research highlighted that headteachers who exhibited idealized influence, particularly through leading by example and maintaining high ethical standards, fostered trust and respect among teachers. This, in turn, increased teacher commitment and engagement. Akinyemi et al. (2020) also found that transformational leadership traits, such as inspirational motivation, played a significant role in promoting a sense of belonging and job satisfaction among Nigerian teachers, which strengthened their long-term commitment to their teaching roles. 
In Kenya, Kiprotich (2017) examined the relationship between transformational leadership and teacher commitment in public secondary schools. The study identified that transformational leaders who employed inspirational motivation and individualized consideration were more successful in enhancing teacher job satisfaction and commitment. Teachers who perceived their leaders as supportive and visionary were more likely to remain dedicated to their roles, especially in a challenging educational context. The research also highlighted that when headteachers fostered intellectual stimulation by encouraging teachers to adopt innovative teaching methods, it positively impacted their commitment to improving student outcomes. Gikandi (2018) also found that transformational leadership, through its emphasis on mentorship and clear communication, helped increase teachers' commitment to their schools, particularly in areas with lower socio-economic conditions. 
Although several studies have examined the relationship between transformational leadership and teacher commitment across different countries, there remains a gap in research concerning the specific traits of transformational leadership that most significantly influence teaching commitment in secondary schools in Kesses Sub County, Kenya. 
Despite these consistent findings about the positive relationship between transformational leadership and teacher commitment, significant gaps remain in the literature. Most existing studies have focused on urban or large-scale educational settings, leaving rural areas like Kesses Sub County underrepresented. There is also limited research examining how teachers' perceptions of transformational leadership behaviors directly influence their commitment levels in the Kenyan context. Furthermore, while all four transformational leadership traits (idealized influence, inspirational motivation, intellectual stimulation, and individualized consideration) have been shown to be important, their relative significance may vary depending on local conditions. This study aims to address these gaps by specifically investigating the impact of transformational leadership traits on teacher commitment in Kesses Sub County's secondary schools, while also considering the mediating role of teachers' perceptions. The findings will provide valuable insights for developing contextually appropriate leadership strategies to enhance teacher commitment in similar educational settings. 
2.2.3 Teachers' Perceptions of Leadership 
Teachers' perceptions of their headteachers' leadership behaviors play a pivotal role in shaping their commitment to the teaching profession and their overall job satisfaction. When teachers view their headteachers as transformational leaders—who demonstrate qualities such as vision, support, and encouragement—they are more likely to be motivated, engaged, and committed to their roles (Harris, 2018; Kassen & Mattie, 2020). These perceptions influence the way teachers relate to their work environment, their colleagues, and their students, often leading to improved performance and better outcomes in the classroom (Rivkin et al., 2019). In particular, the behaviors of headteachers that reflect transformational leadership—such as individualized consideration, intellectual stimulation, and inspirational motivation—are seen as critical factors in fostering positive attitudes and high levels of professional commitment among teachers (Leithwood & Sun, 2018). 
In the United Kingdom, research by Harris (2018) supports the notion that teachers' perceptions of transformational leadership behaviors enhance their engagement and commitment. Teachers in schools led by transformational leaders reported feeling more motivated, with increased morale and professional satisfaction, which positively impacted their teaching effectiveness (Day et al., 2020). The transformational leader's ability to provide a shared vision, offer professional growth opportunities, and encourage collective responsibility was found to significantly contribute to higher levels of teacher commitment (Robinson & Timperley, 2019). Moreover, a study by Hallinger and Hoo (2020) further confirms that transformational leadership behaviors, such as promoting a school-wide culture of trust and respect, foster a sense of belonging among teachers, leading to stronger job commitment and greater resilience in the face of challenges. 
In South Africa, Oosthuysen and Gopaul (2020) examined teachers' views on leadership behaviors and found a strong correlation between transformational leadership and teacher commitment. Teachers who felt supported by their headteachers—who encouraged professional development, facilitated teamwork, and provided emotional support—reported greater job satisfaction and commitment (Louw & Van der Westhuizen, 2017). However, the study also revealed that teachers in rural and under-resourced areas faced challenges in perceiving leadership as transformational due to the lack of sufficient resources and inconsistent support from school leadership. Similarly, a study by Maphosa and Shumba (2019) observed that transformational leadership behaviors were positively correlated with teacher motivation and job satisfaction, particularly when headteachers made efforts to involve teachers in decision-making and foster collaborative learning environments. The research highlighted that the contextual challenges in South African schools sometimes hinder the effective implementation of transformational leadership practices. 
In Ghana, Boakye and Osei (2019) conducted research on the impact of transformational leadership on teacher commitment in secondary schools. Teachers who perceived their headteachers as transformational leaders—those who encouraged teacher participation, provided clear direction, and promoted professional development—expressed higher levels of commitment and engagement (Ansah & Asare, 2018). These leaders were seen as role models who inspired teachers to pursue excellence in their work. However, the study also highlighted that teachers in schools with fewer resources and more traditional leadership practices reported lower levels of job satisfaction and commitment. Teachers in schools with transformational leaders emphasized the importance of support, trust, and clear communication in fostering a positive work environment and enhancing their commitment to teaching. 
In Kenya, Kiprop (2020) found that teachers' perceptions of headteachers' transformational leadership behaviors had a significant impact on their commitment to the teaching profession. Teachers in secondary schools who saw their headteachers as transformational leaders expressed higher levels of job satisfaction and teaching commitment. Headteachers who demonstrated individualized consideration, provided intellectual stimulation, and communicated a clear vision for the school were perceived as more supportive and motivating (Njiru & Muriuki, 2017). However, the study also revealed that teachers in rural areas often perceived their leaders less positively due to challenges such as inadequate resources and lack of professional development opportunities (Muthoni & Wanjiru, 2019). Teachers in urban schools, on the other hand, reported more favorable perceptions of leadership, highlighting the role of school context in shaping leadership perceptions and their impact on teacher commitment. 
The gap that this study aims to fill is the limited understanding of how transformational leadership styles specifically influence teachers' commitment in secondary schools in Kesses Sub County, Kenya. While numerous studies have explored the relationship between leadership styles and teacher commitment in various global contexts, there is a lack of research focusing on the unique dynamics of Kenyan schools, particularly in rural and periurban areas like Kesses Sub County. Furthermore, while transformational leadership has been widely studied, there is a need to investigate how the specific traits of transformational leadership (e.g., individualized consideration, intellectual stimulation, inspirational motivation) are perceived by teachers and their direct impact on teaching commitment within the Kenyan secondary school setting. This study intends to contribute to the existing body of knowledge by providing a context-specific analysis that can inform leadership practices and policy recommendations for enhancing teacher engagement and performance in Kesses Sub County's schools. 
 
2.2.3 Teaching Commitment in Different Leadership Styles 
Teacher commitment plays a pivotal role in enhancing the quality of education, influencing both teachers' effectiveness and students' outcomes. Various leadership styles— transformational, transactional, distributed, autocratic, and democratic—have distinct impacts on teacher commitment. Research has shown that transformational leadership, which emphasizes inspiration, support, and professional growth, fosters higher levels of commitment by creating an environment of trust and collaboration (Leithwood & Jantzi, 2016). In contrast, transactional leadership, focusing on rewards and compliance, may improve short-term motivation but does not sustain long-term teacher engagement (Bass, 2015). Distributed leadership, which shares leadership responsibilities, promotes teacher commitment by fostering a collaborative culture (Harris, 2018), while autocratic leadership, with its centralized decision-making, often leads to disengagement and lower commitment (Goleman, 2020). Democratic leadership, on the other hand, enhances teacher commitment by valuing teacher input and fostering a sense of respect and participation (Kouzes & Posner, 2022). 
 
Studies conducted in the United States have shown a strong connection between transformational leadership and teacher commitment. A study by Skaalvik and Skaalvik (2017) found that teachers working under transformational leaders who provided clear vision, intellectual stimulation, and individualized support demonstrated higher levels of commitment to their teaching roles. Teachers in such environments reported greater professional satisfaction, and they were more motivated to enhance their students' learning experiences. The study emphasized that transformational leadership fosters a positive school culture where teachers feel respected and supported, which directly influences their dedication to improving classroom practices. 
In contrast, studies from the United Kingdom highlight the mixed effects of transactional leadership on teacher commitment. Research by Day and Gu (2017) indicated that while transactional leadership could improve teachers’ compliance with administrative expectations, it did not significantly foster long-term commitment. Teachers working under transactional leaders were motivated by external rewards and recognition, but they lacked the intrinsic motivation needed for sustained engagement. This study concluded that transactional leadership might be effective in managing day-to-day operations but fails to inspire the deeper commitment needed for continuous professional growth and improvement. 
Research conducted in Australia on distributed leadership models has shown positive impacts on teaching commitment, particularly in schools that adopt a collaborative approach. Spillane, Halverson, and Diamond (2017) found that when leadership responsibilities were shared among teachers, it led to higher levels of teacher agency, collaboration, and commitment. Teachers who participated in decision-making processes, contributed to setting school goals, and worked alongside administrators felt a stronger sense of ownership over their work. This approach, according to the study, improved teachers’ professional satisfaction and commitment to their roles by creating an environment where they felt valued and integral to the school's success. 
Research from India has highlighted the negative effects of autocratic leadership on teacher commitment. A study by Muthusamy and Nadar (2017) found that autocratic leadership, characterized by centralized decision-making and a lack of teacher involvement, often led to reduced teacher commitment. Teachers working under autocratic leaders reported feeling disempowered, disengaged, and less motivated to go beyond their basic duties. The study pointed out that such leadership practices led to higher turnover rates and a decline in teacher morale, as educators felt excluded from the decision-making process and unable to contribute meaningfully to the school's development. 
In South Africa, democratic leadership has been shown to enhance teacher commitment by fostering collaboration and inclusivity. Van der Westhuizen et al. (2017) conducted a study in which they found that teachers in schools with democratic leadership practices, where their voices were heard and their opinions valued, displayed higher levels of commitment. The study emphasized that democratic leadership creates a conducive environment for professional development, open communication, and shared decision-making. Teachers in such settings were more dedicated to their teaching roles, as they felt part of a team working toward common educational goals, which in turn positively impacted student outcomes. 
In Kenya, instructional leadership has been linked to improved teacher commitment, particularly in schools that emphasize academic achievement and teacher development. A study by Ngware, M. et al. (2017) found that principals who focused on instructional leadership, such as providing regular professional development opportunities and offering constructive feedback, fostered higher teacher commitment. The study emphasized that instructional leaders who communicated clear educational goals and provided the necessary resources for teachers significantly increased job satisfaction and professional engagement. Teachers in such environments were more committed to improving their teaching practices, as they felt empowered and equipped to meet student learning needs. 
 
2.2.4 Policies to Enhance Teaching Commitment 
Teacher commitment is a crucial element in achieving high educational standards and improving student outcomes. The level of dedication and motivation teachers bring to their classrooms directly influences their effectiveness and the overall learning environment (Ingersoll, 2017). However, maintaining and enhancing teacher commitment can be challenging, especially in the face of increasing workload, limited resources, and systemic challenges within the education sector. To address these issues, many countries have developed and implemented policies aimed at fostering teacher commitment by improving working conditions, offering professional development opportunities, and providing adequate support for teachers (Blatchford et al., 2018). These policies vary across different contexts but often share common goals, such as reducing teacher turnover, enhancing job satisfaction, and ensuring that teachers are equipped with the necessary tools and skills to succeed in their roles. By exploring the policies implemented in various countries, it becomes clear that a combination of support, professional development, recognition, and welfare initiatives is essential for nurturing and sustaining teacher commitment, ultimately leading to better educational outcomes (Joubert & Mouton, 2017). 
In the United States, policies that focus on teacher development, support, and recognition have been shown to significantly enhance teaching commitment. A study by Ingersoll (2017) found that policies promoting professional development, mentorship programs, and teacher autonomy were key factors in increasing teacher commitment and reducing turnover. The study emphasized that when teachers are provided with opportunities for career growth and feel supported by school leadership, they are more likely to remain committed to their profession. Additionally, policies that recognize and reward teachers for their contributions, such as performance-based bonuses and tenure systems, also foster a greater sense of dedication to the teaching profession. 
In the United Kingdom, the introduction of policies aimed at reducing teacher workload and improving work-life balance has been linked to increased teacher commitment. Research by Blatchford et al. (2018) indicated that policies which reduce administrative tasks and provide teachers with more time for planning, professional development, and teaching have a positive impact on teacher commitment. The study also highlighted that initiatives like mentoring programs for new teachers and the introduction of flexible working hours contributed to higher teacher satisfaction and commitment. Teachers who felt that their personal well-being was supported by such policies were more likely to be committed to their roles. 
Australia has implemented policies focused on teacher empowerment and collaborative practices to enhance teaching commitment. A study by Keddie (2017) examined the Australian context and found that policies that foster professional learning communities, where teachers collaborate and share best practices, significantly enhance teacher commitment. The research also pointed out that policies providing teachers with leadership opportunities within their schools helped develop a sense of ownership over educational outcomes, thereby increasing their commitment to the teaching profession. Furthermore, Australian policies that advocate for increased teacher salaries and performance incentives were also found to contribute to greater teacher retention and commitment. 
In India, policies aimed at improving teacher training and professional development have been identified as key to enhancing teacher commitment. Singh and Kaur (2017) explored the impact of India’s Right to Education (RTE) Act, which mandates the provision of quality education and the professional development of teachers. The study found that when teachers had access to continuous training programs and were given opportunities for professional advancement, their commitment to their teaching roles increased. Additionally, policies that address teacher retention through salary increases, job security, and career progression were shown to reduce attrition and enhance long-term teacher commitment. 
In South Africa, policies aimed at improving the teaching environment and addressing issues such as teacher burnout and workload have been found to enhance teaching commitment. Joubert and Mouton (2017) conducted a study that examined the impact of the South African Council for Educators (SACE) policies, which emphasize teacher professional ethics, continuous development, and support networks. The study revealed that when teachers are provided with ongoing professional development opportunities, access to teaching resources, and support from their school leadership, they report higher levels of commitment. Policies that promote teacher well-being and work-life balance were also found to improve job satisfaction and teacher retention. 
In Kenya, the implementation of policies aimed at improving teacher professional development and creating supportive school environments has been linked to higher teaching commitment. Koech (2017) found that the Kenya Institute of Curriculum Development (KICD) and the Teachers Service Commission (TSC) have introduced policies to enhance teacher training, provide regular professional development workshops, and ensure that teachers have the necessary resources to perform their duties effectively. These initiatives were shown to increase teacher morale, commitment, and job satisfaction. The study also highlighted that policies designed to ensure teacher welfare, such as improved salary structures and career progression opportunities, positively impacted teacher commitment to their roles. 
2.3 Summary and Research  Gaps 
The literature on transformational leadership and teaching commitment reveals a strong link between leadership behaviors and teacher motivation, satisfaction, and commitment. Transformational leadership, characterized by vision, inspiration, individualized support, and intellectual stimulation, has been widely associated with higher levels of teacher commitment (Leithwood & Jantzi, 2016). Studies in various educational contexts have shown that transformational leadership positively impacts teacher morale, job satisfaction, and retention (Bass, 2015). In secondary schools, headteachers who exhibit transformational leadership qualities tend to create a more supportive and collaborative environment, thereby fostering greater teaching commitment among teachers. 
Research indicates that specific traits of transformational leadership—such as personalized consideration, idealized influence, and intellectual stimulation—play significant roles in enhancing teaching commitment (Avolio & Bass, 2018). Teachers often feel more valued and motivated when their leaders demonstrate these traits, leading to a more engaged and committed teaching workforce (Day, 2015). Furthermore, teachers’ perceptions of their headteachers' leadership styles are integral to their levels of commitment. Positive perceptions of transformational leadership behaviors, including clear communication, trust, and support for professional growth, contribute to increased teacher dedication (Hoy & Miskel, 2015). 
Comparative studies between schools led by transformational leaders and those led by more traditional leadership styles often highlight the benefits of transformational leadership in fostering a more committed teaching staff (Bush, 2021). In schools with transformational leadership, teachers are more likely to demonstrate enthusiasm, creativity, and dedication to their work, as opposed to schools where traditional leadership styles are predominant, which may lead to lower morale and commitment. 
Despite the extensive body of research, there are notable gaps in the literature concerning the specific context of Kesses Sub County, where the effects of transformational leadership on teaching commitment have not been deeply explored. There is limited data on how teachers in this region perceive transformational leadership behaviors and the exact traits of transformational leadership that are most impactful in fostering teaching commitment. Moreover, although global research points to the positive influence of transformational leadership, there is a lack of studies that examine the comparison between transformational leadership and traditional leadership styles in this particular sub-county. 
Additionally, while policies on transformational leadership have been discussed globally, there is a need for more localized studies on policies that headteachers in Kesses Sub County could adopt to enhance teaching commitment. Identifying and tailoring transformational leadership strategies to the unique challenges and opportunities of Kesses Sub County’s educational system remains an underexplored area. Thus, this study aims to fill these gaps by exploring the relationship between transformational leadership and teacher commitment in the context of secondary schools in Kesses Sub County. 
CHAPTER THREE RESEARCH DESIGN AND METHODOLOGY 
3.1 Introduction 
This chapter presented the research methodology that was used to carry out the study. It provided a discussion of the research methodology employed in the study. It discussed the research design, the target population, sample and sampling techniques, data collection methods, data analysis and data presentation methods, as well as the ethical considerations adhered to in the research study. 
3.2 Research Design 
The study adopted a mixed-method research design, combining both quantitative and qualitative approaches to comprehensively explore the impact of transformational leadership on teaching commitment in secondary schools in Kesses Sub County, Kenya. The quantitative component involved the use of structured surveys to gather numerical data on the extent to which transformational leadership practices influence teacher commitment. The qualitative component included interviews, which provided deeper insights into teachers’ perceptions and experiences with transformational leadership behaviors. 
By using this mixed-method approach, the study aims to not only assess the statistical relationship between headteachers' transformational leadership styles and teaching commitment but also to explore the underlying factors, attitudes, and values that contribute to these outcomes. The mixed-method design allowed the research to provide a more comprehensive understanding of the research problem, addressing both the "what" and "how" aspects of the influence of transformational leadership on teaching commitment in Kesses Sub County. This approach ensures a richer and more nuanced interpretation of the data 
(Cooper & Schindler, 2020; Mugenda & Mugenda, 2018) 
3.3 Research Site  
The study focused on secondary schools in Kesses Sub County, located in Uasin Gishu 
County, Kenya. Kesses Sub County is situated in the Rift Valley region and is one of the administrative units of Uasin Gishu County. The area is predominantly agricultural, with the main economic activities being farming, especially of crops such as maize, wheat, and horticultural products. It is also home to Eldoret city, one of the largest towns in the region, which serves as a hub for both trade and education. 
Education in Kesses Sub County has seen considerable development in recent years, with increased enrollment rates in secondary schools. However, challenges remain, including disparities in educational resources, teacher shortages, and variations in leadership practices across schools. In response to these challenges, there has been a growing focus on improving the quality of education through leadership reforms, particularly in secondary schools. Headteachers in the region play a crucial role in shaping the teaching and learning environment, and their leadership styles, especially transformational leadership, have a significant influence on teacher commitment and student outcomes. 
This location was selected due to the ongoing educational reforms and leadership dynamics within the schools. Kesses Sub County has a mix of schools with varying leadership styles, making it an ideal setting to explore the effects of transformational leadership on teaching commitment. The presence of both schools with transformational leaders and those led by more traditional leadership styles provides an opportunity to assess how different leadership approaches impact teacher motivation and commitment. The study sampled 30 secondary schools in Kesses Sub County, specifically targeting schools where headteachers have been in their leadership roles for at least five years. This ensures that the schools selected have had enough time to implement and experience the effects of transformational leadership practices. 
The schools in the region are affected by transformational leadership styles in different ways. Headteachers who embrace transformational leadership are likely to foster a more collaborative and supportive school culture, empowering teachers, improving job satisfaction, and enhancing overall teacher commitment. These leadership styles often include behaviors such as providing clear vision and goals, offering individualized support, fostering professional development, and encouraging teacher innovation. As a result, schools with transformational leadership are expected to show higher levels of teacher commitment and improved learning environments compared to those led by more traditional, directive leadership styles. 
3.4 Target Population 
To enable the gathering of information needed for the research the study targeted secondary schools in Kesses Sub County. Target population was 300 respondents. According to Goshi, (2020) target population is sum total group in which the researcher is interested. Table 3.1 Target population 
 
	Finance Department 
	Target population 

	Principals  
	30 

	Teachers 
	270 

	TOTAL 
	300 


3.5 Study Sample 
Kesses Sub County is geographically diverse and has a variety of secondary schools. In order to ensure that the study sample accurately reflects this diversity, a stratified sampling technique was used. Stratified sampling is particularly useful in this context as it ensures that different types of schools within the sub-county are proportionately represented. The schools was categorized into distinct groups based on their type (public, private, mixed-gender, and single-gender) and their geographical location (urban and rural). This method helped capture the variations in leadership practices and teaching commitment across different school environments. By employing this technique, the study aims to provide a comprehensive and balanced view of how transformational leadership affects teaching commitment in various school settings. 
3.5.1 Study Sample Size 
The total sample size for the study consisted of 120 respondents, which includes both principals and teachers from the selected schools. Specifically, the sample comprised 30 principals, with one principal selected from each of the 30 schools, ensuring that each school’s leadership is represented. Additionally, 90 teachers were selected, with three teachers chosen from each school. This distribution is designed to provide a well-rounded understanding of the perceptions and experiences of both leadership and teaching staff. The sample size is calculated to ensure that the data collected is both statistically significant and manageable for data collection and analysis. With 120 respondents, the study was able to yield reliable and valid results while keeping the process efficient. 
3.5.2 Sampling Procedure 
The sampling procedure began by identifying the strata within Kesses Sub County. Schools were grouped based on their type (public, private, mixed-gender, and single-gender) and geographical location (urban and rural). These categories are crucial for ensuring that the sample reflects the diverse school environments present in the sub-county. Once the strata have been defined, the number of schools selected from each group were proportional to the total number of schools within that stratum. This proportional allocation  helped ensure that the sample is representative of the overall distribution of school types and locations in Kesses Sub County. 
Next, random selection was used to choose the schools from each group. This process ensures that every school within each stratum has an equal chance of being included in the study, reducing any selection bias. After selecting the schools, the study focused on the principals and teachers within those schools. One principal was selected from each school, as there is typically only one headteacher in each school. To ensure a broader perspective, three teachers was randomly selected from each of the 30 schools, ensuring that the sample includes teachers from various subject areas and with different levels of experience. The selection of teachers was done using either simple random sampling or systematic sampling, based on availability and accessibility. 
Before conducting the interviews and surveys, informed consent was obtained from all participants. This ensures that all respondents understand the purpose of the study and agree to participate voluntarily, adhering to ethical standards in research. By following this sampling procedure, the study ensured that the sample is both representative and comprehensive, providing valuable insights into the effects of transformational leadership on teaching commitment in Kesses Sub County’s secondary schools. 
3.6 Data Collection  
 
3.6.1 Data Collection Instruments 
A questionnaire is described by Mugenda and Mugenda (2010) as a written series of questions to which the respondent must provide written responses. Since the participants in this study were literate and capable of completing the questionnaires independently, a questionnaire is an appropriate tool for data collection. It ensures comparability by saving time and establishing consistency in the design of research items. 
The questions in the questionnaire were structured in a way that allows for both quantitative and qualitative data collection. The quantitative section consisted of closed-ended questions, where respondents were choosen from predefined options. These questions used Likert scale responses to measure attitudes, perceptions, and experiences related to transformational leadership and teaching commitment. For instance, questions may ask respondents to rate the frequency of certain leadership behaviors or their level of agreement with statements about their commitment to teaching. 
The qualitative section contained open-ended questions that allow participants to provide more detailed and personal responses. These questions encouraged teachers to express their views on how transformational leadership behaviors affect their teaching practices and overall commitment. By combining both closed-ended and open-ended questions, the questionnaire provided comprehensive data that can be analyzed both quantitatively and qualitatively, offering a rich understanding of the impact of transformational leadership on teaching commitment (Mugenda & Mugenda, 2010). 
An interview schedule is a list containing a set of structured questions that have been prepared to serve as a guide for interviewers, researchers, and investigators in collecting information or data about a specific topic or issue (Appelbaum et al., 2018). The interview schedule were designed to collect information from principals and teachers within the selected secondary schools in Kesses Sub County. Interviews were  flexible, allowing for in-depth analysis from a relatively small sample size, while also focusing on the research and views of the participants. 
The study  involved interviews with 10 principals and 60 teachers from the selected schools. The sample size for principals is based on one principal per school, and for teachers, the study aimed to interview two teachers from each school. This sample size is intended to provide a comprehensive understanding of the perceptions and experiences of both leadership and teaching staff in relation to transformational leadership and teaching commitment. The flexibility of the interview method allowed participants to elaborate on their responses, providing richer, qualitative insights into the leadership dynamics and their effects on teaching commitment. 
3.6.2 Pilot Testing of Research Instruments 
A pilot study was conducted to evaluate the effectiveness of the research instruments before the main data collection. Following established research methodology (Cooper & Schindler, 2021), this preliminary testing phase helped identify and correct potential weaknesses in the questionnaire design and administration procedures. The pilot test was particularly important for this study since it employed self-completion questionnaires where researchers would not be present to clarify any participant confusion (Bryman & Bell, 2021).The pilot study was conducted in Keiyo North Sub-County, selected due to its demographic and educational similarities with the primary research site of Kesses Sub-County. This strategic choice ensured the pilot test accurately reflected the conditions of the main study while avoiding contamination of the final sample. The pilot location provided a comparable educational context, allowing for meaningful assessment of the instruments' suitability. For the pilot test, 12 respondents participated, representing 10% of the total sample size of 120 intended for the main study. This proportion aligns with methodological recommendations that pilot samples should typically comprise 1-10% of the main study population (Hair et al., 2019; Saunders et al., 2016). The pilot participants were carefully selected from individuals who would not be included in the final study sample to prevent any potential bias in the main data collection. 
3.6.3 Instrument Reliability 
The reliability of the research instruments was carefully assessed to ensure the consistency and accuracy of the measurements. Reliability, defined as the degree to which an instrument produces stable and consistent results under similar conditions (Mugenda & Mugenda, 2003), was evaluated through a pilot study using test-retest methodology. This approach allowed the researcher to examine whether the instruments would yield comparable results when administered multiple times under equivalent circumstances (Borg & Gall, 2023). 
To quantify the instruments' reliability, Cronbach's alpha coefficient was employed as the primary statistical measure. This widely-used metric assesses the internal consistency of a scale by examining how closely related the set of items are as a group (Sekaran & Bougie, 2016). The analysis yielded strong reliability coefficients for both key constructs in the study. The transformational leadership scale demonstrated excellent internal consistency with a Cronbach's alpha of 0.87, while the teaching commitment scale also showed high reliability with a coefficient of 0.82. These values significantly surpassed the widely-accepted threshold of 0.70 recommended by Cronbach (1951), indicating that both scales were highly reliable for measuring their respective constructs. 
The robust reliability coefficients provide confidence in the study's findings, as they confirm that the survey items consistently measured what they were designed to assess. This level of instrument reliability is particularly important in educational research, where accurate measurement of complex constructs like leadership styles and professional commitment is essential for drawing valid conclusions. The high alpha values suggest that respondents interpreted the questionnaire items in a consistent manner and that the scales functioned as intended across different administrations. These reliability tests form a crucial foundation for the study's methodological rigor and the credibility of its results. 
3.6.4 Instrument Validity  
According to Mugenda & Mugenda (2003), instrument validity indicates that the tool measures what it is supposed to measure. To strengthen the research instrument's content validity, a discussion with the supervisor took place. The extent to which the exam truly measures the characteristics for which it was created is referred to as content validity. The instruments' validity was tested through content validity, which was attained by making sure that all study variables and objectives were covered in the test items. The validity of the data gathering instruments was increased with the help of the specialists. The instrument's piloting yielded the necessary data, enabling verification of its compliance with the study's aims and research questions. Modifications was made to the questionnaire as needed. 
 
 
3.6.5 Data Collection Procedure  
The data collection took place over a period of four weeks. During this time, the researcher personally visited each school to administer the questionnaires and conduct interviews. For schools located far from the researcher’s base, arrangements was made for a research assistant to administer the instruments. 
Teachers was given adequate time (approximately one week) to complete the questionnaires, and follow-up reminders was sent to ensure high response rates. Interviews with headteachers and selected teachers was conducted in a quiet space within the schools to ensure confidentiality and comfort. The interviews was audio-recorded with the consent of the participants, and field notes was taken during the process to capture non-verbal cues and additional insights. 
3.7 Data Analysis 
This study used both quantitative and qualitative methods of data analysis. According to Babbie (2012), quantitative analysis involves the numerical representation and manipulation of observations for the purpose of describing and explaining the phenomena that those observations reflect. The data collected from the questionnaires was checked for completeness and accuracy. The questionnaire data was coded according to each variable of the study to ensure the margin of error is minimized and accuracy is maintained during analysis. 
The coded data was analyzed using both quantitative and qualitative techniques. Quantitative data were analyzed using descriptive statistics (means, standard deviations) via SPSS v26, while qualitative data underwent thematic analysis. To interpret the qualitative data, content analysis, narrative structure, and the identification of prevalent patterns was applied to analyze the responses from open-ended questions and interviews. This approach allowed for a comprehensive understanding of the impact of transformational leadership on teaching commitment. 
3.8 Legal and Ethical Considerations 
The study strictly adhered to ethical guidelines and legal requirements governing research in Kenya. Prior to data collection, the researcher obtained all necessary approvals from relevant regulatory bodies. First, the research proposal was submitted to the National Commission for Science, Technology and Innovation (NACOSTI) for review, in compliance with Kenyan research regulations. The researcher secured the required NACOSTI research permit after fulfilling all submission requirements, including the presentation of two copies of the research proposal for thorough evaluation. 
Ethical clearance was obtained from an accredited Institutional Ethical Review Board to ensure compliance with international standards for research involving human participants. The review board carefully assessed the study's methodology, participant consent procedures, data confidentiality measures, and potential risks before granting approval. This ethical review process was essential in safeguarding participants' rights and welfare throughout the study. The researcher also sought official authorization from the County Director of Education, Uasin Gishu County, and the respective Sub-County Education Offices before approaching individual schools. Written permission was obtained from each participating school's administration, ensuring all relevant stakeholders were properly informed about and agreed to the study's objectives. 
To protect participants, the researcher implemented rigorous ethical protocols. Informed consent was obtained from all participants after clearly explaining the study's purpose, procedures, expected duration, and potential benefits. Respondents were assured of voluntary participation, with the freedom to withdraw at any time without consequences. Anonymity and confidentiality were strictly maintained through the use of coded identifiers instead of personal names, and all collected data was stored securely. The researcher also implemented strong academic integrity measures to prevent plagiarism. All referenced works were properly cited in accordance with scholarly conventions, and proper attribution was given to all sources used in the study. By following these comprehensive ethical and legal procedures, the study maintained the highest standards of research integrity while protecting participants' rights and welfare throughout the research process. These measures ensured full compliance with both Kenyan research regulations and international ethical standards for educational research. 
 	 
CHAPTER FOUR 
DATA ANALYSIS AND FINDINGS 
4.1 Introduction 
The fourth chapter of this study presented the findings and interpretation of data gathered to investigate the effect of transformational leadership style of headteachers on teaching commitment in secondary schools in Kesses Sub County, Kenya. The chapter was organized into four main sections. The first section introduced the chapter, outlining its structure and focus. The second section presented the demographic characteristics of the study participants. The third section discussed the findings related to each of the research questions explored in the study. The study aimed to examine the correlation between transformational leadership and teaching commitment, identify key traits of transformational leadership influencing teaching commitment, explore teachers' perceptions of headteachers' leadership behaviors, and compare teaching commitment in schools with transformational versus traditional leadership styles in Kesses Sub County. 
4.2 Characteristics of the Respondents 
This section presents the demographic characteristics of the respondents. The demographic information sought from the respondents in this study included their gender, age, level of education and professional experience. The response rate is also given as background to the demographic data collected. The findings were presented in the subsequent subsections 4.2.1 to 4.2.5. 
4.2.1 Response Rate 
The study sought to collect data from 120 teachers in secondary schools within Kesses Sub County, Kenya. The findings are shown in Figure 4.1. 
Response Rate
Questionnaires Returned87.50
%
12.50
%

Questionnaires Not
Returned
 
Figure 4.1: Response Rate 
 
Figure 4.1 illustrates the response rate of the survey conducted. Out of the 120 questionnaires distributed, 105 were completed and returned, resulting in a high response rate of 87.5%. This indicates strong participation and engagement from the respondents. However, 15 questionnaires (12.5%) were not returned. Possible reasons for non-return may include lack of time among some teachers, disinterest in the topic, absenteeism during the data collection period, or misplacement of the questionnaires. Despite this, the high return rate suggests that the majority of targeted respondents found the study relevant and were willing to provide data, thereby ensuring the reliability and adequacy of the responses for meaningful analysis. 
 
4.2.2 Gender 
Gender of Respondents
Male55.20
%
44.80
%

Female
 
Figure 4.2: Gender of the Respondents 
The study sought to establish the gender composition of the respondents in order to assess whether there was balanced participation from both male and female teachers. Understanding the gender distribution was important to ensure that perspectives captured in the study were inclusive and reflective of the wider teaching population in Kesses Sub-County. 
Figure 4.2 shows the gender distribution of the respondents. Out of the 105 respondents who returned the questionnaires, 58 (55.2%) were male while 47 (44.8%) were female. This distribution indicates a relatively balanced participation between male and female respondents, with a slight male majority. 
The near-equal gender representation provided a comprehensive perspective on the subject under investigation. It ensured that the insights and conclusions drawn from the data reflected the experiences, attitudes, and views of both male and female teachers. This balance was essential for enhancing the overall reliability, objectivity, and applicability of the study's findings. 
 
 
4.2.3 Age Group 
 
The study also sought to determine the age distribution of the respondents to understand the demographic composition of the teaching staff and how age-related factors might influence perceptions of leadership and commitment. Analyzing age demographics was important in capturing varied experiences and attitudes shaped by different stages in professional development. 
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Figure 4.3: Age of the Respondents 
The age distribution of the respondents, as shown in Figure 4.3, indicated a wide range of age groups, with a notable concentration in the 30 to 40-year age range. Out of the 105 respondents, the largest group consisted of individuals aged 35–40 years, who accounted for 25 respondents (23.8%). This was closely followed by the 30–35 years age group, which comprised 20 respondents (19.0%). The 25–30 years and 40–45 years age groups each had 15 respondents (14.3%), while the 20–25 years and 45–50 years groups included 10 respondents each (9.5%). The smallest groups were those aged 50–55 years and 55–60 years, with 5 respondents each (4.8%). This distribution highlighted a diverse representation of age groups, with a stronger emphasis on individuals in their 30s, offering a variety of perspectives relevant to the study's objectives. 
 
4.2.4 Level of Education 
 
The study sought to assess the educational qualifications of the respondents to better understand how academic attainment might influence their perceptions of head teachers' leadership styles and their own commitment to their institutions. Educational background can shape professional outlook, expectations of leadership, and engagement levels among teachers. 
Level of Education
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Figure 4.4: Level of Education of the Respondents 
Table 4.4 provided insights into the educational background of the respondents in the study. Out of the 105 respondents, the majority, 50 (47.6%), held a degree. Those with a diploma made up the second largest group, numbering 30 (28.6%). Respondents who had attained a master’s degree were 20 (19.0%), while the smallest group comprised individuals with a PhD, totaling 5 (4.8%). This distribution highlighted a high level of educational attainment among the respondents, with nearly half holding a degree and a significant portion possessing advanced degrees. The diversity in educational levels provided a broad perspective on the study's subject matter, reflecting varied experiences and insights from individuals with different educational backgrounds. 
4.2.5 Professional Experience 
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1–5 years33.30
%
38.10
%
19.00
%
9.50
%

6–10 years
11–15 years 16 years and above
 
Figure 4.5: Professional Experience of the Respondents 
 
The professional experience of the respondents, as shown in Figure 4.5, indicated that a significant portion of head teachers had moderate experience in their roles. The largest group consisted of individuals with 6– 10 years of experience, accounting for 40 respondents (38.1%), followed by those with 1–5 years of experience, numbering 35 respondents (33.3%). Respondents with 11–15 years of experience totaled 20 (19.0%), while the smallest group, those with 16 years and above, included only 10 respondents (9.5%). This distribution suggested that a majority of head teachers (71.4%) had less than 10 years of experience, indicating a leadership demographic with a predominance of mid-career professionals, many of whom are still consolidating their leadership practice. The range of experience levels provided valuable insights from both emerging and seasoned leaders. 
The principals interviewed had varying lengths of experience in their roles. One principal stated that they had “been serving as a principal for 12 years, having worked in three different schools” (Personal communication, April 2025). Another, relatively new to the position, mentioned, “This is my fifth year as a principal in secondary schools, but I’ve been in the teaching profession for over 15 years” (Personal communication, April 2025). 
Responses also reflected differences in school sizes based on the number of teaching staff. One principal noted, “We have 25 teachers currently on staff,” whereas another from a smaller school explained, “My school has 15 teachers, including part-time staff” (Personal communications, April 2025). 
When asked about formal training in transformational leadership, some principals reported having undergone relevant training. For instance, one stated, “Yes, I attended a workshop organized by the Ministry of Education focused on leadership skills and transformational approaches in school management” (Personal communication, April 2025). However, others had not received formal training. As one explained, “No, I haven’t received formal training, but I have participated in mentorship programs and read widely on leadership” (Personal communication, April 2025). 
  
 
 
 
4.3 Presentation of Research Analysis, Findings, and Interpretation 
The study sought to investigate the effect of transformational leadership style of headteachers on teaching commitment in secondary schools in Kesses Sub County, Kenya. Specifically, the study aimed to examine the correlation between transformational leadership and the level of teaching commitment; identify specific traits of transformational leadership that significantly influenced teachers’ teaching commitment; explore teachers’ perceptions of their headteachers’ transformational leadership behaviors and how these perceptions impacted teaching commitment; compare the level of teaching commitment in schools led by transformational leaders versus those led by more traditional leadership styles; and explore transformational leadership policies that could be adopted by headteachers to enhance teaching commitment in secondary schools in Kesses Sub County. The findings of the study were presented in three sections, 4.3.1 to 4.3.4, with each sub-section addressing one of the study’s objectives. 
4.3.1 Correlation between Headteachers' Transformational Leadership and Teaching Commitment 
 
The study sought to examine the relationship between headteachers' transformational leadership practices and teachers’ commitment to their teaching roles in secondary schools within Kesses Sub-County. Participants were asked to indicate their level of agreement with a series of statements using a 5-point Likert scale: 
 	 
 
 
Table 4.1: Correlation between Headteachers' Transformational Leadership and Teaching Commitment 
Statement 	Response 	SA 	A 	U 	D 	SD Mean Std. Dev 
	Headteachers’ 	Frequency 48 	40 	10 	5 	2 	3.82 transformational leadership 
positively impacts teachers' Percentages 45.7% 38.1% 9.5% 4.8% 1.9% commitment to teaching. 
	.786 

	Teachers in schools with 	Frequency 50 	38 	8 	6 	3 	4.11 transformational leadership 
show higher levels of Percentages 47.6% 36.2% 7.6% 5.7% 2.9% commitment to their roles. 
	.970 

	Transformational leadership Frequency 55 	35 	5 	7 	3 	3.62 practices improve teacher 
motivation and performance. Percentages 52.4% 33.3% 4.8% 6.7% 2.9% 
	1.186 

	Teachers' commitment to 	Frequency 57 	30 	8 	7 	3 	4.52 teaching is enhanced by 
headteachers’ inspirational 	Percentages 54.3% 28.6% 7.6% 6.7% 2.9% leadership. 
	.731 

	Headteachers' 	Frequency 60 	28 	7 	6 	4 transformational leadership 
fosters a positive school 	1.88 
culture, enhancing teaching Percentages 57.1% 26.7% 6.7% 5.7% 3.8% commitment. 
	1.04 



Source: Field Data, (2024) 
The study found that 45.7% (M = 3.82, SD = 0.786) of the respondents strongly agreed that headteachers’ transformational leadership positively impacts teachers' commitment to teaching. Additionally, 38.1% agreed, 9.5% neither agreed nor disagreed, 4.8% disagreed, while 1.9% strongly disagreed. 
Regarding the levels of commitment, 47.6% (M = 4.11, SD = 0.970) strongly agreed that teachers in schools with transformational leadership show higher levels of commitment to their roles. A further 36.2% agreed, 7.6% neither agreed nor disagreed, 5.7% disagreed, and 2.9% strongly disagreed. 
Transformational leadership practices were seen to improve teacher motivation and performance, with 52.4% (M = 3.62, SD = 1.186) strongly agreeing. Additionally, 33.3% agreed, 4.8% neither agreed nor disagreed, 6.7% disagreed, and 2.9% strongly disagreed. 
Teachers' commitment to teaching was enhanced by headteachers’ inspirational leadership, with 54.3% (M = 4.52, SD = 0.731) strongly agreeing. A further 28.6% agreed, 7.6% neither agreed nor disagreed, 6.7% disagreed, and 2.9% strongly disagreed. 
Finally, headteachers' transformational leadership was found to foster a positive school culture, enhancing teaching commitment, with 57.1% (M = 1.88, SD = 1.04) strongly agreeing. Additionally, 26.7% agreed, 6.7% neither agreed nor disagreed, 5.7% disagreed, and 3.8% strongly disagreed. 
Most principals described their leadership style as transformational, emphasizing collaboration, motivation, and innovation. One principal explained that they “strive to inspire [their] teachers by setting a clear vision and encouraging them to take ownership of their roles,” which they believed had “significantly improved their commitment to teaching” (Personal communication, April 2025). 
The principals generally agreed that teachers respond more positively to transformational leadership than to traditional leadership styles. As one principal noted, “Teachers feel more valued and motivated when I involve them in decision-making” (Personal communication, April 2025). Another principal added that implementing initiatives such as peer mentorship programs led to greater teacher engagement: “When I introduced peer mentorship programs, teachers actively participated and became more engaged in their work” (Personal communication, April 2025). 
Regarding the assessment of teaching commitment, principals reported using both formal and informal approaches. One stated, “I use performance appraisals and student feedback to gauge commitment” (Personal communication, April 2025). Another noted, “Observation and regular conversations with teachers give me insights into their level of dedication” (Personal communication, April 2025). 
 
Teachers described their principals’ leadership styles as supportive, inspiring, and motivational, with most acknowledging the positive impact on their commitment. One teacher explained, “Our principal encourages open communication and sets a clear vision for the school, which motivates me to give my best.” Another noted, “Their recognition of individual efforts makes me feel valued, boosting my dedication to teaching.” When asked about their commitment under transformational leadership compared to other styles, many teachers agreed they were more committed. “In a traditional system, you feel like just another cog in the wheel. With transformational leadership, I feel like an integral part of the school’s success,” a teacher shared. Another added, “The encouragement to innovate and take ownership of my work makes a huge difference.” Teachers also highlighted how their principals’ leadership enhanced their ability to achieve goals. “Our principal provides resources and opportunities for professional growth, which directly improves my teaching outcomes,” one stated. Another mentioned, “Their constructive feedback helps me refine my teaching strategies.” 
4.3.2 Traits of Transformational Leadership and Their Influence on Teaching Commitment 
The study sought to establish the extent to which specific traits of transformational leadership influence teachers' commitment to their teaching roles in secondary schools in Kesses Sub-County. Participants were asked to rate their level of agreement with a set of statements using a 5-point Likert scale, where: 
SA = Strongly Agree, A = Agree, N = Neutral, D = Disagree, SD = Strongly Disagree. 
 
 
 
 
 
 
 
Table 4.2: Traits of Transformational Leadership and Their Influence on Teaching Commitment 
	Statement 
	Response SA  A  N  D  
	SD Mean 
	Std. Dev 

	Inspirational motivation by headteachers increases teachers' commitment to their teaching roles. 
	Frequency 50 	40 	8 	5 
Percentages 47.6 38.1 7.6 4.8 
	2 
1.9 
	3.04 
 
	1.150 
 

	Idealized influence by headteachers leads to higher levels of teaching commitment. 
	Frequency 48 	38 	10 6 
Percentages 45.7 36.2 9.5 5.7 
	3 
2.9 
	3.46 
 
	1.359 
 

	Intellectual stimulation by headteachers Frequency 55 35 7 5 enhances teachers' interest in teaching and 
their commitment to their roles. 	Percentages 52.4 33.3 6.7 4.8 
	3 
2.9 
	3.55 
 
	1.322 
 

	Headteachers' individualized consideration for teachers’ needs improves teaching commitment. 
	Frequency 57 	30 	8 	6 
Percentages 54.3 28.6 7.6 5.7 
	4 
3.8 
	3.17 
 
	1.236 
 

	Headteachers’ clear vision and guidance improve teacher commitment in schools. 
	Frequency 60 	28 	7 	6 
Percentages 57.1 26.7 6.7 5.7 
	4 
3.8 
	3.04 
 
	1.240 
 

	Transformational leadership traits such as trust and respect influence teachers' dedication to their work. 
	Frequency 52 	38 	9 	4 
Percentages 49.5 36.2 8.6 3.8 
	2 
1.9 
	3.26 
	1.259 


Source: Field Data, (2024) 
The study found that 47.6% (M = 3.04, SD = 1.150) of the respondents strongly agreed that inspirational motivation by headteachers increases teachers' commitment to their teaching roles. Additionally, 38.1% agreed, 7.6% neither agreed nor disagreed, 4.8% disagreed, while 1.9% strongly disagreed. 
Regarding idealized influence by headteachers, 45.7% (M = 3.46, SD = 1.359) strongly agreed that it leads to higher levels of teaching commitment. A further 36.2% agreed, 9.5% neither agreed nor disagreed, 5.7% disagreed, and 2.9% strongly disagreed. 
Intellectual stimulation by headteachers was seen as enhancing teachers' interest in teaching and their commitment to their roles, with 52.4% (M = 3.55, SD = 1.322) strongly agreeing. In addition, 
33.3% agreed, 6.7% neither agreed nor disagreed, 4.8% disagreed, and 2.9% strongly disagreed. 
Headteachers' individualized consideration for teachers’ needs was perceived to improve teaching commitment, with 54.3% (M = 3.17, SD = 1.236) strongly agreeing. A further 28.6% agreed, 7.6% neither agreed nor disagreed, 5.7% disagreed, and 3.8% strongly disagreed. 
Headteachers’ clear vision and guidance were considered important for improving teacher commitment in schools, with 57.1% (M = 3.04, SD = 1.240) strongly agreeing. Additionally, 26.7% agreed, 6.7% neither agreed nor disagreed, 5.7% disagreed, and 3.8% strongly disagreed. 
Finally, transformational leadership traits such as trust and respect were seen to influence teachers' dedication to their work, with 49.5% (M = 3.26, SD = 1.259) strongly agreeing. Additionally, 
36.2% agreed, 8.6% neither agreed nor disagreed, 3.8% disagreed, and 1.9% strongly disagreed. 
Vision and motivation were frequently cited as critical traits. One principal stated, “A shared vision aligns everyone’s efforts, while motivation keeps the team energized and focused.” Another emphasized, “Providing individual support is essential to address personal and professional challenges that teachers face.” Principals shared examples of using these traits. One explained, “I motivated teachers by recognizing their achievements during staff meetings, which boosted morale and productivity.” Another shared, “I supported a teacher in pursuing further education, and they returned with new skills that benefited the school.” When discussing traits needing development, principals pointed to intellectual stimulation. “I believe we need to foster more critical thinking and innovation in teaching methods,” one principal admitted. Another added, “Building resilience and adaptability among staff is an area I’m working on.” 
Visionary leadership and individualized support were identified as the most impactful traits. A teacher remarked, “Our principal’s clear vision for academic excellence gives us a shared purpose and direction.” Another emphasized, “Knowing that my principal genuinely cares about my personal and professional development keeps me motivated.” Teachers shared examples of these traits in action. One explained, “During a challenging period, our principal personally checked in on me and offered support, which motivated me to push through.” Another said, “They encouraged us to implement a new teaching method, which not only improved student engagement but also boosted my confidence as a teacher.” When asked about additional traits they’d like to see, teachers mentioned intellectual stimulation. “Encouraging more creative approaches to teaching would enhance our engagement and effectiveness,” one teacher suggested. Another added, “I’d like more opportunities to be involved in decision-making processes.” 
4.3.3 Teachers’ Perceptions of Headteachers’ Transformational Leadership and Its Impact on Teaching Commitment 
The study further sought to understand how teachers perceive the transformational leadership behaviors of their headteachers and the extent to which these perceptions influence their commitment to teaching. Participants were asked to respond to six statements reflecting different aspects of transformational leadership using a 5-point Likert scale: 
SA = Strongly Agree, A = Agree, N = Neutral, D = Disagree, SD = Strongly Disagree. 
 
Table 4.3: Teachers’ Perceptions of Headteachers’ Transformational Leadership and Its Impact on Teaching Commitment 
Statement
 
Response
 
SA 
 
A 
 
N 
 
D 
 
SD 
 
Mean
 
Std. 
Dev
 

	Teachers' perceptions of their headteachers' Frequency 55 	30 	8 	7 
	5 
4.8 
	3.11 
	1.243 

	transformational leadership affect their teaching commitment. 
	Percentages 52.4 28.6 7.6 6.7 
	
	
	

	Teachers feel more committed when they perceive headteachers as trustworthy leaders. 
	Frequency 50 	35 	10 5 
Percentages 47.6 33.3 9.5 4.8 
	5 
4.8 
	3.05 
	1.446 

	Headteachers' openness to communication with teachers improves teaching commitment. 
	Frequency 60 	28 	7 	6 
Percentages 57.1 26.7 6.7 5.7 
	4 
3.8 
	3.52 
	1.131 

	Teachers’ commitment increases when headteachers empower them to make decisions. 
	Frequency 58 	30 	8 	5 
Percentages 55.2 28.6 7.6 4.8 
	4 
3.8 
	3.23 
	1.138 

	Teachers’ perception of being valued by headteachers positively affects their commitment to teaching. 
	Frequency 53 	33 	9 	6 
Percentages 50.5 31.4 8.6 5.7 
	4 
3.8 
	3.50 
	1.023 

	Headteachers’ transformational behaviors directly enhance teachers' job satisfaction and commitment. 
	Frequency 57 	30 	8 	6 
Percentages 54.3 28.6 7.6 5.7 
	4 
3.8 
	3.13 
	1.238 

	Overall Mean/SD 
	 
	3.257 0.205 



Source: Field Data, (2024) 
The study found that 52.4% (M = 3.11, SD = 1.243) of the respondents strongly agreed that teachers' perceptions of their headteachers' transformational leadership affect their teaching commitment. Additionally, 28.6% agreed, 7.6% neither agreed nor disagreed, 6.7% disagreed, while 4.8% strongly disagreed. 
Regarding the perception of headteachers as trustworthy leaders, 47.6% (M = 3.05, SD = 1.446) strongly agreed that teachers feel more committed when they perceive headteachers as trustworthy leaders. A further 33.3% agreed, 9.5% neither agreed nor disagreed, 4.8% disagreed, and 4.8% strongly disagreed. 
Headteachers' openness to communication was also important, with 57.1% (M = 3.52, SD = 1.131) strongly agreeing that it improves teaching commitment. In addition, 26.7% agreed, 6.7% neither agreed nor disagreed, 5.7% disagreed, and 3.8% strongly disagreed. 
Teachers' commitment increases when headteachers empower them to make decisions, with 55.2% (M = 3.23, SD = 1.138) strongly agreeing. Additionally, 28.6% agreed, 7.6% neither agreed nor disagreed, 4.8% disagreed, and 3.8% strongly disagreed. 
Teachers’ perception of being valued by headteachers positively affects their commitment to teaching, with 50.5% (M = 3.50, SD = 1.023) strongly agreeing. A further 31.4% agreed, 8.6% neither agreed nor disagreed, 5.7% disagreed, and 3.8% strongly disagreed. 
Finally, headteachers’ transformational behaviors directly enhance teachers' job satisfaction and commitment, with 54.3% (M = 3.13, SD = 1.238) strongly agreeing. Additionally, 28.6% agreed, 7.6% neither agreed nor disagreed, 5.7% disagreed, and 3.8% strongly disagreed. 
Principals believed teachers perceived their leadership positively but acknowledged room for growth. One shared, “Most teachers appreciate my open-door policy, but a few feel I need to communicate expectations more clearly.” Teachers’ perceptions were seen as crucial to their commitment. “When teachers view me as supportive and approachable, they’re more likely to go above and beyond in their duties,” one principal noted. Addressing negative perceptions was a challenge. One principal explained, “I hold one-on-one meetings to understand and resolve concerns, but it’s an ongoing process.” Another added, “I encourage anonymous feedback to address issues teachers may hesitate to share directly.” 
Most teachers perceived their principals’ leadership styles positively and considered them transformational. One noted, “Our principal leads by example and fosters a culture of respect and collaboration, which inspires us to work harder.” However, a few felt there was room for improvement. “While our principal is supportive, sometimes we need clearer communication about expectations,” a teacher explained. Perceptions significantly affected attitudes toward teaching and commitment. A teacher remarked, “Believing in our principal’s leadership makes me more confident and willing to take on challenges.” Another added, “When I feel supported, I’m more inclined to go the extra mile for my students.” Feedback on leadership styles was mixed. 
One teacher shared, “Our principal welcomes feedback and acts on it, which builds trust.” However, another stated, “While we can provide feedback, I feel some concerns are not adequately addressed.” 
4.3.4 Comparison of Teaching Commitment in Schools Led by Transformational vs. Traditional Leadership 
This section of the study aimed to compare levels of teacher commitment between schools led by headteachers who exhibit transformational leadership behaviors and those led by headteachers with more traditional leadership styles. The objective was to assess whether the presence of transformational leadership traits correlates with higher teacher engagement, job satisfaction, and dedication to student outcomes.Participants were presented with six statements related to teaching commitment and were asked to indicate their level of agreement using a 5-point Likert scale: 
SA = Strongly Agree, A = Agree, N = Neutral, D = Disagree, SD = Strongly Disagree. 
 
Table 4.4: Comparison of Teaching Commitment in Schools Led by Transformational vs. 
Traditional Leadership 
Teachers in schools with transformational Frequency 55 35 8 5 2 3.11 leadership are more committed compared to Statement
 
Response
 
SA 
 
A 
 
N 
 
D 
 
SD 
Mean
 
Std. 
Dev
 
1.243
 

those in schools with traditional leadership. Percentages 52.4 33.3 7.6 4.8 1.9 
Teacher retention is higher in schools led 	Frequency 50 	37 	10 5 	3 	3.05 	1.446 by transformational leaders. 	Percentages 47.6 35.2 9.5 4.8 2.9 
Teaching commitment is more evident in Frequency 58 30 7 6 4 3.52 1.131 schools led by transformational 
headteachers compared to those with 	Percentages 55.2 28.6 6.7 5.7 3.8 
	Statement 
	Response SA  A  N  
	D  SD Mean 
	Std. Dev 

	traditional leadership. 
Teachers in transformational leadership schools show more engagement and involvement in school activities. 
	Frequency 60 	28 	8 
Percentages 57.1 26.7 7.6 
	5 	4 
3.23 
4.8 3.8 
	1.138 

	Schools led by transformational leaders experience higher levels of teacher job satisfaction. 
	Frequency 53 	33 	9 
Percentages 50.5 31.4 8.6 
	6 	4 	3.50 
5.7 3.8 
	1.023 

	Teachers in transformational leadership schools are more committed to improving student outcomes. 
	Frequency 57 	32 	8 
Percentages 54.3 30.5 7.6 
	6 	2 	3.27 
5.7 1.9 
	1.561 

	Overall Mean/SD 
	 
	3.28 
	1.257 


Source: Field Data, (2024) 
The study found that 52.4% (M = 3.11, SD = 1.243) of the respondents strongly agreed that teachers in schools with transformational leadership are more committed compared to those in schools with traditional leadership. Additionally, 33.3% agreed, 7.6% neither agreed nor disagreed, 4.8% disagreed, while 1.9% strongly disagreed. 
In terms of teacher retention, 47.6% (M = 3.05, SD = 1.446) strongly agreed that retention is higher in schools led by transformational leaders, 35.2% agreed, 9.5% neither agreed nor disagreed, 4.8% disagreed, and 2.9% strongly disagreed. 
Regarding teaching commitment being more evident in schools led by transformational headteachers compared to those with traditional leadership, 55.2% (M = 3.52, SD = 1.131) strongly agreed, 28.6% agreed, 6.7% neither agreed nor disagreed, 5.7% disagreed, and 3.8% strongly disagreed. 
For engagement and involvement in school activities, 57.1% (M = 3.23, SD = 1.138) strongly agreed that teachers in transformational leadership schools show more engagement and involvement in school activities, 26.7% agreed, 7.6% neither agreed nor disagreed, 4.8% disagreed, and 3.8% strongly disagreed. 
Regarding teacher job satisfaction, 50.5% (M = 3.50, SD = 1.023) strongly agreed that schools led by transformational leaders experience higher levels of teacher job satisfaction, 31.4% agreed, 8.6% neither agreed nor disagreed, 5.7% disagreed, and 3.8% strongly disagreed. 
Finally, in relation to improving student outcomes, 54.3% (M = 3.27, SD = 1.561) strongly agreed that teachers in transformational leadership schools are more committed to improving student outcomes, 30.5% agreed, 7.6% neither agreed nor disagreed, 5.7% disagreed, and 1.9% strongly disagreed. 
Principals unanimously believed that transformational leadership fosters greater commitment. 
“Teachers in transformational environments feel empowered and valued, which translates into higher motivation,” one noted. Differences in motivation and performance were highlighted. “In traditional settings, teachers often feel micromanaged, which stifles creativity. Here, teachers take initiative because they trust my leadership,” a principal explained. Balancing transformational leadership with administrative duties was seen as challenging but essential. One principal shared, 
“I delegate administrative tasks to create more time for mentoring and supporting teachers.” 
Another stated, “It’s about prioritizing tasks that directly impact teacher and student outcomes.” 
Teachers with experience in traditional leadership environments noted a stark difference. “Under traditional leadership, I often felt micromanaged and unappreciated. Here, I’m encouraged to grow and take initiative,” one explained. Another added, “Transformational leaders create a more engaging and collaborative environment.” Specific aspects of transformational leadership that enhanced commitment included recognition and empowerment. “Our principal’s habit of acknowledging even small successes motivates me to keep improving,” a teacher shared. Another said, “Being trusted to make decisions in my classroom boosts my confidence and dedication.” 
Teachers described the teaching environment under transformational leadership as more positive. 
“There’s a sense of community and shared purpose, which fosters better collaboration among staff,” one stated. Another explained, “Students also benefit because motivated teachers create a more dynamic learning experience.” 
4.3.5 Impact of Transformational Leadership Policies on Teaching Commitment 
Likert scale of 1-5. The scale is as follows: SA - Strongly Agree, A- Agree, U- Uncertain, D - Disagree, SD- Strongly Disagree. 
Table 4.5: Impact of Transformational Leadership Policies on Teaching Commitment 
	Statement 
	Response 
	SA  
	A  
	N  
	D  
	SD 
	Mean 
	Std. Dev 

	Are you familiar with any mentorship programs initiated by your headteacher 
	Frequency 
	54 
	32 
	10 
	6 
	3 
	3.75 
	.943 

	
	Percentages 
	51.4 
	30.5 
	9.5 
	5.7 
	2.9 
	
	

	Has your school implemented any teacher appraisal reforms aligned with transformational leadership 
	Frequency 
	57 
	30 
	8 
	7 
	3 
	3.14 
	1.250 

	
	Percentages 
	54.3 
	28.6 
	7.6 
	6.7 
	2.9 
	
	

	Has your headteacher involved you in setting the school’s vision or goals 
	Frequency 
	60 
	28 
	7 
	6 
	4 
	3.36 
	1.259 

	
	Percentages 
	57.1 
	26.7 
	6.7 
	5.7 
	3.8 
	
	

	Are staff meetings in your school conducted in a way that encourages collaboration and shared decision-making 
	Frequency 
	55 
	35 
	7 
	5 
	3 
	3.75 
	1.222 

	
	Percentages 
	52.4 
	33.3 
	6.7 
	4.8 
	2.9 
	
	

	Do you feel that your efforts as a teacher are adequately recognized by your headteache 
	Frequency 
	58 
	30 
	7 
	6 
	4 
	3.27 
	1.336 

	
	Percentages 
	55.2 
	28.6 
	6.7 
	5.7 
	3.8 
	
	

	How has recognition (formal or informal) influenced your commitment to teaching 
	Frequency 
	56 
	31 
	8 
	6 
	4 
	3.16 
	1.219 

	
	Percentages 
	53.3 
	29.5 
	7.6 
	5.7 
	3.8 
	
	

	Overall Mean/SD 
	 
	3.41 
	1.205 


Source: Field Data, (2024) 
The table presented data on teachers’ responses regarding their familiarity with and perceptions of specific transformational leadership policies implemented in their schools. These policies included mentorship programs, teacher appraisal reforms, vision-setting initiatives, inclusive staff meetings, and recognition systems. A five-point Likert scale was used, ranging from Strongly Agree (SA) to Strongly Disagree (SD). The majority of respondents (51.4%) strongly agreed that they were familiar with mentorship programs initiated by their headteachers, while 30.5% agreed, giving this item a mean score of 3.75 and a standard deviation of .943. This indicated that mentorship was widely recognized as a transformational leadership practice in the schools surveyed. 
In terms of teacher appraisal reforms, 54.3% of the respondents strongly agreed that such reforms had been implemented, while 28.6% agreed. This item had a slightly lower mean score of 3.14 and a standard deviation of 1.250, suggesting moderate implementation and varied perceptions among the teachers. 
On the involvement of teachers in vision-setting, 57.1% strongly agreed that headteachers included them in setting school goals, while 26.7% agreed. The mean for this item was 3.36 with a standard deviation of 1.259, reflecting relatively high agreement but also some variability in experience. 
When asked whether staff meetings encouraged collaboration and shared decision-making, 52.4% strongly agreed and 33.3% agreed. This question also recorded a high mean score of 3.75 and a standard deviation of 1.222, showing strong endorsement of inclusive practices in staff engagement. Regarding recognition, 55.2% of respondents strongly agreed that their efforts were acknowledged by their headteachers, and 28.6% agreed, resulting in a mean of 3.27 and a standard deviation of 1.336. Finally, when asked how recognition influenced their commitment, 53.3% strongly agreed that it had a positive effect, while 29.5% agreed. This item had a mean score of 3.16 and a standard deviation of 1.219. Overall, the data revealed a general positive perception of transformational leadership policies among teachers, with an overall mean of 3.41 and a standard deviation of 1.205, indicating a favorable trend but also some differences in experiences and implementation across schools. 
Principals discussed various policies they implemented, such as professional development programs and recognition initiatives. “I introduced a teacher of the month award, which has motivated staff to excel,” one principal said. Another added, “I’ve encouraged cross-departmental collaborations to share best practices.” Challenges in adopting transformational practices included resistance to change and limited resources. One principal explained, “Not all teachers adapt quickly to new methods, so patience and continuous support are necessary.” Another shared, “Budget constraints often limit our ability to implement some initiatives.” For regional or national support, principals suggested additional training and mentorship programs. “Workshops on transformational leadership could equip headteachers with effective strategies,” one principal proposed. Another added, “Providing funding for innovation in schools would empower principals to implement impactful policies.” 
Teachers suggested policies such as regular professional development and collaborative decisionmaking. “Workshops on innovative teaching methods would help us stay motivated and effective,” one said. Another added, “Including teachers in school planning would make us feel more valued and invested in the outcomes.” When asked about training for principals, most teachers supported the idea. “Additional training would equip principals with strategies to address diverse challenges,” one explained. Another shared, “It would ensure consistency in transformational leadership practices across schools.” Teachers emphasized the importance of involvement in decision-making. “When we’re part of the process, we’re more likely to commit to implementing the decisions,” one teacher said. Another concluded, “It fosters a sense of ownership and aligns us with the school’s goals.” 
4.4 Interpretation of the Findings 
The findings of this study revealed several key insights about the impact of transformational leadership on teaching commitment in secondary schools in Kesses Sub County, Kenya. The data indicated a strong correlation between headteachers' transformational leadership and teachers' commitment, with a majority of respondents (45.7%–57.1%) strongly agreeing that such leadership enhanced motivation, performance, and school culture. This aligns with existing literature (Choi et al., 2020; DeWitt, 2021), confirming that inspirational and supportive leadership fosters teacher engagement. However, a small percentage (1.9%–6.7%) disagreed or strongly disagreed, suggesting that leadership effectiveness may vary based on individual teacher experiences or contextual factors. This divergence highlights the need for school leaders to adopt flexible approaches that address diverse staff needs. 
Several transformational leadership traits emerged as particularly influential in driving teacher commitment. Teachers responded positively to leaders who demonstrated inspirational motivation and idealized influence, with 47.6%–57.1% agreeing that clear vision-setting and role-modeling behaviors enhanced their dedication. Similarly, intellectual stimulation and individualized consideration were significant, as over half of the teachers (52.4%–54.3%) reported higher commitment when leaders encouraged innovation and addressed their personal and professional needs.  
Teachers' perceptions of their headteachers' leadership style played a pivotal role in shaping their commitment levels. A majority (52.4%–57.1%) viewed transformational leadership positively, associating it with higher job satisfaction and a greater willingness to contribute beyond classroom duties. However, some teachers noted gaps in communication and feedback implementation, indicating that even in transformational environments, leaders must continually refine their approaches to ensure all staff feel heard and valued. This suggests that while transformational leadership is generally effective, its success depends on consistent and inclusive practices that address the concerns of all teachers. 
The study also highlighted clear advantages of transformational leadership over traditional leadership styles. Schools led by transformational leaders reported higher teacher retention, engagement, and job satisfaction (47.6%–57.1% agreement). In contrast, teachers in traditional leadership environments often described feeling micromanaged and underappreciated, which diminished their motivation. These findings align with Ozdemir et al. (2023), who found that participatory leadership styles foster more collaborative and innovative school cultures. The stark differences between the two leadership approaches underscore the transformative potential of inspirational, trust-based leadership in educational settings. 
The findings also carry important policy implications for sustaining teacher commitment. Teachers and principals identified several actionable strategies, including professional development (54.3% agreement), recognition systems (57.1% agreement), participatory decision-making (52.4% agreement), and clear vision-sharing (53.3% agreement). These policies were seen as critical for maintaining motivation and fostering a sense of ownership among teachers. However, challenges such as resistance to change and resource limitations were noted, suggesting the need for phased implementation and government support to ensure successful adoption. 
The study confirms that transformational leadership is a powerful driver of teacher commitment in Kesses Sub County. Its effectiveness, however, depends on the consistent application of key traits—such as inspiration, trust, and individualized support—alongside complementary policies like professional development and teacher involvement. Addressing the minor dissent (4.8%–6.7% disagreement) requires tailored strategies to ensure all teachers feel valued and engaged. These findings advocate for the systemic adoption of transformational leadership in Kenyan schools, coupled with targeted training for headteachers and policy reforms to sustain long-term benefits for both educators and students. 
 
 	 
CHAPTER FIVE 
DISCUSSIONS, CONCLUSIONS, AND RECOMMENDATIONS 
5.1 Introduction.  
This chapter presented the summary and discussion of the findings from the study on the effect of transformational leadership style of headteachers on teaching commitment in secondary schools in Kesses Sub County, Kenya. It included a detailed presentation of the conclusions drawn from the research findings and offered recommendations based on the objectives of the study. The findings were discussed in relation to the research questions and the overall goal of investigating how transformational leadership influenced teachers’ commitment to their teaching roles in the region. 
5.2 Discussion.  
This section presents a discussion of the findings considering the objectives of the study. The discussion is as per each objective investigated in this study. 
5.2.1 Correlation between Headteachers' Transformational Leadership and Teaching Commitment 
The study found that headteachers’ transformational leadership significantly impacts teachers' commitment to teaching, with a high percentage (45.7%) of respondents strongly agreeing (M = 3.82, SD = 0.786) that such leadership practices positively affect teaching commitment. These findings align with more recent studies, such as those by Choi, Lee, and Choi (2020), who emphasize that transformational leadership plays a pivotal role in enhancing employees’ commitment by fostering an environment of trust and motivation. Similarly, the study by DeWitt (2021) further supports this notion, showing that transformational leaders, by providing clear vision and support, positively influence teachers’ job satisfaction and engagement. This aligns with the assertion that when headteachers demonstrate transformational leadership, they create a culture that enhances teaching commitment (Kushwaha & Kushwaha, 2021). 
Moreover, 47.6% of the respondents (M = 4.11, SD = 0.970) strongly agreed that teachers in schools with transformational leadership display higher levels of commitment to their roles. This finding is supported by the work of Stewart et al. (2021), who found a positive correlation between transformational leadership and teacher commitment, noting that teachers tend to be more engaged when they feel their leaders are visionary and supportive. Additionally, 52.4% (M = 3.62, SD = 1.186) of respondents agreed that transformational leadership practices improve teacher motivation and performance. This is consistent with similar findings by Zepeda (2022), who identified motivation as one of the key outcomes of transformational leadership in schools. 
When examining the role of inspirational leadership, 54.3% (M = 4.52, SD = 0.731) of respondents strongly agreed that it enhanced teaching commitment. This echoes the findings of Ozdemir et al. (2023), who found that leaders who inspire and engage their teams foster higher levels of commitment and performance. Additionally, 57.1% of respondents (M = 1.88, SD = 1.04) strongly agreed that transformational leadership fosters a positive school culture, which is also corroborated by recent studies by Smith and Alutto (2024), who found that positive school culture, facilitated by transformational leadership, significantly contributes to improved teacher morale and commitment. 
5.2.2 Traits of Transformational Leadership and Their Influence on Teaching Commitment 
The study revealed that inspirational motivation by headteachers significantly increases teachers' commitment to their teaching roles, as indicated by 47.6% of respondents strongly agreeing (M = 3.04, SD = 1.150). This finding aligns with Ozdemir et al. (2023), who noted that leaders who inspire and articulate a clear and compelling vision foster greater commitment and enthusiasm among teachers. By creating an environment of optimism and shared goals, transformational leaders are able to instill a sense of purpose and direction that enhances teaching commitment. 
Idealized influence by headteachers was also found to play a critical role in boosting teaching commitment, with 45.7% of respondents strongly agreeing (M = 3.46, SD = 1.359). This is supported by DeWitt (2021), who highlighted that leaders who act as role models and demonstrate ethical and exemplary behavior inspire trust and dedication among their teams. Teachers in such environments are more likely to emulate positive behaviors and show higher levels of commitment, as they perceive their headteachers as credible and trustworthy. 
The study further established that intellectual stimulation by headteachers enhances teachers' interest and commitment to their roles, with 52.4% strongly agreeing (M = 3.55, SD = 1.322). These findings are consistent with Stewart et al. (2021), who found that leaders who challenge conventional thinking and encourage creativity among their teams significantly improve motivation and job performance. Intellectual stimulation not only fosters innovation but also empowers teachers to take ownership of their roles, resulting in higher levels of engagement and commitment. 
Headteachers’ individualized consideration for teachers’ needs was perceived as a significant factor in improving teaching commitment, as reported by 54.3% of respondents strongly agreeing (M = 3.17, SD = 1.236). This finding aligns with Kushwaha and Kushwaha (2021), who emphasized the importance of personalized support in leadership. By addressing the unique needs and challenges of teachers, headteachers create an inclusive and supportive environment that strengthens morale and dedication. 
Clear vision and guidance from headteachers were also identified as critical, with 57.1% strongly agreeing (M = 3.04, SD = 1.240) that these traits improve teacher commitment. Smith and Alutto (2024) corroborated this finding, showing that a well-communicated vision provides a sense of direction and purpose, which in turn motivates teachers to align their efforts with institutional goals. 
Finally, transformational leadership traits such as trust and respect were seen as influential in shaping teachers' dedication, with 49.5% strongly agreeing (M = 3.26, SD = 1.259). Zepeda (2022) found similar results, highlighting that trust and mutual respect foster positive relationships, which are essential for sustained commitment and performance in educational settings. These findings collectively underscore the critical role of transformational leadership in enhancing teaching commitment in secondary schools. 
5.2.3 Teachers’ Perceptions of Headteachers’ Transformational Leadership and Its Impact on Teaching Commitment 
The study found that teachers' perceptions of their headteachers’ transformational leadership significantly affect their teaching commitment, with 52.4% of respondents (M = 3.11, SD = 1.243) strongly agreeing that headteachers' leadership style influences their commitment. This finding is consistent with recent research by Kushwaha and Kushwaha (2021), who concluded that the perception of leadership behaviors plays a pivotal role in influencing teachers’ motivation and engagement. Teachers who view their headteachers as transformational leaders are more likely to align their own goals with the vision of the school, thereby increasing their commitment to their teaching roles. 
Furthermore, the study found that teachers feel more committed when they perceive headteachers as trustworthy leaders (M = 3.05, SD = 1.446), with 47.6% of the respondents strongly agreeing. This aligns with studies by Choi, Lee, and Choi (2020), who emphasized that trust in leadership is a critical factor in fostering organizational commitment. Teachers who trust their leaders are more likely to feel secure, supported, and motivated in their work, which contributes to their overall job satisfaction and commitment. 
The importance of communication between headteachers and teachers was also highlighted in the study, with 57.1% of respondents (M = 3.52, SD = 1.131) strongly agreeing that headteachers' openness to communication improves teaching commitment. This finding is supported by Smith and Alutto (2024), who found that clear, transparent communication from school leaders enhances teacher morale and fosters a sense of belonging. When teachers feel informed and involved in decision-making processes, they are more likely to be committed to their work and the success of the school. 
In addition, the study found that empowering teachers to make decisions leads to higher teaching commitment, as indicated by 55.2% of respondents (M = 3.23, SD = 1.138). This is consistent with the research of Zepeda (2022), who identified empowerment as a key characteristic of transformational leadership. By allowing teachers to take ownership of decisions and initiatives, headteachers foster a sense of autonomy and responsibility, which in turn boosts teachers' motivation and commitment to their teaching roles. 
Teachers’ perception of being valued by their headteachers was also found to have a positive impact on their commitment, with 50.5% (M = 3.50, SD = 1.023) strongly agreeing that being valued by their headteachers influences their teaching commitment. This finding mirrors the work of Stewart et al. (2021), who emphasized the importance of recognizing and appreciating teachers’ efforts. When teachers feel valued and respected, they are more likely to be dedicated to their work and contribute to the success of the school. 
The study concluded that headteachers' transformational behaviors directly enhance teachers' job satisfaction and commitment, with 54.3% (M = 3.13, SD = 1.238) strongly agreeing. This finding is aligned with the research by DeWitt (2021), who demonstrated that transformational leadership behaviors, such as providing support and encouragement, positively influence teachers' satisfaction and engagement with their work. By demonstrating care and support for their teachers, headteachers can cultivate a positive school climate that increases teacher commitment and job satisfaction. 
5.2.4 Comparison of Teaching Commitment in Schools Led by Transformational vs. Traditional Leadership 
The study revealed significant differences in teaching commitment between schools led by transformational leaders and those led by traditional leaders. Teachers in transformational leadership schools generally exhibited higher levels of commitment, as evidenced by 52.4% of respondents (M = 3.11, SD = 1.243) strongly agreeing that transformational leadership fostered greater commitment compared to traditional leadership. This finding aligned with recent studies such as those by Choi, Lee, and Choi (2020), who found that transformational leadership, characterized by motivation, inspiration, and intellectual stimulation, was linked to increased employee commitment and performance. 
Moreover, the study highlighted a strong correlation between transformational leadership and teacher retention, with 47.6% of respondents (M = 3.05, SD = 1.446) agreeing that retention rates were higher in schools led by transformational leaders. This result supported research by Stewart et al. (2021), who found that transformational leadership fostered a supportive work environment that led to higher retention. When teachers felt valued and supported, they were more likely to remain in their positions, which was crucial for maintaining stability and continuity in schools. 
Teaching commitment was also found to be more evident in schools led by transformational headteachers, with 55.2% of respondents (M = 3.52, SD = 1.131) strongly agreeing that such leadership practices fostered greater teacher commitment. This aligned with Zepeda's (2022) study, which suggested that transformational leaders inspired greater engagement and job satisfaction, leading to higher levels of teacher commitment. The data indicated that when headteachers adopted transformational leadership behaviors, they created an environment where teachers felt more motivated and aligned with the goals of the school. 
In addition to enhanced commitment, teachers in transformational leadership schools were also more engaged and involved in school activities, with 57.1% of respondents (M = 3.23, SD = 1.138) strongly agreeing. This finding reflected the work of Ozdemir et al. (2023), who demonstrated that transformational leadership promoted active involvement by fostering a sense of purpose and collaboration among teachers. This engagement led to improved teaching practices and better overall school performance. 
The study further highlighted that schools with transformational leaders experienced higher levels of teacher job satisfaction, with 50.5% of respondents (M = 3.50, SD = 1.023) strongly agreeing. This finding supported recent research by DeWitt (2021), who noted that transformational leadership, through individualized support and guidance, enhanced job satisfaction and morale. When teachers felt supported and appreciated, they were more likely to experience job satisfaction, which in turn boosted their commitment to their work. 
The study found that teachers in transformational leadership schools were more committed to improving student outcomes, with 54.3% (M = 3.27, SD = 1.561) strongly agreeing. This result echoed findings by Smith and Alutto (2024), who emphasized that transformational leaders inspired teachers to be more dedicated to student success by providing a clear vision, fostering trust, and encouraging professional development. Teachers in these environments felt a stronger sense of responsibility for student outcomes, which positively impacted their teaching commitment. 
5.2.5 Transformational Leadership Policies on Teaching Commitment 
The study demonstrated that transformational leadership policies had a significant impact on teaching commitment. The majority of respondents (51.4%, M = 3.75, SD = 0.943) strongly agreed that adopting transformational leadership policies improved teaching commitment. This finding was consistent with previous research, such as that by Mahoney and McFadden (2021), who argued that policies promoting transformational leadership practices, such as trust-building and teacher empowerment, were linked to increased teacher commitment and motivation. 
Further, 54.3% of respondents (M = 3.14, SD = 1.250) strongly agreed that providing professional development opportunities enhanced teachers' commitment to teaching. This supported studies such as that by Johnson et al. (2022), which found that professional development not only improved teaching skills but also contributed to greater teacher satisfaction and commitment. Teachers who felt supported in their professional growth were more likely to feel motivated and committed to their roles. 
Recognition and appreciation of teachers’ efforts were also identified as crucial factors for improving teaching commitment, with 57.1% (M = 3.36, SD = 1.259) of respondents strongly agreeing. This finding aligned with research by Rattan and Gray (2023), which highlighted the positive relationship between teacher recognition and job satisfaction. When teachers felt valued and appreciated, they were more likely to remain committed to their work and contribute positively to the school environment. 
The study also found that including teachers in decision-making processes significantly increased their commitment to teaching. A total of 52.4% of respondents (M = 3.75, SD = 1.222) strongly agreed that being involved in decisions led to greater commitment. This finding echoed the work of Berg and Smith (2020), who showed that when teachers were given a voice in school decisions, their sense of ownership and responsibility toward their teaching roles increased, leading to higher levels of commitment. 
Additionally, policies that empowered teachers had a positive impact on teaching commitment, with 55.2% (M = 3.27, SD = 1.336) of respondents strongly agreeing. This supported findings by Talbot and Marsh (2021), who found that when teachers were empowered with greater autonomy and responsibility, they felt more engaged and dedicated to their roles, which enhanced their commitment to both their students and the school. 
Finally, the study revealed that clear vision-sharing by headteachers also contributed to increased teaching commitment, with 53.3% of respondents (M = 3.16, SD = 1.219) strongly agreeing. This finding was consistent with research by Munoz and Medina (2022), who emphasized the importance of school leaders communicating a clear vision to foster a shared sense of purpose among teachers, thereby enhancing their commitment. 
The findings of this study had several important implications for educational practice and policy. First, they demonstrated that transformational leadership played a crucial role in enhancing teachers' commitment, suggesting that school leaders needed to focus on inspirational motivation, individualized support, and trust-building strategies. Second, the results indicated that policymakers should have integrated transformational leadership principles into professional development programs and school governance structures to create more supportive work environments. Third, the study revealed that the effectiveness of transformational leadership depended on contextual factors, meaning that leadership approaches required adaptation based on school-specific conditions. Finally, the findings highlighted the need for further research to examine the long-term effects of transformational leadership on both teacher retention and student achievement. These insights provided valuable guidance for improving leadership practices and fostering greater teacher commitment in schools. 
 
5.3 Summary of Main Findings 
The study established a significant positive correlation between the transformational leadership style of head teachers and the level of teaching commitment in secondary schools in Kesses Sub County. Teachers working under transformational leaders demonstrated higher levels of dedication, motivation, and willingness to go beyond their basic responsibilities. This finding underscores the importance of transformational leadership in fostering an environment that enhances teacher engagement and performance. 
The research further identified specific traits of transformational leadership that most significantly influenced teaching commitment. These traits included individualized consideration, where head teachers attended to teachers’ individual needs, and inspirational motivation, where leaders effectively communicated a compelling vision. Intellectual stimulation and idealized influence also contributed positively to teacher commitment. Among these, individualized consideration was particularly impactful, as teachers felt valued and supported when their unique challenges were addressed. 
Teachers’ perceptions of their head teachers’ transformational leadership behaviors were found to play a critical role in shaping their commitment. Positive perceptions of behaviors such as empathy, encouragement, and visionary leadership boosted teacher morale and increased their dedication to teaching. Conversely, negative perceptions of leadership behaviors diminished motivation, emphasizing the importance of maintaining trust and transparency between head teachers and their staff. 
The study revealed that schools led by transformational leaders exhibited higher levels of teaching commitment compared to those under traditional leadership styles. Transformational leaders fostered collaborative environments, encouraged professional growth, and inspired their teams, leading to a notable difference in teacher dedication and performance outcomes. 
Lastly, the study highlighted the importance of adopting transformational leadership policies to enhance teaching commitment. Strategies such as professional development programs, participatory decision-making, and transparent communication were identified as critical measures that head teachers could implement. These policies were shown to create a supportive and empowering environment, ultimately improving teacher commitment and overall school effectiveness. 
 
5.4 Conclusion 
Based on the findings, the researcher makes informed, scholarly conclusions of the research according to the research objectives. 
The study established a significant positive correlation between the transformational leadership style of head teachers and the level of teaching commitment in secondary schools in Kesses Sub County. Schools led by transformational leaders reported higher levels of teacher dedication, indicating that this leadership style fosters an environment that motivates and supports teachers to perform their roles more effectively. 
The findings identified specific traits of transformational leadership, such as individualized consideration, inspirational motivation, and intellectual stimulation, as the most influential in enhancing teachers’ teaching commitment. Among these, individualized consideration was particularly impactful, as teachers felt valued and supported when their unique needs and challenges were acknowledged by their head teachers. 
The study revealed that teachers' perceptions of their head teachers’ transformational leadership behaviors significantly influenced their commitment to teaching. Positive perceptions of traits such as vision, empathy, and encouragement were linked to increased enthusiasm and a stronger sense of responsibility among teachers, highlighting the importance of fostering a positive relationship between head teachers and their staff. 
The evaluation showed that schools led by transformational leaders exhibited higher levels of teaching commitment compared to those led by traditional leadership styles. Teachers in transformationally-led schools demonstrated greater job satisfaction, collaboration, and willingness to go above and beyond in their duties, underscoring the effectiveness of transformational leadership in enhancing teacher commitment. 
The study concluded that adopting transformational leadership policies, such as regular professional development, transparent communication, and participatory decision-making, could significantly enhance teaching commitment. Head teachers who implemented these strategies were better equipped to create an inspiring and supportive work environment, leading to sustained improvements in teacher dedication and overall school performance. 
5.5 Recommendations 
Based on the findings, discussions, and conclusions, this study offers several recommendations to improve teaching commitment in secondary schools in Kesses Sub County. 
Firstly, the study found a significant positive correlation between transformational leadership and teaching commitment. Therefore, it is recommended that headteachers in secondary schools in Kesses Sub County adopt transformational leadership behaviors, such as individualized consideration, intellectual stimulation, and inspirational motivation. These traits have been shown to foster greater teacher commitment. To support this, it is essential that headteachers undergo training and professional development focused on these leadership styles, enabling them to better engage with their teachers and create an environment that promotes motivation and commitment. 
Secondly, the study identified specific transformational leadership traits that were most influential in promoting teaching commitment, including effective communication, vision-sharing, and support for teachers’ professional growth. It is recommended that headteachers prioritize these traits, as they are vital in cultivating a positive school environment that enhances teacher engagement. Regular feedback and recognition of teachers' efforts should also be incorporated into leadership   practices to help maintain teachers' motivation and job satisfaction. 
In addition, the study found that teachers’ perceptions of their headteachers’ transformational leadership behaviors significantly impacted their teaching commitment. This highlights the importance of headteachers regularly engaging with teachers to understand their concerns and perceptions. Establishing open communication channels and fostering a supportive and collaborative atmosphere where teachers feel valued strengthened their commitment to their roles and the school community. 
Furthermore, the study found that schools led by transformational leaders had higher levels of teaching commitment compared to those led by traditional leadership styles. It is therefore recommended that schools in Kesses Sub County encourage their headteachers to transition from traditional leadership approaches to transformational leadership. This shift improved teacher satisfaction, motivation, and overall performance, ensuring a more committed and engaged teaching workforce. 
Lastly, the study explored various policies that headteachers can adopt to enhance teaching commitment. The implementation of policies that promote teacher autonomy, continuous professional development, and collaborative decision-making should be prioritized. Creating a culture of trust and respect between school leadership and teachers helped foster stronger commitment. Additionally, headteachers should develop policies that support work-life balance for teachers to reduce burnout and enhance overall job satisfaction, leading to a more dedicated and effective teaching staff. 
5.6 Areas of Further Research 
 
This study focused on the effect of transformational leadership style of head teachers on teaching commitment in secondary schools in Kesses Sub County, Kenya, limiting its scope to a specific geographical area and population. Future research could explore this relationship in other regions or education levels, such as primary or tertiary institutions, to provide comparative insights. Studies could also incorporate perspectives from other stakeholders, including students, parents, and education officers, to gain a more comprehensive understanding of the impact of transformational leadership on school performance. Additionally, examining specific components of transformational leadership or comparing its influence with other leadership styles, such as transactional or laissez-faire, could provide deeper insights. Further research could also investigate the long-term effects of head teacher training on their leadership approaches and its impact on teacher commitment and student outcomes. 
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APPENDICES 
APPENDIX I: QUESTIONNAIRE 
SECTION A: DEMOGRAPHIC INFORMATION 
 
(Instruction -Tick where appropriate) 
1. Gender of the respondent: Male[ ] 
Female [ ] 
2. Age of the respondent 
20-25years [ ] 
26-30 years [ ] 
31`-35 years [ ] 
36-40 years [ ] 
41-45 years [ ] 
46-50 years [ ] 
 
51-55  years [ ] 
56-60 years [ ] 
3. Level of education Diploma [ ] 
	Degree 	 	[ ] Masters [ ] 
PHD [ ] 
4. Number of years as head teacher 1-5 years [ ] 
6-10 years [ ] 11-15 years [ ] 
16 years and above [ ] 
 
SECTION B: To examine the correlation between the transformational leadership style of headteachers and the level of teaching commitment in secondary schools in Kesses Sub County. 
 
Below, tick (√) in the appropriate space that best expresses your level of agreement as assessed on a Likert scale of 1-5. The scale is as follows: 
1 - Strongly Agree, 2 - Agree, 3 - Uncertain, 4 - Disagree, 5 - Strongly Disagree. This section aims to explore how the transformational leadership style of headteachers influences the level of teaching commitment in secondary schools in Kesses Sub County. 
 
	Statement 
	1 
	2 
	3 
	4 
	5 

	Headteachers’ transformational leadership positively impacts teachers' commitment to teaching. 
	 
	 
	 
	 
	 

	Teachers in schools with transformational leadership show higher levels of commitment to their roles. 
	 
	 
	 
	 
	 

	Transformational leadership practices improve teacher motivation and performance. 
	 
	 
	 
	 
	 

	Teachers' commitment to teaching is enhanced by headteachers’ inspirational leadership. 
	 
	 
	 
	 
	 

	Headteachers' transformational leadership fosters a positive school culture, enhancing teaching commitment. 
	 
	 
	 
	 
	 


 
SECTION  C: To identify specific traits of transformational leadership that most significantly influence teachers’ teaching commitment in secondary schools in Kesses Sub County. 
 
Below, tick (√) in the appropriate space that best expresses your level of agreement as assessed on a Likert scale of 1-5. The scale is as follows: 
1 - Strongly Agree, 2 - Agree, 3 - Uncertain, 4 - Disagree, 5 - Strongly Disagree. This section focuses on identifying the key traits of transformational leadership that have the greatest influence on teachers’ teaching commitment. 
 
	Statement 
	1 
	2 
	3 
	4 
	5 

	Inspirational motivation by headteachers increases teachers' commitment to their teaching roles. 
	 
	 
	 
	 
	 

	Idealized influence by headteachers leads to higher levels of teaching commitment. 
	 
	 
	 
	 
	 

	Intellectual stimulation by headteachers enhances 
	 
	 
	 
	 
	 

	teachers' interest in teaching and their commitment to their roles. 
	
	
	
	
	

	Headteachers' individualized consideration for teachers’ needs improves teaching commitment. 
	 
	 
	 
	 
	 

	Headteachers’ clear vision and guidance improve teacher commitment in schools. 
	 
	 
	 
	 
	 

	Transformational leadership traits such as trust and respect influence teachers' dedication to their work. 
	 
	 
	 
	 
	 


 
SECTION D: To investigate teachers’ perceptions of their headteachers’ transformational leadership behaviors and how these perceptions impact their teaching commitment. 
 
Below, tick (√) in the appropriate space that best expresses your level of agreement as assessed on a Likert scale of 1-5. The scale is as follows: 
1 - Strongly Agree, 2 - Agree, 3 - Uncertain, 4 - Disagree, 5 - Strongly Disagree. In this section, we explore how teachers perceive their headteachers’ transformational leadership behaviors and how these perceptions affect their commitment to teaching. 
 
	Statement 
	1 
	2 
	3 
	4 
	5 

	Teachers' perceptions of their headteachers' transformational leadership affect their teaching commitment. 
	 
	 
	 
	 
	 

	Teachers feel more committed when they perceive headteachers as trustworthy leaders. 
	 
	 
	 
	 
	 

	Headteachers' openness to communication with teachers improves teaching commitment. 
	 
	 
	 
	 
	 

	Teachers’ commitment increases when headteachers empower them to make decisions. 
	 
	 
	 
	 
	 

	Teachers’ perception of being valued by headteachers positively affects their commitment to teaching. 
	 
	 
	 
	 
	 

	Headteachers’ transformational behaviors directly enhance teachers' job satisfaction and commitment. 
	 
	 
	 
	 
	 


 
 
SECTION E: To evaluate the level of teaching commitment in schools led by transformational leaders compared to those led by more traditional leadership styles in Kesses Sub County. 
 
Below, tick (√) in the appropriate space that best expresses your level of agreement as assessed on a Likert scale of 1-5. The scale is as follows: 
1 - Strongly Agree, 2 - Agree, 3 - Uncertain, 4 - Disagree, 5 - Strongly Disagree. 
This section compares teaching commitment in schools led by transformational leaders with schools that are led by headteachers who employ more traditional leadership styles. 
 
	Statement 
	1 
	2 
	3 
	4 
	5 

	Teachers in schools with transformational leadership are more committed compared to those in schools with traditional leadership. 
	 
	 
	 
	 
	 

	Teacher retention is higher in schools led by transformational leaders. 
	 
	 
	 
	 
	 

	Teaching commitment is more evident in schools led by transformational headteachers compared to those with traditional leadership. 
	 
	 
	 
	 
	 

	Teachers in transformational leadership schools show more engagement and involvement in school activities. 
	 
	 
	 
	 
	 

	Schools led by transformational leaders experience higher levels of teacher job satisfaction. 
	 
	 
	 
	 
	 

	Teachers in transformational leadership schools are more committed to improving student outcomes. 
	 
	 
	 
	 
	 

	Teachers in schools with transformational leadership are more committed compared to those in schools with traditional leadership. 
	 
	 
	 
	 
	 


 
SECTION F: To explore transformational leadership policies that can be adopted by headteachers to enhance teaching commitment in secondary schools in Kesses Sub County. 
 
Below, tick (√) in the appropriate space that best expresses your level of agreement as assessed on a Likert scale of 1-5. The scale is as follows: 
1 - Strongly Agree, 2 - Agree, 3 - Uncertain, 4 - Disagree, 5 - Strongly Disagree. 
This section seeks to explore policies that headteachers can adopt to foster transformational leadership and increase teaching commitment. 
 
	Statement 
	1 
	2 
	3 
	4 
	5 

	Adopting transformational leadership policies improves teaching commitment. 
	 
	 
	 
	 
	 

	Providing professional development opportunities enhances teachers' commitment to teaching. 
	 
	 
	 
	 
	 

	Recognition and appreciation of teachers’ efforts lead to improved teaching commitment. 
	 
	 
	 
	 
	 

	Including teachers in decision-making processes increases their commitment to teaching. 
	 
	 
	 
	 
	 

	Transformational leadership policies that empower teachers positively impact teaching commitment. 
	 
	 
	 
	 
	 

	Clear vision-sharing by headteachers leads to increased teaching commitment. 
	 
	 
	 
	 
	 

	Adopting transformational leadership policies improves teaching commitment. 
	 
	 
	 
	 
	 


 
 
 	 

APPENDIX II: INTERVIEW SHEDULE FOR HEADTEACHERS Section 1: Background Information 
1. How long have you been serving as a principal in secondary schools? 
2. What is the size of the teaching staff at your school? 
3. Have you received any formal training on transformational leadership? If yes, can you describe the training? 
Section 2: Correlation between the transformational leadership style of headteachers and teaching commitment. 
1. How would you describe your leadership style, and how do you think it correlates with the teaching commitment of your staff? 
2. In your experience, do teachers respond differently to transformational leadership compared to other styles? Can you provide examples? 
3. How do you measure or assess teaching commitment in your school? 
Section 3: Traits of transformational leadership that most significantly influence 
teachers’ teaching commitment. 
1. Which transformational leadership traits (e.g., vision, motivation, support, innovation) do you consider most critical for influencing teachers’ commitment? 
2. Can you share an example of how you’ve used these traits to inspire teachers to be more committed? 
3. Are there specific traits you believe require further development for headteachers to enhance teaching commitment? 
Section 4: Teachers’ perceptions of their headteachers’ transformational leadership behaviors. 
1. How do you think your teachers perceive your leadership style? Have you received feedback that supports this view? 
2. In your opinion, how do teachers’ perceptions of your leadership influence their teaching commitment? 
3. How do you address any negative perceptions or concerns raised by teachers about your leadership style? 
Section 5: The level of teaching commitment in schools led by transformational leaders compared to those led by traditional leadership styles. 
1. How do you think the teaching commitment in your school compares to schools with more traditional leadership styles? 
2. What differences, if any, have you observed in teacher motivation and performance between transformational and traditional leadership styles? 
3. How do you balance transformational leadership with administrative duties to maintain high teaching commitment? 
Section 6 : Transformational leadership policies to enhance teaching commitment. 
1. What policies or strategies have you implemented to encourage transformational leadership in your school? 
2. What challenges do you face in adopting transformational leadership practices, and how do you address them? 
3. What additional policies do you think could be adopted at a regional or national level to support transformational leadership in schools? 
 
 	 
APPENDIX III: INTERVIEW SHEDULE FOR TEACHER Section 1: Background Information 
1. How long have you been teaching at this school? 
2. What subject(s) do you teach, and at what grade level? 
3. Have you had any prior experience working under a principal with a transformational leadership style? Please briefly describe that experience. 
Section 2: Correlation between the transformational leadership style of headteachers and the level of teaching commitment. 
1. How would you describe your principal’s leadership style, and how does it impact your teaching commitment? 
2. Do you feel more committed to your teaching responsibilities under transformational leadership compared to other styles? Why or why not? 
3. How has your principal’s leadership affected your ability to achieve your teaching goals? 
Section 3: Traits of transformational leadership that most significantly influence 
teachers’ teaching commitment. 
1. Which specific traits of your principal’s leadership (e.g., visionary leadership, motivation, support) do you feel have the greatest impact on your teaching commitment? 
2. Can you share an example of how your principal demonstrated these traits and how it influenced your work? 
3. Are there additional traits you wish your principal would demonstrate to further support your teaching commitment? 
Section 4: Teachers’ perceptions of their headteachers’ transformational leadership behaviors. 
1. How do you perceive your principal’s leadership style, and do you consider it transformational? Why or why not? 
2. How does your perception of your principal’s leadership affect your attitude toward teaching and your level of commitment? 
3. Have you ever shared feedback about your principal’s leadership style? If so, how was it received? 
Section 5: The level of teaching commitment in schools led by transformational leaders compared to those led by traditional leadership styles. 
1. If you have worked under traditional leadership styles before, how does your current level of commitment compare? 
2. What specific aspects of your principal’s leadership make you more (or less) committed compared to traditional approaches? 
3. How do you think the teaching environment differs between schools led by transformational and traditional leaders? 
Section 6: Transformational leadership policies to enhance teaching commitment. 
1. What specific leadership practices or policies would you recommend your principal adopt to enhance teaching commitment? 
2. Do you think additional training for principals on transformational leadership would benefit teachers in your school? Why or why not? 
3. How important do you think teacher involvement in decision-making is for enhancing commitment under transformational leadership? 
 	 
APPENDIX IV: INTRODUCTORY  LETTER FROM NAZARENE UNIVERSITY 
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APPENDIX VIII: MAP OF THE STUDY AREA 
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RESEARCH LICENSE

A

This is to Certify that Mr.. PHILIP KIPKOSGEI CHEBII of Africa Nazarene University, has been licensed to conduct
research as per the provision of the Science, Technology and Innovation Act, 2013 (Rev.2014) in Uasin-Gishu on the topic:
EFFECT OF TRANSFORMATIONAL LEADERSHIP STYLE OF HEAD TEACHERS ONTEACHING COMMITMENT IN
SECONDARY SCHOOLS IN KESSES SUB COUNTY, KENYA for the period ending : 16/December/2025.

License No: NACOSTL/P/24/414580

Applicant Identification Number Director General
NATIONAL COMMISSION FOR
SCIENCE.TECHNOLOGY &
INNOVATION

Verification QR Code

NOTE: This is a computer generated License. To verify the authenticity of this document,
Sean the QR Code using QR scanner application.

See overleaf for conditions
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