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ABSTRACT 

This study explored the relationship between leadership practices and teacher job performance in 

government aided secondary schools. Specifically the study looked at transformational, 

supportive and participative leadership practices. The study adopted across-sectional survey 

design on a sample of 227 respondents. Data was collected by use of questionnaire and interview 

guide, it was analysed quantitatively and qualitatively. Quantitative data was analysed using the 

Statistical Package for Social Scientists 17.0 (SPSS) program. At univariate level, data was 

analysed basing on the mean and frequencies. At bivariate level, data was analysed basing on 

correlational analysis and multivariate analysis was carried out using linear regression. 

Qualitative data was analysed by content analysis composing explanations and substantiating 

them using the respondents open responses. The study established; a significant positive 

relationship between transformational leadership practice, supportive leadership practice and 

participative leadership practice with teachers‟ performance. It was thus concluded that there is a 

relationship between transformational leadership practices, supportive leadership practice and 

participative leadership practice with teacher performance. Therefore, it was recommended that 

leadership in schools should implement the transformational leadership practice to enhance 

teacher performance; the leadership of schools should be supportive to teachers; and leadership 

of schools should encourage teacher participation in the management of schools. 
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CHAPTER ONE 

INTRODUCTION 

1.1 Introduction 

Educators world over are continuously restructuring schools to better meet the needs of the ever 

changing society. In this however, the head teachers‟ effective leadership practices are of 

paramount significance for school effectiveness (Leech at al. 2003).  The head teacher is pivotal 

in producing and sustaining a sense of vitality in school systems where teachers are working 

together for the betterment of the schools (Fullan, 2003). This study conceptualised that 

leadership practices of transformational leadership, supportive leadership and participation of 

teachers enhanced schools performance. This first chapter covers the background to the study, 

statement of the problem, objectives, research questions, research hypotheses, scope, 

significance and conceptual framework of the study.  

 

1.2.1 Background to the Study  

1.2.1 Historical Background 

Principals in schools employee a variety of leadership practices, these include transformational, 

transactional, laissez- faire (Chaudhry, Qayyum&Husnain, 2012), participative (Muindi, 2011), 

servant leadership (Olesia, Namusonge&Iravo, 2013), engagement (Wiley, 2010) 

directive(Houghton & Yoho, 2005), supportive leadership and modelling the way (Sandbakken, 

2006). In the Western World countries such as America, Britain, Australia and New Zealand, 

policy makers emphasise that principals implement a culture of sharing of energy, commitment 

and contribution. Schools have become reliant on the leadership of principals and other members 
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of the school for continuous improvement (Salahuddin, 2012). This emphasises the 

transformational, participative and engagement leadership practices.   

However, in the developing countries such as Asia, the situation is different. For instance, in 

Bangladesh, the leadership in schools demonstrate the heroic type of leadership without 

considering and utilising potential talents and expertise of their teachers. Leadership is seen as 

positional leadership; the leadership style is based on the authority and power given by the 

position of principal (Salahuddin, 2011). In Africa, whereas government policies demand 

democratisation of leadership in schools, most principals continue to employ directive or 

dictatorial leadership.  For instance in South Africa, the leadership behaviours of principals is 

regarded as the barrier to democratic transformation, social justice and engenders resistance 

threatening management effectiveness (Mafora, 2013). In Nigeria there is lack of distributed 

leadership, dictatorship and support for teachers. The principals are harsh and teachers are not 

adequately motivated and encouraged (Adegbesan, (2013). In Ghana, principals are indicated to 

be more transactional than transformational but are perceived not to be doing enough in 

exercising their power and empowering others to act ( Boateng (2012).  

 

In East African schools, diverse leadership practices are employed depending on each individual 

head teacher and country. However, there are common leadership practices in schools. For 

instance in Kenya, transformational was found to be the most common leadership practice 

(Musera, Achoka, Mugasia, 2012). Kiboss and Jemiryott(2014) also in Kenya indicate that 

democratic leadership or transformational was the most dominant leadership practice, followed 

by autocratic leadership and then transactional leadership. Machumu and Kaitila (2014) indicate 

that in Tanzania, democratic leadership practice was the most common, followed by autocratic 
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and then laissez- faire in schools. In Uganda, there are studies which show that there is lack of 

participative, supportive and democratic leadership with the most used leadership practices being 

autocratic and laissez- faire leadership practices (Nsubuga, 2008). However, Kanyerezi (2010) 

indicated that head teachers were also reported to employ supportive leadership and transactional 

leadership. This study specifically related transformational leadership, supportive leadership and 

participative leadership practices to teacher performance. 

 

1.2.2 Theoretical Background 

The theories that underpinned this study were the transactional theory based on the leader-

follower relation and the Transformational Leadership Theory based on the sharing of a vision 

which motivates and directs the followers (Burns, 1978; Bass, 1985). The Transactional and 

Transformational Leadership Theories (Burns, 1978; Bass, 1985) explain how leaders should 

deal with subordinates to motivate their higher performance. The Transactional Theory 

emphasises the importance of the relationship between leader and followers, focusing on the 

mutual benefits derived from a form of 'contract', through which the leader delivers such things 

as rewards or recognition in return for the commitment or loyalty of the followers. With the 

Transformational Leadership Theory, the central concept is change, and the role of leadership is 

envisioning and implementing the transformation of organisational performance 

(Bolden,Gosling,   Marturano& Dennison, 2003). This study was guided by the two theories 

because they clearly identified important leadership practices which were transformational 

leadership, supportive and participation practices which were the basis of this study.  
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1.2.3 Conceptual Background  

The concept of leadership which was the basis of this study refers to the art of mobilising others 

to want to struggle for shared aspirations (Sandbakken, 2006). Leadership produces change and 

includes establishing direction through visioning, aligning people with the vision and strategies, 

and motivating and inspiring the people (Packard, 2009). Leadership practices are strategic 

interventions that help accomplish collective work. Rather than mechanistic procedures, these 

are patterns of action that emerge organically through experimentation and in struggling with 

day-to-day challenges that have no ready solution. Leadership practices are invented in every 

purposeful interaction, in every exchange that is geared toward finding common ground to 

pursue collective work (Ospina&Foldy, 2005; Foldy et al., 2008). In this study, leadership 

practices have been conceptualised to refer to transformational leadership, supportive leadership 

and participative leadership practices.  

 

Teacher performance refers to teachers using productive teaching techniques, enabling student 

achievement, organising and structuring class management, exhibiting positive interpersonal 

relations and demonstrating employee responsibility (Taylor & Tyler, 2012). In this study, 

performance was operationalised to refer to the teachers‟ use of productive teaching techniques, 

enabling student achievement, exhibiting positive interpersonal relations, demonstrating effective 

interpersonal relationships and employee responsibility.  

 

1.2.4 Contextual Background  

The leadership of schools in Uganda involves head teachers who led teams of teachers assisted 

by deputy head teachers, with a hierarchy of heads of various departments. However, in 
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secondary schools there were complaints of poor leadership by head teachers. This was 

characterised by failure of the administration to involve stake holders such as teachers in 

decision making and misuse of school funds (Rukundo, 2009). There was animosity that at times 

led to strikes. Consequently, even the traditional schools that were once household names at 

national level in academics were no more. Educationists and administration experts pointed to 

poor communication by the school administrators (Ekimeezalobby live, 2011). 

 

Consequently, there was poor performance of teachers in the district, with teacher morale and 

motivation to work very low. Thus many teachers often absented themselves from classes and 

came late to schools; left the schools unattended to; and were not satisfied with their work as 

they did not complete the tasks assigned to them in time (Muwanguzi, 2009). Besides, in 

government aided schools in Wakiso district there was lack of teamwork between teachers and 

school administrators creating an environment of mistrust (Wetungu, 2012). Indiscipline in 

secondary schools was also on the increase because although teachers were expected to play a 

significant role in enhancing students‟ discipline, they were relaxed and not performing as 

expected in terms of enforcing discipline in the schools (Nassozi, 2010). This contextual 

evidence led to the unanswered empirical question as to whether leadership practices related to 

teacher performance. 

 

1.3 Statement of the Problem 

Teacher performance is one of the most significant activities in schools. “It is not rocket science, 

the better the teacher teaches, the better the student learns” (Wong, 2009). Performing teachers 

deliver the subject matter effectively, cater for student differences, plan classroom instructional 
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strategies, know individual students, and assess student understanding and learning outcomes. 

Performing teachers reflect and collaborate with colleagues (Barry, 2010), organise and structure 

class management and demonstrate employee responsibility (Taylor & Tyler, 2012) enhancing 

students and schools performance. The government of Uganda has made several attempts, to 

enhance the performance of teachers. For instance, the ministry of education has been training 

teachers in cyber school technology solutions knowledge through workshops in the teaching of 

science subjects (Ministry of Education and Sports, 2010) and Secondary Science and 

Mathematics Teachers (SESEMAT) project annual workshops (Ssekwe, 2012) and teachers‟ 

salaries are gradually being enhanced (Kafeero, 2013). 

 

However, teachers‟ performance remains poor characterised by conflict between head teachers 

and teachers, a high rate of staff turnover, late reporting and failure to execute all their 

professional duties like making schemes of work, lesson plans and weekly duty by many 

teachers (Sasagah et al., 2007). Teachers are blamed of inciting students‟ strikes that have led to 

destruction of schools‟ infrastructure and property (Tumwesigye &Basheka, 2008). It was 

against this background therefore, that the study explored the relationship between leadership 

practices and teacher performance in government aided secondary schools in Wakiso District.  

 

1.4 Purpose of the Study 

This study explored the relationship between leadership practices and teacher performance in 

government aided secondary schools in Wakiso District.  
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1.5 Specific Objectives 

The specific objectives of this study were; 

i. To examine the relationship between transformational leadership practice and teacher 

performance in government aided secondary schools. 

ii. To assess the relationship between supportive leadership practice and teacher 

performance in government aided secondary schools. 

iii. To examine the relationship between participative leadership practice and teacher 

performance in government aided secondary schools. 

 

1.6 Research Questions  

i. What is the relationship between transformational leadership practice and teacher 

performance in government aided secondary schools. 

ii. What is the relationship between supportive leadership practice and teacher performance 

in government aided secondary schools. 

iii. What is the relationship between participative leadership practice and teacher 

performance in government aided secondary schools. 

1.7 Research Hypotheses 

i. There is a significant relationship between transformational leadership practice and 

teacher performance in government aided secondary schools. 

ii. There is a significant relationship between supportive leadership practice and teacher 

performance in government aided secondary schools. 
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iii. There is a significant relationship between participative leadership practice and teacher 

performance in government aided secondary schools. 

 

1.8 The Conceptual Framework  

There is a relationship between head teacher leadership practices and teacher performance. The 

framework here under describes the relationship. 

 

Figure 1.1 Conceptual framework  

                Independent Variable                                                       

 

 

                                                                                                  Dependent Variable     

 

 

 

 

 

 

 

Source: Adopted from the ideas of Bolden (2003) and modified by the researcher.  

Figure 1.1 above shows the relationship between leadership practices and teachers 

performance.  

Transformational 

Leadership 
- Instils pride  

- Consistent with values  

- Provides development 

- Promotes development 

- Recognises achievement  

- Clarifies rewards  

Teachers Performance 

- Productive teaching 

techniques 

- Enabling student 

achievement 

- Students management 

- Positive interpersonal 

relations 

- Responsibility 

 

Supportive Practices 

- Values teachers input  

- Considers teachers goals 

- Supports teachers  

- Helps teachers  

 

 
Participative Practices 

- Joint decisions  

- Equal participation 

- Empowerment of 

teachers 
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Leadership practices were conceived to include, transformational leadership, supportive and 

participation practices. Transformational leadership was conceptualised to include instilling 

pride, consistency with values, encouraging, providing development, promoting development, 

recognising achievement and clarifying rewards. With participative practices, this considered to 

include participatory decisions, equal participation and empowerment of teachers. The 

independent variable was presumed to lead to schools‟ performance. Performance of teachers 

was shown to include productive teaching techniques, enabling student achievement, students‟ 

management, positive interpersonal relations and responsibility. However, teacher performance 

could be influenced by other factors other than leadership practices. These included lack of 

financial resources, individual staff motivation and personality differences. However, during the 

investigations of the study these were controlled by not setting items related to them in order not 

to affect the findings of the study.  

 

1.9 Significance of the Study 

The study focused on an important aspect that is the leadership practices in the running of 

secondary schools. It is hoped that this study will help head teachers to improve their leadership 

by adopting good leadership practices that can enhance the performance of teachers. These 

practices can win the commitment of teachers and give their all while performing schools 

activities. It is also hoped that information provided by this study will help stakeholders in 

schools such as parents, Board of Governors and Local Council leadership in partnering with the 

head teachers and teachers, in the smooth running and to enhance performance of the schools. 

The study might also help the Ministry of Education and Sports and other stake holders such as 

donor agencies which influence the process of policy making and implementation by designing 
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leadership courses for head teachers aimed at improving on their leadership skills. Further, this 

study will provide new knowledge to researchers and scholars interested in studying leadership 

of head teachers to extend and develop new knowledge in leadership studies.  

 

1.10 Justification for the Study  

Effective leadership is essential if schools are to achieve the wide-ranging objectives set for them 

by their many stakeholders, notably the government which provide most of the funding for 

public educational institutions. In an increasingly global economy, an educated workforce is vital 

to maintain and enhance competitiveness. Society expects schools to prepare people for 

employment in a rapidly changing environment. Teachers and their leaders are the people who 

are required to deliver higher educational standards (Bush, 2011). However, in Ugandan schools 

there was poor teacher performance. Teacher performance remained poor characterised by 

conflict between head teachers and teachers, a high rate of staff turnover, late reporting and 

failure to execute all their professional duties like making schemes of work, lesson plans and 

weekly duty by many teachers (Sasagah et al., 2007). Teachers were blamed of inciting students‟ 

strikes that led to destruction of schools‟ infrastructure and property (Tumwesigye&Basheka, 

2008). This situation warranted the study to establish if amidst these challenges leadership 

practices can enhance teachers‟ performance.  

 

1.11 Scope of the Study 

1.11.1 The Geographical Scope of the Study  
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The geography of the study was Wakiso District a semi – urban district with its headquarters 

located west of Kampala about 15 kilometres from Kampala City centre along Kampala- Hoima 

highway.  Wakiso had 27 government aided secondary schools. 

 

 

1.11.2 The Content Scope 

The content scope of the study was the independent variables of head teachers leadership 

practices that were, transformational leadership practice, supportive leadership practice and 

participation leadership practice. Transformational leadership was studied in terms of instilling 

pride, consistency with values, encouraging, providing development, promoting development, 

recognising achievement and clarifying rewards. Supportive leadership practices were studied in 

terms of considering teachers goals, supporting teachers and helping teachers. Participation 

practice was studied in terms of valuing teachers input, considering teachers goals, supporting 

teachers and helping teachers. The dependent variable of the study was studied in terms of 

teachers using productive teaching techniques, enabling student achievement, students‟ 

management, positive interpersonal relations and employee responsibility. 

 

1.11.3 Time Scope 

The study covered the period 2010 to 2013. This was sufficient time to evaluate the leadership 

practices of head teachers in the selected government aided schools and teacher performance.  

This period was selected because in most government aided schools in the district there seemed 

to be marked decline in performance (UNEB 2012 Report, 2013). This thus became the basis for 

exploring whether leadership practices related to teachers performance.  
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1.12 Operational Definitions of Terms and Concepts  

Leadership practices:  Operationally leadership practices refer to system by which the leader 

employs transactional, supportive and participative leadership practices.  

 

Teacher performance: Performance in this study refers to employees‟ effectiveness and 

efficiency in teaching, teaching preparation, carrying out of research and teacher punctuality. 

 

Employee participation: In this study, employee participation refers to employee involvement 

through democratic decision making in functional departments, in a decentralised organisation 

that is de-layered with flat structures. 

 

Employee support: In this study employee support is considered to refer to the principal‟s 

implementation of support mechanisms for teachers by offering incentives, career development 

and providing regular feedback.   

 

Transformational leadership: This concept in this study has been conceptualised to refer to 

instilling pride, consistency with values, encouraging, providing and promoting development, 

recognising achievement and clarifying rewards. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.1 Introduction  

This chapter presents review of related literature under the following subheadings; theoretical 

review, development of transformational, supportive leadership and participation leadership 

practice in relation to teacher performance. While reviewing the literature, contributions, 

weaknesses and gaps in the existing literature were revealed. 

 

2.2 Theoretical Review  

This study was guided by the Transactional Theory based on the leader-follower relation and the 

Transformational Leadership Theory based on motivating and directing the followers (Burns, 

1978; Bass, 1985). 

 

2.2.1 Transactional Leadership 

The transactional theory emphasises the importance of the relationship between leader and 

followers, focusing on the mutual benefits derived from a form of 'contract' through which the 

leader delivers such things as rewards or recognition in return for the commitment or loyalty of 

the followers (Bolden, 2003). Transactional leadership theory deals with the role of rewards such 

as pay and promotion as the motive for achieving results and “punishment such as loss of salary, 

demotion and loss of position as a motive to ensure adherence to the goal to be achieved 

(Waldman et al, 2001). Transactional leaders recognise, the actions their subordinates must take 

in order to achieve outcomes, and develop agreements with them, which make clear what they 

will receive if they do something right and what will happen if they do something wrong (Bass 
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and Avolio, 1994) This theory guided the study to identify variables namely, transformational 

leadership, supportive leadership and participation leadership practices.  

 

2.2.2 Transformational Leadership 

This theory was first put forward by Burns in the 1970‟s and was elaborated on by Bass in the 

1980‟s (Brown & Keeping, 2005). To Burns transforming leadership is a relationship of mutual 

stimulation and elevation that converts followers into leaders and may convert leaders into moral 

agents. The leader may transform a follower‟s self-interest, increase the confidence of followers, 

elevate followers‟ expectations, heighten the value of the leader‟s intended outcomes for the 

follower, encourage behavioural change and motivate others to higher levels of personal 

achievement (Bolden, 2003). Transformational leadership has four components; idealised 

influence, individual consideration, intellectual stimulation and inspiration (Avolio et al, 1991).  

This theory points out that the leader transforms followers self-interest, increase their confidence, 

elevate their expectations, encourage behavioural change and motivate others to higher levels of 

personal achievement. Basing on the variables that indicate how the head teachers involve staff 

in leadership and increase work relations to motivate schools performance.  These theories 

helped in relating leadership practices and teachers performance because they holistically 

covered the variables of the study that were development of shared transformational leadership, 

supportive leadership and participation leadership practice 
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2.3 Review of Related Literature  

2.3.1 Transformational Leadership Practice and Teacher Performance 

Transformational leadership involves motivating others to move towards their own self-interests 

to achieve the goals of the group and the organisation and adopt new ways to success (Rehman et 

al, 2012). Bushra et al. (2011) explain that with transformational leadership, leaders encourage 

followers to boost up the level of their morals, motivation, beliefs, perceptions and coalition with 

the objectives of the organisation. In this kind of leadership, leaders allow employees to think 

innovatively analyse the problem from numerous angles and explore new and better solutions to 

the problem.  Pradeep and Prabhu (2011) studied the relationship between effective leadership 

and employee performance with employees of selected Indian public sector enterprises as the 

unit of analysis. Using descriptive statistics, the study established that majority of employees in 

middle level management prefer transformational leadership. However, transformational 

leadership was found to be preferred by employees in middle management in the public sector 

enterprises according to the above study.  However, particularly for this study, there was need to 

investigate whether transformational leadership was being practiced in secondary schools in 

Uganda. 

 

Transformational leadership practice is believed to influence organisational performance. 

According to Odumeru and Ogbonna (2013) with transformational leadership, the leader 

stimulates and encourages creativity in the followers and enhances the motivation, morale, and 

performance of followers. Sandbakken (2006) in a study of leadership practices and 

organisational performance of Norwegian employees in a cross-section of private and public 

organisations, in a regression analysis a low relationship between transforming leadership 
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practices and organisational performance was established. However, Pradeep and Prabhu (2011) 

in their study of the relationship between effective leadership and employee performance using 

employees of selected Indian public sector enterprises as the unit of analysis, they established a 

relationship between transformational leadership and employee performance. Their correlation 

and regression analyses suggested that the transformational leadership style had significant 

relationship with performance outcomes. However, these studies were carried out in Europe and 

Asia particularly in business and public sector enterprises other than schools. This contextual gap 

left the empirical question as to whether transformational leadership practices influenced teacher 

performance in secondary schools in Uganda, still unanswered. 

 

Saeed, Gelaidan and Ahmad (2013) explain that transformational leaders provide opportunities 

for growth and treat followers as individuals spending time coaching them in order to develop 

their capabilities and subsequently create meaningful exchanges between them. In a study, by 

Bambacas and Patrickson (2008) about interpersonal communication skills that enhance 

organisational commitment with senior HR managers in medium to large organisations in 

Southern Australia, they established the importance of transformational leadership in enhancing 

employee performance. In their qualitative analysis, they established that a leadership style that 

engendered trust was of the highest importance when HR managers wanted to enhance employee 

commitment hence performance. This study was carried out to establish whether, in secondary 

schools, the leadership that engendered trust through providing opportunities for growth and 

treating followers as individuals by spending time coaching them existed.  
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Transformational leaders transmit to employees a strong vision of the growth opportunities in 

their team, encourage them to think critically about change initiatives, enhance their confidence 

in dealing with adaptation, and emphasise the importance of performance while transcending 

self-interests for the team‟s sake. Because of such leadership influence, employees are more 

likely to react favourably to change both attitudinally and behaviourally (Carter, Armenakis, 

Field &Mossholder, 2013). Herold, Fedor, Caldwell, and Liu (2008) reported positive 

relationships between transformational Leadership and employee change commitment, 

performance implied. Similarly, Detert and Burris (2007) provided evidence that change oriented 

(i.e., transformational) leadership predicted job performance at the unit level. However, the 

extent of transformational leadership that was change oriented in Ugandan schools was not 

established during the review of literature, this thus attracted the investigations of this study to 

establish how it is practiced in the schools and its impact on performance.  

 

2.3.2 Supportive Leadership Practice and Teacher Performance 

Supportive leadership (SL) refers to attitudes, communication, behaviours and actions by 

managers and supervisors that enable staff to feel supported thereby to working effectively, 

productively and appropriately (Muller, MacLean & Biggs, 2009). Supporting actions 

encompass giving others freedom and choice in making decisions that affect them, supporting 

these decisions, showing respect for others, listening to diverse point of views, and being 

generous with appreciation and support to team members for their contributions (Sandbakken, 

2006). The supportive leader pays high attention to the subordinates‟ needs and wellbeing 

(Ratyan&Mohd, 2013). Sandbakken, (2006) in a quantitative study of leadership practices and 

organisational performance of Norwegian employees across private and public organisations 
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established that one of the leadership practice most employed was supportive leadership. 

However, in the review of literature, no empirical evidence was obtained on the use of 

supportive leadership in Ugandan secondary schools. This therefore, attracted this study to 

investigate the use of supportive leadership practice in Ugandan secondary schools. 

 

Leaders employing supportive leadership practices care for the employees‟ wellbeing fulfil their 

socio-emotional needs and reward them (Gokul et al., 2012). Therefore, according to 

Sandbakken (2006) supporting leadership practices contribute to releasing co-workers potential, 

innovation and creativity. Supporting actions are relatively most important contributor to 

organisational performance. Melchar and Bosco (2010) indicate that the followers reciprocate for 

the support received by engaging in behaviours that benefit their leaders and fellow members, 

such as citizenship behaviours. Muller, MacLean & Biggs (2009) posit that supportive 

relationships are less likely to create work place stress. At the empirical level, Sandbakken 

(2006) in a study of leadership practices and organisational performance of Norwegian 

employees a cross-section of private and public organisations, in a regression analysis 

established a positive relationship between supporting leadership practices and performance. 

However, with lack resources in Ugandan secondary schools, it was thought that head teachers 

might not have been able to support teachers‟ wellbeing through rewards among others. This 

made it necessary to study how supporting leadership was employed in secondary schools in 

Uganda and how it affected teacher performance. 

 

Lew (2011) clarifies that organisational support concerns discretionary practices which the 

leadership is not obligated to offer, that imply caring and commitment towards the well being of 
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the employees but not made compulsory by company policy, union contract or laws of the 

country (for example, career development opportunities and work/family support) and second, 

organisational recognition for the employee‟s contribution (for example, pay satisfaction). Wong 

and Cummings (2009) studied the influence of authentic leadership behaviours on trust and work 

outcomes of health care staff in Canada. Their regression analysis results revealed that 

supportive leader behaviour and trust in management lead to employee positive work outcomes o 

such as improved performance. However, the context of this study was Canada and in the 

nursing sector. This thus attracted the study to investigate the effect of organisational support in 

the context of secondary schools in Uganda.  

 

Beheshtifar and Herat (2013) argue that organisational support is directly linked with three 

categories of favourable treatment received by employees, such as, organisational rewards and 

favourable job conditions, fairness and supervisor support, in return favourable outcomes 

achieved such as job satisfaction and organisational commitment which lead to performance. 

They concluded that organisational support increases the satisfaction of the employees‟ socio-

emotional needs such as esteem, approval and affiliation. This satisfaction will serve to enhance 

employees‟ social identity by being a member of that organisation which creates greater 

commitment. Therefore, it would be beneficial for organisations which want to attain high 

performance levels through committed employees to implement strategies that enhance 

organisational support by creating a positive working environment. In their review of literature, 

they established that perceptions of organisational support and external prestige were important 

to employees‟ perceptions of the quality of their exchange relationships with their organisations, 

leading to better quality exchange relationships with their organisation.  
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2.3.3 Participative Leadership and Teachers Job Performance 

Participation is the process in which influence is shared among individuals who are otherwise 

hierarchically unequal. Participation is direct participation of individuals in decisions relating to 

their immediate work in organisations and to the indirect participation in the decision making, 

through representatives in the wider structures of the organisation (Muindi, 2011). Ullah and 

Yasmin (2013) indicate that participation goes by various names that include collective 

management, worker empowerment, worker participation, participatory decision-making, 

discrete management, open-book administration, or industrialised equality. Haines, Jalette and 

Larose (2010) expound that participation involves, information sharing with workers, employee 

suggestion program, self-directed work groups, problem-solving teams and flexible job design. 

Muindi (2011) explains that participation management practice balances the participation of 

managers and their subordinates in information processing, decision making and problem solving 

endeavours. 

 

Bhatti, Nawab and Akbar (2011) posit that participation in developing and implementing 

strategies creates a sense of ownership of organisational goals enhancing a feeling of belonging 

and pride and this affects employee performance.  Baig, Rehman and Khan (2012) contend that 

participation of employees in decisions regarding their jobs and goals setting influence their 

perception of the organisation and their attitudes towards the organisation. Participation in 

decision making guarantees commitment to such decisions and collective responsibility. At the 

empirical level, there is evidence that employee participation is a correlate of employee 

commitment. Appelbaum et al. (2013) studying participation in decision making in relation to 

employee commitment of production and administrative staff in Industrial and commercial 



 

21 

 

training of a Quebec manufacturing company in Canada using correlation analysis found out that 

insufficient employee participation in decision making led to low level of employee commitment 

which may affect  performance. However, this study was carried out in a manufacturing context 

in Canada. This study thus investigated whether there was participation of teachers in Ugandan 

schools to establish whether this affected performance.  

 

On his part, Spillane (2006) indicates that with participation or participative leadership, 

leadership is stretched over all the individuals in the organisation. Exploring leadership practices 

in rural context in private schools in Pakistan, Nawab (2011) in a qualitative study established 

that in schools where participation or participation was not employed, teachers showed less 

motivation towards school activities leading to a gap between the expectations of the Principal 

and the performance of the teachers. On the other hand,  Elele and Fields (2010)  using  Nigerian 

and American employees working with US implementing Partners NGOs as units of analysis 

established that participation increased their commitment hence better performance. Whereas, 

participative leadership was shown to increase employee performance, this ignored the Ugandan 

peculiarities like low pay for teachers. This study investigated the effect of promoting 

participation in influencing employee performance in Ugandan peculiarities.  

 

Participation includes employee empowerment. Empowerment is a process of orienting and 

enabling individuals to think, behave and take action in an autonomous way. It helps the workers 

to own their work and take responsibility for their results (Sahoo, Behera&Tripathy).   Meyerson 

and Dewettinck (2012) studied the effect of empowerment on employee performance with 

employees of Telecommunication Company as units of analysis. Using Spearman correlation 
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method, Wilcoxon tests method and multiple regressions, their results revealed that there was a 

significant difference between rate of employee‟s performance before and after empowerment 

implementing; by the way empowerment implementing emphasizes these factors, delegation, 

participating management and encouragement causing employee‟s performance to improve. 

However, this study was carried out in the context of a Telecommunication Company which left 

the empirical question as to whether employee empowerment increased performance unanswered 

in the context of Ugandan schools. 

 

Employee participation includes information sharing of knowledge. Demirel and Goc (2013) 

indicate that knowledge sharing is a process whereby an individual exchanges the knowledge he/ 

she possesses with other individuals for them to understand, appropriate and utilise that 

knowledge. Accordingly, with knowledge sharing, information, skill or expertise are reciprocally 

exchanged among people, friends, and members of family, community or organisation. Mesmer-

Magnus and DeChurch (2009) in a meta-analysis established that three factors affecting team 

information processing were task demonstrability, discussion structure, and cooperation. 

Accordingly, they found out that information sharing positively predicted team performance. 

However, this study was a meta-analysis which called for a primary empirical study in the 

context of Ugandan schools.  

 

On the other hand, employee participation includes flexible job design. Flexible job design 

according to Truss et al. (2013) refers to the process of putting together a range of tasks, duties 

and responsibilities to create a composite for individuals to undertake in their work and to regard 

as their own. Zareen, Razzaq and Mujtaba (2013) identify three approaches to constructing an 
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effective job design and these are job rotation, enrichment and enlargement. McCabe and 

Garavan (2008) studying the drivers of commitment amongst nurses in Ireland in a qualitative 

analysis found out that substitution of responsibilities with administrative and managerial 

responsibilities (job enlargement) was considered very important by the nurses. However, the 

unit of analysis in this study were nurses in the Western World context. This left an empirical 

gap in the context of secondary schools in Uganda. 

 

Employee participation includes employee engagement. According to Haid and Sims (2012) 

indicate  by engagement the leader can provide staff with career opportunities, investing in 

learning and development, encouraging people to take ownership of their work and creating an 

environment where everyone is treated with respect. In a correlation analysis, they established 

that employee engagement has a direct relationship with business metrics such as productivity.  

However, this missing link was whether head teachers of secondary schools provided teachers 

with career opportunities, invest in their learning and development, encouraged them to take 

ownership of their work and created an environment where teachers were treated with respect. 

This was investigated and how it affected teacher performance. 

 

2.4 Summary of the Review of Literature  

The literature above describes the relationship between leadership practices and teacher 

performance. The leadership practices identified are transformational leadership practice, 

supportive leadership practice and participation leadership practice. Transformational leadership 

involves instilling pride, consistency with values, encouraging, providing development, 

promoting development, recognising achievement and clarifying rewards. Supportive leadership 
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practices are shown to include those practices that include considering teachers‟ goals, 

supporting and helping teachers. On the other hand, participative leadership practices are shown 

to include participatory decisions, equal participation and empowerment of teachers. These 

practices were the basis for exploring the relationship between leadership practices and teacher 

performance in government aided secondary schools in Wakiso District in Uganda 

 

 

  



 

25 

 

CHAPTER THREE 

METHODOLOGY 

3.1 Introduction  

This chapter presents the methodology that was employed by the researcher in the study. It 

presents the research design, study population, sample size and selection, sampling techniques, 

research methods, study instruments, measurement of variables, reliability and validity, data 

analysis, ethical considerations, limitations and conclusion. 

 

3.2 Research Design 

The study adopted both quantitative and qualitative research approaches. The quantitative 

approach was adopted because the proposed study drew statistical inferences. The qualitative 

approach supplemented the quantitative approach by providing detailed information in form of 

statements from interviews for in-depth analysis (Fassinger& Morrow, 2013).  Specifically, the 

study adopted across-sectional survey design. The information collected was based on what was 

going on at a particular point in regard to leadership practices and teachers job performance. 

Besides, this design was particularly selected because it took place at a single point in time, 

allowing analysis of number variables at once and helped in looking at the prevalence of the 

research problem in the study population (Bordens& Abbott, 2011). 

 

3.3 Study Population 

The population of this study were 995 teachers and their head teachers in the 23 government 

aided secondary schools in the district (Wakiso District Personnel Office Teachers List, 2014). 

Due to time and cost constraints, the researcher found it convenient to carry out the study on part 
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of the target population, which was more accessible and hence became the sampled population.  

The district was divided into two counties namely, Busiro with 17 schools with a total of 564 

teachers and Kyadondo with 10 schools comprising 341 teachers. The sampled population were 

teachers in Kyadondo County. 

 

3.4 Sample Size and Selection 

The sample size of teachers involved in the study were a minimum of 203 out of 431 teachers 

from the sampled schools determined basing on the table for determining sample sizes from a 

given population (Krejcie& Morgan, 1970-Appendix A). All the head teachers of the selected 

schools were purposively chosen for in-depth information. This was because the number of head 

teacher was small and could be easily accessed.  

 

3.5 Sampling Techniques 

The sample size of schools from which the teachers were selected was determined by two stage 

sampling (cluster cum random sampling). In stage one, the schools in Kyadondo County were 

clustered according to the sub counties in which they are located. The sub counties with 

government aided secondary schools were Nangabo, Makindye, Nangabo, Gombe and 

Busukuma. Nangabo had three schools that were Gayaza High School, WampeewoNtakke S. S 

and Our Lady of Good Counsel Gayaza. Makindye Sub County had three Schools namely 

Aggrey Memorial, Lubugumu, and Jamia Secondary Schools. Gombe Sub County had three 

Schools namely St. Edward‟s College Galamba, Mwererwe and Buwambo Secondary Schools 

and Busuma Sub County had one government aided secondary school that was Nabitalo Senior 

Secondary School. In Stage two, schools were randomly sampled with two schools selected from 
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each Sub County except for Busukuma which had one government aided school. Thus, the 

sampled population for the chosen clusters are in Table 3.1. While the required minimum sample 

size for the academic staff was 203 as suggested by Krejcie and Morgan (1970), as per the 

principles of “cluster sampling” and factoring in possible non-response, questionnaires were 

administered to all the 261 teachers (Table 3.1). Purposive sampling was used to select all the 

head teachers of the selected schools to obtain in-depth information for qualitative analysis. 

 

Table 3.1: Sample Size Selection   
Sub County  
(Clusters)  

 Schools  Number Teachers 

Nangabo Gayaza High School 54 
WampeewoNtakee 49 

Makindye Aggrey Memorial  43 
 Lubugumu 32 
Gombe Mwererwe 37 

Buwambo 23 
Busukuma Nabitalo 23 
 Total  261 
Source: Wakiso District Data Base (2014). 
 

1.6 Data Collection Methods 

Data was collected by use of a questionnaire and interview survey.  

 

3.6.1 Questionnaire Survey 

The study was largely a quantitative survey involving a large number of secondary school 

teachers as respondents. Thus, the data collection method adopted was the survey, which 

involved the use of self-administered questionnaires (SAQs). The method enabled the researcher 

to cover the respondents quickly and at reasonable cost (Bordens& Abbott, 2011). The SAQ 

based method was also very suitable for the sampled respondents because they could easily 
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respond to the questions because of their proficiency in the English Language which was used in 

the questionnaire survey.  

 

3.6.2 The Interview Survey  

An interview survey also called as a face-to-face research method is a research method that is 

utilised when a specific target population is involved. The purpose of conducting a personal 

interview survey is to explore the responses of the people to gather more and deeper information. 

Personal interview surveys were used to probe the answers of the respondents. The method was 

been chosen because people were more likely to readily answer live questions about the subject. 

Open-ended questions were more tolerated through interviews due to the fact that the 

respondents found it more convenient to give their long answers orally than in writing (Sincero, 

2012). The respondents gave detailed information. There were seven interviews from the head 

teachers because five to 25 respondents are a sufficient sample otherwise the responses becomes 

repetitive. Above all, interviews take a long time to conduct requiring staying longer in the field 

(Mason, 2010)). This thus helped in saving time.   

 

3.7 Data Collection Instruments 

The study employed a questionnaire and interviews guide. 

 

3.7.1 The Questionnaire   

A self-administered questionnaire (SAQ) was administered on the respondents. The 

questionnaire was chosen because it serves to collect appropriate data, makes data comparable 

and amenable to analysis, minimises bias in formulating and asking of the questions and makes 

http://www.businessdictionary.com/definition/serve.html
http://www.businessdictionary.com/definition/data.html
http://www.businessdictionary.com/definition/analysis.html
http://www.businessdictionary.com/definition/bias.html
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questions varied. The questionnaire had identical sets of items for all respondents. The questions 

in section (A) on background characteristics were nominal questions with appropriate options 

given.  Questions in section (B) were scaled using the five-point Likert from a minimum of 1 

through 5. This instrument helped in collecting data that was quantitative in nature from teachers.  

 

3.7.2 Interview Guide  

An interview guide is a qualitative research technique that involves conducting intensive 

individual interviews with a small number of respondents to explore their perspectives on a 

particular idea, program or situation (Boyce, 2006). There were seven interviews from head 

teachers.  

 

3.8 Research Procedure 

An introductory letter was obtained from the university introducing the researcher to the heads of 

schools. Before collecting data from the respondents, they were assured of the confidentiality 

and guaranteed that data collected would only be used for academic purposes. Appointments 

were made with the selected respondents to allow them fix their own convenient time of 

participating in the study.  While administering the interviews, the researcher jotted down the 

major points. Thereafter, data was coded, analysed, and the report written.  

 

3.9 Quality Control Methods  

3.9.1 Validity of Data Collection Instruments  

The study established content related validity through consultations with the researcher‟s 

supervisors and peers. The test of content validity was established through inter judge with two 
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research consultants. Each judge rated the items on a two point rating scale of Relevant (R) and 

Irrelevant (IR). The computation of CVI (Content Validity Index) was done by summing up the 

judges ratings on either side of the scale and dividing by two to get the average.  The instruments 

were considered valid at CVI above 0.70 as Fraenkel&Wallen (1990). The results are presented 

in Table 3.2. 

 

3.9.2 Reliability of Data Collection Instruments  

Reliability was obtained through peer debriefing, prolonged engagement and audit trails.  After a 

pilot study, there was calculation of Alpha – coefficient (α) using the statistical package for 

social sciences (SPSS 16.0). This helped in establishing internal consistency of the instruments 

after a pilot study.  The instruments were found accurate at above .070 as suggested by (Amin, 

2005). The items were adjusted to obtain more correctness of the instruments. The results are 

presented in Table 3.2. 

 

Table 3.1: Validity and Reliability Indices 

Items Content Validity Index Cronbach alpha (α)value 

Transformational Practice 0.77 0.792 

Supportive Leadership Practice 0.80 0.755 

Participation Leadership Practice 0.80 0.782 

Teachers Performance 0.79 0.751 

Source: Primary Data 
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3.10 Data Analysis 

3.10.1 Qualitative Data  

Patterns and connections were within and between categories of data collected were established. 

Data was presented in form of notes, word-for-word transcripts, single words, brief phrases and 

full paragraphs (Powell & Renner, 2003). Data was interpreted by content analysis composing 

explanations and substantiating them using the respondents open responses. While analysing 

qualitative data, conclusions were made on how different variables were related. 

 

3.10.2 Quantitative Data  

Quantitative data was analysed using statistical package for social sciences (SPSS 16.0). The 

Data analysis was done at different levels; namely univariate, bivariate and multivariate.  At 

univariate level, the data analysis was based on percentages from the frequency tables and 

descriptive statistics, particularly the mean. At bivariate level, the dependent variable (DV), 

teacher performance was correlated with leadership practices independent variables (IVs).  At 

multivariate level, the DV was regressed on the IVs   using multiple linear regressions.  

 

3.11 Measurement of Variables 

The background characteristics variables were measured basing on the nominal scale, which the 

respondents required to identify their categories. The items on the independent and dependent 

variables, that is Head teachers leadership practices and schools performance were measured 

using the ordinal scale basing on the Likert scale format which will range from 1 to 5, strongly 

disagree, disagree, not sure, strongly agree and agree respectively. 
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CHAPTER FOUR 

PRESENTATION, INTERPRETATION AND ANALYSIS 

4.1 Introduction 

This chapter presents the analysis and interpretation of the findings of this study. This study 

explored the relationship between leadership practices and teacher performance in government 

aided secondary schools in Wakiso District. The focus of the study was on transformational, 

supportive and participative leadership practices and teacher performance in government aided 

secondary schools.  

 

4.2 Response Rate 

The sampled population for the study was 261 but 227 respondents provided relevant data 

necessary for the study.  This sample was considered sufficient respondents because this was a 

response rate of 0.869 (86.9%). Sivo, Saunders, Chang and Jiang (2006) suggest that, a response 

rate of 0.60 (60%) is good. Questionnaire data was collected from 227 teachers while six head 

teachers out of the proposed sample of seven provided interview responses for qualitative data.  

 

4.3 Background Characteristics of the Respondents 

This section presents the background information of respondents on gender, age groups, 

education levels, working experience and responsibilities in the schools.  This information was 

considered necessary because it would be the basis for analysing leadership practices and teacher 

performance.  

 

 



 

33 

 

Table 4.1:  Distribution of Respondents by Attributes 
Question item  Category attributes Frequency Percent 

Gender of the respondents  Male 
124 54.6 

Female 
103 45.4 

Total 227 100.0 

 

Age group  of the 

respondent 

 

20-29 years 40 17.6 
30-39 years 95 41.9 
40-49 years 74 32.6 
50 years and above 18 7.9 
Total 

227 100.0 

Education levels of the 

respondents  

 

Diploma 28 12.3 
Bachelors Degree 195 85.9 
Master Degree 4 1.8 
Total 

227 100.0 

Teachers working 

experience in the current 

school  

Less than 5 years 74 32.6 
5  - 10 years 107 47.1 
11 years and above 46 20.3 
Total 

227 100.0 

Responsibilities of the 

respondents in the schools  

Deputy head teacher 8 3.5 
Director of studies 9 4.0 
Head of department 34 15.0 
Club patron 30 13.2 
Class teacher 48 21.1 
Only subject teacher 86 37.9 
Others 12 5.3 
Total 227 100.0 

Source: Primary data 

 

Data presented in table 4.1 on gender show that male respondents were slightly more than the 

females. There were 124 (54.6%) male teachers that participated in the study while the females 

were 103 (45.4%).  Whereas male teachers were slightly more than the females, the results show 

that both males and females were involved in the study as the margin between them was not very 
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large that is 9.2%. This helped in capturing views representative of both gender groups on 

leadership practices and teacher performance.  

 

Data in Table 4.1 above shows that the larger number of the respondents 95 (41.9%) were 

between 30-39 years, followed by those between 40-49 years who were 74 (32.6%), then those 

between 20-29 years were 40 (17.6) while those above 50 years were 18 (7.9%). The data shows 

that different age categories were represented in the study. This helped in capturing diverse 

opinions according to age on the perception of leadership practices employed in the schools and 

teacher performance. 

 

Data in table 4.1 shows that the majority of the respondents 195 (85.9%) were bachelor degree 

holders followed by 28 (12.3%) grade five diploma holders and the remaining 4 (1.8%) 

possessed master degrees. The results indicate that all the teachers had the necessary 

qualifications to teach in secondary schools. The study basing on this analysed the leadership 

practices used in the management of teachers with diverse educational levels affected their 

performance. 

 

Data presented in Table 4.1 shows that the majority 10 (107) of the respondents had been in the 

schools for 5 – 10 years, followed by 74 (32.6) who had been in their current schools for less 

than 5 years. The remaining 6 (20.3%) had been in the schools for 11 years and above. With the 

majority of the respondents having been in their current schools for more than years, they were 

presumed to understand the leadership practices employed by the administrators in their schools. 



 

35 

 

This thus helped to identify the leadership practices employed in those schools and how these 

affected teacher performance.  

 

The results in Table 4.1 above show that majority of the respondents had some sort of 

responsibility. The data shows that 8 (3.5%) were deputy head teachers, 9 (4.0%) directors of 

studies, 34 (15.0%) heads of departments,  30 (13.2%) club patrons, 48 (21.1%)  class teachers, 

12 (5.3%) held other responsibilities  like deans and house masters among others as identified 

were 86 (37.9%).  These results mean that the teachers experienced the different leadership 

practices employed in handling teachers at different hierarchical levels. This enabled the study to 

fully explore the leadership practices employed in the schools.  

 

4.4 Descriptive Statistics on Leadership Practices   

This section presents the descriptive statistics of the data collected from the respondents. The 

Data is presented basing on the mean and frequencies. The results presented described the 

responses of the respondents on independent variables of transformational, supportive and 

participative leadership practices and the dependent variable of teacher performance. Through 

content analysis, quantitative data is backed by qualitative data collected through interviewing. 

The self-administered questionnaire for quantitative data was scaled on a 5 point likert scale 

ranging from the lowest, SD = strongly disagree through the highest, SA= strongly agree. A 

mean score below 3.00 means that the respondents were in disagreement with the research 

question items while a mean above 3.00 means that the respondents were in agreement with the 

question items.  
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4.4.1 Transformational Leadership Practices  

This study item tackled the first objective of the study that sought to examine the relationship 

between transformational leadership practice and teacher performance. The items covered 

included leaders instilling of pride in teachers, behaving consistent with values, providing 

confidence, encouraging teachers, providing them advice for development, focusing on teachers‟ 

strength and treating them as individuals. The items studied also included leaders promoting 

development, recognizing teachers‟ achievements, rewarding their achievements and clarifying 

teacher rewards. The data obtained on the items is presented in Table 4.2.  

 

Table 4.2: Descriptive Statistics on Transformational Leadership Practice 

 
Item   

 
Mean 

SD D U A SA 
F % F % F % F % F % 

Pride is instilled in 
me   

3.4141 12 5.3 76 33.5 - - 84 37.0 55 24.2 

Leadership 
consistent with 
values  

3.4361 13 5.7 44 19.4 43 18.9 85 37.4 42 18.5 

Provided 
confidence  

3.3700 25 11.0 46 20.3 20 8.8 92 40.5 44 19.4 

Encouraged to 
work   

3.0925 16 7.0 90 39.6 - - 99 43.6 22 9.7 

Provided advice for 
development  

2.9427 29 12.8 95 41.9 - - 66 29.1 37 16.3 

Leadership focuses 
on my strengths  

3.2819 24 10.6 68 30.0 - - 90 39.6 45 19.8 

Treated as an 
individual  

3.5286 17 7.5 53 23.3 18 7.9 71 31.3 68 30.0 

Development is 
promoted  

3.2203 23 10.1 76 33.5 - - 84 37.0 44 19.4 

Achievements 
recognised  

3.2379 27 11.9 51 22.5 35 15.4 69 30.4 45 19.8 

Achievements 
rewarded 

3.3084 18 7.9 74 32.6 - - 90 39.6 45 19.8 

My rewards are 
clarified 

3.3524 16 7.0 56 24.7 18 7.9 106 46.7 31 13.7 

Source: Primary Data  
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The data presented in Table 4.2 show that largely pride was instilled in the teachers by the 

leadership of the schools. The results were a Mean = 3.4141 with the larger number of the 

respondents 84 (37.0) agreeing and 55 (24.2%) strongly agreeing. Those who disagreed were 76 

(33.5%) and 5.3%) strongly disagreed. In the interviews with the head teachers, when asked to 

tell how they instilled pride in the teachers, it was pointed out that, they involved them in schools 

activities, involved them in planning and established active committees of teachers such as 

academic committees, discipline committees and planning committees. One head teacher stated, 

“We are a team, every teacher works for the good of the schools because they are proud of being 

associated with this school.” Another head teacher said, “I have built a good rapport with my 

teachers and this makes them to be proud members of this schools community.”  

 

The data in Table 4.2 also shows that the leadership of the schools behaved consistent with 

values. The results on the item were a Mean = 3.4361 with the larger number of the respondents 

85 (37.4%) agreeing, 42 (18.5%) strongly agreeing and 43 (18.7%) were undecided. Those who 

disagreed were 44 (19.4%) and 13 (5.7%) strongly disagreed.  In the interviews with the head 

teachers, they also indicated that they behaved consistent with values and encouraged the 

teachers to behave consistent with values. One respondent stated, “I encourage my teachers to 

follow the professional code of conduct.” Another respondent said, “Strictly, the school is run on 

government policies and programmes. I live by the example setting precedent for the teachers.” 

The head teachers indicated that the schools had rules and regulations which they followed and 

demanded their teachers to follow them.  
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Further, the data in Table 4.2 revealed that leadership provided teachers confidence at work. The 

results on the item were a Mean = 3.3700 with the larger number of the respondents 92 (40.5%) 

agreeing, 44 (19.4%) and 20 (8.8%) were undecided. Those who disagreed were 46 (20.3%) and 

25 (11.0%) strongly disagreed.  In the interviews, the head teachers revealed that they tried to 

provide confidence to the teachers. One head teacher stated, “I promote participatory 

management and my staff are empowered. This has given them the confidence in the way they 

operate.” One head teacher indicated, “I encourage my teachers to do things that enhance their 

confidence. I have encouraged them to become UNEB examiners, go further studies to obtain 

bachelor and master degrees and I involve them in school administration.” These results mean 

that there were attempts in schools to promote the confidence of teachers.  

 

 The data in Table 4.2 also showed that the leadership of the schools encouraged the teachers to 

continue working. The results obtained were a Mean = 3.0925 with the larger number of the 

respondents 99 (43.6%) agreeing and 22 (9.7%) strongly agreeing. Those who disagreed were 90 

(39.6%) and 16 (7.0%) strongly disagreed.  In the interviews, the respondents indicated that they 

encouraged teachers to continue working through various ways. These included, providing 

accommodation, transport for teachers staying outside the schools, meals at school, in some of 

the schools allowances for those with extra responsibilities and ensuring availability of sufficient 

teaching materials and resources.  

 

However, the respondents indicated that they were not provided advice for development. The 

results on the item were a Mean = 2.9427 with the larger number of the respondents 95 (41.9%) 

disagreeing and 29 (12.8%) strongly disagreeing. Those who agreed were 66 (29.1%) and 37 
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(16.3%) strongly agreed. However, in the interviews with the head teachers, they indicated that 

they advised them on self-development. One respondent stated, “I encourage my staff to save 

and go for further studies.” Another stated, “I encourage them to be abreast with current 

information on social, economic and political development.” While another respondent stated, “I 

try to urge my teachers to go for further studies and apply for promotion when opportunities 

arise.” However, going by the quantitative results of the study, the leadership of the schools 

largely did not provide teachers with advice for development.  

 

The results in Table 4.2 showed that the leadership of the schools largely focussed on the 

strength of the teachers. The results were a Mean = 3.2819 with the larger number of the 

respondents 90 (39.6%) agreeing and 45 (19.8%) strongly agreeing. Those who disagreed were 

68 (30.0%) and 24 (10.6%) strongly disagreed. In the interviews, the respondents revealed that 

they rewarded teachers for better performance, internally promoted those who performed well 

and openly recognised good performance to encourage the teachers to further work harder.  

 

The results in Table 4.2 also showed that teachers were treated as individuals. The results on the 

item were a Mean = 3.5286 with the larger number of the respondents 71 (31.3%) agreeing, 68 

(30.0%) strongly agreeing and 18 (7.9%) undecided. Those who disagreed were 53 (23.3%) and 

17 (7.5%) strongly disagreed. In the interviews, the respondents explained that teachers were 

treated as colleagues. It was indicated that teachers had to be treated with respect to ensure that 

the students respected them and this helped in maintaining discipline in the schools. However, it 

was also indicated at times disagreements certainly existed due to differences over weak 

performance by some teachers. One respondent stated, “In case of disagreements, there are 
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mechanisms for handling the problems such as consulting the Board of Governors and 

forwarding the teacher back to the Ministry of Education and Sports.” 

 

The results in Table 4.2 further showed that development was promoted in the schools. The 

results on the item were a Mean = 3.2203 with the majority of the respondents 84 (37.0%) 

agreeing and 44 (19.4%) strongly disagreeing. Those who disagreed were 76 (33.5%) and 23 

(10.1%) strongly disagreed. In interviews, the respondents indicated that amidst scarce resources, 

they tried to ensure development. One respondent stated, “In the four years I have been here the 

developments made include renovating the school, refurbishing the laboratory, stocking the 

library and the computer laboratory. We have also tried to construct some infrastructure.” The 

different head teachers responding to the interviews indicated that they tried to put some 

developments in place.  

 

The respondents also indicated that the leadership of the schools recognised their achievements 

(Mean = 3.2379). The larger number of the respondents 69 (30.4%) agreed, 45 (19.8%) strongly 

agreed with 35 (15.4%) remaining undecided. Those who disagreed were 51 (22.5%) and 27 

(11.9%) strongly disagreed. Besides, the results showed that teachers‟ achievements were 

rewarded. The results were a Mean = 3.3084 with the larger number of the respondents (39.6%) 

agreeing and 45 (19.8%) strongly agreeing. Those who disagreed were 74 (32.6%) and 18 (7.9%) 

strongly disagreed.  In the interviews with the head teachers, they indicated that they recognised 

the achievements of teachers. One respondent stated, “I appraise them positively and offer some 

incentives when possible.” Another respondent said, “I thank them in meetings, organise get 

together parties and when resources are available and offer some incentives.”  Generally, all the 
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head teachers indicated that they recognised the achievements of teachers such as supporting 

their weddings, celebrating their successes like attainment of further qualifications and good 

results of their students in the national examinations.  

 

The data in Table 4.2 indicated that teachers‟ rewards were clarified (Mean = 3.3524). The larger 

number of the respondents 104 (46.7%) agreed, 31 913.7%) strongly agreed and 18 (7.9%) were 

undecided. Those who disagreed were 56 (24.7%) and 16 (7.0%) strongly disagreed.  In the 

interviews with the head teachers, they pointed out that rewards were clarified. It was indicated 

that since most or the teachers were on the government payroll, each teacher was paid according 

to the scales basing on their qualifications as allocated by the Ministry of Public Service. In 

regard to internal rearwards, for schools offering PTA allowances and performance rewards, the 

respondents indicated that these were also clarified and the Boards of Governors set the rates. 

For instance, a head teacher in one schools stated that in her school, it students performed well in 

a subject, at “A” level, for each A score by a student, the teacher received 20,000= shillings and 

B earned a teacher 15000= shillings. For “O” level a D1 earned a teacher 10,000= shillings and 

D2 earned the teacher 5,000= shillings. However, some head teachers indicated that their schools 

were under the Universal Secondary Schools programme which made them lack resources 

because students were not making financial contributions to the schools and this made it hard for 

them to provide teachers with rewards.  

 

4.4.2 Supportive Leadership Practices  

This study item considered the second objective of the study that sought to assess the 

relationship between supportive leadership practice and teacher performance in government 
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aided secondary schools. The items studied included the leadership of the schools valuing the 

contribution of the teachers to the well-being of the schools, teacher goals and values being 

strongly considered, contributing to releasing teachers full effort and providing teachers with 

help when in problems. The items of study also included the leadership being caring and 

committed towards teacher wellbeing, being proud that the teachers were part of the school, 

providing attractive rewards, favourable job conditions, being fair to all the teachers and 

supporting their development. The data obtained on the items is presented in Table 4.3.  

 

Table 4.3: Descriptive Statistics on supportive Leadership Practice 
 
Item   

 
Mean 

SD D U A SA 
F % F % F % F % F % 

My contribution 
is valued    

3.5991 15 6.6 40 17.6 24 10.6 90 39.6 58 25.6 

Goals and values 
considered  

2.8282 24 10.6 114 50.2 2 .9 51 22.5 36 15.9 

Releases my full 
effort  

3.8855 12 5.3 26 11.5 14 6.2 99 43.6 76 33.5 

Help is available    3.4097 11 4.8 73 32.2 - - 98 43.2 45 19.8 
Caring and 
committed to my 
well being 

3.3789 16 7.0 50 22.0 41 18.1 72 31.7 48 21.1 

Proud that I am 
part of this 
school 

2.9515 39 17.2 45 19.8 62 27.3 50 22.0 31 13.7 

Provided 
attractive 
rewards  

2.4361 19 8.4 160 70.5 - - 36 15.9 12 5.3 

Provide 
favourable job 
conditions 

3.7709 17 7.5 21 9.3 - - 148 65.2 41 18.1 

Fair to all 
teachers 

3.3744 16 7.0 60 26.4 19 8.4 87 38.3 45 19.8 

Supports my 
career 
development   

2.9075 36 15.9 85 37.4 - - 76 33.5 30 13.2 

Source: Primary Data  
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The data in Table 4.3 showed that the leadership of the schools valued the contribution of the 

teachers to the well-being of the schools. The results produced a Mean = 3.5991 with the larger 

number of the respondents 90 (39.6%) agreeing and 58 (25.6%) strongly agreeing while 24 

910.6%0 were undecided. Those who disagreed were 40 917.6%) and 15 96.6%) strongly 

disagreed.  In the interviews, the respondents revealed that in some schools especially those not 

under the Universal School programmes, there were schemes of performance pay as a form of 

recognition of the teachers contribution to the wellbeing of the schools. For instance, if students 

performed well in UNEB examinations, the teachers got rewarded. There were also schools that 

offered teachers child support allowances such as schools fees and medical care. However, for 

the schools under the Universal Secondary Education programme, lacked finances and showed 

that recognising teacher contributions to the schools was an uphill task. However, there were also 

incentives like internal promotions for those deserving and these motivated teacher performance.   

 

On the other hand, the results in Table 4.3 show that teachers‟ goals and values were not 

considered. The results on the item were a Mean = 2.8282 with the larger number of the 

respondents 114 (50.2%) disagreeing, 24 (10.6%) strongly disagreeing while 2 (0.9%) were 

undecided. Those who agreed were 51 (22.5%) and 36 (15.9%) strongly agreed. However, in the 

interviews, the head teachers indicated that they supported teachers‟ goals and values through 

positive appraisal to enhance their chances of promotion; flexible time tables to allow them time 

to attend to other activities and supporting them to further their studies. Accordingly, this was 

done to increase the teacher morale and enhance their performance.  
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The data in Table 4.3 showed that the leadership of the schools contributed to releasing teachers‟ 

full effort. The results produced a Mean = 3.8855 with the larger number of the respondents 99 

(43.6%) agreeing, 76 (33.5%) strongly agreeing while 14 (6.2%) were undecided. Those who 

disagreed were 26 (11.5%) and 12 (5.3%) strongly disagreed. The head teachers in the interviews 

also indicated that they attempted to release teachers‟ full effort. Apparently, this was done by 

facilitating teachers with the provision of required teaching materials, supporting them when in 

problems, building the spirit of team work and involving them in the running of the day today 

activities besides other mechanisms. 

 

The data in Table 4.3 also showed that help was available when teachers had problems. The 

results on the item were a Mean = 3.4097 with the larger number of the respondents 98 (43.2%) 

agreeing and 45 (19.8%) strongly agreeing. Those who disagreed were 73 932.2%) and 11 4.8%) 

strongly disagreed. Besides, the respondents indicated that leadership of the schools was caring 

and commitment towards the teachers well being. The results on this item were a Mean = 3.3789 

with the larger number of the respondents 72 (31.7%) agreeing, 48 (21.1%) strongly agreeing 

and 41 (18.1%) undecided. Those who disagreed were 50 (22.0%) and 16 (7.05) strongly 

disagreed.  In the interviews, the head teachers indicated that they assisted teachers when they 

had problems. One respondent said; “I support them by giving them guidance and counselling, 

providing them spiritual support and sometimes offer the financial support and advances.” 

Another respondent remarked, “In times of joy or sorrows there is a contribution the school 

offers, salary advances and extending some material assistance.” These results mean that there 

were efforts by head teachers to support teachers in case of problems. Thus the leadership of the 

schools was caring and committed towards the teacher well-being.  
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As to whether the leadership of the schools was proud that the teachers were part of the schools, 

the results were negative. The Mean = 2.9515 with the larger number of the respondents 62 

(27.3%) undecided, 45 (19.8%) disagreeing and 39 (17.2%) strongly disagreeing. Those who 

agreed were 50 (22.0%) and 31 (13.7%) strongly agreed.  However, in the interviews, the head 

teachers indicated they were proud that some teachers were part of the school. The head teachers 

indicated that they were happy with those teachers, who enhanced the academic performance of 

the school, were active in the management of school activities and exhibited high level of 

professionalism. The head teachers indicated that such teachers were being delegated with 

responsibilities, received help when in problems and were always praised when they produced 

good results. However, the head teachers also indicated that there were those teachers they did 

not want to be part of their schools like the lazy, chaotic and those causing intrigue and 

disharmony in the schools. Accordingly, mechanisms for handling such teachers included asking 

them to ask for transfer or being referred back to the Ministry of Education and Sports if they 

refused to change.  

 

Regarding whether the leadership of the schools provided attractive rewards to the teachers, the 

results were negative. The results produced a Mean = 2.4361 with the majority of the 

respondents 160 (70.5%) disagreeing and 19 (8.4%) strongly disagreeing. Those who agreed 

were 36 (15.9%) and 12 (5.3%) strongly agreed.  In the interviews, head teachers from schools 

under Universal Secondary  Education programmes pointed out that they had no rewards to 

offer to the teachers other than the government salaries. However, there were those who 

indicated that they tried to provide accommodation and a little transport.  One respondent stated, 
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“The teachers are completely demoralised that at times you cannot even enforce certain 

regulations on them because they lack the motivation to perform with the little pay they receive 

and no PTA incentive.” Another Head teacher said, “Even myself, I am demoralised because 

school activities cannot run because of lack of money since capitation from the government 

comes late and is insufficient. The teachers work because they want the job but there is less 

enthusiasm for teaching in them.”  Another Head teacher stated that, “To keep interest in the 

teachers as administration we decided that each teacher is timetabled on only two days such that 

they do not have to be kept at school and be able to make a living through other activities.”   

However, for the head teachers from schools not under the Universal Secondary Education 

programme indicated that there were some fair rewards like PTA allowances, extra load and 

overtime incentives, responsibility allowances and ration packages which increased the morale of 

teachers.  

 

The results in Table 4.3 further revealed that the leadership provides favourable job conditions. 

The results on the item were a Mean = 3.7709 with the majority of the respondents 148 (65.2%) 

agreeing and 41 (18.1%) strongly agreeing. Those who disagreed were 21 (9.3%) and 17 (7.5%) 

strongly disagreed. In the interviews, some head teachers especially those from the schools under 

the Universal Secondary Education programme indicated that the schools lacked enough houses 

and did not cater for the rent except for some few schools that subsidised rent. The schools did 

not have accommodation and did not rent for teachers. The head teachers also indicated that they 

lacked good working conditions like medical support and transport allowance. One head teacher 

stated that; “a large number of my teachers refused to reside in the rooms the school rents for 

them because they consider them to be of low and poor quality.” Another Head teacher stated 
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that; “With USE the number of teachers increased, so they cannot be accommodated. This has 

reduced their presence in the schools denying the students the opportunity of consulting teachers 

in their free time.” However, there those head teachers, especially from the non-Universal 

Secondary Schools who indicated that they provided teachers favourable conditions of work such 

as accommodation, internet services, medical allowances, food rations and child allowance. 

Accordingly, this increased teachers‟ commitment to the activities of the schools. 

 

The results in Table 4.3 also revealed that the leadership was fair to all teachers. The results were 

a Mean = 3.3744 with the larger number of the respondents 87 (38.3%) agreeing and 45 (19.8%) 

strongly agreeing while 19 (8.4%) were undecided. Those who disagreed were 60 (26.4%) and 

16 (7.0%) strongly agreed.  In the interviews, the head teachers also revealed they were fair to all 

the teachers. They indicated that they treated the teachers equitably and in case of disagreements, 

there were mechanisms to solve them. Otherwise, they tried their level best to be fair to all 

teachers to enhance harmony and team spirit in the schools.  

 

The results in Table 4.3 however, showed that the leadership of the schools did not support 

teachers‟ career development. The results on the item were a Mean = 2.9075 with the larger 

number of the respondents 85 (37.4%) disagreeing and 36 (15.9%) strongly disagreeing. Those 

who agreed were 76 (33.5%) and 30 (13.2%) strongly agreed.  However, in the interviews with 

the head teachers, as already indicated above, they indicated that they advised the teachers to 

enhance their careers. This was through encouraging them to go for further studies, be abreast 

with current information on social, economic and political development and urging the teachers 

to apply for promotion when opportunities arose.  
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4.4.3 Participative Leadership Practices 

This study item investigated the third objective of the study that sought to examine the 

relationship between participative leadership practice and teacher performance in government 

aided secondary schools. The items studied included teachers involvement in decision making, 

promotion of open and honest self-expression, being given opportunity to suggest improvements 

in the school activities. The items also included encouraging of teachers to participate in problem 

solving matters, teachers to be involved in the schools equitably, teachers having the discretion 

to take certain autonomous actions, information being shared freely, teachers to participate in 

different administrative activities freely and to be respected. The data obtained on the items is 

presented in Table 4.4.  

Table 4.4: Descriptive Statistics on Participative Leadership Practice 

 

Item   
 

Mean 

SD D U A SA 

F % F % F % F % F % 

Involved in school 

decision making  

3.1189 32 14.1 74 32.6 - - 77 33.9 44 19.4 

Open and honest 

self-expression in 

school matters  

2.9471 28 12.3 81 35.7 18 7.9 75 33.0 25 11.0 

Encouraged to 

participate solving 

school matters 

3.9780 12 5.3 23 10.1 - - 115 50.7 77 33.9 

Involved in the 

school equitably  

2.5242 54 23.8 96 42.3 - - 58 25.6 19 8.4 

Take certain 

autonomous actions 

at school 

3.1454 22 9.7 88 38.8 - - 69 30.4 48 21.1 

Information is 

shared freely at 

school  

3.2026 33 14.5 67 29.5 - - 75 33.0 52 22.9 

Participate in 

school 

administration 

matters 

3.2996 44 19.4 36 15.9 - - 102 44.9 45 19.8 

Treated with 

respect at school    

3.0925 18 7.9 88 38.8 - - 97 42.7 24 10.6 

Source: Primary Data  
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The data in Table 4.5 shows that teachers were involved in school decision making. The results 

produced a Mean = 3.1189 with the larger number of the respondents 77 (33.9%) agreeing and 

44 (19.4%) strongly agreeing. Those who disagreed were 74 (32.6%) and 32 (14.1%) strongly 

disagreed. On the other hand, Table 4.4 shows that in the school open and honest self-expression 

was not promoted. The results on the item were a Mean = 2.9471 with the larger number of the 

respondents 81 (35.7%) disagreeing, 28 912.3%) disagreeing and 18 (7.9%) undecided. Those 

who agreed were 75 (33.0%) and 25 (11.0%) strongly agreed In the interviews, the head teachers 

indicated that teachers while at school were involved in decision making, open and that free 

expression were promoted. Accordingly, this was through regular meetings in which teachers 

made suggestions that guided the leadership of the schools. It was also indicated that teachers 

took decisions at departmental level which they forwarded to administration for adoption. The 

head teachers pointed out that the teachers were part of the major decision making bodies 

through their representatives to the Board of Governors, Parents Teachers associations and 

various committees, like the procurement, academic and discipline committees among others.  

 

As to whether teachers were encouraged to participate in problem solving matters, the results 

were positive. The results obtained were a Mean = 3.9780 with the majority of the respondents 

115 (50.7%) and 77 (33.9%) agreeing and strongly agreeing respectively. Those who disagreed 

were 23 (10.1%) and 12 (5.3%) strongly disagreed. In the interviews, the head teachers indicated 

that teachers were encouraged to participate in problem solving matters by being urged to 

participate in regular meetings and make their contributions. It was also pointed out that through 
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various teacher committees in the schools, they helped in solving problems in the schools, 

particularly the problem of discipline.  

 

However, the results revealed that teachers were not involved in the schools equitably. The 

results obtained on the item were a Mean = 2.5242 with the larger number of the respondents 96 

(42.3%) disagreeing and 54 (23.8%) strongly disagreeing. Those who agreed were 58 (25.6%) 

and 19 (8.4%) strongly agreed. In the interviews, however, the head teachers indicated that 

teachers were involved in the schools equitably. It was pointed out that the teacher depending on 

their capacity could be equitably appointed to positions of responsibility and were allowed equal 

chance to make suggestions in meetings.  

 

The respondents indicated that they had the discretion to take certain autonomous actions. This 

was because the results obtained were a Mean = 3.1454 with the larger number of the 

respondents 69 (30.4%) and 48 (21.1%) agreeing and strongly agreeing respectively. Those who 

disagreed were 88 (38.8%) and 22 (9.7%). In the interviews, however, the head teachers 

indicated that teachers had the discretion to take certain autonomous actions for as long as they 

reported to the administration of the schools. It was indicated that this included issues like 

handling minor indiscipline issues, departmental issues and teachers teaching their subjects 

among others. Accordingly, this allowed quick action and flexibility enhancing performance.  

 

The results in Table 4.4 revealed that information was shared freely by teachers. The results 

obtained were a Mean = 3.2026 with the larger number of the respondents 75 (33.0%) agreeing 

and 52 (22.9%) strongly agreeing. Those who disagreed were 67 (29.5%) and 33 (14.5%) 
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strongly disagreed. In the interviews, the head teachers indicated that there was freedom of 

expression through regular meetings in which teachers spoke freely and shared ideas. It was 

indicated that there was freedom of speech in meetings and teachers freely contributed to the 

development and progress of schools. Besides, it was revealed that most official information and 

policy statements from the Ministry of Education and Sport, were communicated in meetings and 

pinned on notice boards for all teachers to access.  

 

The respondents also indicated that they participated in the school administration. The results 

obtained were a Mean = 3.2996 with the larger number of the respondents 102 (44.9%) and 45 

(19.8%) agreeing and strongly agreeing respectively. Those who disagreed were 36 (15.9%) and 

44 (19.4%) strongly disagreed.  In the interviews, the head teachers indicated that teachers 

participated in the administration of schools through different offices they held. The positions 

identified included deputy head teachers, heads of departments, subject heads, and directors of 

studies, deans, hostel masters, clubs patrons and class teachers among others. They also pointed 

out that there were regular meetings through which teachers made recommendations that guided 

in the administration of the school. The respondents indicated that teachers in charge of weekly 

duty, in fact ran the activities of the schools. One head teacher stated, “Teachers on duty in my 

school are called head teachers of the week.” 

 

The results of the study also revealed that teachers were treated with respect (Mean = 3.0925). 

The larger number of the respondents 97 (42.7%) and 24 (10.6%) strongly disagreed. Those who 

disagreed were 88 (38.8%) and 18 (7.9%) strongly disagreed.  In interviews, all the head teachers 

indicated that they treated the teachers with respect. One respondent stated, “I try to treat my 
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teachers courteously”. Another respondent stated, “I treat my teachers well because I know when 

they are happy, they are very effective. Above all, they spend more time with the students than 

myself, thus they help to manage them.” These results mean that the leadership of the schools 

treated teachers with respect.  

 

4.5 The Relationship between the Leadership Practices and Teacher Performance 

To establish the relationship between leadership practices and teacher performance, descriptive 

statistics for performance were calculated. Thereafter, correlation and multiple linear regressions 

were carried out to establish the relationship between the leadership practices and teacher 

performance. The descriptive statistics on teacher performance are presented in table 4.5. 

 

4.5.1 The Relationship between the Leadership Practices and Teacher Performance 

To establish the relationship between leadership practices and teacher performance, descriptive 

statistics for performance were calculated. Thereafter, multiple linear regressions were carried 

out to establish the relationship between the leadership practices and teacher performance.  

 

4.5.1 Teacher Performance 

This item of the study considered the dependent variable of the study, teacher performance. To 

establish teacher performance, the teachers were required to reveal whether they used productive 

techniques, made preparations, enabled student achievement, managed students, had positive 

interpersonal relations, felt responsible to the school and helped the schools accomplish their 

goals. The teachers were also required to reveal whether they were effective at work, efficient, 
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always punctual, put in more effort and offered full cooperation to the leadership of the schools. 

The descriptive statistics on teacher performance are presented in table 4.3. 

 

Table 4.5: Descriptive Statistics on Teacher Performance 

 
Item   

 
Mean 

SD D U A SA 
F % F % F % F % F % 

Use productive 
teaching 
techniques 

3.7181 16 7.0 28 12.3 4 1.8 135 59.5 44 19.4 

Make lesson 
preparations  

3.4229 14 6.2 66 29.1 - - 104 45.8 43 18.9 

Enable student to 
achieve 

3.6211 28 12.3 32 14.1 - - 105 46.3 62 27.3 

Manage students  3.3348 26 11.5 59 26.0 - - 97 42.7 45 19.8 
Build positive 
interpersonal  
relations with 
colleagues  

3.2423 39 17.2 50 22.0 - - 93 41.0 45 19.8 

Feel responsible 
to the school  

3.5330 19 8.4 33 14.5 - - 158 69.6 17 7.5 

Accomplish 
school goals  

3.2026 30 13.2 66 29.1 - - 90 39.6 41 18.1 

Very effective at 
school work  

3.2996 12 5.3 81 35.7 - - 95 41.9 39 17.2 

I do school work 
efficiently  

3.6035 7 3.1 55 24.2 - - 124 54.6 41 18.1 

I am always 
punctual with 
school activities  

4.1542 2 .9 8 3.5 - - 160 70.5 57 25.1 

I put in more 
effort the school 
work  

3.3524 33 14.5 36 15.9 22 9.7 90 39.6 46 20.3 

Offer full 
cooperation in 
school matters 

3.2952 26 11.5 64 28.2 - - 91 40.1 46 20.3 

Source: Primary Data  

 

The data in table 4.5 show that the teachers used productive teaching techniques. The results 

were a Mean = 3.7181 with the majority of 135 (59.5%) agreeing and 44 919.4%) strongly 

agreeing while 4 91.8%) were undecided. Those who disagreed were 28 (12.3%) and 16 (7.0%) 

strongly disagreed.  The teachers also indicated that they made teaching preparations with a 
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Mean = 3.4229 having the majority of 104 (45.8%) and 43 (18.9%) agreeing and strongly 

agreeing respectively. Those who disagreed were 66 (29.1%) and 14 (6.2%) strongly disagreed. 

The results also showed that the teachers enabled students‟ achievement. The results on the item 

were a Mean = 3.6211 with the majority of the respondents 105 (46.3%) and 62 (27.3%) 

agreeing and strongly agreeing respectively. Those who disagreed were 32 914.1%) and 28 

(12.3%) strongly disagreed.  The respondents further indicated that they participated in 

management of students. The results obtained on the item were a Mean = 3.3348 with the larger 

number of the respondents 97 (42.7%) agreeing and 45 (19.8%) strongly agreeing. Those who 

disagreed were 59 (26.0%) and 26 (11.5%) strongly disagreed. Besides, the respondents showed 

that they had positive interpersonal relations with colleagues. The results on this item were a 

Mean = 3.2423 with the larger number of the respondents 93 (41.0%) and 45 (19.8%) agreeing 

and strongly agreeing. Those who disagree were 50 (22.0%) and 39 917.2%). Also, the results of 

the study revealed that teachers felt responsible to the school as they carried out their work. The 

results on the item produced a Mean =   3.5330 with the majority of the respondents 158 (69.6%) 

agreeing and 17 (7.5%) strongly agreeing. Those who disagreed were 33 (14.5%) and 19 (8.4%) 

strongly disagreed.  

 

Further, the respondents revealed that they ensured that the goals of the school were 

accomplished. The results on the item were a Mean = 3.2026 with the larger number of the 

respondents 90 (39.6%) and 41 (18.1%) agreeing and strongly agreeing. Those who disagreed 

were 66 (29.1%) and 30 (13.2%) strongly disagreed. The respondents also indicated that they 

were very effective at school work. The results obtained on the item were a Mean = 3.2996 with 

the larger number of the respondents 95 (41.9%) and 39 (17.2%) agreeing and strongly agreeing. 
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Those who disagreed were 81 (35.7%) and 12 (5.3%). The respondents indicated that they also 

worked efficiently. This item produced a Mean = 3.6035 with the majority of the respondents 

124 (54.6%) and 41 (18.1%) agreeing and strongly agreeing while 55 924.2%) disagreed and 7 

(3.1%) strongly disagreed. The respondents indicated that they were always punctual, the results 

being a Mean = 4.1542 with the majority of the respondents 160 (70.5%) and 57 (25.1%) 

agreeing and strongly agreeing. Those who disagreed were 8 (3.5%) and 2 (0.9%) strongly 

disagreed. The respondents revealed that they put in more effort, Mean = 3.3524 with the larger 

number of the respondents 90 (39.6%) agreeing and 46 (20.3%) strongly agreeing while 22 

(9.7%) were undecided. Those who disagreed were 36 (15.9%) and 33 (14.4%) strongly 

disagreed.   Also, the respondents revealed that they offered full cooperation in all school 

activities. The results were a Mean = 3.2952 with the larger number of respondents 91 (40.1%) 

agreeing and 46 (20.3%) strongly agreeing. Those who disagreed were 64 (28.2%) and 26 

(11.5%) strongly disagreed.  

 

4.5.2 Leadership practices and Teacher Performance 

Correlation analysis of the variables of leadership practices and Teacher performance basing on 

the three independent variables of forms of transformational, supportive and participative 

leadership practices produced the results in table 4.6. 
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Table 4.6: Correlation Matrix for Leadership Practices and Teacher Performance 
 Teacher  

performance 
Transformational 
Leadership 
Practices 

 Supportive 
leadership 
Practices  

Participative 
Leadership 
Practices 

Teacher  performance 1 .557
**

 .501
**

 .665
**

 

 .000 .000 .000 
Transformational 
Leadership Practices 

 1 .155
*
 .796

**
 

  .020 .000 
Supportive leadership 
Practices  

  1 .315
**

 

   .000 
Participative 
Leadership Practices 

   1 

*. Correlation is significant at the 0.05 level (2-tailed). 

Source: Primary Data  

 

The results in the correlation matrix Table 4.6 show that there is a significant positive 

relationship between leadership practices and teacher performance. The correlation analysis on 

variable one namely forms of transformational leadership practice showed a significant positive 

correlation of r= 0.557at the significance 0.001 level. The results of the second variable, namely 

the supportive leadership practice also showed a positive significant correlation of r =.155at the 

significance 0.020 level. The results on the third variable of participative leadership practice of 

also showed a significant correlation r =.315
 at

 the significance level 0.001 level. Even the 

correlations between the items were high. Therefore, transformational, supportive and 

participative leadership practices positively significantly relate to teacher performance. These 

results thus show that there is a relationship between leadership practices and teacher 

performance.  

 

To account for the existence of relationship or no relationship, the study carried a multiple linear 

regression. Multiple regression analysis of the aggregate index of teacher performance on the 

three variables namely forms of transformational, supportive and participative leadership 
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practices yielded the results in Table 4.7, suggesting that the three variables considered were 

collectively fairly good explanatory variables (F= 8.447, p = 0.000) of at one percent level of 

significance (p < 0.01), accounting for 54.0% of the variation in the aggregate index of the 

teacher performance (Adjusted R square 0.540). This also implies that the balance (46.0%) is 

explained by other variables not considered in this study. 

Table 4.7: Regression Analysis for Leadership Practices and Teachers Performance 

Employee performance Β p 

Transformational Leadership Practices .165 .030 

Supportive leadership Practices .341 .000 

Participative Leadership Practices .426 .000 

          R .739         R
2
 = .546     Adjusted R = .540       F      = 8.447 p = .000 

Source: Primary Data 

 

Table 4.7 suggests that all the leadership practices namely transformational, supportive and 

participative leadership practices significantly positively correlated with teacher performance (all 

Betas were positive) and significant correlates of teachers performance (p < 0.05) leading the 

accepting of three hypotheses that there is there is a relationship between transformational 

leadership practice and teacher performance in government aided secondary schools; a 

relationship between supportive leadership practice and teacher performance in government 

aided secondary schools; and there is a relationship between participative leadership practice and 

teacher performance in government aided secondary schools.  
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CHAPTER FIVE 

SUMMARY OF THE FINDINGS, DISCUSSION, CONCLUSIONS AND 

RECOMMENDATIONS 

5.1 Introduction   

This chapter presents the summary and discussion of the results derived from the data presented 

in chapter four. The discussion leads to different conclusions and a number of recommendations 

that are presented later on performance appraisal and teacher performance. The study explored 

the relationship between leadership practices and teacher performance in government aided 

secondary schools in Wakiso District. The investigations of the study were based on the 

objectives of the study that aimed at examining the relationship between transformational 

leadership practice and teacher performance; assessing the relationship between supportive 

leadership practice and teacher performance; and examining the relationship between 

participative leadership practice and teacher performance.  

 

5.2 Summary of Findings 

5.2.1 Objective One Stated: To examine the relationship between transformational 

leadership practice and teacher performance in government aided secondary schools. 

The study established significant positive relationship between the transformational leadership 

practice and teacher performance (r= 0.557
**

, p< 0.001). Regression analysis revealed that the 

transformational leadership practice is a predictor of teacher performance (β = 0.165, p = .030). 

This was because the leadership of the schools instilled pride in the teachers (Mean = 3.4141), 

leadership of the schools behaved consistent with values (Mean = 3.4361), provided teachers 

confidence at work (Mean = 3.3700), encouraged the teachers to continue working (Mean = 
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3.0925) and focussed on the strength of the teachers (Mean = 3.2819). Also, the leadership of the 

schools treated teachers individuals (Mean = 3.5286), promoted development in the schools 

(Mean = 3.2203), recognised teachers achievements (Mean = 3.2379), rewarded teachers 

achievements (Mean = 3.3084) and clarified teachers rewards (Mean = 3.3524). However, the 

leadership of the schools did not provide advice for development to the teachers (Mean = 

2.9427).  

 

5.2.2 Objective Two Stated: To assess the relationship between supportive leadership 

practice and teacher performance in government aided secondary schools. 

The revealed significant positive relationship between the supportive leadership practice and 

teacher performance (r =0.155, p< 0.020). Regression analysis revealed that the supportive 

practice is a predictor of teacher performance (β = .341, p = .000). This resulted from the 

leadership of the schools valuing the contribution of the teachers to the well-being of the schools 

(Mean = 3.5991), contributing to releasing teachers‟ full effort (Mean = 3.8855), providing help 

to the teachers when with problems (Mean = 3.4097), providing teachers favourable work 

conditions (Mean = 3.7709) and being fair to all teachers (Mean = 3.3744). However, leadership 

did not consider teachers‟ goals and values (Mean = 2.8282), were not proud that the teachers 

were part of the schools (Mean = 2.9515), did provide attractive rewards to the teachers and did 

not support teachers‟ career development (Mean = 2.9075).  
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5.2.3 Objective Three Stated: To examine the relationship between participative leadership 

practice and teacher performance in government aided secondary schools. 

The study revealed significant positive relationship between the participative leadership practice 

and teacher performance (r =.315,p< 0.001). Regression analysis revealed that the participative 

practice is a predictor of teacher performance (β = .426, p = .000). This was due to the fact that 

teachers were involved in decision making (Mean = 3.1189), participated in problem solving 

matters (Mean = 3.9780), had the discretion to take certain autonomous actions (Mean = 3.1454) 

and shared information freely (Mean = 3.2026). The results also indicated that teachers 

participated in the administration of schools (Mean = 3.2996) and teachers were treated with 

respect (Mean = 3.0925). However, the leadership of the schools did not promote open and 

honest self-expression (Mean = 2.9471) and did not involve teachers in the schools equitably 

(Mean = 2.5242).  

 

5.3 Discussion of the Findings  

5.3.1 Objective one Stated: To examine the relationship between transformational 

leadership practice and teacher performance in government aided secondary schools. 

The study established significant positive relationship between the transformational leadership 

practice and teacher performance. This is because, with transformational leadership, the 

leadership of the schools instilled pride in the teachers, provided the confidence, focussed on 

their strength of the teachers, treated them individuals, promoted development, recognised their 

achievements, rewarded their achievements and clarified their reward. This thus led to teacher 

performance. The above finding concurs with the findings of previous scholars. For instance, 

Pradeep and Prabhu (2011) found a relationship between transformational leadership and 
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employee performance. They established significant relationship between transformational 

leadership and performance outcomes. Saeed et al. (2013) indicated that transformational leaders 

created meaningful exchanges between employees hence employee performance.  

 

On their part, Bambacas and Patrickson (2008) established that transformational leadership is 

important in enhancing employee performance. They established that since transformational 

leadership style engendered trust it attracted employee commitment and enhanced employee 

performance. Herold et al. (2008) also reported positive relationships between transformational 

Leadership and the employee, change commitment and performance is implied. Similarly, Detert 

and Burris (2007) indicated that transformational leadership predicted job performance at the 

unit level.   

 

5.3.2 Objective Two: To assess the relationship between supportive leadership practice and 

teacher performance in government aided secondary schools. 

The study established a significant positive relationship between the supportive leadership 

practice and teacher performance.  The leadership of the schools valued the contribution of the 

teachers to the well-being of the schools, contributing to releasing teachers‟ full effort, providing 

help to the teachers when faced with problems, provided teachers with favourable work 

conditions and were fair to all teachers.  This thus led to teacher performance. Indeed, in study 

by Sandakan (2006) the results of the study showed that supportive leadership was the most 

employed leadership practice. According to Muller et al. (2009), supportive leadership was 

employed because supportive relationships were less likely to create work place stress. 

According to Wong and Cummings (2009) the supportive leader behaviour and trust in 
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management by employees lead to employee positive work outcomes out comes such as 

improved performance. 

 

Recognising the importance of supportive leadership, Beheshtifar and Herat (2013) argued that 

organisational support was directly linked with three categories of favourable treatment received 

by employees, such as, organisational rewards and favourable job conditions, fairness and 

supervisor support, in return favourable outcomes achieved such as job satisfaction and 

organisational commitment which led to performance. They indicated that organisational support 

increased the satisfaction of the employees‟ socio-emotional needs such as esteem, approval and 

affiliation. This satisfaction served to enhance employees‟ social identity by being a member of 

that organisation which created greater commitment hence better performance.   

 

5.3.3 Objective Three: To examine the relationship between participative leadership 

practice and teacher performance in government aided secondary schools. 

The study revealed a significant positive relationship between the participative leadership 

practice and teacher performance.  This was due to the fact that teachers were involved in 

decision making, participated in problem solving matters, had the discretion to take certain 

autonomous actions and shared information freely. Participative leadership practice also related 

to teacher performance, because teachers were treated with respect. The findings of previous 

scholars also found out that the participative leadership practice was related to employee 

performance. Elele and Fields (2010) found out that participation increased employees 

commitment hence better performance.  Meyerson and Dewettinck (2012) found a significant 

difference between the rate of employee performance before and after empowerment 
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implementation. Accordingly, by empowerment through delegation, participation management 

and encouragement, employee performance improved.  

 

Mesmer-Magnus and DeChurch (2009) found out that information sharing positively predicted 

team performance. On the other hand, Garavan (2008) found out that substitution of 

responsibilities with administrative and managerial responsibilities (job enlargement) was 

considered very important. Haid and Sims (2012) also found out that encouraging people to take 

ownership of their work and creating an environment where everyone is treated with respect lead 

to productivity. 

 

5.4 Conclusions 

Basing on the study findings, a number of conclusions were drawn: 

 

There is a significant positive relationship between transformational leadership and teacher 

performance. This is because transformational leadership instils pride in the teachers, to behave 

consistently with school values, provides teachers with confidence at work, encourages the 

teachers to continue working and focuses on the strength of the teachers. Teachers also perform 

because with transformational leadership, the teachers are treated as individual, there is 

development in the schools, teacher achievements are recognised and teachers are rewarded. 

 

There is a significant positive a relationship between supportive leadership practice and teacher 

performance. This results from the leadership of the schools valuing the contribution of the 
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teachers, providing help to the teachers when faced with problems, providing teachers with 

favourable work conditions and being fair to all teachers. 

 

There is a significant positive a relationship between participative leadership practice and teacher 

performance. This is because with the participative leadership practice, teachers are involved in 

decision making, participate in problem solving matters, share information freely and are treated 

with respect.  

 

5.5 Recommendations of the Study 

On the basis of the study, conclusions and several recommendations were made:  

School administrators should practice the transformational leadership practice to enhance teacher 

performance. This should be carried out instil pride in the teachers, leaders behaving consistent 

with values, providing teachers with confidence at work, encouraging the teachers to continue 

working and focussing on the strength of the teachers. The leadership of schools should also treat 

teachers as individuals, promote their development while in the schools and recognise the 

teacher‟s achievements. 

 

The Ministry of Education and Sports, policy makers, planners, school administrators, Board of 

Governors, Parents Teachers Association Committees, parents and other stakeholders should be 

supportive to teachers. This should be done by valuing the contribution of the teachers to the 

well-being of the schools, providing help to the teachers when with problems, providing teachers 

with favourable work conditions and being fair to all teachers. 
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Leadership in schools should encourage teacher participation in the management of schools. This 

should be through involving teachers in decision making, problem solving matters, encouraging 

them to share information freely and treating teachers with respect as they take on leadership 

decisions.  

 

5.6 Areas Suggested for Further Research  

This study focussed only leadership practices and teacher performance in Wakiso District. Focus 

of future research should be on leadership practices and teacher performance in all govt-aided 

secondary schools in Uganda, in Colleges, and other higher education institutions in Uganda 

among others. Also, future studies should look at leadership styles and teacher performance in 

Govt-aided Primary schools in Uganda. 

  



 

66 

 

REFERENCES 

Adegbesan, S. O. (2013). Effect of Principals' Leadership Style on Teachers' Attitude to Work in 

Ogun State Secondary Schools, Nigeria. Turkish Online Journal of Distance Education, 

14(1), 14-28. 

Amin, M.E. (2005). Social Science Research: Conception, Methodology and Analysis. Kampala: 

Makerere University. 

Appelbaum, S. H., Louis, D., Makarenko, D., Saluja, J., Meleshko, O., &Kulbashian, S. (2013). 

Participation in decision making: A case study of job satisfaction and commitment. 

Industrial and commercial training, 45(4), 222-229. 

Avolio, B. J & Bass, B.M. (1991).The full range leadership development programs: Basic and 

advanced manuals. Binghamton, NY: Bass, Avolio& Associates. 

Baig, M. A. I., Rehman, C.A., & Khan, M. K. (2012).  A study of the relationship of 

organisational commitment with participation in decision making, procedural justice and 

organisational citizenship behaviour in teachers of “not for-profit schools” of Lahore, 

Pakistan. Journal of Quality and Technology Management, VIII (II) 25 – 49. 

Bambacas, M., &Patrickson, M. (2008).Interpersonal communication skills that enhance 

organisational commitment.Journal of Communication Management, 12(1), 51-72. 

Barigye, P. K. (2010). Head teachers‟ leadership approaches and teachers job satisfaction in 

secondary schools: a case of Igara County, Bushenyi District, Unpublished research 

dissertation for the award of the degree of master of Education (Education Administration 

and Planning) of Mbarara University of Science And Technology. 

Barry, R. A. (2010). Teaching effectiveness and why it matters.Marylhurst University and The 

Chalkboard Project. 



 

67 

 

Bass B. M. (1985) Leadership and performance beyond expectations. Free Press, New York. 

Bass B. M. &Avolio B.J. (1994) Introduction. In improving organisational effectiveness through 

transformational leadership (Bass B.M. &Avolio B.J., eds), Sage, Thousand Oaks, pp. 1–

9. 

Beheshtifar, M., & Herat, B. H. (2013). To promote employees commitment via perceived 

organisational support. International Journal of Academic Research in Business and 

Social Sciences, 3 (1) 306 – 313. 

Berson, Y., Shamir, B., Avolio, B. J., & Popper, M. 2001. The relationship between vision 

strength, leadership style, and context.Leadership Quarterly, 12: 53-73. 

Bhatti, K. K., Nawab, S., & Akbar, A. (2011). Effect of direct participation on organisational 

commitment. International Journal of Business and Social Science, 2 (9) 15 – 23. 

Boateng, C. (2012). Leadership styles and effectiveness of principals of vocational technical 

institutions in Ghana. American International Journal of Contemporary Research, 2(3), 

128-134. 

Bolden, R., Gosling, J., Marturano, A. & Dennison, P. (2003). A review of leadership theory and 

competency frameworks, University of Exeter Centre for Leadership Studies. 

Bordens, K. S., & Abbott, B. B. (2011).Research design and methods; A process approach (8
th 

ed.). New York, USA: The McGraw-Hill Companies, Inc. 

Brown, D. J & Keeping, L. M. (2005).Elaborating the construct of transformational leadership: 

The role of affect. Leadership Quarterly, 16, 245-272. 

Bryman, A. (1993). Charismatic leadership in business organisations; some neglected issues, 

Leadership Quarterly, 4, 289−304. 

Burns J. M. (1978). Leadership. Harper & Row, New York. 



 

68 

 

Burns, B. R.  (2000). Introduction to Research Methods. London: Sage Publications. 

Bush, T. (2011). Theories of Educational Leadership and Management. London: SAGE 

Publications.  

Bushra, F., Usman, A., &Naveed, A. (2011). Effect of transformational leadership on 

employees‟ job satisfaction and organisational commitment in banking sector of Lahore 

(Pakistan). International Journal of Business and Science, 2(18), 261-267. 

Carter, M. Z., Armenakis, A. A., Feild, H. S., &Mossholder, K. W. (2013).Transformational 

leadership, relationship quality, and employee performance during continuous 

incremental organizational change. Journal of Organizational Behavior, 34(7), 942-958. 

Chaudhry, A. Q.,   Qayyum, A., &Husnain, J. (2012): Impact of transactional and laissez faire 

leadership style on motivation. International Journal of Business and Social Science, 3(7) 

258 – 264. 

Cheok, S. L & O'Higgins, E. R. E. (2012). Enhancing employee outcomes: The interrelated 

influences of managers' emotional intelligence and leadership style.Leadership and 

Organization Development Journal,   33(2), 149-174. 

Demirel, Y., &Goc, K. (2013). The impact of organisational commitment on knowledge sharing. 

European Scientific Journal, 9(19), 945-963. 

Detert, J. R., & Burris, E. R. (2007). Leadership behavior and employee voice: Is the door really 

open? Academy of Management. Journal, 50, 869–884. 

Ekimeeza lobby live. (2011). Uganda Education: School strikes: Who should take the 

blame?Tuesday, April 19, Ekimeeza Lobby Live, Free Speech Express, Available at: 

kimeeza.blogspot.com/2011/.../uganda-education-school-strikes-who.ht...(Retrieved July 

22, 2013). 

http://www.blogger.com/profile/02131532813240184816
http://www.blogger.com/profile/02131532813240184816


 

69 

 

Elele, J., & Fields, D. (2010). Participative decision making and organisational commitment 

Comparing Nigerian and American employees.  Cross Cultural Management: An 

International Journal, 17(4), 368-392. 

Fassinger, R., & Morrow, S. (2013). Toward Best Practices in Quantitative, Qualitative, and 

Mixed-Method Research: A Social Justice Perspective. Journal for Social Action in 

Counseling and Psychology, 5(2), 69-83. 

Foldy, E.G., Goldman, L. &Ospina, S. (2008). Sense giving and the role of cognitive shifts in the 

work of leadership, The Leadership Quarterly 19, 514–529. 

Fraenkel, R. F &Wallen, E. N. (1990). How to Design and Evaluate Research in Education. 

New York: McGraw-Hill Publishing Company. 

Fullan, M. (2003).The moral imperative of school leadership. Thousands Oaks, CA: Corwin 

Press, Inc. 

Gokul, A., Sridevi, G., & Srinivasan, P. T. (2012). The relationship between perceived 

organizational support, work engagement and affective commitment. AMET International 

Journal of Management, Available at: www.ametjournal.com/attachment/ametjournal.../

Dev-Article-4-Gokul.p.... 

Gulzar, A., &Saif, M. I. (2012).Shared vision and partnership success.International Journal of 

Economics andManagement Sciences, 2(1), 07-12. 

Haid, M & Jamie, S. (2009). „Employee engagement: maximizing organizational performance‟, 

Available at: <http://www.right.com/thought-leadership/research/employee-engagement--

-maximizing-organ level izational-performance.pdf> 

Haid, M & Jamie, S. (2009). „Employee engagement: maximizing organizational performance‟, 

Available at: <http://www.right.com/thought-leadership/research/employee-engagement--

-maximizing-organ level izational-performance.pdf> 

http://www.right.com/thought-leadership/research/employee-engagement---maximizing-organ%20level%20izational-performance.pdf
http://www.right.com/thought-leadership/research/employee-engagement---maximizing-organ%20level%20izational-performance.pdf
http://www.right.com/thought-leadership/research/employee-engagement---maximizing-organ%20level%20izational-performance.pdf
http://www.right.com/thought-leadership/research/employee-engagement---maximizing-organ%20level%20izational-performance.pdf
http://www.right.com/thought-leadership/research/employee-engagement---maximizing-organ%20level%20izational-performance.pdf
http://www.right.com/thought-leadership/research/employee-engagement---maximizing-organ%20level%20izational-performance.pdf
http://www.right.com/thought-leadership/research/employee-engagement---maximizing-organ%20level%20izational-performance.pdf
http://www.right.com/thought-leadership/research/employee-engagement---maximizing-organ%20level%20izational-performance.pdf


 

70 

 

Haines, V. Y., Jalette, P. & Larose, K. (2010). The influence of human resource management 

practices on employee voluntary turnover rates in the Canadian nongovernmental sector. 

Industrial and Labour Relations Review, 63(2), 228-246. 

Herold, D. M., Fedor, D. B., Caldwell, S. D., & Liu, Y. (2008). The effects of transformational 

leadership and change leadership on employees‟ commitment to a change: A multilevel 

study. Journal of Applied Psychology, 93, 346–357. 

Hoe, S. L. (2007). Shared vision: a development tool for organisational learning.Development 

and Learning in Organisations, 21(4), 12-13. 

Houghton, J. D., & Yoho, S. K. (2005). Toward a contingency model of leadership and 

psychological empowerment: When should self-leadership be encouraged? Journal of 

Leadership and Organizational Studies, 11(4), 65–83. 

Huffman, J. (2003). The role of shared values and visions in creating professional learning 

communities.National Association of Secondary School Principals, 87(637), 21-34 

Hyatt, K. (2011). The influence of vision on perceived organizational support.Leadership 

Review, 11, 157-170. 

Kafeero, S. (2013). Teacher‟s 20% pay rise remains but they shouldn‟t depend on salary alone. 

The Independent. Retrieved from www.independent.co.ug/.../8242-teachers-20-pay-rise-r. 

Kanyerezi, R. (2010). Head teachers’ leadership practices on teachers’ job performance in 

selected secondary schools in Luweero District. Unpublished Thesis for the award of a 

master degree of arts in Educational Management of Makerere University. 

Kiboss, J. K., &Jemiryott, H. K.S. (2014). Relationship between principals‟ leadership styles and 

secondary school teachers‟ job satisfaction in Nandi South District, Kenya. Journal of 

Education and Human Development, 3(2), 493-509. 

http://www.independent.co.ug/.../8242-teachers-20-pay-rise-r


 

71 

 

Krejcie, R. V., & Morgan, D. W. (1970). Determining sample size for research 

activities.Educational and Psychological Measurement, 30, 607-610. 

Leech, D. W., Smith, R., Green, R., & Fulton, C. R. (2003). Exploring teacher perceptions of the 

leadership practices of middle and high school principals. University of South Carolina, 

Aiken.  Available at:  http://www.usca.edu/essays/vol62003/leech.pdf (Retrieved July 22, 

2013). 

Lew, T. Y. (2011). Affective organisational commitment and turnover intention of academics in 

Malaysia. 2010 International Conference on Business and Economics Research, IACSIT 

Press, Kuala Lumpur, Malaysia. 

Machumu, H. J., &Kaitila, M. M. (2014). Influence of Leadership styles on Teachers job 

satisfaction: A case of selected Primary Schools in Songea and Morogoro Districts, 

Tanzania. International Journal of Educational Administration and Policy Studies, 6(4), 

53-61. 

Mafora, P. (2013). Learners' and teachers' perceptions of principals' leadership in Soweto 

secondary schools: a social justice analysis. South African Journal of Education, 33(3), 1-

15. 

Magnus, J. R. &DeChurch, L. A. (2009). Information sharing and team performance: A meta-

analysis. Journal of Applied Psychology, 94 (2), 535–546. 

Marshall, B., Cardon, P., Poddar, A., & Fontenot, R. (2013). Does sample size matter in 

qualitative research? A review of qualitative interviews in is research. Journal of 

Computer Information Systems, 54(1), 11-22.  

Mason, M. (2010). Sample Size and Saturation in PhD Studies Using Qualitative Interviews. 

Forum Qualitative: Qualitative Social Research, 11(30). 



 

72 

 

McCabe, T. J &Garavan, T. N. (2008). A study of the drivers of commitment amongst nurses; 

The salience of training, development and career issues. Journal of European Industrial 

Training, 32(7), 528-568. 

Melchar, D. E., &Bosco, S. M. (2010). Achieving high organisation performance through servant 

leadership. The Journal of Business Inquiry, 9(1), 74-88. 

Meyerson, G., &Dewettinck, B. (2012).Effect of empowerment on employees‟ 

performance.Advanced Research in Economic and Management Sciences, 2, 40-46.  

Mesmer-Magnus, J. R., &DeChurch, L. A. (2009). Information sharing and team performance: A 

meta-analysis. Journal of Applied Psychology, 94, 535−546.  

Ministry of Education and Sports. (2010). E-Learning Project for Secondary Schools. Report On 

Head Teacher Sensitization Workshop Organised By Cyber School Technology Solutions 

in Conjunction with the Ministry of Education and Sports. 

Muindi, F. K.  (2011). The relationship between participation in decision making and job 

satisfaction among academic staff in the school of business, university of Nairobi. Journal 

of Human Resources Management Research. Available at:  http://www.ibimapublishing. 

com/journals/JHRMR/jhrmr.html. (Retrieved March 23, 2014). 

Muller, J., MacLean, R., & Biggs, C. (2009). The impact of a supportive leadership program in a 

policing organisation from the participants' perspective. Work: A Journal of Prevention, 

Assessment & Rehabilitation, 32(1). pp. 69-79. 

Muwanguzi, E. (2009). Appraisal practices and teacher performance in the secondary schools of 

Nansana Town Council, Wakiso District. Unpublished dissertation for the award of the 

Master‟s Degree in Human Resource Management of Makerere University.  

Nassozi, I. (2010). The effect of teachers’ leadership role on students’ discipline in secondary 

schools in Wakiso District. Unpublished dissertation for the award of master‟s degree of 

educational foundations and management of MAkerere University. 



 

73 

 

Nawab, A. (2011). Exploring leadership practices in rural context of a developing 

country.International Journal of Academic Research in Business and Social Sciences, 

1(3), 181-189.  

Nsubuga, Y. K. K. (2008). Analysis of leadership styles and school performance of secondary 

schools in Uganda. Unpublished thesis for the award of degree Doctor Educationis 

Nelson Mandela Metropolitan University. 

Odumeru, J. A., &Ogbonna, I. G. (2013). Transformational vs. transactional leadership theories: 

evidence in literature. International Review of Management and Business Research, 2(2), 

355-361. 

Olesia, W. S., Namusonge, G. S., &Iravo, M. E. (2013). Role of servant leadership on 

organizational commitment: an exploratory survey of state corporations in Kenya. 

International Journal of Humanities and Social Science, 3(13), 85-94. 

Ospina, S., &Foldy, E. (2005). Toward a Framework of Social Change Leadership, paper 

presented at the Annual Meeting of the Public Management Research Association 

September, Los Angeles. 

Packard, T. (2009). Leadership and performance in human services organizations. The handbook 

of human services management, 143-164. 

Pfeffer, J. (1981). Management as symbolic action: The creation and maintenance of 

organisational paradigms. In L. L. Cummings & B. M. Staw (Eds.), Research in 

organisational behaviour, Vol. 3 (pp. 1−52). Greenwich, CT: JAI Press. 

Powell, E. T & Renner, M. (2003).Analysing Qualitative Data. Wisconsin: Cooperative 

Extension Publishing Operations. 



 

74 

 

Pradeep, D. D., &Prabhu, N. R. V. (2011).The relationship between effective leadership and 

employee performance. Journal of Advancements in Information Technology, 20, 198-

207.   

Ratyan, A. T., &Mohd, R. A. (2013). Overview of path-goal leadership theory. Comprehensive 

Research Journal of Management and Business Studies (CRJMBS) 1(1). 001-006. 

Rehman, S. U.,   Shareef, A., &Mahmood, A. F. (2012). Perceived leadership styles and 

organisational commitment.Interdisciplinary Journal of Contemporary Research in 

Business Institute of Interdisciplinary Business Research, 4(1), 616-622 

Rukundo, B. M. (2009). Relationship between management and strikes in the secondary schools 

of Uganda: a case study of Ntungamo District, Unpublished dissertation of the award of a 

master degree of Makerere University. 

Sadler, P. (2003). Leadership. London: Kogan-Page.  

Saeed, S. A. A., Gelaidan, H. M., & Ahmad, F. (2013). New leadership style and lecturers‟ 

commitment in Yemen higher education institutions.World Applied Sciences Journal, 

21(10), 1460-1467. 

Sahoo, C. K., Behera, N &Tripathy, S. K. (2010). Employee empowerment and individual 

commitment: An analysis from integrative review of research. Employment Relations 

Record, 10(1), 40-55 

Salahuddin, A. N. M. (2011). Perceptions of Effective Leadership in Bangladesh Secondary 

Schools: Moving towards Distributed Leadership. Unpublished master‟s thesis, 

University of Canterbury, Christchurch, New Zealand. 

Salahuddin, A. N. M. (2012). Challenges to effective leadership of urban secondary schools in 

Bangladesh: A critical study. Critical Literacy: Theories and Practices, 6(2), 50-55.  



 

75 

 

Sandbakken, D .A. (2006).Leadership Practices and Organisational Performance - a Norwegian 

study.EDAMBA Journal. 

Sasagah, J. W. (Editor) (2007). The voice of teachers. Kampala: Uganda National Teachers 

Union. 

Seltzer, J., & Bass, B.M. (1990). Transformational leadership: Beyond initiation and 

consideration. Journal of Management, 16, 693–703. 

Shoid, M. S. M., &Kassim, N. A. (2012). Systems thinking and shared vision and mission as 

determinants of organisational learning capabilities (OLC) in academic library. Journal of 

e-Learning & Higher Education. 

Sincero, S. M.  2012, Personal Interview Survey. Available at: Explorable.com: http://explorable.

com/personal-interview-survey (Retrieved June 24, 2013).  

Sivo, S. A., Saunders, C., Chang, Q., & Jiang, J. J. (2006). How low should you go? Low 

response rates and the validity of inference in IS questionnaire research. Journal of the 

Association for Information Systems, 7(6), 351-414. 

Smircich, L., & Morgan, G. (1982). Leadership: The management of meaning, Journal of 

Applied Behavioural Science, 18(3), 257−273. 

Smirch, L., &Stubbart, C. (1985). Strategic management in an enacted world.Academy of 

Management Review, 10, 724−736. 

Spillane, J. P. (2006). Distributed Leadership. USA: Jossey-Bass. 

Ssekwe, E. N. (2012). SESEMAT; The Annual Update (Ed). Volume 01, June. 

Taylor, E. S., & Tyler, J. H. (2012). The Effect of Evaluation on Teacher Performance.American 

Economic Review, 102(7), 3628-51. 

http://explorable.com/personal-interview-survey
http://explorable.com/personal-interview-survey


 

76 

 

Testa, M. R. (1999). Satisfaction with organisational vision, job satisfaction and service efforts: 

an empirical investigation.  Leadership & Organisation Development Journal, 20(3), 154 

– 161. 

Tumwesigye, G &Basheka, B. (2008).Conflict management strategies of head teachers and their 

influence on teachers‟ and students‟ satisfaction with the school climate. An analytical 

survey of secondary schools in Uganda.Network of Ugandan Researchers and Research 

Users. 

Ullah, I., & Yasmin, R. (2013). The influence of human resource practices on internal customer 

satisfaction and organisational effectiveness. Journal of Internet Banking and Commerce, 

August 2013,   18 (2) 1 – 28. 

UNEB. (2013). Performance Overview, Uganda National Examinations, Available at: 

www.uneb.ac.ug/index.php?link=Performance&&Key=UACE (Retrieved July 22, 2013). 

Waldman, D. A., Ramirez, G. G., House, R.J., &Puranam, P. (2001). Does leadership matter? 

CEO leadership attributes and profitability under conditions of perceived environmental 

uncertainty.Academy of Management Journal, 44(1): 134-143. 

Wanyama, D. (2011). Hurdles in Free Secondary Education. The Daily Monitor Newspaper 

December 13, 2011. 

Wetungu, K. S. (2012). Human resource practices, teamwork and perceived teacher 

performance in secondary schools in Kampala City Council and Wakiso District. 

Unpublished dissertation for the award of the Master‟s Degree in Human Resource 

Management of Makerere University.  

Wiley, J. W. (2010). Driving success through performance excellence and employee 

engagement.KenexaResearch Institute White Paper.  

http://www.uneb.ac.ug/index.php?link=Performance&&Key=UACE


 

77 

 

Wong, C. A., & Cummings, G. G. (2009).The influence of authentic leadership behaviors on 

trust and work outcomes of health care staff. Journal of Leadership Studies, 3(2), 6-23.  

Wong, H. (2009, May).  Teachers are the Greatest Assets .Teachers Net Gazette. 

Wiley, J. W. (2010). Driving success through performance excellence and employee 

engagement. KenexaResearch Institute White Paper. 

Zareen, M., Razzaq, K., &Mujtaba, B. G.  (2013). Job design and employee performance: The 

moderating role of employee psychological perception. European Journal of Business 

and Management, 5(3) 216 – 225.  



 

78 

 

APPENDIX A 

DETERMINING SAMPLE SIZE BY SMALL SAMPLE TECHNIQUE FOR 

SELECTION OF SAMPLE 

 

N S N S N S 
10 10 220 140 1200 291 
15 14 230 144 1300 297 
20 19 240 148 1400 302 
25 24 250 152 1500 306 
30 28 260 155 1600 310 
35 32 270 159 1700 313 
40 36 280 162 1800 317 
45 40 290 165 1900 320 
50 44 300 169 2000 322 
55 48 320 175 2200 327 
60 52 340 181 2400 331 
65 56 360 186 2600 335 
70 59 380 191 2800 338 
75 63 400 196 3000 341 
80 66 420 201 3500 346 
85 70 440 205 4000 351 
90 73 460 210 4500 354 
95 76 480 214 5000 357 
100 80 500 217 6000 361 
110 86 550 226 7000 364 
120 92 600 234 8000 367 
130 97 650 242 9000 368 
140 103 700 248 10000 370 
150 108 750 254 15000 375 
160 113 800 260 20000 377 
170 118 850 265 30000 379 
180 123 900 269 40000 380 
190 127 950 274 50000 381 
200 132 1000 278 75000 382 
210 136 1100 285 1000000 384 

 
N= population size   
S= sample size 
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APPENDIX B: QUESTIONNAIRE FOR TEACHERS 

 

Dear Respondent,  

I am a student at Uganda Management Institute undertaking research on the topic “Leadership 

practices and teacher performance in government aided secondary Schools in Wakiso District in 

Uganda.‟‟ The information sought is required only for academic purposes. Participation is 

entirely out of your volition and necessary for the success of this work. I request you to respond 

with truthfulness and honesty for the success of the research. The information provided will be 

treated with maximum confidentiality. 

 

Sincerely 

 

............................................. 

RobinahNakabugoSemitala 

 

SECTION A: Demographic Data  

Please tick an option that you consider the most appropriate. 

1. Your Sex  

Male Female 

1 2 

 

2. Your age group 

20-29 years 30-39 
years 

40-49 
years 

50 years and 
above  

1 2 3 4 
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3. Your level of education 

Diploma Bachelors Degree Master Degree 
1 2 3 

 
4. How long have you worked at your current station? 

Less than 5 years 5  - 10 years  11 years and above  

1 2 3 

 

5. What responsibility do you hold in the school? 

Deputy head 
teacher 

Director of 
studies 

Head of 
department 

Club 
patron 

Class 
teacher 

Only subject 
teacher 

      

 
SECTION: B Response on the Independent and Dependent Variables 

Please tick an option you think is the most appropriate. Rate your responses according to the 

rates provided from the lowest (1) to the highest (5). 

Leadership Practices  SD D U A SA 
1. Transformational leadership  1 2 3 4 5 
2. Pride is instilled in me by the school leadership      
3. School leadership behaves consistent with school 

values  
     

4. I am provided with confidence at work       
5. I am encouraged to continue working       
6. I am  provided with advice for development       
7. The leadership of the school focuses on my 

strengths  
     

8. I am treated as an individual       
9. Teacher development is promoted       
10. My achievements are recognised as a teacher      
11. My achievements are rewarded as a teacher      
12. My rewards are clarified as a teacher       
Supportive leadership Practices      
13. My contribution to the well-being of the school is 

valued  
     

14. My goals and values are strongly considered by 
school leadership  

     

15. The leadership of the school contributes to 
releasing my full effort  

     

16. Help is availed by the school leadership when l 
have a problem  

     

17. The school leadership is caring and shows 
commitment to my well being 
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18. The leadership is proud that I am a part of this 
school 

     

19. The school leadership provides attractive rewards       
20. The school leadership provides favourable job 

conditions 
     

21. The school leadership is fair to all teachers      
22. The school leadership supports my career 

development   
     

Participative Leadership Practices      
23. I am involved in decision making at school      
24. Open and honest self-expression is promoted by the 

school leadership 
     

25. I am encouraged to participate in problem solving 
matters at school 

     

26. All teachers are involved in the school equitably       
27. I have the discretion to take certain autonomous 

actions the school 
     

28. Information is shared freely by teachers at the 
school 

     

29. I participate in different school administrative 
activities freely  

     

30. I am treated with respect         
Teacher Performance       
31. I use productive teaching techniques      
32. I make teaching preparations       
33. I enable student achievement      
34. I participate in management of students       
35. I have positive interpersonal relations with 

colleagues  
     

36. I feel responsible to the school as I carry out my 
work   

     

37. I ensure that the goals of the school are 
accomplished 

     

38. I am very effective at school work       
39. I carry out school work efficiently       
40. I am always punctual in school activities      
41. I put in more effort at school work      
42. I offer full cooperation in all school activities       
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APPENDIX C: INTERVIEW GUIDE FOR HEAD TEACHERS 

 

What is the vision of the school? 

How do you get teachers to understand and accept the vision of the school? 

What are the norms of the school that enhance performance?    

What has been put in place to make the performance of teachers feasible?  

How is the vision communicated to the teachers?  

How do teachers contribute new ideas to the school?  

What opportunities have been provided for teachers to perform?  

How do show that you value teachers‟ contributions to the wellbeing of the school? 

How have you been helping your teachers when faced with personal problems?  

How do you show care and commitment to the teachers well being? 

What rewards do you provide to the teachers?   

How do you support teachers‟ career development?  

How are teachers involved in decision making?  

How is free self-expression for teachers promoted?  

How is equity promoted in teachers‟ participation in the school administration?  
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APPENDIX D: VALIDITY OF TRANSFORMATIONAL PRACTICE 

Judges Relevant Irrelevant 

Judge 1 9 2 

Judge 2 8 3 

11 

CVI    =    9+8 = 17 ÷2   =   8.5 

8.5 ÷ 11 = 0.77 

 

APPENDIX E: VALIDITY OF SUPPORTIVE LEADERSHIP PRACTICE 

Judges Relevant Irrelevant 

Judge 1 9 1 

Judge 2 6 4 

10 

CVI    =     9 + 6 = 16 ÷ 2 =   8.0 

8.0 ÷ 10= 0.80 

 

APPENDIX F: VALIDITY OF PARTICIPATION LEADERSHIP PRACTICE 

Judges Relevant Irrelevant 

Judge 1 7 3 

Judge 2 9 1 

10 

CVI    =     7 + 9= 16÷2   =   8.0 

8.0 ÷ 10 = 0.80 
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APPENDIX G: VALIDITY OF TEACHER PERFORMANCE 

Judges Relevant Irrelevant 

Judge 1 9 3 

Judge 2 8 4 

12 

CVI    =     9+ 8= 16÷2   =   8.5 

8.5 ÷ 12= 0.79 

APPENDIX H: RELIABILITY ANALYSIS – SCALE (ALPHA) FOR 

TRANSFORMATIONAL LEADERSHIP PRACTICE 

Items  Mean Std. Deviation 
1 3.4141 1.31209 
2 3.4361 1.16327 
3 3.3700 1.30166 
4 3.0925 1.22485 
5 2.9427 1.37012 
6 3.2819 1.35666 
7 3.5286 1.33132 

8 3.2203 1.35834 

9 3.2379 1.32230 
10 3.3084 1.32106 
11 3.3524 1.19328 

 

 Mean Maximum / 

Minimum 

Variance 

Item Variances 1.684 1.387 .032 

Inter-Item Covariances .433 -3.179 .156 

Inter-Item Correlations .248 -2.849 .051 

Cronbach's 

Alpha 

Cronbach's Alpha 

Standardized Items 

.792 .784 
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APPENDIX I: RELIABILITY ANALYSIS – SCALE (ALPHA)  FOR 
TRANSFORMATIONAL LEADERSHIP PRACTICE 

 
Items  Mean Std. Deviation 
1 3.5991 1.22749 
2 3.1189 1.29633 
3 3.8855 1.15026 
4 3.4097 1.25666 
5 3.3789 1.23628 
6 2.9515 1.28722 
7 2.4361 1.10874 

8 3.7709 1.08507 

9 3.3744 1.26066 
10 3.2423 1.29955 

 
 

 Mean Maximum / 

Minimum 

Variance 

Item Variances 1.496 1.434 .035 

Inter-Item Covariances .352 -5.533 .140 

Inter-Item Correlations .222 -4.493 .054 

Cronbach's 

Alpha 

Cronbach's Alpha 

Standardized Items 

.755 .741 

 

 
APPENDIX J: RELIABILITY ANALYSIS – SCALE (ALPHA) FOR PARTICIPATION 

LEADERSHIP PRACTICE 

 
Items  Mean Std. Deviation 
1 3.1189 1.41388 
2 2.9471 1.27496 
3 2.5859 1.43760 
4 3.1322 1.32042 
5 3.9780 1.10688 
6 2.5242 1.32140 
7 3.1454 1.38290 

8 3.2026 1.44620 

9 3.2996 1.44766 
10 3.0925 1.24633 
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 Mean Maximum / 

Minimum 

Variance 

Item Variances 1.806 1.711 .080 

Inter-Item Covariances .478 157.615 .161 

Inter-Item Correlations .257 143.195 .041 

Cronbach's 

Alpha 

Cronbach's Alpha 

Standardized Items 

.782 .776 

 

 

APPENDIX K: RELIABILITY ANALYSIS – SCALE (ALPHA) FOR TEACHER 

PERFORMANCE 

 
Items  Mean Std. Deviation 
1 3.7181 1.12485 
2 3.4229 1.25755 
3 3.6211 1.34595 
4 3.3348 1.35437 
5 3.2423 1.43545 
6 3.5330 1.09403 
7 3.2026 1.38046 

8 3.2996 1.26146 

9 3.6035 1.12949 
10 4.1542 .67050 
11 3.3524 1.35314 
12 3.2952 1.36846 

 

 Mean Maximum / 

Minimum 

Variance 

Item Variances 1.556 4.583 .201 

Inter-Item Covariances .313 -4.580 .142 

Inter-Item Correlations .196 -4.567 .047 

Cronbach's 

Alpha 

Cronbach's Alpha 

Standardized Items 

.751 .745 

 


