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ABSTRACT 

 

This research investigates and compares the relationship between organizational leadership and 

employee performance, in the public and private secondary schools in Buea Sub-division. The 

specific objectives of the research were to determine the dominant leadership styles in the public 

and private secondary schools, to examine the relationship between leadership styles and 

employee performance, to investigate factors influencing leadership behavior in public and 

private secondary schools and to find out the challenges faced by leaders in public and private 

secondary schools. Information was gathered, using questionnaires, from a sample of 135 leaders 

and 405 subordinate (raters). A Questionnaire was designed based on the Blake and Mouton 

leadership grid to determine leadership style within the organization. Employee performance was 

captured and recorded using data on the student’s performance at the General Certificate of 

Education Examinations. Leadership and its traits were identified as the independent variables 

and employee performance as the dependent variable. Data Obtained from the research 

instruments was then statistically analyzed. Through the Chi square Goodness of fit test, it was 

concluded that the dominant leadership style in public schools is not significantly different from 

that of private schools, and that there is a significant relationship between employee performance 

and organizational leadership. This research therefore adds a new dimension to organizational 

leadership and employee performance, since no similar study has been conducted in the school. 

As this research takes place within the context of the Secondary Education in Buea sub-division, 

it contributes to the bank of findings relating to the concept of leadership in public and private 

establishments in Cameroon. 
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CHAPTER ONE 

INTRODUCTION 

1.1 Background to the Study 

Leadership is one of the most widely discussed and researched aspects of business. It has long 

aroused interest among so many researchers around the world, and most of these scholars have 

examined the concept from a variety of perspectives. However, the extent to which these studies 

have been able to provide a complete explanation of the idea of leadership is limited.  Early 

analyses of leadership for instance differentiated leaders and followers characteristics and 

observed that no single trait or combination of traits fully explained leader’s abilities (Lussier & 

Achua, 2013). Having failed to arrive at a consensus on style and qualities necessary for 

leadership success, most scholars took an interest in the influence of the situation on leaders’ 

skills and behaviors. Subsequent leadership studies attempted to distinguish active leadership 

from non-effective leadership. Other leadership studies (1970s-1980s) focused on the individual 

characteristics of leaders which influence their effectiveness and the success of their 

organizations (Bass, 1997). 

It can, therefore, be argued that the leader and leadership are crucial but complex components of 

an organization. In fact, reflecting on the concept of leadership depicts images of powerful and 

dynamic individuals who command victorious armies, direct corporate empires to success, or 

shape the course of nations. The fascination with leadership may be attributed to the fact that, it 

is such a complicated process; as well as one that touches everyone’s life and the organization as 

a whole. Such facts as how leaders inspire intense fervor and dedication in their subordinates, 

how leaders built great empires, how some leaders get to positions of high power and how some 
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leaders are despised by their subjects only go a long way to proof the complex nature of the term 

leadership (Lussier and Achua, 2010). 

Despite its complexity, some progress has been made in investigating the relationship between 

leadership and employee performance in organizations such as business corporations, 

government agencies, hospitals, universities, etc. However, whether leadership qualities needed 

for success in the business sector are the same qualities needed for success in public agencies, 

remain a bone of contention, and the few studies that have dwelled on this are largely 

inconclusive (Hayward, 2005). Consequently, this study attempts to investigate leadership 

effectiveness in both public and private institutions in the ministry of secondary education in 

Cameroon. 

The crux of the matter is that organizations in Cameroon, whether in the public or private sector, 

both are increasingly coming under severe pressure to improve their performance so as to 

withstand global competition. The country is currently ranked 116th among 144 countries 

regarding business efficiency, as judged using criteria such as productivity, motivation and 

managerial competence (World Competitiveness Report, 2014). For Cameroon to improve this 

situation and become more competitive in the global environment, the organizations both public 

and private need to adopt leadership styles that will facilitate performance. 

This study is base on leadership and employee performance in the secondary education sector in 

Buea. It is aimed at improving the quality of educational services influenced by the leaders. It is 

within the context of increasing dissatisfaction with educational services that the president of the 

Republic of Cameroon signed a decree No 99/016 of 22 December 1999 regarding general rules 

and regulations governing establishments and enterprises of the public and private sector 

(Regional Delegation of Secondary Education, South West Region). The underlying principle of 

this law is the notion of good governance and accountability which is likened to good leadership.  
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The United Nation Economic and Social Commission for Asia and the Pacific (ESCAP) 2007), 

states that, good governance means ‘competent management of a country or organization’s 

resources and affairs in a manner that is open, transparent’ accountable, equitable and responsive 

to people’s needs to improve performance. “Good governance is about the process for making 

and implementing decisions, it is not about making ‘correct’ decisions, but about the best 

possible process for making those decisions”. Good decision-making process and good 

governance, therefore, share several characteristics. All have a positive effect on various aspect 

of local government including consultation policies and practices, meeting procedures, quality 

service protocol, counselor and officer conduct, role clarity and good working relationship 

(www.goodgovernment.org, 2015). 

Many organizations are created in Cameroon on a daily basis, but the criteria for recruiting or 

appointing individuals to lead these institutions are largely unclear. It is observed that some 

business owners employ mostly their relatives even for the simplest of jobs (Asobo, 2012). Some 

create and run the companies themselves without mastering the skills necessary for boosting 

employee performance. In the public sector, the situation may be different as leaders are 

appointed on a political basis, political ties or influences, and this seems to have a significant 

bearing on the leadership of these public institutions. It is generally perceived by most 

Cameroonians either rightly or wrongly that, public organizations in Cameroon have not been 

performing efficiently enough as compared to the private organizations and that, without state 

subsidies, the public institutions may not survive (Asobo, 2012). This notwithstanding, the forces 

that account for improved efficiency in the private sector over the public sector are 

multidimensional. For example, the motives of both public and private sectors are not the same, 

recruitment criteria not the same, but whether the differences in leadership can be used as an 

indicator for measuring efficiency in both sectors is a critical issue worth investigating. 
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One of the areas that have raised much discussion in Cameroon is education, with many arguing 

that the liberalization of the education sector in the late 1980s was a blessing to the country. To 

probe into the thesis of leadership as a determinant of efficiency and inefficiency in public and 

private institutions; therefore, it may be apt to use the education sector. 

In a continuous quest to improve efficiency in the public sector, particularly in the education 

sector, there was the liberalization of education in Cameroon, and private individuals could now 

run schools. Before the liberalization of education in Cameroon, the few Government secondary 

schools that existed at the time were over populated and gaining admission into such schools was 

tough. In Buea, the first secondary school was a missionary school, that is, St Joseph’s College 

Sasse, created in February 1939 by the Millhill missionaries and it was the first college in the 

British southern Cameroon at the time. In 1963, the fist government secondary school was 

created, that is, the Bilingual Grammar School Molyko. Around the 1970s, no lay private college 

existed in Buea. But since the liberalization of the education sector in Cameroon in the 1980s, 

the town now has about 16 government secondary and high schools including three technical 

colleges, seven confessional schools and about 15 lay private colleges (schools own by 

individuals) in 2015 (giving a total of 22 private schools) see Appendix 4. This implies Buea has 

a total of about 38 registered schools (South West Regional Delegation of Secondary Education, 

2015 report). It is on this premise that we investigate the influence of leadership on employee 

performance in the secondary education sector with a focus on selected public and private 

schools in Buea subdivision in the South West Region of Cameroon. 

1.2 Statement of the Problem 

Leadership is a term that has been under-researched since the advent of the term worldwide 

(Lussier and Achua 2010). It is observed that a majority of local public and private organizations 

in Cameroon are under-performing compared to those of other countries in Africa (World 
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Competitiveness Report, 2014). Many Cameroonians have attributed this to lack of visionary 

leadership as cases of corruption, mismanagement, laxity, impunity, and lackadaisical attitude is 

reported on a daily basis in the country’s public institutions. 

Effective leadership has the potential of boosting employee morale and drive performance. But 

curiously, it is doubtful whether those who lead or own institutions in Cameroon are conscious of 

the relationship between leadership and performance. Inefficient leaders are employed, and 

leaders are appointed mostly on family ties and political ties.  The above assertion is supported 

by the fact that there is a limited zeal to work, lateness, absenteeism, employee turnover and 

carefree behavior which are very visible in most Cameroonian institutions, whether public or 

private, a situation which puts to question the quality of leadership in these establishments. 

While the above issues are often discussed on a general scale, the extent to which this affects 

specific sectors of the country is largely unknown owing to limited empirical evidence. This is 

particularly evident in the education sector where very little evidence exists to justify the link 

between the quality of leadership and employees’ performance. Since the liberalization of 

education in Cameroon, the performance of public and private educational institutions has 

increased disproportionately. But the extent to which the quality of school leadership has played 

a role in this performance has largely been undermined by researchers. Consequently, failure is 

often blamed on the teachers, parents, school infrastructure/facilities, and inadequate effort of the 

students, with limited regard for the school leadership. This study, therefore, attempts to fill this 

gap by investigating the influence of school leadership on employees’ performance in both 

public and private secondary schools in Buea subdivision. 
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1.3 Objectives of the Study 

This study is focused at investigating the influence of organizational leadership on employee 

(teachers) performance in the secondary education sector in Cameroon, with a focus on schools 

in Buea Subdivision in the South West Region of Cameroon. 

The following set of specific objectives will be pursued in order to achieve the above aim. 

1)    To investigate the dominant leadership styles in selected public and private secondary 

schools in Buea subdivision. 

2)    To examine the relationship between leadership styles and employees’ performance in 

public and private schools in Buea subdivision. 

3)    To investigate factors that influence leadership behavior in public and private schools. 

4)    To identify the challenges of leadership in public and private secondary schools in Buea – 

subdivision 

1.4 Research Question 

This study seeks to respond to the following research questions: 

1)    What is the dominant leadership style in public and private secondary schools in Buea? 

2)    What is the relationship between leadership styles and employees’ performance in public 

and private secondary schools in Buea? 

3)    Which factors affect leadership behavior in public and private schools in Buea? 

4)    What are the challenges of leadership in public and private secondary schools in Buea – 

subdivision? 
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1.5 Statement of Hypothesis 

H1: The dominant leadership style in public schools is not the same as that of private schools 

H0: µ=p 

H1: µ≠p (claim) 

H2 = There is a significant positive relationship between organizational leadership and students’ 

performance. 

H0: µ=k 

H1: µ≠k (claim) 

1.6 Scope of the Study 

The study focuses on leadership and employee performance in the public and private secondary 

education sector. It is limited to Buea subdivision in the southwest region of Cameroon. The 

study will be carried out by using data and information from 1980 to 2015.  

Nineteen eighty (1980) is chosen as the base year because it is the period in which the 

liberalization of the education sector in Cameroon started, and taking data from such a period 

would be more current and can be very useful in future decisions. The study will be limited to 

2015 because the researcher can only lay hands on data available up to 2015 as it is the year in 

which the research is carried out. The schools selected for the study are made up of 12 public 

secondary schools operating in Buea and 15 private secondary schools. The schools used in this 

research were chosen primarily for the support, access to information and proximity it afforded 

the researcher. Equally, the schools have been selected because they have the personnel to 

provide the researcher with the much-needed information for the work.  The research will 

concentrate on secondary education in the Buea subdivision of the southwest region. The table 

below shows the schools selected: 
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Table 1.1: List of Schools Selected and Type of Education Offered 

Public Schools Type of 

Education 

Private Schools Type of Education 

GHS Buea General BHS Buea General 

GHS Buea Rural  General Baptist Comprehensive College 

Buea 

General & commercial 

GHS Buea Town General St Joseph College Sasse General 

GHS Great 

Soppo 

General Bishop Rogan College SoppoBuea General 

GHS Bomaka General Our Lady of Mt Carmel Muea General 

GHS Bolifamba General PCSS Buea General and Commercial 

BGS Molyko General & 

Bilingual 

Jules Peters  Buea General 

GBHS Muea General & 

Bilingual 

Inter Comprehensive High School 

Buea 

General & commercial 

GSS Bwuyuku General Salvation Bilingual High School  General, technical & 

commercial 

GTHS Molyko Technical Bird Memorial College  General  

GTC Bova Technical FOMIC comprehensive High 

school  

General & commercial 

GTC Lysoka Technical Summerset Bilingual High School 

Buea 

General & Commercial 

  Frankfils Comprehensive College 

Buea 

General & commercial 

  St Theresa International College 

Buea 

General &commercial 

  Nabesk Comprehensive College 

Buea 

General & commercial 

Source: Extract (South West Regional Delegation of Secondary Education, 2015) 
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1.7 Significance of the Study 

The significance of this study is observed in the responses to the research questions raised above. 

At the end of this study, the leaders of public and private secondary schools in Cameroon, as 

well as their employees, will benefit from this work in so many ways: 

For the academic community, it is hoped that this study will generate interest in comparative 

leadership studies and fill the gap in the literature related to this area. The study equally brings to 

light those essential leadership styles necessary for success in both state and private educational 

institutions, taking into consideration the context and objectives of both. Leaders of both public 

and private secondary educational establishments will be able to use leadership as a competitive 

tool to gain a competitive advantage over other players in the same industry. 

This work will equally help leaders to lead their employees to be more responsible and 

committed when the right leadership styles are applied. It is hoped that this study will also help 

managers and employees to manage their time better and improve on productivity (result). By 

analyzing the effects and relationship between leadership and employees performance, it is 

believed that it will lead to the improvement in the overall performance of employees in the 

public and private secondary education establishment in Cameroon. 

Finally, this piece of work will also go a long way to identifying ways by which the performance 

of employees can be improved upon through organizational leadership, and will also draw a fine 

line between leadership and management. 

1.8 Description of the Study Area 

This study is limited to Buea subdivision of the southwest region of Cameroon. Buea is the 

administrative headquarter of the South West Region of Cameroon and is located in Fako 

division. 
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Buea subdivision is one of the four administrative units that make up the Fako Division of the 

South West Region of the Republic of Cameroon. The subdivision is located on the Eastern side 

of Mt Cameroon at an altitude of 770m and 1.100m, having the Southern part stretching from 

Lysoka through Muea towards the coastal areas at an altitude of 800m. The Sub Division is 

bounded on the West and North by Mt Cameroon with a height of about 4100m above sea level 

and to the south by the Coastal Zone, which extends to the sea. The land surface is estimated to 

cover about 375km2 with a population of more than 140,000inhabitants living in 70 villages 

across the sub-Division (PAID-WA – Buea Zone Study Report 1985). 

Buea Sub Division is occupied by the Bakweri people who are the indigenes and speak the 

Bakweri Language and also other tribes who have migrated from all over Cameroon, including 

foreign nationals. The Bakweri people form part of the Bantu-speaking people who migrated 

from Lake Victoria in East Africa in about 300BC due to constant conflict between the Negro 

and the Hermitic races and spread across East Africa and Cameroon. In Cameroon, The 

Bakweris form part of the North West Bantus, who occupy the coastal region of the country. 

Their first settlement was in Bomboko where constant volcanic eruptions and the desire for 

suitable hunting spots, forced the leader of the Bomboko to migrate with his people upward and 

founded the town Buea (Ardener, 1956). Buea is under the control of a Sub-divisional officer 

who reports to the Divisional Officer for Fako division.  

1.9 Organization of the Study 

This study is organized into five chapters. Chapter one lays the groundwork for the study by 

highlighting a statement of the problem to be addressed, objectives of the study, research 

questions, statement of hypothesis, significance of the research, and scope of the study. Chapter 

two examines conceptual, theoretical and empirical literature related to the subject matter. 

Meanwhile in chapter three, the research methodology is detailly outlined. The chapter expresses 
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the research approach, specifies the model of analysis, research design, sources of data, 

instruments for data collection, sample size and techniques as well as the method used in 

analyzing data. Chapter four presents result of the research and discusses the findings within the 

context of the research objectives, questions, and hypothesis. On its part, Chapter five 

summarizes the results obtained and draws conclusions based on the extent to which the 

objectives of the research have been met. From the findings, the researcher makes 

recommendations for further research and for improvement of leadership behavior in the 

country’s education sector. 

1.10 Definition of Key Terms 

Leadership: Leadership is the ability of an individual to influence, motivate and enable others to 

contribute toward the effectiveness and success of an organization. 

Employee Performance: this refers to the analysis of an employee’s measured outcomes as 

compared to his/her expected or targeted results., 

Transactional Leadership: this refers to leadership approach which involves an exchange process 

between the leaders and the subordinates. 

Transformational leadership: this is a leadership approach that allows for the development and 

transformation of people. 

Emotional Intelligence: This is a display of cognitive skills, capabilities, and competencies that 

influence a person’s ability to cope with environmental demands and pressures. 

Administration: It is that part of the management of an organization which seeks to implement 

decisions made by top management and achieve the objectives which it has specified. 
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CHAPTER TWO 

LITERATURE REVIEW AND THEORETICAL FRAMEWORK 

2.1 Conceptualizing Leadership and Performance 

2.1.1. Leadership 

One of the objectives of this research project is to determine the dominant leadership styles in 

public and private secondary schools in Buea subdivision. As a result, reviewing the literature on 

leadership and its implications for organizations and their leaders and employees is important. 

The review of literature on the studies of leaders and leadership is necessary so as to explore 

further author’s perceptions of leaders in educational establishments. 

In the current literature, “Leaders and Leadership” can be seen as being multi-dimensional and 

complex. In some situations, they mean the same thing and in some circumstances, they say 

something different. However, the search for a better views of the two concepts in ongoing. 

Despite the spread of leadership discourse since the rise of the Human Relations School, the 

concept is still the least understood, especially since scholars are yet to agree on its definition 

and interpret it in diverse perspectives. 

Lussier and Achua (2010), for instance, define leadership as the process of influencing followers 

to achieve organizational objectives through change. These authors, therefore, highlighted five 

key characteristic features of defining leadership: Leaders – followers, Influencing, 

Organizational objectives, People and Change. 

Bennis and Nanus (1985) corroborates this definition by stating that leaders are individuals who 

are able to turn their beliefs and visions into reality, through the control and influence they 

exercise over other people. These two definitions see leadership as vision creation, setting 
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objectives and influencing people to work towards achieving the goals. This is equally supported 

by Hellriegel et al. (2004) and Mullins (1999). 

On the other hand, some scholars seem to see the above view of leadership as incomplete. 

Winston and Patterson (2003) for example add what leaders do in trying to define leadership. 

The authors observed that; leadership is the process whereby one or more people have a 

prophetic vision to selects, equips, train, and influences one or more follower(s) who have 

diverse gifts, abilities, and skills and focuses the subordinates to the institution’s mission and 

objectives causing the followers to willingly and enthusiastically expand spiritual, emotional and 

physical energy in a concerted coordinated efforts to achieve the organizational mission and 

goals” (Winston and Patterson, 2003). Schilbach (1983) in his investigation of leadership in 

South Africa, add the means by which leaders influence others to achieve objectives: 

communication. The author defines leadership as an interpersonal process of influencing others 

and achieving goals through communication. 

Thomas (2006) says, Leadership is one of those words we assume we know. Nevertheless, it is 

almost impossible to predict that a particular person(s) will become a leader in a given situation. 

Historically, the world is full of people who assumed to have no leadership qualities, yet at the 

right time, turn in a spectacular performance, the opposite can also be true. 

Concerning educational leadership, Bainbridge and Thomas (2006) expressed that; School 

administration can be madness or it can effect a contribution to improving our institutions. It can 

take some effort to fix everything, or it can be concentrated on a few important items. It can be a 

futile exercise of power, or it can empower individuals to help themselves. In the face of 

dramatic social change, a troubled sea of governance conflict and excessive demands on schools, 

it can be said that one who aspires to school leadership must be either mad or a supreme egotist. 
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Leadership can be interpreted as a fluid which is not static and does not point to a clear direction, 

destination or have a confirmed standard practice (Robertson,1995; Thomas, 2006; Kedian, 

2006). The fluidity of leadership practice is best portrayed by the definitions as perceived by 

some researchers on the paradigms of leaders and leadership. Leadership is fluid. It is not an 

object but a style of social relationship (Robertson et al. (2005). Leadership as a concept and an 

activity ranges from authority and power (Dubin,1968), task related (Fiedler, 1967), relationship 

process (Stogdill, 1950), sharing (Southworth, 2005), transactional (Thomas, 2006) and 

Transformational (Leithwood and Riehl, 2005). 

Dubin (1968) viewed leadership as an exercise of authority and power. He believed that the use 

of power and authority would enhance successful leadership. On his part, Fiedler (1997) consider 

a leader to be an individual in a group who is given a task of directing and coordinating work 

relevant to the group’s activity. Leithwood and Riehl (2005) agree with Feidler (1997) although 

with a more transformational approach to leadership. This involves guiding, setting directions, 

developing people and redesigning the organization. Curiously enough, it is worth noting that 

Stogdill (1950) had defined leadership more broadly than Dubin and Fiedler; He defines 

leadership as “The process of influencing the activities of an organized group towards goal 

setting and goal accomplishment”. His view on leadership includes the establishment of targets 

and influencing the activities associated with goals achievement. Stogdill focused more on 

relationships, sharing and dialoguing. 

Caldwell (2006) goes further to highlight that teamwork and team learning can enhance and 

improve the learning of all members of the school community. In a similar way, Glanz (2006) 

states that a well-organized team functions smoothly and produces the best result. Very often, 

employees work in isolation from others, which can sometimes lead to unclear practices and 

result in poor performances. He identified advantages of working as a team by citing Biech, 
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(2001) who identified some benefits of working as a team. These benefits support the goals and 

objectives of collaborative leadership within a school environment. The advantages of working 

as a team as identified by Biech are: 

    More input will lead to better ideas and decisions and will result in higher quality output. 

Involvement of everyone in the process will create a strong feeling of collective ownership; 

shared information leads to increased learning; understanding of other’s perspectives opportunity 

to draw on the strength of others to compensate for individual weaknesses and provides a sense 

of security; and a developed healthy interpersonal relations within an organization. 

Conversely, Biech, (2001) also acknowledges that working as a team has its own disadvantages. 

For example, it may take longer to make decisions, time conflict for group meetings, 

disagreements which can strain relationships, as well as the phenomenon of group thinking. 

Other challenges are for a leader to know when to use team management approach. 

Even though leaders may be skeptical of these disadvantages, Glunz (2006a) points out 

positively that an effective collaborative leader can build supportive mechanisms that can 

ameliorate or avoid these limitations. Some of the ways to minimized the negative consequences 

are: facilitating time for committees to work, reducing the number of meetings with a well-

prepared agenda and well-organized meeting process, input creativity in programs; reward 

individuals for their time and efforts rendered and at the same time change team members with 

explicit instructions and monitor regularly. Irrespective of the diversity in these definitions, there 

are common terms that run through all the definitions of leadership. These include the person 

(leader), influencing people (followers), and objectives. Leaders of both public and private 

secondary schools in Buea subdivision are expected to provide leadership toward the 

achievement of the mission assigned to the secondary education. Knowledge of leadership is 

vital to achieving this goal.  
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The concept of leadership in this study is considered as a process through which the leaders 

(school administration) influences teachers to achieve the desired school or students’ 

performance based on the leadership environment. In this context, the leadership environment 

explains the nature of the school, whether it is private or public. This is because the behavior of 

school principals and administrators in private schools may not be the same as those of public 

schools. In public secondary schools, leaders are appointed on political basis and not necessarily 

on the competence of the leader. While in the private sector, the leaders are appointed on the 

basis of family relations in the case of lay private schools and for the mission schools, most of 

the principals are clergymen and women particularly the Catholics schools. These leaders who 

are appointed be it on political lineage, family relations or religious affiliation may have little or 

no knowledge of leadership. 

2.1.2. Employee Performance 

Just as the concept of leadership whose definition is still hotly contested, the topic of 

performance is not also a straightforward one (Corvellec, 1995) particularly as it is used 

extensively in all areas of management. Despite the frequency of the utilisation of the word, its 

precise meaning is rarely explicitly defined by authors even when the primary focus of the article 

or book is on performance. Often performance is identified or equated with effectiveness and 

efficiency (Neely, Gregory, and Platts, 1995). Scholars attempt to define the term based on its 

principal indicators. 

Measuring performance is important as it is the basis for providing and generating feedback, it 

identifies where things are going well to provide the foundations for building further success, 

and it also indicates where things are going wrong so that corrective action can be taken 

(Armstrong, 2009). He further says that measuring performance is relatively easy for those who 

are responsible for achieving quantitative targets such as sales but more difficult in the case of 
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knowledge workers. There are components in the teaching job that are difficult to measure 

quantitatively, but since it produces outcomes even if they are not quantified it is necessary to 

measure performance by reference to what results have been attained in comparison with what 

was expected. 

2.2. Empirical Literature 

2.2.1 Leadership Traits and Styles 

A leadership style is a combination of traits, skills and behaviors leader’s used as they interact 

with their subordinates. Despite the widely accepted argument that leadership is based on 

context, scholars continue to argue that there are particular leadership styles, which will result in 

high productivity. The leadership styles as identified by Lussier and Achua (2010) are; autocratic 

leadership, democratic leadership, and laissez-faire leadership.  

 Although a leadership style is based on traits and skills, the major component here is the 

behavior because it is a relatively consistent pattern of behavior that characterized a leader (Bass, 

1990). In this context, Lussier and Achua (2010) highlighted the autocratic leadership style in 

which the leader makes the decisions, tells employees what to do and closely supervises them. 

According to the authors, this leadership style is a concern on the leader and decisions are 

enforced by use of rewards and the fear of punishment. Communication turns to be primarily in 

one direction, that is, from leader to followers. This may have an advantage in that it speeds up 

the decision-making process, but on the contrary, it may affect the morale of employees and to 

an extent, they may resent the way decisions are made. 

The second leadership style discussed by Lussier and Achua(2010) is the democratic leadership 

style, this encourages participation in decision making, and describes a situation where the leader 

works with employees to determine what to do and does not closely supervise employees It is 



18 
 

agreed that this style of leadership takes into consideration the desires, wishes and suggestions of 

the subordinates as well as those of the leader. In this type of leadership, members are viewed as 

a family and their opinions and voices are considered for any decision making. The idea here is 

that the style may lead to quality decisions, commitment to goals and satisfaction of employees. 

However, this style may slow the decision-making process and may sometimes lead to 

compromises in order to please everyone. 

Furthermore, the laissez-faire leadership style has been widely discussed by Lussier and Achua 

(2010). This approach to leadership style gives room for each and everyone (employees) to do 

just what they feel best to do. Here, the leader exercised very little control or influence over the 

employees. The employees are given a goal and mostly left alone to decide how to achieve it. 

The leader in adopting this style, functions mainly as a group member providing only as much 

advice and directives as requested by the employees. This style of leadership may offer 

opportunities to individuals to develop their career through group members as all staff are given 

the chance to express themselves and operate relatively independent. However, it may result in a 

lack of group cohesion and unity toward meeting organizational goals. 

In 1960 however, Fiedler argued that there is no effective leadership style and that different 

situations call for different leadership styles. Consequently, the author developed the least 

preferred co-worker scale (LPC) and the situational control model to explain how situations 

influence leadership style. He argued that the leader should evaluate his perception of his/her co-

workers to know his position in line with the employees using a five-point scale that ranges from 

friendly - unfriendly, hard work - lazy, intelligent – stupid and strong – weak. 

Fielder opines that totaling scores of the perception of followers will result in two situations. 

Investigation: 
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If the sum of the scores is above 12, then it is a positive and high LPC scale. This implies that the 

leader is a person (employee) oriented. In this case, the leader is good in managing people and 

conflict. The employees will ultimately love the leader and performance may increase. 

If the sum of the score is below 12, then it is low and negative LPC scale. The leader, in this 

case, should know how to organize task, and he/she is more task oriented. Here, the output is 

usually very high. 

Fiedler, however, argues that the style adopted will depend on the situation and that this situation 

is influenced by some forces including the task structure, leadership position, and the leader-

member relation. Fielder (1960) observed that the nature of the task will determine the leadership 

style. If the task is clear, then the leader’s supervision will be less unlike if the task is unclear and 

not well structured. The author equally observed that if the leader’s power is strong, that is to 

say, the leader has the right to do a lot of things within the organization; the leadership style will 

be more autocratic. But if the leader’s power is weak, then the leader will try to be more 

participative in his/her leadership style. Fielder equally argues that the extent to which followers 

trust the leader influence the leadership style that is adopted and that if the leader is trusted and 

loved, his situation is more favorable and will require different leadership styles. But if the leader 

is not trusted and loved, his/her situation is not favorable; hence, the leader’s style should be 

geared toward improving relationships so as to improve employee performance. 

Despite the overwhelming support accorded to Fiedler’s analysis, his work is criticized for 

conceptual reasons and because of inconsistent empirical findings and inability to account for 

substantial variance in the group. 
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2.2.2. Determinants of Performance 

To understand leadership and employee performance, it is important to know some determinants 

of employee’s performance. In this light, many authors have investigated the major determinants 

of employee performance. Prominent among these scholars is Yukl (2004) who identified 

commitment to shared objectives, employees’ skills and role, internal organization and 

coordination, resources and political support as the primary determinants of performance. This 

indicates that, employee performance will be high when they are highly motivated to attain 

shared objectives, when they have the skills necessary to perform their task, when they are duly 

organized and coordinated, and are given the needed support by the leadership. Yulk, (2004) 

equally highlights those factors that facilitate employee commitment such as shared objectives, 

common understanding, employee involvement, and empowerment. Yuki's study provides a 

proper foundation for understanding the ingredients for effective leadership and informs this 

research on the indicators that can be used to measure leadership effectiveness. 

One of the most widely used tools for measuring performance is the Balance Scorecard of 

Kaplan and Norton (1996). The Balance Scorecard is a mechanism which provides a holistic 

measure of organizational performance and facilitates understanding of business results as well 

as organizations to clarify their vision and strategy and translate them into action (Kaplan and 

Norton, 1996). It provides feedback around both the internal business processes and external 

outcomes in order to improve strategic performance continuously and results as well as includes 

both financial measures and operational measures that are the drivers of future financial 

performance (Kaplan and Norton, 1996). 

2.2.3 Leadership and Organizational Performance 

Scholars have largely investigated the link between leadership and organizational performance. 

Results of these investigations reveal mixed feelings about the extent to which leadership 
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behavior affects performance as a whole. For the past ten years, institutional environments have 

experienced radical changes. As a result of greater competition in the global marketplace, the 

majority of organizations have greatly streamlined their operations (Collis and Montgomery, 

1995).Every moment presents a diverse set of challenges and obstacles: laws and regulations are 

evolving, the economy is altering, and, most importantly, no one is aware of what problems or 

obstacles will arise. Furthermore, organizations can also perform well or poorly due to external 

forces, such as interest rates and taxation. To remain competitive in such an environment, an 

organization needs to get the most out of its assets, especially the human assets. For the purpose 

of this research, it must be noted that the Cameroon public and private secondary schools 

continued existence is also threatened by the quality of leadership. 

Many organizations feel that their people can provide a competitive advantage, and therefore, 

their people contribute to the organization’s performance. Employees play a pivotal role in 

organizational success (Collis and Montgomery, 1995). Employee performance has been shown 

to have a significant positive effect on organizational performance (Collis and Montgomery, 

1995). One of the major pitfalls in an organization occurs when managers believe their 

organizations are constantly operating at the highest level of efficiency, or that they do not 

require input from their employees (Foot and Hook, 1999). 

Leadership has been linked to management as it involves directing, controlling, to an extent the 

nature, degree, the extent of past activities and changes occurring within the organization. 

Management as a process is rooted in the interactions of people at work directed towards 

maximization of efficiency and scarce resources: labor, machines, raw materials and information. 

(Hoover, 2001). 

As mentioned by Dubrin (2007), the leadership of an organization should be given adequate 

attention, if the organization intends to achieve its objectives. The practice of leadership as it 
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were involves taking charge and streamlining the activities of organization members to ensure 

that desired results are achieved. Dubrin further mentioned that leadership development can be 

viewed as the planned experience, guided growth and training opportunities provided for those in 

the position of authority. To this effect the leaders of private and public secondary education 

should recognize that their responsibilities include performing management functions, which are 

planning, organizing, directing, controlling and coordination of all activities as they relate to the 

activities of the organization in order to achieve its objectives. 

Leadership remains one of the oldest domains of research. And research clearly links managerial 

leadership to positive consequences for both the individual and organizations, including financial 

performance (Lussier and Achua,2010). Also, there is substantial evidence demonstrating that 

sound managerial leadership practice is critical to creating an effective organization (Rubin and 

Dierdorff, 2011). 

Nevertheless, the principal influence on the organization’s performance is the quality of the 

workforce at all levels of the organization. The function that human resources can play in gaining 

a competitive advantage for an organization is empirically well documented (Brewster, Carey, 

Dowling, Grobler, Holland and Wärnich, 2003). For organizations to accomplish their goals, 

they must continually look for better ways to organize and manage their work. There is a 

growing recognition that the primary source of competitive advantage is derived from an 

organization’s human resources. This was not always the case, as human resources were 

traditionally seen as a cost (Brewster, et al., 2003). 

Due to the realization that people are the most valuable assets in an organization, the importance 

of performance management has been pushed to the fore (Bartlett and Ghoshal, 1995). The 

complexity of managing organizations today requires managers to view performance in several 
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areas simultaneously. The performance measurement system employed in an organization must, 

therefore, measure the performance of all assets including the human ones. 

It can be seen that the individual’s performance has an impact on the organization’s wider 

objectives, and it is thus imperative that every employee’s performance should be managed. This 

process of performance management includes group assessments and peer reviews, as well as 

written reports (Hellriegel, et al., 2004). In recent years, performance management systems have 

become more important because managers are under constant pressure to improve the 

performance of their organizations (Holloway, Francis, and Hinton, 1999). As the performance 

of organizations influences the organization’s continued existence, it is, therefore, necessary to 

discuss the notion of managing this performance. 

2.2.4 Leadership and Employees Performance 

According to Amos, et al. (2004:63), “the efficient management of individual performance is 

critical to the execution of strategy and the organization achieving its strategic objectives”. 

Performance cannot be left in anticipation that it will develop naturally, despite the employee’s 

natural desire to perform and be rewarded for it. This desire needs to be accommodated 

facilitated and cultivated (Amos, et al., 2004). In return for this performance, organizations 

extend themselves in various forms of acknowledgment (Foot and Hook, 1999). Individual 

performance has become a topical issue in today’s organizational environment, so much so that 

organizations go to great lengths to appraise and manage it (Armstrong and Baron, 1998). 

Whetten and Cameron (1998) further buttressed that individual performance is the product of 

ability multiplied by motivation. Moreso, Cummings and Schwab (1973) concur with the belief 

that performance is ultimately an individual phenomenon with environmental factors influencing 

performance primarily through their effect on the individual determinants of performance – 

ability and motivation.  The individual performance determinants as identified by Cummings and 
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Schwab, (1973) are; task design, organizational leadership, and the reward system. The task 

design and organizational leadership will lead to the ability of an employee to perform, and it is 

also a reflection of capabilities. A good reward system will motivate an employee to perform. 

Motivation is a reflection of effort or energy.   Ability is described as a reflection of capability 

which is a relatively stable characteristic that enables people to behave in some specified fashion. 

Motivation reflects effort or energy, which is a dynamic and often fleeting characteristic that 

determines how vigorously capabilities will be employed in some activity (Cummings and 

Schwab, 1973). Both ability and motivation are necessary to some degree before successful job 

performance is obtainable. Cummings and Schwab (1973) describe the need for at least minimal 

ability before an employee can carry out a task, regardless of how motivated he may be. 

Similarly, an abundance of ability will not result in successful performance if the employee is 

completely unwilling to perform adequately. This view is further supported by Vroom (1964) 

who indicates that factors influencing individual performance within the organization are factors 

such as the ability of the person and the willingness of the individual to exert effort (motivation). 

Finally, as shown in the diagram above, organizational leadership can be described as the 

leadership present within the organization and having a direct and indirect effect on individual 

employee performance. This role of organizational leadership is further substantiated in Hall’s 

(1996) Competence Process, which depicts performance as a dependent of collective 

competence. A competency process is a three-dimensional approach consisting of collaboration, 

commitment, and creativity. In the context of collective competence, each stands for a dimension 

of organizational life which is manifested in organizational policies, practices and procedures 

(Hall, 1996). Hall (1996) states that people who manage the organization create conditions which 

give it its basic character. Therefore, the managerial actions create the context for competence. 

The message conveyed by an organization’s leaders may be one that encourages and enables 
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competence and, in turn, performance. Those who lead the organization can set in motion a 

competence process so that the organization is better equipped for meeting its performance 

requirements and adaptive demands (Hall, 1996).  

Despite the motivation to perform, it is necessary to highlight briefly the barriers that might 

affect the performance of employees. These obstacles may be the result of underdeveloped 

competencies, inappropriate performance goals, or lack of feedback about performance 

(Hellriegel, et al., 1999). For organizational purposes, factors affecting overall employee 

performance may be separated into two groups: internal and external. Internal factors are those 

factors over which the organization has influence and control, such as job descriptions and 

employee selection. External factors are those factors over which the organization has little or no 

control, such as demands for jobs grading systems (Hellriegel, et al., 1999). 

2.2.5 Understanding the Leader-Follower Relationship 

Many scholars have argued that the difference between leadership and management lies on the 

fact that leadership is spread across different levels of an organization and those good followers 

also perform leadership roles when needed (Lussier and Achua, 2010). The influencing process 

is therefore between leaders and followers, not just a leader influencing followers; it is a two-

way street. Thus knowing how to lead and developing leadership skills is what makes effective 

leaders and followers, DeRue and Ashford,( 2010).  

Lussier and Achua, (2010) argues that organizations have two major classifications of 

employees: Managers, who have subordinates and formal authority to tell them what to do, and 

employees who do not. They affirm that, all managers perform four major functions: planning, 

organizing, leading and controlling. Leadership is thus a part of the manager’s job. However, 

some managers are not effective leaders, and also some non-managers have great influence on 

managers and peers, DeRue, and Ashford, (2010). According to the authors, a manager is a 
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person who has formal title and authority while a leader is someone who may be either a 

manager or a non-manager. Consequently, a leader is not necessarily a person who holds some 

formal position such as a manager. On the other hand, Knapp (2008) observed that a follower is 

a person who is being influenced by a leader and that a follower can be a manager or a non-

manager.  

Despite the general acceptance of leadership as an influencing process, the process itself 

deserves explanations. Hence, Waldman (2010), holds that influencing is the process of a leader 

communicating ideas, gaining acceptance of them, and motivating followers to support and 

implement the ideas through change. This is further affirmed by (Galvin, Balkudi, and Waldman, 

2010) by adding that effective leaders have the ability to influence others through proper 

management of the relationship between them and followers. Managers may use force to 

influence the behavior of subordinates, but leaders do not. Leaders gain the commitment and 

enthusiasm of followers who are willing to be influenced. (Mossholder, Richardson, and Settoon, 

2011). 

Meanwhile, Lussier and Achua (2010) examines the raison d’être for influencing and concludes 

that effective leaders influence followers to think not only of their own interests but also of the 

interest of the organization through a shared vision. They observed that leadership occurs when 

followers are influenced to do what is ethical and beneficial for organizations and themselves.  

Meanwhile, some scholars have studied the influencing process of leaders through initiation, 

implementation, and management of change. Dyne and Sang (2009) for instance assert that 

organizations need to change continually so as to adapt to the rapidly changing global 

environment. Effective leaders realize the need for continual change to improve performance. 

Hence, the influencing process may be a means by which the leader ensures the acceptance of 

change by followers in the organization.  
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It is argued that organizations are run by people. Hence, people play a vital role in the success of 

organizations. Using this argument, DeRue, Sitkin, and Podolny, (2010) contends that leadership 

is simply the management of people towards meeting organizational objectives. Thus in their 

study of leadership in the Banking sector, Ployhard and Ramsey(2009) found that there is a 

direct relationship between a company’s financial success and its commitment to leadership 

practices that treat people as assets. Leadership success is the collective efforts of all people 

contributing, which make things happen. 

2.2.6 Leadership in Secondary Schools 

Leadership is vital to the success and development of the educational establishment concern. 

Internationally, this is a “golden age” of school leadership (Leithwood&Day, in press).Bill 

Mulford, (2006) reiterated that reformers widely agree that school leadership is central to the 

success with which their ideal solutions actually work in schools. Nothing aborts an ambitious 

school improvement effort faster than a change in school leadership.  Bill further says, 

Governments around the world are devoting unparalleled resources to the development of school 

leaders.  

Research carried out by Mulford (2006), on “leadership for improving the quality of secondary 

education”. Indicates that, in the area of school leadership, the UK National College for School 

Leadership’s (2005)  Corporate Plan highlights that the essence of school leadership is to 

transform children’s achievement and well-being through excellent school leadership using more 

flexible, personalized training programs; develop leadership within and beyond the school to 

include system, network, consultant, federation of schools, and integrated children’s centre 

leaders; prevent shortages by identifying and growing tomorrow’s leaders, and lastly creating a 

fit for purpose national College.  
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As a society we suffer in the absence of good education: we prosper in its presence. Therefore, at 

this crucial time in our history, resistance to educational reform would damage not only our 

secondary schools but also our society (Bill Mulford, 2006). Current knowledge societies, based 

on creativity and ingenuity resulting from individual and collective intelligence, first require the 

building of strong communities. Bill says it is believed that school leaders play a significant role 

in developing and maintaining strong communities. 

Research on school leadership effects by Leithwood and Riehl, (2003) concluded that leadership 

is second only to classroom instruction among all school-related factors that contribute to what 

students learn at school, accounting for about a quarter of total school effects. The authors 

equally observed that mostly leaders contribute to student learning indirectly, through their 

influence on other people or features of their organization with their success depending a great 

deal on their judicious choice of which parts of the organization to spend time and attention on. 

Laithwood and Riehl (2003) then highlighted four sets of practices considered as ‘basics’ of 

successful leadership. These include developing people, setting directions, managing the 

instructional program, and redesigning the organization. The authors concluded that all 

successful leadership is ‘contingent’ to the unique contexts in which it finds itself, but leadership 

effects are usually largest where they are needed most, such as in schools that are in more 

difficult circumstances.  

In their most recent review of transformational school leadership research conducted between 

1996 and 2005, Ken Leithwood and Doris Jantzi (2005) confirm three of their four sets of 

transformational leadership practices of helping people, establish directions and redesigning the 

organization. In addition, they conclude that evidence about transformational leadership effects 

on organizational effectiveness, student outcomes and student engagement in school are all 

positive (although with decreasing amounts of supporting evidence as one moves through the 
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three areas). They believe that these conclusions justify the current interest in the area but 

suggest that in order to advance the field there is a need to identify and take greater account of 

antecedent (e.g., individual traits, professional development experiences), moderating (e.g., 

family background) and mediating (e.g., school culture) variables over time in varied contexts. 

The Leadership for Organizational Learning and Student Outcomes (LOLSO, 2005) research 

finds that leadership that makes a difference has been found to be both position based (principal) 

and distributive (administrative team and teachers). But both are only indirectly related to student 

outcomes. Organizational learning (OL), or a collective teacher efficacy, involving three 

sequential development stages (trusting and collaborative climate, shared monitored mission and 

taking initiatives and risks) supported by appropriate professional development is the important 

intervening variable between leadership and teacher work and then student outcomes. That is, 

leadership contributes to OL, which in turn influences what happens in the core business of the 

school – the teaching and learning. It influences the way students perceive teachers organize and 

conduct their instruction, and their educational interactions with, and expectations for, their 

students.  

2.2.7 The Evolution of Secondary Education in Buea 

The history of secondary education in Buea was largely influenced by the general trend of 

education in the national territory. The public and private secondary schools in Buea are under 

the supervision of a sub-divisional delegate who is answerable to the divisional delegate of 

secondary education. 

 However, the first secondary school institution in Buea (Saint Joseph College, Sasse) was 

created in 1939. This institution remained the lone secondary school institution in the subdivision 

and West Cameroon at the time until 1963 when the first government secondary school, 
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Bilingual Grammar School, Molyko, was created. From the 1980s till date, Buea has witnessed a 

rapid growth in the number of both public and private secondary schools. 

The secondary education in Cameroon is under the supervisory authority of the Minister of 

Secondary Education, and it is administered by a minister, secretary general, sub-director, 

regional delegates and divisional delegates and also the principals at the level of the schools. The 

secondary education in Cameroon has two subs – systems – the French subsystem and the 

English sub – system all under the supervisory authority of the minister of secondary education. 

This study is based on the English sub – system of education in Cameroon and particularly in 

Buea subdivision of the southwest region of Cameroon. 

The ministry of secondary Education has Ten (10) regional delegations in the ten regions of 

Cameroon and Buea happens to be administrative headquarters of the southwest region which is 

one of the ten regions. There also exists the directorate of private Education in the ministry of 

secondary education which is in charge of private education in Cameroon. The director of private 

education is represented by private Education secretaries who are in charge of the private 

secondary Education at the national and regional levels.  

Buea has a divisional delegate who is responsible for all the secondary schools both public and 

private, and then private education secretaries who are in control of the private sector and are 

under the supervisory authority of the divisional and regional delegate of secondary education. 

2.3 Leadership Theories 

In attempting to understand how leadership can influence employee performance, it is necessary 

to discuss the different theories of leadership that have developed over time, as various schools 

of thought have brought their diverse ideas and knowledge to this discipline. There are various 

theories of leadership which attempt to explain the factors involved in the emergence of 
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leadership, the nature of leadership or the consequence of leadership (Bass, 1990). These theories 

attempt to identify various leadership styles, which is the general manner in which leadership is 

practiced (Barling, Fullagar, and Bluen, 1983). The traditional leadership approaches, that is the 

trait theory, the behavioral theory and the contingency theory, and the newly leadership 

approaches that is, the transactional leadership theory and the transformational leadership 

theories. The evolution of these theories is illustrated in the figure below: 

              Figure 2.1: Evolution of Leadership Theories 

 

Source: The Evolution of Leadership (Adapted from Ristow, 1998) 

Three traditional leadership approaches that have been developed over time are the trait 

approach, the behavioral approach and the situational/contingency approach as can be seen in the 

figure above. Each of these leadership approaches describes different dimensions of leadership, 

and has its own effect on the association between the leader and his followers (Senior, 1997). 

2.3.1Trait Approach 

The earliest research conducted on the concept of leadership focused on identifying the unique 

qualities or traits that appeared common to effective leaders – the idea that leaders are born and 

THE TRADITIONAL LEADERSHIP APPROACH:

- The trait approach

- The behavioural approach

-The situational/contingent approach

THE NEW LEADERSHIP APPROACH:

- The transactional leedership

-The transformational leadership
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not made (Swanepoel, et al., 2000). The leadership trait model was established in the early 

1900s, with its associated theories and perspectives. In essence, this was the first attempt at the 

theoretical understanding of the nature of leadership. Most leadership research before 1945 

suggested that certain traits were inherent in all leaders and were transferable from one situation 

to another (Hersey and Blanchard, 1988). This research led to the identification of some traits 

that are inherent in most leaders. 

According to some researchers like Earley and Weindling, (2004) and Blasé, (1987), traits 

theories were popular in the 1920s. These theories have evolved by examining the leaders’ 

characteristics and behaviors which were found to be different from their followers (Blasé, 

1987); Earley and Weindling, (2004). The trait theories stressed that there are certain attributes 

possessed by leaders which make them different from their followers (Bass, 1985; Blasé, 1987; 

Earley and Weindling, 2004). 

There are signs that many of the trait theories are still in operation today as noted by Robertson, 

(1995). A comprehensive qualitative study among teachers by Blasé, (1987), suggested that, 

effective leaders exhibit what he termed “five consideration-related factors; support in 

confrontational/conflict, participation/consultation, fairness, equitability, recognition or reward, 

willingness to delegate authority” and “nine task-related themes(factors); accessibility, 

consistency, knowledge/expertise, clear and reasonable expectations, decisiveness, 

goal/direction, follow-through, ability to manage time, and problem solving orientation. It is very 

clear that from the trait theories, some of the aspects are still current in school leadership today. 

The trait approach attempts to explain leadership effectiveness in terms of the personality and 

psychological traits of the leader (Maude, 1978). These traits included emotional intelligence; 

having an extrovert personality (charisma); dominance; masculinity and conservatism and being 

better adjusted than non-leaders (Senior, 1997). The fact that leaders were naturally born and 
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developed meant that selection would be the key to effective leadership within an organization, 

rather than other factors such as training and development (Robbins, 1996). 

A considerable amount of literature is focused on identifying those forces that make a good 

leader. These studies have centered exceptionally on examining the qualities of leaders and how 

leaders lead. Some scholars argue that there are a number of qualities or traits that differentiate 

good leaders from bad or non-leaders. Prominent among these scholars is Senior, (1997) who 

argues that a leader must exhibit a good sense of judgment, initiative, intelligence, dependability, 

courage and a good sense of humor. The scholar observed that while traits like courage and sense 

of humor are inherent and can hardly be learned, it is incumbent on leaders to demonstrate signs 

of personal maturity and self-confidence and self – awareness which can promote faith and 

confidence in their leadership decisions (Senior, 1997). Numerous studies identified emotional 

intelligence as a critical element for the success of a leader and as a vital resource for any group 

(Senior, 1997).  

It is argued that an emotionally aware leader has the ability to supply subordinates with a clear 

set of values within which to operate and that superior levels of emotional intelligence allow 

leaders to create a mutually agreed set of values to facilitate the development of employees 

potential in an organization (Ristow and Amos,2004). Additionally, leaders who exhibit an 

elevated level of emotional intelligence are likely to create a suitable context in which their 

subordinates are empowered to deliver superior performance (Amos, et al., 2004). It is within 

this framework that some scholars support the claim that transformational leadership is 

considered to be more emotionally based than transactional leadership (Burgess and Stugh, 

2001). 

In this context, emotional intelligence is perceived to be an array of cognitive skills, capabilities 

and competencies that influence a persons’ ability to cope with environmental demands and 



34 
 

pressures (Martinez, 1997). There are five critical pillars of emotional intelligence as suggested 

by Goleman. These would include: self-awareness, self-regulation, self-motivation, social 

awareness and social skills. 

Most scholars are of the opinion that the modern business environment requires leaders to 

provide moral leadership and to harness trust in the organization to ensure organizational success 

and performance in an increasingly competitive global marketplace (Robbins, 2001). The 

concept of emotional intelligence is not a new one. It has been suggested that itwas Aristotle who 

was the first to mention the importance of emotions in human interaction (Langley, 2000). As 

Aristotle put it,“ those who possess the rare skill to be angry with the right person, to the right 

degree, at the right time, for the right purpose, and in the right way are at an advantage in any 

domain of life” (Goleman, 1996 Langley, 2000:177). But perhaps the first real theory of 

emotional intelligence came from the writings of Thorndike (1920), who believed that there were 

different types of intelligence. He named the type of intelligence that is measured using IQ tests, 

abstract intelligence. The kind of intelligence that is used in understanding and manipulating 

objects and shapes, he named concrete intelligence. The third type of intelligence that Thorndike 

identified was social intelligence. He defined it as “the ability to understand and relate to people” 

(Bagshaw, 2000:63). This third type of intelligence is what is today known as emotional 

intelligence. 

The research done by Thorndike (1920) into social intelligence as a means of explaining 

variations in outcome measures not accounted for by IQ tests was revived by the researcher 

Howard Gardner (1983), when he suggested that there were seven types of intelligence. 

Although Gardner did not refer to emotional intelligence as such, his reference to intrapersonal 

and interpersonal intelligence has been used by many as a foundation for developing more recent 

models of emotional intelligence. Gardner’s (1983) concept makes reference to the fact that 
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people have the ability to know and understand their emotions as well as other individuals’ 

emotions and intentions, which is believed to guide one’s behavior. This was further developed 

by research done by Gardner and Hatch (1989), where they developed the idea of multiple 

intelligences, which were distinctly different from that of IQ (DulewiczandHiggs, 2000). 

Despite this long history, the term “emotional intelligence” was first coined in 1990 by two 

psychologists, Peter Salovey, and John Mayer. Salovey and Mayer (1990) carried out extensive 

and comprehensive tests in order to establish emotional intelligence as a genuine intelligence 

based on the concept and definition of intelligence (Langley,2000). The work that was done by 

Salovey and Mayer (1990) advocated that intellect and emotional intelligence were two different 

constructs and that they used different parts of the brain. This team of researchers managed to 

develop a norm-tested EQ scale. They suggest that emotional intelligence is made up of four 

branches: managing and regulating emotion, understanding and reasoning about emotion, 

assimilating basic emotional experiences, and perceiving and appraising emotions. Many 

leadership scholars have argued that these skills or traits are necessary for successful leadership. 

Hence, a considerable number of trait theorist view emotional intelligence as the most important 

quality for effective leadership.  

In his study of the components of emotional intelligence, Goleman (1995) outlines five 

competencies that are associated with emotional intelligence: self-awareness; self-regulation; 

self-motivation; social awareness (empathy); and social skills (relationship management). The 

author suggests that these five components of emotional intelligence can have a great impact on 

the individual’s perception and reaction to organizational events and that these traits are human 

qualities that every person has access to, and it is merely a case of developing these skills and 

thus developing and increasing emotional intelligence. 
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Other traits scholars have identified a number of characteristic that are inherent to effective 

leaders. Curmazzi (2005) for instance observed that critical success factors include: 

    Personal Integrity – to build trust and respect  

    Drive – to achieve results even when the going gets rough/tough  

    Team working – to ensure positive relationship in and across teams  

    Develop self/others – to motivate and inspire others.  

   Customer focus – to ensure delivery of every little help.  

    Others are unique to the level of responsibilities the person or role has and covers  

    Analyzing and decision-making  

    Managing performance  

    Gaining commitments  

The author opines that by meeting the requirements of these critical success factors (CSF) 

managers can build their leadership skills and contribute to the growth of the business. 

2.3.2Behavioral Approach 

The behavioral approach to leadership suggests that the leader’s behavior, not the leader’s 

personal characteristics, influence followers (Shriberg, Lloyd, Shribergand Williamson, 1997). 

Extensive research has been done in the area of behavioral approaches to leadership. The main 

behavioral models include the Theory of Lewin, Lippit, and White (1939), McGregor’s Theory 

(1960), the Managerial Grid Model of Blake and Mouton (1964) and the Ohio State University 

of Michigan Models (Bass, 1990). 
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The trait approach, however, focuses almost entirely on the physical and personality 

characteristics (Gerber, et al., 1996). The assumption by the trait theories that some people were 

born to be leaders and others to be followers is not consistently and empirically supported. More 

recently, researchers moved away from assessing individuals in terms of traits, and towards 

assessing how leader behavior contributes to the success or failure of leadership (Draft, 1999).    

Both the trait and behavioral leadership theories were attempts to find the one best leadership 

style in all situations (Lussier and Achua, 2010). They went further by saying that, in the late 

1960s, it became apparent that there is no one best leadership style in all situations. Managers 

need to adopt different leadership styles, and as leadership success requires, adopting a 

leadership style is necessary to meet the situation. Previous research holds that the contingency 

leadership theory became the third major leadership paradigm and the leadership styles used in 

its model is based on the behavioral leadership theories (Lussier and Achua 2010). Although 

there are many leadership models, researchers continue to try to understand better and predict 

which leadership styles are the most appropriate in any given situation.  

The Behavioral approach to leadership will be used in this study particularly the Blake and 

Mouton leadership theory. 

2.3.3 Situational/Contingency Approach 

This approach to leadership examined how leadership changes from situation to situation. 

According to this model, effective leaders diagnose the situation, identify the leadership style 

that will be most effective, and then determine whether they can implement the required style 

(Mullins, 1999; Swanepoel, et al., 2000). Prominent among these theories are Fielder’s 

Contingency Theory of Leadership, the Path-Goal Theory of Leader Effectiveness which 

embodies transactional leadership, Hersey and Blanchard’s Life-Cycle Theory, the Cognitive 

Resource Theory, and the Decision-Process Theory (Bass, 1998). Situational approaches to 
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leadership have come about as a result of attempts to build upon and improve the trait and 

behavioral approaches to leadership. 

The situational approaches emphasize the importance of the situation as the dominant feature in 

effective leadership, together with the leader and the followers (Mullins, 1999). Different 

environments require different types of leadership (Hersey and Blanchard, 1988). Situational 

leadership does not promote an ideal leadership style, but rather considers the ability of a leader 

to adapt to the environment. Situational leadership studies the behavior of leaders and their 

followers in varying situations (Hersey and Blanchard, 1988). 

There have been many criticisms of the traditional approaches discussed above. One such 

criticism, by Bass (1990), is that these approaches have not been rigidly tested in practice and are 

too specific either in defining leadership in terms of traits, behaviors or situation. 

2.3.4 New Leadership Approaches 

Organizations and their environments have changed rapidly over the past years and as a result, a 

new style of leadership, one that is less bureaucratic and more democratic, is needed in order to 

ensure the survival of organizations (Johnson, 1995). There have also been numerous criticisms 

regarding the traditional approaches already discussed. Consequently, a new style of leadership 

has emerged in order to ensure the survival of organizations and to overcome limitations of the 

trait, behavioral and contingency theories of the past. The new theories of leadership evolved in 

reaction to the increasingly sophisticated traditional models, which became difficult to 

implement (Bass, 1990; Carlton, 1993). This new leadership approach suggests that there are two 

views of leadership – transactional leadership and transformational leadership (Bass, 1990). 



39 
 

2.3.4.1 Transactional Theory of Leadership 

Bass and Avolio (1997) describe the transactional leadership style as being based on traditional 

bureaucratic authority and legitimacy. Transactional leaders are able to entice subordinates to 

perform and thereby achieve desired outcomes by promising them rewards and benefits for the 

accomplishment of task (Bass 1990). Bass (1990) describes the transactional leaders’ 

relationship with the subordinates as having three phases. Firstly, he recognizes what 

subordinates want to get from their work and ensures that they get what they want. Given that 

their performance is satisfactory. Secondly, rewards and promises of rewards are exchanged for 

employees’ efforts. Lastly, the leader responds to his employees’ immediate self-interests if they 

can be met through completing work. The transactional theory of leadership involves a 

“transaction” between a supervisor and a subordinate. The type of transactions; be it a reward or 

discipline depends on employees’ performance. Bass (1985) theorized the transactional leaders 

appeal to the subordinates’ self-interest (as cited by Chan 2005). 

Transactional leaders seek to maintain stability rather than promoting change within an 

organization through regular economic and social exchanges that achieve specific goals for both 

leaders and their followers (Lussier&Achua, 2004). Transactional leaders aspire to encourage 

consistent performance from followers that allows them to meet up with the agreed 

organizational goals (Brynt, 2003). They use reward and punishments to encourage performance, 

thereby making the leader-follower relationship and economic exchange transaction (Barnet, 

2003; Gellis, 2001; Avolio, 1999). The components of transactional leadership could be outlined 

fully below;  

    Exchange of rewards for effort contracted  

    Reward for achieving goals promised 

    Accomplishments recognized 
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2.3.4.2 Transformational Theory of Leadership 

Transformational leadership is the leader’s ability to motivate followers to rise above their own 

personal goals for the greater good of the organization (Bass, 1985, 1996 as cited by Murphy and 

Drodge 2004).  Transformational leadership has emerged as one of the most extensively 

researched leadership paradigms to date (Bass, 1985). This is because positive results continue to 

emerge on the effects of transformational leadership. Transformational leadership concentrates 

on the transformation of followers’ beliefs, values, needs and capabilities (Brand, et al. 2000).S 

Yukl defines transformational leadership as the process of influencing major changes in attitudes 

and assumptions of organizational members and building commitment to the organization’s 

mission and objective. Transformational leaders, therefore, teach their followers to become 

transformational leaders in their own way. They encourage subordinates to adopt the 

organizational vision as their own, through inspiration. In addition, it is widely accepted that 

transformational leadership occurs when people engage with each other in a way that leaders and 

followers raise each other’s level of motivation (Burns, 1978). Transformational leaders are 

responsible for motivating their employees to go beyond ordinary expectation by appealing to 

their higher order needs and other values. 

2.4 Blake and Mouton Leadership Theory 

This is one of the traditional leadership approaches and particularly the Behavioral approach to 

leadership. As already indicated above, this theory is used by the researcher to form part of the 

theoretical framework and analyses for the study. 

The Blake and Mouton leadership style within an organization is a practical and useful 

framework that help people especially those who are inspired to become managers to think about 

their leadership styles. The theory (Blake and Mouton) deals with “concern for people” against 

“concern for performance” (productivity) and shows how placing too much emphasis on one 
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area at the expense of the other will lead to overall low productivity (performance). This study 

will use the theory as a tool for analysis because of its concern for people and productivity 

(performance). The managerial contingency theory model by Blake and Mouton (1964) is 

supposedly an analytical tool and by using the grid, the school leades could develop an indication 

of leadership style.  The graph below illustrates the Blake and Mouton leadership theory. 

            Figure 2.2: Blake and Mouton Leadership   Theory  

 

From the graph above, the y-axis represents concern for people (employees), and the x-axis 

represents the concern for production (performance).Concern for people is the degree to which a 

leader considers the needs of team members, their interest and cares of their personal 

development when deciding how best to accomplish the task.  On the other hand, concern for 

production (performance) is the degree to which a leader emphasizes concrete objectives, 

organizational efficiency, and high productivity when deciding how best to accomplish a task. 
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Country club leadership styles have a high concern for employees and low concern for 

performance (productivity). This type of leadership is mostly concern about the needs and 

feelings of members of the team or group. This kind of leaders operates on the assumption that as 

long as team members (subordinates) are happy, they will work hard. What turn to result from 

this type of leadership is a work environment that is very relaxed but where production suffers 

due to lack of direction and control. 

 It is observed that, the produce or perish leadership (authoritarian) have a high concern for 

production and low concern for workers. This reflects the authoritarian leadership. Leaders in 

this category believe that employees are simply a means to an end. In other words, here the needs 

of employees are secondary to the need for the efficient and productive workplace. This type of 

leadership is very autocratic, has strict work rules, policies and procedures and view punishment 

as the most effective means to motivate employees. This leadership style is supported by 

McGregor’s theory x. 

Impoverished leaders have low concern for production (performance) and low concern for 

employees. Here the leader is mostly ineffective, he/she has neither a high regard for creating 

systems for getting the job done nor for creating a work environment that is satisfying and 

motivating. The end result of this type of leadership style is a workplace of disharmony, 

disorganization, and dissatisfaction, which will consequently, leads to low performance. 

Middle of the road leadership has average (medium) concern for employee performance and 

average concern for employees (workers). Here the leader seems to balance the two competing 

concerns and it may at first appear to be an ideal compromise. There inlay the problems, though 

when you compromise you necessarily give away a bit of both concern such that neither 

production nor employees’ needs are met. Leaders who use these styles go for average 

performance and belief that this is the most they can achieve. 
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Team leadership has high concern for production and high concern for employees. This 

according to Blake and Mouton is the top managerial style. Here the leader stresses performance 

needs and equally the needs of workers highly. The idea here is that employees are involved in 

understanding the organizational purpose and determining production needs. When employees 

are committed to and have a stake in the organization’s success, their needs and production needs 

coincide. This creates a team environment based on trust and respect which leads to high 

satisfaction, motivation and as a result high performance. This model proposes that when both 

people and production concerns are high, employees’ engagement (performance) and production 

increases, thus being aware of the various approaches is the first step in understanding and 

improving how workers perform well as managers. 

The Blake and Mouton leadership theory is relevant to this study as it will enable the researcher 

to identify the level of concern of leaders for employee welfare and productivity (result). The 

theory focused on leaders concern for people (employees) and concern for productivity (result) 

and so will enable the researcher in this study to relate how leadership in both public and private 

secondary schools can improve performance by showing concern for both employees and 

productivity. This present study will use the Blake and Mouton theory by rating the leaders 

concern for employees on a scale of 10 and equally rating the leaders concern for the result on 

10. Then depending on the rating, the researcher will conclude whether the leader has concern 

for people, result or both. 

The literature reviewed above is important to this study as the research is able to observe the 

leaders of the various institutions under study to identify if they actually possess the traits 

mentioned in the literature. It is also relevant to the study in that the leadership styles reviewed 

will be use as the basis for measuring leadership and employee performance in the public and 

private secondary schools in Buea. The literature on one hand fails to relate the leadership theory 
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to school leadership and performance and so this study will try to close the gap by relating the 

theory to school leadership and employees’ performance in the public and private secondary 

schools in Buea. 
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CHAPTER THREE 

METHODOLOGY 

This chapter outlines the research methodology used in the study. It begins with the specification 

of the adopted model before presenting the research design, sample size, and techniques, sources 

of data and instruments for data collection. A description of the data analysis and statistical 

techniques utilized in the study is equally discussed. Finally, the chapter highlights the ethical 

considerations observed by the researcher in conducting the study.  

3.1 Model Specification 

This study uses Mouton and Blake’s Leadership grid as its main tool of analysis. Consequently, a 

number of variables, type of leaders, as identified by the theorist, are used to construct a model 

for the current study. This is indicated in figure 3.1 below. 
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Figure 3.1: Model Specification 

 

 

 

 

 

 

 

 

 

 

 

Source: Author’s fieldwork, (2015) Developed from the Blake and Mouton Leadership Grid 

3.2 Description of Variables in the Model 

The model describes the possible leadership styles in both the public and private secondary 

schools in Buea. It considers two factors in determining the style used; that is concern for people 

(employee) and concern for the task (result and performance). To know the style used by a 

leader, the concern for people (employee) is rated on a score of 10 and also the concern for the 

task (result or performance) on a score of 10. A high concern for employees would imply the 

availability of workplace benefits such as time off with pay and other motivational schemes, and 

a lack of these benefits will imply a low concern for employees. On the other hand, a high 
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concern for productivity (Result) would imply long working hours for employees with less 

regard for their welfare, and a low concern for productivity will mean less working hours with a 

high regard for welfare. Below are the leadership variables and how the researcher intends to 

measure them. 

  Country club indicates that leadership has a strong concern for employees and low concern for 

the result.  The study assumes that if a leader scores 6-10 on concern for people and 1-4 on 

concern for the result, the leader is a country club leader. 

Impoverished; means that leadership is weak on concern for employees and also weak on 

concern for the result. If a leader score 1-4 on concern for employee and also score 1-4 on 

concern for the result, the leader is an impoverished leader. 

Middle of the road; shows that leadership is average on employee concern and also average on 

concern for the result. If a leader scores 5 on concern for employees and scores 5 on concern for 

result, the leader is a middle of the road leader. 

Authoritarian (produce or perish); on the other hand means that leadership has high concern for 

result and low concern for employee. If a leader scores 1-4 on concern for people and 6-10 on 

concern for result, the leader is an authoritarian leader. 

Team leaders are strong or have high concern for employees and also high concern for result. If a 

leader scores 6-10 on concern for employee and scores 6-10 on concern for result, the leader is a 

team leader. 

The researcher assumes that a high concern for people and high concern for result will lead to an 

increase in performance of employees, and a low concern for employee and low concern for 

result will lead to decrease in employee performance. 
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Country club leadership and impoverished leadership in the model relates to the Laisse Faire 

Leadership Style. Meanwhile, the produce or perish leadership is an Authoritarian style of 

leadership. On the other hand, Team Leaders describes a participative form of leadership. 

3.3 Study Design 

Research design is the strategy, plan, and structure of conducting a research project (Kweit and 

Kweit, 1981, in Leedy, 1993).This research adopts both the quantitative and qualitative approach 

with a survey design. This research approach was chosen because it would give the researcher 

the appropriate tools and techniques to have reliable information for the study.  As a base to 

describing the research design, the figure below is a diagrammatical representation of the 

research design employed for the purposes of this study. 

Figure 3.2: Diagrammatic Representation of the Research Design 
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3.4. Sources of Data 

Data for the study was obtained from primary and secondary sources. Primary data was aimed at 

collecting and obtaining firsthand information about the institutions being studied and their 

leadership. This was collected through field visits and administration of the different research 

instruments. Meanwhile, secondary data was obtained from review of textbooks and journal 

articles on the subject matter. Newspapers were equally consulted to obtain information relating 

to the performance of the selected schools in national exams. These documents were obtained 

from the institute’s library, national archives, and from the internet. 

3.5. Instruments for Data Collection 

The main data collection instrument employed in this study was a questionnaire. 

Notwithstanding, a face to face interview was conducted to elicit deeper information from the 

respondents. Interviews were conducted for respondents in the selected schools in situation 

where the questions in the questionnaire required some clarifications. This instrument was used 

in order to elicit issues not found in the questionnaire but could be of importance in this study, 

for example, the rate of syllabus coverage for the institutions. 

 The questionnaire contained 29 questions designed to include multiple – choice questions, 

filling of blank spaces, and questions that required ranking of proposed answers. The questions 

were simple and clear to ease the work of respondents, and most of the questions required the 

respondents to tick against the most appropriate response. Other questions required “yes” or “no” 

while others were simply ranking of some statements using the Likert scale. The questionnaire 

constitutes 95% of the primary data used for the study and face-to-face interview constituted 5% 

of the data collected. In all, the primary data constitute 90% of the data used in this study, and 

secondary data constitute 10%. 
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3.6. Research Population 

The total population for this study is 3281 employees spread across the different public, lay 

private and denominational secondary schools in the Buea subdivision. The public secondary 

schools in Buea employ a total number of 1581 employees. Meanwhile, Confessional secondary 

schools have a total of 635 employees, and the Lay Private secondary schools have 

1065employees. For the purpose of this study, the Lay Private institutions are combined with 

confessional schools to constitute the Private Sector. Hence, the total population of the Private 

sector institutions is 1700. In the public sector, out of the 1581 employees, 620 hold a 

supervisory role (MINSEC, regional delegation for the southwest) while in the private sector, of 

the 1700 employees 587 hold a supervisory function. Both the public and private secondary 

schools evaluate their employee’s performance based on the syllabus coverage and the success 

rate of the students in public examinations such as the GCE. 

3.7. Sampling Size and Technique 

The sample size comprises540 respondents (17%) from both the public and private sector, this is 

selected using the convenient or purposive sampling technique. 60leaders and180 teachers 

(raters) are selected from the 12 public secondary schools which are within the scope of this 

study.  The researcher then selected 5 leaders and 15 subordinates from each public school, 

giving a total sample frame of 240 for the public sector. For the private sector, 75 leaders and 

225 teachers were selected from 15 private secondary institutions considered in the study. The 

leaders in this study were made up of Principal, Vice Principal, discipline master, dean of studies 

in the case of private schools and Heads of Department. The researcher could not select the same 

number of secondary institutions for both the public and private sector in Buea because the 

number of private secondary institutions in Buea outweighs the number of public secondary 

institutions. The researcher ensured that all the leaders and subordinates in the various schools 
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were well represented in the process. Table 2 below provides a breakdown of the sample frame 

per sector. 

Table 3.1: Breakdown of Sample size 

Description Public school Private schools total 

leaders 60 75 135 

subordinates 180 225 405 

Total 240 300 540 

                             Source: Author’s fieldwork (2015) 

A convenient sampling technique is used for the purpose of this research. According to Leedy 

(1993), Convenience sampling is where the sample is chosen according to its availability to the 

researcher. However, the researcher understands that this type of sampling technique can present 

various problems in research as it makes no pretense at being representative of the population as 

a whole. Hussey and Hussey (1997) stress that bias may occur if samples are chosen deliberately 

by an individual as this may lead to favoritism. In terms of possible problems or constraints 

experienced during the sampling process of this research, the main constraint was that the 

sampling process was subject to being chosen by the availability of the teachers in the various 

schools. 

The sampling criteria used for this work included the following; 

 The education establishment is either public or a private secondary school. 

 The activities of the schools involved the employment of a minimum of 20 teachers. 

 There must be some employees in a supervisory position and others in none 

supervisory position.  
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 The schools must be preparing students for public exams (GCE). 

 The schools must be located in Buea subdivision 

3.8 Data Analysis and Presentation. 

The raw data is classified and tabulated after ensuring that they are carefully collated. This is 

then followed by analysis and interpretation of findings. In presenting the findings, the schools 

will simply be referred to as ‘public schools’ or ‘private school’. 

The method of data presentation includes the use of simple frequency tables, this consist of list 

of objects containing statistical records in row and column formation.CHI square technique is 

used to test the hypotheses for the difference between a set of observed frequencies and a 

corresponding expected frequency.  

The CHI Square formula is stated below: 

𝑥2  = ∑ 
(𝑓𝑜 –  𝑓𝑒)2

𝑓𝑒
 

Where; X2 = CHI Square 

fo = observed data 

fe = expected data 

To draw conclusions from the CHI-square test (X2), the calculated X2 will be compared with the 

table value of the X2, and if the calculated X2 is greater than the table value of the X2, we shall 

then reject the null hypotheses and accept the alternative hypotheses. If on the other hand the 

table value of the X2 is greater than the calculated X2, we then accept the null hypotheses and 

reject the alternative hypotheses. 
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3.9 Ethical Considerations 

Ethical issues were well considered by the researcher. Throughout the process of data collection, 

the problem of persuading participants to co-operate with the researcher is ever present. The 

rights of participants to their privacy and voluntary participation; anonymity and confidentiality 

were respected. Agreement was reached with the principals of the selected schools that no 

information would be made public. The questionnaires administered did not carry names to 

adhere to confidentiality. 

3.10 Validation of Result 

The researcher applied the use of primary data collection through structured questionnaires, 

interviews, and secondary data acquired from books and the internet for literature review. The 

secondary data collection was practically done with findings from the school library as well as 

the community library. Besides this, the internet provided much-needed books and articles which 

complement the findings of this work. To this effect, the researcher followed the necessary steps 

for a dissertation which can be generalized for public consumption. 
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CHAPTER FOUR 

PRESENTATION AND ANALYSIS OF DATA 

This chapter presents the result of the study and attempts an interpretation of the results. The 

chapter begins with an analysis of participants’ response rate before presenting the demographic 

features of the respondents. This is followed by a presentation of findings based on the research 

objectives/questions and testing of the hypothesis raised in the study. 

4.1 Questionnaire Response Rate 

A total of 60 leaders and 180 subordinates (teachers) from the public schools where sampled, 

while 75 leaders and 225 subordinates in private schools were equally sampled. Of the 60 leaders 

surveyed in the public schools, 48 completed the questionnaires giving a response rate of 80%. 

Meanwhile of the 180 subordinates surveyed in the public schools, 115 completed the 

questionnaires giving a response rate of 63.9%. In the private sector, of the 75leaders surveyed, 

55 completed the questionnaire giving a response rate of 73%. Of the 225 subordinates surveyed 

in the private sector, 198 completed the questionnaire giving a response rate of 88%. This 

implies that of a total sample size of 240 including leaders and subordinates for the public sector, 

163 respondents completed the questionnaires giving a total response rate of 68%. And in the 

private sector, of the total sample size of 300 including leaders and subordinates, 253 

respondents completed the questionnaires giving a total response rate of 84%. The table below 

summarizes the respondents and the response rate. 
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Table 4.1; Analysis of the population, sample and response rate 

             Leaders Teachers(Raters)     Sub Total Total 

 Public  

schools 

Private 

schools 

Public 

schools 

Private 

schools 

public private  

Population 620 530 1161 1170 1781 1700 3481 

Sample 60 75 180 225 240 300 540 

Responses 48 55 115 198 163 253 416 

% Of Responses 80% 73% 63% 88% 68% 84% 77% 

                             Source: Author’s field work (2015) 

All the questionnaires completed have been included in the analysis of the result. The table 

shows that 540 questionnaires were distributed to 540 persons in both public and private schools; 

of the number administered, 416 were returned, thus given a response percentage of 77. The 

analysis will be based on the 77% of the questionnaires administered and returned. Interviews 

were not directed to a particular group of persons, but rather the researcher interviewed the 

respondents in the process of administering the questionnaires as need arises to help capture 

some other information that could not be captured by the questionnaire.  

4.2. Demographic Characteristics of Respondents 

4.2.1. Description of Respondents by Gender 

Table 4.2 below describes the gender composition of the respondents; 

Table 4.2, Sex of employees 

                                           No of respondents 

Description Public Schools Private Schools Total Percentage 

Male 46 75 121 29% 

Female 117 178 295 71% 

Total 163 253 416 100% 

                             Source: Author’s field work (2015) 
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From Table 4.2 above, 295 respondents representing about 71% of the total respondents are 

females, while 121 of the respondents representing about 29% are male. See Table 4.2 There 

were more females than males in all the schools sampled. These results indicate that the result of 

this study is significantly influenced by female while the contribution of male constitutes only a 

smaller part of the findings of this study. 

4.2.2. Age Composition of Respondents 

About 30% of the respondents were between the ages of 20-30. 45% of the respondents were 

between the ages of 31-50 and 25% of the respondents were between the ages of 51-60. There 

were no respondents above 60years of age. 

With about75% of the respondents falling within the age range of 20-50years, it shows that the 

bulk of the workforce is made up of energetic people. Table 4.3 below shows the age distribution 

of the respondents. 

Table 4.3: Age distribution of respondents 

Number of Respondents 

Age (years)  

distribution 

Public schools Private schools Total Percentage 

20-30 35 90 125 30% 

31-50 87 104 191 45% 

51-60 45 59 104 25% 

Total 163 253 416 100% 

                             Source: Author’s field work (2015) 

From Table 4.3 above, it shows that the result of this study is highly influenced by an energetic 

workforce both in the public and private sector. This is because a greater proportion of the 

respondents fall within the age group of 20-50, that is 75% of the respondents. 
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4.2.3 Description of Respondents’ Level of Education 

About 43% of the respondents had a professional certificate in the teaching field. 51% of the 

respondents had Bachelor degree, and 6% of the respondents had Masters Degree. Table 4.4 

below indicates the educational status of the respondents. 

Table 4.4: Level of Education of the Respondents 

                                           Number of Respondents 

Description Public Schools Private Schools Total Percentage 

Bachelor 

Degree 

- 0% 213 84% 213 51% 

Masters Degree - 0% 25 10% 25 6% 

Professional 

Certificates 

163 100% 15 6% 178 43% 

Total 163 100 253 100 416 100 

                             Source: Author’s field work (2015) 

From Table 4.4 above, 84% of the respondents in the private schools had a bachelor degree and 

non in the public schools, 10 % of respondents had a master's degree in the private schools and 

non in the public schools.  It also shows that all the employees in the public sector possess a 

professional certificate (100%) and in the private sector, 6% of the respondents possess a 

professional certificate. The minimum level of education is the bachelor degree. This implies that 

intellectuals influence the result of this study. 

4.2.4. Description of Respondents by position 

About 25% of the respondents were in a top managerial position (Principal, Vice Principal, 

discipline master, dean of studies and Heads of department), and 75% of the respondents were 

not in top level managerial positions. Table 4.5 below shows the position level of respondents: 
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Table 4.5: Position Level of Respondents 

                                      Number of Respondents 

Description Public 

Schools 

Private Schools Total Percentage 

Principal 2 3 5 1.2% 

Vice Principal 21 9 30 7.2% 

Discipline master 6 7 13 3.2% 

Dean of Studies - 17 17 4.1% 

Head of Department 19 19 38 9.1% 

Teaching staff 115 198 313 75.2% 

Total 163 253 416 100% 

                             Source: Author’s field work (2015) 

4.3. Presentation of Results based on Research Objectives One 

The first objective of this study was to investigate the dominant leadership style in public and 

private secondary schools in Buea subdivision. To accomplish this, the researcher raised some 

questions to leaders and subordinates of public and private schools, aimed at identifying the 

leadership styles based on Mouton and Blake’s leadership grid. Questions 5-10 in the 

questionnaire were intended to meet this objective. Results obtained are presented below 

following the questions raised. 

4.3.1 Leaders rating on concern for employee’s welfare 

12 leaders in the public schools representing 25% of the respondents were of the opinion that 

their concern for employee’s welfare is low, while in the private sector, five leaders representing 

9% of the respondents indicated that they have a low concern for employee’s welfare. In the 

public schools, 21 leaders representing 44% of the respondents indicated an average concern for 

employee’s welfare while in the private schools, 15 leaders representing 27% of the respondents 

show an average concern for employee’s welfare. In respect to high concern for employee’s 
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welfare, 15 leaders in the public schools representing 31% of the respondents were of the opinion 

that they have a high concern for employee’s welfare against 35 leaders in the private schools 

representing 64% of the respondents who indicated a high concern for employee’s welfare. 

In total, 17 leaders representing 17% of the leader respondents indicated that they have a low 

concern for employee’s welfare. 36 leaders representing 34.5% of the leaders respondents stated 

that they have an average concern for employees’ welfare and 50 leaders representing 48.5% of 

the leader respondents indicated that they have a high concern for employee’s welfare. This is 

summarized in Table 4.6 below. 

Table 4.6: Leader’s concern for employees’ welfare 

 Number of Respondents 

Score Public Schools Private Schools                     Total 

 

f % f % f   % 

1 – 4/10 12 25 5 9 17 17% 

5/10 21 44 15 27 36 34.5% 

6 – 10/10 15 31 35 64 50 48.5% 

Total 48 100 55 100 103 100% 

                           Source: Author’s field work (2015) 

4.3.2 Employees’ Rating on the leader’s concern for their welfare: 

The result of employee’s rating on the leader’s concern for their welfare show that, in the public 

schools, 19 raters (teaching staff) representing 16.5% of the respondents indicated that their 

leaders have low concern for their welfare. While in the private schools, 25 raters (teaching staff) 

representing 12.6 % of the respondents were of the opinion that their leaders have a low concern 

as far as their welfare is concern. 77raters (teaching staff) in public schools representing 67% of 

the respondents say that the leaders have an average concern for their welfare against 59raters in 
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the private schools representing 29.8% of the raters who indicated that the leaders have an 

average concern for their welfare. 19 raters representing 16.5% of the respondents in the public 

schools show that the leaders have high concern for their welfare while in the private schools, 

114 raters representing 58% indicated that the leaders have high concern for their welfare. 

In total, 44 raters (teaching staff) representing 14% were of the opinion that their leaders have 

low concern for their welfare at work, 136 raters (teaching staff) representing 43.5% of the rater 

respondents are of the view that their leaders have average concern for their welfare at work.  

And 133 raters representing 42.5% of respondents are of the opinion that their leaders have high 

concern for their welfare at work as indicated in Table 4.7 below. 

Table 4.7: Employees’ Rating on the leader’s concern for their welfare 

  Number of Respondents 

Score Public Schools Private Schools Total 

 

 f % f % f % 

1 – 4/10 19 16.5 25 12.6 44 14% 

5/10 77 67 59 29.4 136 43.5% 

6 – 10/10 19 16.5 114 58 133 42.5% 

Total 115 100 198 100 313 100% 

                             Source: Author’s field work (2015) 

4.3.3 Leaders Rating on Concern for Employees’ Performance (Result) 

The result shows that 5 leaders in the public schools representing 10.4% of the respondents were 

of the opinion that their concern for employee’s performance is low, while in the private schools, 

3 leaders representing 5.5% of the respondents indicated that they have a low concern for 

employee’s performance. In the public schools, 26 leaders representing 54.2% of the respondents 

reported an average concern for employee’s performance while in the private schools, 12 leaders 
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representing 21.8% of the respondents show an average concern for employee’s performance. In 

respect to high concern for employee’s performance, 17 leaders in the public schools 

representing 35.4% of the respondents were of the opinion that they have a high concern for 

employee’s performance against 40 leaders in the private schools representing 72.7% of the 

respondents who indicated a high concern for employee’s performance. 

In total, of the 103 leader respondents, 8 representing about 8% were identified to have a low 

concern for employees’ performance. 38 representing about 36.9% were identified to have an 

average concern for employees’ performance, and 57 representing about 55.1% were identified 

to have a high concern for employees’ performance. See Table 4.8 below; 

Table 4.8: Leaders rating on concern for employees’ performance (Result) 

  Number of Respondents 

Score Public Schools Private Schools Total 

 

 f % f % f % 

1 – 4/10 5 10.4 3 5.5 8 8% 

5/10 26 54.2 12 21.8 38 36.9% 

6 – 10/10 17 35.4 40 72.7 57 55.1% 

Total 48 100 55 100 103 100% 

                             Source: Author’s field work (2015) 

4.3.4. Employees’ rating on the leaders’ concern for Performance (Result) 

It was found that 12 raters in the public schools which make up 10.4% of the respondents in the 

public sector indicated that their leaders have low concern for employee’s performance as 

compared to 15 raters in the private schools representing 7.6% of the respondents who hold that 

their leaders have low concern for their performance. 72 respondents in the public schools 

representing  62.6% hold that the leaders have an average concern for performance of employees 
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while 25raters representing 12.6% of respondents in the private schools says that the leaders 

have average concern for performance of employees. 31 raters representing 27% of respondents 

in the public schools are of the opinion that their leaders have a high concern for performance. 

Meanwhile in the private schools, 158 raters representing 79.8% of the respondents hold that the 

leaders have high concern for performance. 

In general, 27 raters out of the 313 representing 8.6% of the rater respondents, hold that their 

leaders’ have low concern for their performance (result). 97 raters representing 30.9% of the 

rater respondents hold that the leaders’ concern for the performance of the employee is average, 

and 189 rater respondents representing 60.4% of the rater respondents are of the opinion that the 

leader’s concern for performance is high. Table 4.9 below shows the summary; 

Table 4.9: Employees’ Rating on the leader’s concern for their performance 

  Number of Respondents 

Score Public Schools Private Schools Total 

 

 f % f % f % 

1 – 4/10 12 10.4 15 7.6 27 8.6% 

5/10 72 62.6 25 12.6 97 30.9% 

6 – 10/10 31 27 158 79.8 189 60.4% 

Total 115 100 198 100 313 100% 

                             Source: Author’s field work (2015) 

 

4.3.5. Leader’s involvement in day to day running of the school affairs 

The result reveals that 89 respondents in the public schools representing 54.6% of the 

respondents were of the opinion that their leaders are very strongly involved in the daily 

activities of the institutions. Whereas in the private schools, 213 respondents representing 84.2% 

hold that their leaders are strongly involved in the day-to-day activities of institutions. 59 
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respondents that is, 36.2% of the respondents in the public schools say that leaders are strongly 

involved in the daily activities of the institutions; against 25 respondents who make up 9.9% of 

the respondents in the private schools.15 respondents representing 9.2% of the respondents in the 

public schools as against 15 respondents in the private schools representing 5.9% hold that the 

leaders’ involvement in the daily activities of the institutions is average. 

Leaders of both public and private schools are expected to be involved in the daily activities of 

their institutions. None of the respondents choose a scale of 2, 1 or 0. See Table 4.10. This 

affirms that both leaders are dedicated to their institutions. 

Table 4.10: leaders’ involvement in the daily activities of the institution 

Number of Respondents 

Option Public schools Private schools Total  

f % f % f % 

5 89 54.6 213 84.2 302 73% 

4 59 36.2 25 9.9 84 20% 

3 15 9.2 15 5.9 30 7% 

2 0 00 0 00 0 0% 

1 0 00 0 00 0 0% 

0 0 00 0 00 0 0% 

Total 163 100 253 100 416 100% 

                             Source: Author’s field work (2015) 

4.3.6. The relationship between leaders and subordinate 

84.1% of the respondents in public schools against 88.9 in the private schools agree that they 

have a very strong relationship with their leaders. 9.8% of the respondents in the public schools 

indicate that they have a good relationship with the leaders while in the private schools, 8.3% of 

the respondents indicate a good relationship with the leaders. With regards to a fair relationship 

with the leaders, 6.1% of the respondents in the public schools as against 2.8% in the private 
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schools are of the opinion that they have a fair relationship with the leaders. No respondent 

indicated a poor relationship.  

Cordiality is very important in any organization. The total level of cordiality/relationship 

between the leaders and subordinates in this study shows that 87% of the subordinates agree that 

they have good relationships with their superiors. 9% agree that they have an average 

relationship with their leaders, and 4% of the workers believed that their level of relationship is 

below average while none of them agree to worst relationship. Good cordiality promotes 

effectiveness and readiness of workers to take up responsibilities at work. See Table 4.11 below; 

Table 4.11: Relationship between leaders and subordinates 

Number of Respondents 

Option Public schools Private schools Total  

f % f % f % 

5 137 84.1 225 88.9 362 87% 

4 16 9.8 21 8.3 37 9% 

3 10 6.1 7 2.8 17 4% 

2 0 00 0 00 0 0% 

1 0 00 0 00 0 0% 

0 0 00 0 00 0 0% 

Total 163 100 253 100 416 100% 

                             Source: Author’s field work (2015) 
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4.3.7. Summary of questions 5-10 and Analysis 

Table 4.12: concern for employee’s welfare (People) 

Concern for employee’s welfare (concern for people) 

Description Public schools Private Schools 

f % f % 

By leaders: Low 12 25% 5 5% 

Average 21 44% 15 15% 

High 15 15% 35 35% 

By 

Teachers: 

Low 19 16.5% 25 12.6% 

Average 77 67% 59 29.8% 

High 19 16.5% 114 58% 

                             Source: Author’s field work (2015) 

Table 4.13: Concern for employee’s performance (Result) 

Concern for employee’s performance (concern for Result) 

Description Public schools Private Schools 

 f % f % 

By leaders: Low 5 10.4% 3 5.5% 

Average 26 54.2% 12 21.8% 

High 17 35.4% 40 72.7% 

By 

Teachers: 

Low 12 10.4% 15 7.6% 

Average 72 62.6% 25 12.6% 

High 31 27% 158 79.8% 

                             Source: Author’s field work (2015) 

From the above summary, we, therefore, compute the results of the ratings on leaders’ concern 

for employees and concern for the task to determine the dominant leadership style in public and 

private institutions as shown in Table 4.14 below. 
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Table 4.14: Dominant Leadership Style in Public and Private Schools (derived from table 4.13 

and 4.13, see appendix 1) 

Description Public Schools Private Schools 

f % f % 

Country club leaders (High con for people, low 

con for Result) 

51 11.2 167 18.5 

Impoverish leaders (Low concern for People and 

low concern for Result) 

48 10.5 48 5.3 

Middle of the road leaders (Average con for 

people, average con for result) 

196 42.9 111 12.3 

Authoritarian leaders (Low con for people, high 

con for result)  

79 17.3 228 25.3 

Team leaders (High con for people, high con for 

task) 

82 18 347 38.5 

                             Source: Author’s field work (2015) 

Table 4.14 above indicates that the dominant leadership in both public and private institutions is 

not the same. It shows that the dominant leadership style in the public institutions is the middle 

of the road leadership with a score of 42.9%. In the private schools, the dominant leadership 

style is found to be the team leadership with a score of 38.5%. 18% of respondents in public 

schools and 38.5% in private schools observe a high concern for employees and similar high 

concern for the task. However, a significant proportion of respondents in both public and private 

schools reported authoritarian leadership style (17.3% and 25.3% respectively), country club 

leadership style (11.2% and 18.5% respectively) and middle of the road (42.9% and 12.3% 

respectively).  

The results, therefore, show that there is an absolute dominance of “middle of the road” 

leadership in public sectors and an absolute dominance of “team leaders” in the private sector. 

 Furthermore, the leadership styles adopted in both sectors is fluctuating as “team leaders” 

leadership rated at 18% in the public sector seems to be significantly utilized as well as the 
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authoritarian leadership rated at 17.3%. The result also found that the “the country club” 

leadership is significantly used in the public sector as 11.2% of the respondents indicated, 

notwithstanding, the “impoverish” leadership rated at 10.5% is also utilized to a grater extent in 

the public sector. 

In the private sector, knowing that the dominant leadership style is the “team leaders” it is also 

found that a significant number of other styles are being utilized. The authoritarian leadership 

which is rated at 25.3% is significantly used in this sector then followed by the “country club” 

leadership with 18.5% and lastly by the “middle of the road” and “impoverish” leadership 

respectively. 

The dominant leadership style in public and private secondary schools is further investigated by 

testing the first hypothesis raised in the study. 

4.3.8. Test of Hypotheses One 

The first hypothesis of the study relates to the dominant leadership style in both public and 

private secondary schools. The hypothesis is tested using Chi-square (X2); at 0.05 level of 

significance and following the steps below.  

Step One: State the hypothesis and identify the claim 

Ho: The dominant leadership style in public schools is the same as that of private schools 

H1: The dominant leadership styles in public secondary schools is not the same as that of private 

secondary schools (claim) 

Step Two: Compute the Test Values and Calculate X2 

The test values are obtained from Table 4.14, and the result is presented in Tables 4.15 and 4.16 

below: 
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Table 14.15: Description of leadership style for expected frequency 

description Public schools Private 

schools 

Total 

f % f % f % 

Country club leaders (High con for people, 

low con for Result) 

51 11.2 167 18.5 218(218.477) 16.1 

Impoverish leaders (Low concern for 

People and low concern for Result) 

48 10.5 48 5.3 96(96.347) 7.1 

Middle of the road leaders (Average con 

for people, average con for result) 

196 42.9 111 12.3 307(306.682) 22.6 

Authoritarian leaders (Low con for people, 

high con for result)  

79 17.3 228 25.3 307(306.682) 22.6 

Team leaders (High con for people, high 

con for task) 

82 18 347 38.5 429(428.812) 31.6 

Total 456 100 901 100 1357 100 

                             Source: Author’s field work (2015) 

 

The table above shows the observe frequencies and the expected frequencies in brackets. These 

figures are used to calculate the X2as shown in the table below. 

Table 4.16: Calculated CHI square value for hypothesis one 

fo      fe fo - fe (fo – fe)2 (fo – fe)2 

     fe 

218 218.477 -0.477 0.227529 0.001041 

96 96.347 -0.347 0.120409 0.001249 

307 306.682 0.318 0.101124 3.297357 

307 306.682 0.318 0.101124 3.297357 

429 428.812 0.188 0.035344 8.242307 

Total    14.8393 

                             Source: Author’s field work (2015) 

Degree of freedom (df) K -1 = 5 -1 = 4 

Level of significance = 0.05 
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Table Value of Chi square (X2
0.05, 4) = 9.4877 

Calculated Chi square Value = 14.8393 

Step Three: Decision Rule 

Since the calculated Chi- Square (X2) is greater than the table value of Chi–square (X2 t), we 

reject the null hypothesis and accept the alternative hypothesis that is statistically significant. The 

calculated value of Chi-square (14.8393) is greater than 9.4877 (table value of Chi-square). 

Therefore, we reject Ho and accept H1 in the first hypothesis. There is, therefore, enough 

evidence to support the claim that the dominant leadership style in public schools is not the same 

as that of private schools. Thus, the researcher then concludes that with the data gathered from 

the field, it indicates that there is a significant difference in the dominant leadership style utilized 

by the public secondary schools and the private secondary schools. 

4.4. Presentation of Results based on Research Objectives two 

The second objective of this study was to examine the relationship between leadership styles and 

employees’ performance in public and private secondary schools in Buea subdivision. To 

accomplish this, the researcher relied on the performance of students at the GCE Ordinary and 

Advanced levels. The researcher assumes that the teachers’ performance can be measured by 

looking at the performance of the students at the GCE. Table 4.17 and 4.18 below presents the 

GCE results of both public and private schools.  
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Table 4.17: Performance of schools at the GCE Ordinary level by sector (see appendix 2A) 

Ordinary Level  

Year Public Institution Private Institution (denominational and non 

denominational) 

No sat No Passed % passed No sat No Passed % Passed 

2006 13619 8636 63.41% 7787 5174 66.44% 

2007 15041 10083 67.04 8593 5953 69.28 

2008 16190 9879 61.02 9107 5698 62.57 

2010 22039 15003 68.07 11334 8169 72.08 

2011 24152 12596 52.15 11777 7005 59.48 

2014 38329 15276 39.85 16611 8402 50.58 

         Source: GCE Board’s result publications 

The average performance of the public and private institutions at the GCE Ordinary level for the 

period of 2006 to 2014 is as given below: 

𝑃𝑢𝑏𝑙𝑖𝑐 𝑠𝑐ℎ𝑜𝑜𝑙𝑠 =
71473

129370
× 100 = 55.25% 

𝑃𝑟𝑖𝑣𝑎𝑡𝑒 𝑠𝑐ℎ𝑜𝑜𝑙𝑠 =
40401

65209
× 100 = 61.96% 

Table 4.18: Performance of schools at the GCE Advanced level by sector (see appendix 2B) 

Advanced Level  

Year Public Institution Private Institution (denominational 

and non denominational) 

No sat No Passed % passed No sat No Passed % Passed 

2006 7860 5160 65.65 3948 2724 69.99 

2007 8021 5497 68.53 4219 3014 71.44 

2008 9525 6597 69.26 4760 3611 75.86 

2010 10847 8761 80.77 6043 4969 82.23  

2011 12835 9813 76.46 6885 5371 78.01 

2014 19661 15246 77.54 9198 7139 77.61 

Source: GCE Board’s result publications 
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The average performance of the public and private institutions at the GCE Advanced level for 

the period of 2006 to 2014 is as given below: 

                                            𝑃𝑢𝑏𝑙𝑖𝑐𝑠𝑐ℎ𝑜𝑜𝑙𝑠 =
51074

68749
× 100 = 74.29% 

𝑝𝑟𝑖𝑣𝑎𝑡𝑒 𝑠𝑐ℎ𝑜𝑜𝑙𝑠 =
26828

35053
× 100 = 76.54% 

Table 4.19: Relationship between Dominant leadership style and Employees performance 

Description Public schools Description Private schools  

Dominant 

leadership 

style 

performance Dominant 

leadership 

style 

Performance 

GCE O/L “Middle of 

the road” 

55.25% GCE O/L “Team 

leaders” 

61.96% 

GCE A/L “Middle of 

the road” 

74.29% GCE A/L “Team 

leaders” 

76.54% 

                             Source: Author’s field work (2015) 

There is a positive relationship between the leadership style and employee performance. In the 

public sector where the “middle of the road” is the dominant leadership style, the average 

performance at the GCE Ordinary Level is 55.25% while the average performance in the private 

sector with “team leaders” as the dominant leadership style is 61.96%. At the GCE Advanced 

level, the public sector has an average performance of 74.29% while the private sector has an 

average performance of 76.54%. 

Even though the average performance of schools at the GCE shows that all the schools have a 

success rate which is above average, the private schools seem to be performing more than the 

public schools. This equally shows that even though the dominant leadership styles in both 

sectors are not the same, the degree at which the leadership styles are adopted varies. But its 

contribution to the performance of the private secondary schools is more than its contribution to 
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the performance of public secondary schools. Therefore, leadership plays a significant role in the 

performance of both public and private secondary schools. 

To further observe the relationship between leadership styles and teachers performance in both 

institutions, we conduct a test of the second research hypothesis.  

4.4.1. Test of Hypotheses two 

The researcher hypothesizes that there is a significant positive relationship between leadership 

style and employee performance. 

Ho: There is no significant positive relationship between organizational leadership and 

employees’ performance. 

H1: There is a significant positive relationship between organizational leadership and employees’ 

performance (claim). 

This hypothesis is tested using data from Table 4.17, and the result is presented in Table 4.20 

below. 

Table 4.20: Performance of schools at the GCE Ordinary level 

Year Public schools Private schools Total 

No passed % 

passed 

No 

passed 

% passed No passed % passed 

2006 8636 63.41% 5174 66.44% 13810 12.344 

2007 10083 67.04 5953 69.28 16036 14.334 

2008 9879 61.02 5698 62.57 15577 13.924 

2010 15003 68.07 8169 72.08 23172 20.713 

2011 12596 52.15 7005 59.48 19601 17.521 

2014 15276 39.85 8402 50.58 23678 21.164 

Total     111874 100 

                             Source: Author’s field work (2015) 
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These figures are then used to calculate X2 as shown below; 

Table 4.21: Calculated CHI square value for hypothesis two 

fo          fe fo - fe (fo – fe)2 (fo – fe)2 

     fe 

13810 13809.72656 0.27344 0.07477 5.4143 

16036 16036.01916 -0.01916 0.00037 2.3073 

15577 15577.33576 -0.33576 0.11273 7.2367 

23172 23172.46162 -0.46162 0.21309 9.1954 

19601 19601.44354 -0.44354 0.19673 1.0037 

23678 23677.01336 0.98664 0.97346 4.1114 

Total    29.2688 

                             Source: Author’s field work (2015) 

Degree of freedom (df) = k – 1 = 6 – 1 = 5 

Level of significance = 0.05 

Table value of Chi square (X2
0.05, 5) = 11.0705 

Calculated Chi square Value = 29.2688 

Decision Rule: 

Since the calculated Chi- Square (X2) is greater than the table value of Chi–square (X2), we 

reject the null hypothesis and accept the alternative hypothesis that is statistically significant. The 

calculated value of Chi-square (29.2688) is greater than 11.0705 (table value of Chi-square). 

Therefore, we reject the null hypothesis and accept the alternative hypothesis. Hence, we accept 

H1: There is a significant positive relationship between organizational leadership and employees’ 

performance and reject Ho: There is no significant positive relationship between organizational 

leadership and employees’ performance. 

Thus, we conclude that with the data gathered from the field, there is enough evidence that 

organizational leadership will significantly influence employee performance in the public and 
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private secondary schools. Thus, the improved performance of private schools over public 

schools (as observed in the GCE O/A Level results) can be attributed to the quality of leadership 

(team leadership) observed in private secondary schools. 

4.5. Presentation of Results based on Research Objectives three 

The third objective of this study was to investigate factors that influence leadership behavior in 

public and private schools. To achieve this, a series of questions were raised in the questionnaire 

relating to this objective. Questions 12, 13,14,23,24 and 25 in the questionnaire were intended to 

meet this objective. The result obtained is as follow: 

4.5.1. The effect of the working environment on leader’s behavior 

It was found that in the public secondary schools, 55.2% of the respondents strongly agreed that 

the working environment would affect the behavior of the leader while in the private secondary 

schools, 71.1% of the respondents strongly agreed that the working environment would affect the 

leaders behavior. 39.9% of the respondents agree, and 3.1% averagely agree in the public sector 

that the working environment would affect the behavior of the leader. Comparing with the 

private sector, it is found that 23.7 % of the respondents agree and 4.7% of the respondents on 

average were of the opinion that the working environment would affect the leaders’ behavior.  

In total, 65% of the employees are of the opinion that their working environment is strongly 

suitable and influence the leaders’ behavior. 30% of the sampled population believed that their 

working environment is suitable and would affect the leader’s behavior. While 4% and 1% are of 

the opinion that the working environment is averagely suitable and have no major impact on the 

leaders’ behavior. This result is summarized in Table 4.22 below. 
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Table 4.22: Convenience of working environment 

Number of Respondents 

Option Public schools Private schools Total  

f % f % f % 

5 90 55.2 180 71.1 270 65% 

4 65 39.9 60 23.7 125 30% 

3 5 3.1 12 4.7 17 4% 

2 3 1.8 1 0.4 4 1% 

1 0 00 0 00 0 0% 

0 0 00 0 00 0 0% 

Total 163 100 253 100 416 100% 

                             Source: Author’s field work (2015) 

4.5.2. Employee/leaders Satisfaction with present salary: 

This was aimed at finding out if the salary level would affect the behavior of leaders in both the 

public and private secondary schools in Buea. It was found that 18.4% of the respondents in the 

public schools agreed that salaries will affect the leaders’ behavior, and 81.6 % of the 

respondents in the same sector were of the opinion that salaries will not affect the leader’s 

behavior. In the private schools, 24.5% of the respondents are of the opinion that salaries will 

affect a leader’s behavior, and 75.5% of the respondents in the private sector say that salaries 

will not affect a leader’s behavior. In the final analysis, 22.1% of the respondents agreed salaries 

will affect leader’s behavior, and 77.9% respondents disagreed that the level salary will not 

affect behaviors of leaders. See Table 4.23 below; 

 

 

 



76 
 

Table 4.23: Employee/leaders Satisfaction with present salary: 

 

                             Source: Author’s field work (2015) 

4.5.3. Level of job motivation 

The level at which job motivation will affect a leaders behavior is rated at 44.8% by respondents 

in the public schools and 67.6% by the respondents in the private schools. This implies that job 

motivation will mostly affect the behavior of leaders in the private sector much more than the 

public schools. 55.5% of the respondents in the public schools are of the opinion that the level of 

job motivation will not influence the leaders’ behavior while in the private schools only 32.4% of 

the respondents say that job motivation will not affect a leaders’ behavior. Result is presented in 

Table 4.24 below: 

  Table 4.24: Level of job motivation: 

Number of Respondents 

description Public 

Institution 

Private 

Institution 

Total 

 

 

 

f % f % f % 

Yes 73 44.8 171 67.6 266 64% 

No 90 55.2 82 32.4 150 36% 

Total 163 100 253 100 416 100% 

                             Source: Author’s field work (2015) 

Number of Respondents 

description Public 

Institution 

Private 

Institution 

Total 

Percentage 

 

 

f % f % f % 

Yes 30 18.4 62 24.5 92 22.1% 

No 133 81.6 191 75.5 324 77.9% 

Total 163 100 253 100 416 100% 
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4.5.4. Training received by the leaders: 

It was found that the level of training will affect the behavior of the leader in both the public and 

private schools. From Table 23 below, it shows that 149 respondents in the public schools who 

make up 91% agree that the level of training received by the leader will affect his/her behavior 

and 14 respondents representing 8.6% in the same sector say that level of training will not 

significantly influence a leader’s behavior. In the private sector, the popular opinion holds that 

training will affect the leader’s behavior. This is seen as 204 respondents who represents 80.6% 

agree to the fact and only 49 respondents representing 15.1% of respondents in this sector 

disagree with the fact that training will affect leader’s behavior. This is summarized in Table 

4.25 below: 

Table 4.25: Rating on the influence on leader’s behavior by level of training: 

Number of Respondents 

description Public 

Institution 

Private 

Institution 

Total 

 

 

 

f % f % f %  

Yes 149 91.4 204 80.6 353 84.9 

No 14 8.6 49 19.4 63 15.1 

Total 163 100 253 100 416 100%  

                             Source: Author’s field work (2015) 

From the results, it is found that the factors that will affect the behavior of leaders in both the 

public schools and private schools are the same. These were; the working environment, the level 

of satisfaction with present salary, the level of job motivation and the level of training received 

by the leaders. 
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4.6. Presentation of Results based on Research Objectives Four 

The fourth objective of this study was to investigate the challenges faced by leadership in public 

and private schools in Buea sub-Division. To achieve this, a series of questions were raised in the 

questionnaire relating to this objective. Questions 26, 27, 28 and 29 in the questionnaire were 

intended to meet this objective. The result obtained is as follow: 

4.6.1 The Rate of Employee turnover in Schools 

It was found that 91.4% of the respondents in agreed that the rate of employee turnover is low in 

the public institutions, and 8.6% of the respondents in the public schools were of the opinion that 

the rate of turnover is average. In the private schools, 2.7% of the respondents say that the 

turnover is low, and 19.4% of the respondents agree that the turnover is average. 77.9% of the 

respondents in the private schools agree that the rate of employee turnover is high. In total, 

37.5% of the respondents are of the opinion that the rate of employee turnover is low while 

15.1% agree that turnover is average. Finally, 47.4% of the respondents agree that employee 

turnover is high. This information is summarized in table 4.26 below; 

Table 4.26: Rate of employee turnover 

Number of Respondents 

description Public 

Institution 

Private 

Institution 

Total 

 

 

 

f % f % f %  

Low 149 91.4 7 2.7 156 37.5 

Average 14 8.6 49 19.4 63 15.1 

High -  197 77.9 197 47.4  

Total 163 100 253 100 416 100%  

                             Source: Author’s field work (2015 
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This result shows that the leaders of private secondary schools in Buea subdivision are faced 

with a high challenge of employee turnover. And also that, employee turnover is not a challenge 

for the leaders in the public institutions. 

4.6.2 Level of Bureaucracy in the institutions 

This was aimed at finding out whether the leaders of both public and private institutions can take 

quick decisions in solving problems faced with. It was concluded that 8.6% of the respondents in 

public schools were of the opinion that decisions are not taken on strict laid down rules. While 

31% of the respondents say that decisions are taken on strict laid down rules and 60.1% of the 

respondents in public schools, agree that decisions are taken very strictly on laid down 

principles. In the private sector, 38.3% of the respondents are of the opinion that decisions are 

not base on strict laid down rules, 58.9% of the respondents are of the opinion that decisions are 

strictly on laid down rules, and 2.8 % of the respondents say that decisions are very strict on laid 

down rules. This is summarized in table 4.27 below; 

Table 4.27: Level of Bureaucracy in schools 

Number of Respondents 

description Public 

Institution 

Private 

Institution 

Total 

 

 

 

f % f % f %  

Not strict 

on laid 

down rules 

14 8.6 97 38.3 111 26.7 

Strictly on 

laid down 

rules 

51 31.3 149 58.9 200 48.1 

Very strict 

on laid 

down rules 

98 60.1 7 2.8 197 25.2  

Total 163 100 253 100 416 100%  

                             Source: Author’s field work (2015) 
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From the result of Table 4.27 above, it is concluded the there is a high level of bureaucracy in 

public schools as compared to private schools. This will imply that the decision-making process 

in public schools is very slow and average in private schools.  

4.6.3 Infrastructural challenges 

It was found that both respondents in the public and private schools agreed that leaders face 

infrastructural challenges. 90.8% of the respondents in public schools agree that infrastructure is 

a challenge to the leaders, and only 9.2% of the respondents disagree, that infrastructure is not a 

challenge to leaders. In the private sector, 80.2% of the respondents agree that infrastructure is a 

challenge faced by leaders, and 19.2% of the respondents say that infrastructure is not a 

challenge. Table 4.8 below gives a summary of this result. 

Table 4.28: Infrastructural challenges 

Number of Respondents 

description Public 

Institution 

Private 

Institution 

Total 

 

 

 

f % f % f %  

Yes 148 90.8 203 80.2 351 84.3 

No 15 9.2 50 19.8 63 15.7 

Total 163 100 253 100 416 100%  

                             Source: Author’s field work (2015) 

4.7 Implication of the Results 

Public and Private secondary schools play a significant role in shaping the future of higher 

education in Cameroon and the economy as a whole. It is generally perceived that public schools 

are not performing sufficiently to uphold the primary reason for their existence. And thus, if the 

private schools are performing better than the public schools, there is a need for more research in 
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this area to find out whether there are other factors that may be responsible for these differences 

in performance.  

More importantly, the result of the study identifies the dominant leadership in both public and 

private secondary schools. From the findings of this study, it implies that for a leader to achieve 

a high level of employee performance, be it in the public or private sector the “team leadership” 

would be the appropriate leadership style to be adopted. It also implies that the “middle of the 

road” leadership is not an appropriate style to be adopted by leaders who want to achieve a high 

performance of their employees. The findings also imply that if the leader adopts the 

authoritarian leadership, country club leadership and the impoverished leadership styles, it will 

not bring about the desired employee performance. 

Therefore, it is hoped that this research will stimulate further studies in the secondary school 

sector and Cameroon as a whole. 

Furthermore, future research may target other public and private sector industries in order to test 

the possible generalizations of this study. Such industries could include nursery, primary and the 

higher education institutions, the commercial enterprises and the manufacturing industry. The 

unique features of these industries may also impact the relevance of future findings in these 

research areas. In the competitive global economy of today, the public secondary schools need to 

be open to competition and recognized the importance of employees and more to that the 

leadership and employee performance. 

From the result of this study, it shows that the dominant leadership style in the private secondary 

school is different from that of the public schools. With the private sector performing much more 

than the public sector, the public schools may partner with the private schools to improve on the 

performance.  
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4.8 Limitations of the Study 

A successful research cannot be carried out without any limitation. Financial constraints posed a 

limitation to the researcher. The printing and administering of the questionnaires were very 

costly, and this initially posed a problem in finding the required number of questionnaires. This 

problem was overcome with some efforts from the researcher and with some financial support 

from the family. 

There was no existing data on the past leadership styles and also on teachers performance in the 

institutions understudy. Equally, there is Lack of standard performance appraisal procedures in 

the public and private sector. 

Also, one of the limitations is that the research was limited within the confines of the public and 

private secondary schools in Buea and could not provide enough result that could be generalized 

on the entire Cameroon as the other regions were not considered. Although Buea was chosen for 

this study, the organizational leadership and employee performance of the country as a whole 

should be taken into consideration for future research. 

Time is also of the essence. One of the limitations of this research is the time factor. The time 

limit given by the school was not enough time to carry out a successful research. The time for the 

research was too small for a research of this nature. However, the researcher had to put in extra 

hours in order to overcome the time constraint. 
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CHAPTER FIVE 

SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS 

After presenting and analyzing the data and results of the research in the previous Chapter, the 

summary of findings, conclusion, and recommendations of the study will now be discussed in 

this chapter. 

5.1. Summary of Findings 

The objective of the study was to evaluate the influence of organizational leadership on 

employees’ performance in public and private secondary schools in Buea subdivision.  This 

research presents the findings of the influence of organizational leadership on employees’ 

performance with the public and private secondary schools in Buea as a case study.  

Questionnaires were used to collect the data needed for the study. A total of 416 questionnaires 

were actually returned, and the respondents were randomly selected to represent the entire 

population under consideration. 

Objective one of the studies was met as it was revealed that the dominant leadership style in the 

public secondary schools is different from that of the private schools. The result showed that the 

dominant style in the public sector is the “middle of the road “leadership style and in the private 

secondary schools, the dominant leadership is the “team leaders”, this was further verified by 

testing hypothesis one of the research. 

The first hypothesis investigated the dominant leadership style in the public and private 

secondary schools in Buea. The results of the analysis indicate that the dominants leadership 

style in the public sector differs from that of the private sector. The calculated value of the Chi-

square-based on the data collected from the field was 14.8393, and the inferred value ( the table 

value) of the Chi-square was 9.4877. The researcher thus rejected the null hypothesis (Ho) and 

concluded that there is sufficient evidence, that there is a difference in the dominant leadership 
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styles used in both the public and private schools. It must, however, be noted that the differences 

in the dominant styles vary from school to school and depending on the sitting principal.  

On the second objective, the researcher observed that there was a positive relationship between 

organizational leadership and employee performance. The average performance of public 

schools at the GCE is 55.25% and 74.29% for the Ordinary and Advanced level respectively.  

Whereby, the dominant leadership style is “middle of the road” this performance is low as 

compared to the average performance of private schools at the same examinations where the 

dominant leadership is the “team leaders”. In the private schools, the average performance is 

61.96% and 76.54% for the GCE Ordinary and Advanced level respectively. 

The second hypothesis investigated the nature of the relationship between organizational 

leadership and employees’ performance. The result of the analysis indicated that there is a 

significant positive relationship between organizational leadership and employees’ performance. 

The researcher thus rejects the null hypothesis (Ho) and concludes that there is sufficient 

evidence, that there is a positive relationship between organizational leadership and employees’ 

performance in both public and private schools. Leadership is therefore very important in the 

performance of employees’ and consequently students’ performance in school. 

From the findings, it was realized that the leadership of both public and private institutions in 

Buea is affected by different factors which vary from school to school. Also, the leadership 

styles adopted by the schools were not the same for the public and private sector. The different 

leadership styles, therefore, have a significant influence on the performance of the institutions 

either positively or negatively. 

However, institutions with the appropriate leadership styles may be completely different from 

others, and this gives a clear indication that leadership always will influence employee 
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performance. Never the less, institutions with the wrong leaders and leadership style at any given 

moment will often witness a low performance from employees.  

5.2 Conclusion 

The general methodology consisted of the use of questionnaires to collect information about 

leadership and employee performance. The employee performance was also captured and 

recorded by using the employees’ motivation level and rate of student success in examinations. 

The data obtained was then analyzed using the Chi-square Goodness - of - fit test.  The result of 

the research showed that there is a significant relationship between leadership and employee 

performance.  

It should be understood that the result shown by this research is not different from those 

anticipated, as the researcher expected a significant relationship to exist between organizational 

leadership and employee performance. The research result falls in line with some of the literature 

reviewed in this work. 

The research findings showed that there are other variables in existence which influence the 

performance of employees in the public and private secondary schools in Buea other than those 

identified in this research. These variables which were not considered in this write-up May 

constitute a greater influence on the employee performance in both public and private schools. 

These include variables such as planning, training, recruitment and the selection process in the 

institutions. After a review of the literature on organizational leadership and employee’s 

performance, few references to this research context could be found.  

This work should, therefore, adds to a new dimension of organizational leadership and employee 

performance in the public and private secondary schools in Buea, as the research took place in 

Buea. The research findings generally demonstrate the relevance of organizational leadership to 
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an extent in government institutions as well as private institutions with particular emphasis on 

the secondary schools in Buea. 

Throughout the process of data collection, the problem of persuading participants to co-operate 

with the researcher was present. Some relevant information was hidden but on a general note, the 

right to privacy and voluntary participation and confidentiality was well observed. The 

participation in this research was voluntary and participants had the option to refuse to reveal 

certain information about their institution and the organizational leadership. 

Institutions are set up for particular purpose and objectives. People join the organizations 

because they believe that their personal goals could be met while they strive to achieve the 

organization’s objectives. The duty of every responsible leader is to build an organization that 

will function effectively. To achieve this, the leader must combine these attributes: 

Believing in one-self will give the leader self-confidence to take up new challenges and ability to 

motivate others to take up fundamental challenges. The leader must have and show passion for 

the job. This provides energy and focuses needed to drive the institution 

 Efficiency is a function of perceived reward. Good motivation is critical for achieving 

organizational objectives. Therefore recognizing workers needs is an essential step to planning 

and motivational efforts. Hence, every action taken by a leader stimulates a reaction in the 

employees. 

The researcher is therefore concluding that to attain their objectives, the public and private 

secondary schools in Buea would be borne out of the fact that leadership should recognize the 

needs of the workers. Employ appropriate motivational tools such as the promotion of staff based 

on merit and skills, provide a suitable working environment and provide an appropriate 
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leadership style that will encourage the free flow of information among employer, superior 

officers, and other employees. 

5.3 Recommendations 

For public and private secondary schools in Buea to achieve a meaningful and significant 

improvement in the performance of its employee and students in this era of improved technology 

and global competition, and to enable Cameroon to emerge by 2035, the role of leadership and 

employee performance in this process needs to be given due considerations; Especially in the 

management of the Human Resources. In order to achieve employee performance at a maximum 

level, and to improve on the success of students in examinations, the leaders of these institutions 

should ensure that its activities are delegated as this will enable the employee to initiate and 

implement managerial policies that will improve performance and consequently increase the rate 

of student success. 

More importantly, the leaders of both public and private secondary schools should initiate 

training programs on planning (human, financial and material resources) and also on other 

managerial aspects that will help them acquire new leadership skills to succeed in this era of 

globalization hence improving on employee’s performance. In the bilingual grammar school 

Molyko Buea, there is a yearly training program on leadership and the use of ICT which if it can 

be extended to the other public and private secondary schools I believe that the quality of 

leadership in schools will improve. 

Due to cultural (organizational) diversity inherent in the public and private institutions, the 

members of each sector are known to have different disposition and attitudes towards work and 

school activities. Therefore, it is important that studies of this nature should be carried out among 

the public and private secondary schools in Buea.  The success of such study will enable a 
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general conclusion to be made on the evaluation of leadership and organizational performance in 

the public and private secondary education in Cameroon as a whole.   

In achieving the above task, it would be necessary to focus on the level of motivation of 

employees by employers and leaders in the various institutions of learning in Buea. It will also 

be of interest to study how and determine the extent to which high-performance variables 

promotes maximization of objectives in public and private schools in Buea as well as how high 

performance of secondary education contribute to the nations economy as a whole especially as 

Cameroon strive to emerge by 2035.  

Comparative studies that will focus on the attitude of employees to work, as well as their level of 

commitment particularly in the public sector, will equally be of interest. This area is of 

importance because irrespective of the organizational culture heritage of most civil servants, 

their background, education and exposure often affect the way and manner they respond and 

carry out their duties at work. 

Focusing on the future of secondary schools in Cameroon as a whole, it is important to go in for 

leaders who will be ready to accommodate and respect their subordinates. The future leaders in 

this area of study need to compensate all staff according to their contributions to the 

organization. The readiness to motivate and provide adequate training as well as the freedom to 

use individual discretion at some specific levels by employees will further enhance leaders’ role 

in the public and private secondary education in Cameroon. 

Furthermore, championing a course to assist employees in meeting their personal needs and 

aspiration by the leader will enhance the commitment of the employees to the institution. In 

effect, this will bring about improved performance, the satisfaction of all parties and increase in 

productivity (result) of the institution. 
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In order to improve on employee performance and students success, the leaders need to be 

trained on some managerial skills. It was observed that some key managerial skills of a Modern 

leader were lacking in the leaders of both the public and private schools in Buea. Seminars on 

leadership should be organized at some regular intervals so as to help the leaders improve and 

meet up with modern ways of leadership.  

Finally, it is also highly recommended that the leaders of secondary institutions in Buea should 

be able to reduce employee turnover, improve on infrastructure and institute proper control 

instruments in their institutions. Also, they should create a forum whereby the subordinates can 

assess the leadership of the institution. That is, the employees should have a means of evaluating 

the leaders so that the leaders can know at any time whether they are doing things the right way 

or not. The employees of these institutions should be involved in the decision-making process. 

Employee involvement in the decision-making process can be achieved if the leaders are open to 

the subordinates and are ready to accept constructive criticism.  
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Appendix 1: Calculation of Dominant Leadership Style 

 

 

 

 

  

Low con for people, low con for result 

Low con for people = 12 +19 / 163 = 19% 

Low con for Result = 5+12 / 163 = 10.4% 

Total = 29.4% 

Low con for people, high con for task 

Low con for people = 12+19/163 =19% 

High con for Result = 17 + 31 / 163 = 29.4% 

Total = 48.4% 

Average con for People, Average con for 

result 

Average con for people = 21+77/163 = 60.1% 

Average con for Result = 26+72/163 = 60.1% 

Total = 120.2% 

High con for People, low con for task 

High con for people = 15+19/163 = 20.9% 

Low con for result = 5 + 12/163=10.4% 

Total = 31.3% 

High con for people, high con for result 

High con for people = 15+ 19/163 = 20.9% 

High con for result =17 + 31/163 = 29.4% 

Total=50.3% 

 

 

Private schools: 

Low con for people, low con for result 

Low con for people = 5 +25 / 253 = 11.9% 

Low con for Result = 3+15 / 253= 7.1% 

Total = 19% 

Low con for people, high con for task 

Low con for people = 5 +25 / 253 = 11.9% 

High con for Result =40+158/253=78.3 

Total = 90.2% 

Average con for People, Average con for 

result 

Average con for people = 15+59/253 = 29.2% 

Average con for Result = 12+25/253 = 14.6% 

Total = 43.8% 

High con for People, low con for task 

High con for people = 35+114/253 = 58.9% 

Low con for result = 3+15 / 253= 7.1% 

Total = 66% 

High con for people, high con for result 

High con for people = 35+114/253 = 58.9% 

High con for result == 40 + 158 / 253 =
78.2% 

Total=137.1% 
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Appendix 2A 

Result of schools (internal candidates at the GCE Ordinary level) by proprietorship 

Ordinary level 2006 

Year school No reg No sat No Abs No pass No failed  % pass 

2006 Government 15071 13619 1452 8636 4983 63.41 

 Denominational 2762 2582 180 2374 208 91.94 

 Lay private 5583 5205 378 2800 2405 53.79 

 Total 23416 21406 2010 13810 7596 64.51 

Ordinary level 2007 

Year school No reg No sat No Abs No pass No failed  % pass 

2007 Government 16822 15041 1781 10083 4958 67.04 

 Denominational 3269 3108 161 2783 325 89.54 

 Lay private 5934 5485 449 3170 2315 57.85 

 Totals 26025 23634 2391 16036 7598 67.85 

Ordinary level 2008 

Year school No reg No sat No Abs No pass No failed  % pass 

2008 Government 18605 16190 71 9879 6311 61.02 

 Denominational 3380 3084 9 2745 339 89.01 

 Lay private 6653 6023 58 2953 3070 49.03 

 Totals 28638 25297 138 15577 9720 61.58 

Ordinary level 2010 

Year school No reg No sat No Abs No pass No failed  % pass 

2010 Government 23932 22039 57 15003 7036 68.07 

 Denominational 4120 3981 21 3509 472 88.14 

 Lay private 7912 7353 58 4660 2693 63.68 

 Totals 35964 33373 136 23172 10201 69.43 

Ordinary level 2011 

Year school No reg No sat No Abs No pass No failed  % pass 

2011 Government 26764 24152 2612 12596 11556 52.15 

 Denominational 4409 4100 309 3221 879 78.56 

 Lay private 8325 7677 648 3784 3893 49.29 

 Totals 39498 35929 3569 19601 16328 54.55 

Ordinary level 2014 

Year school No reg No sat No Abs No pass No failed  % pass 

2014 Government 43195 38329 4866 15276 23053 39.85 

 Denominational 5073 4445 629 3194 1251 71.86 

 Lay private 13360 12166 1194 5208 6958 42.81 

 Totals 61628 54940 6688 23678 31262 43.10 

Source: GCE Board’s result publications 
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Appendix 2B 

Result of schools (internal candidates) at the GCE Advanced levelby proprietorship 

Advanced level 2006 

Year school No reg No sat No Abs No pass No failed  % pass 

2006 Government 7888 7860 28 5160 2700 65.65 

 Denominational 1504 1498 6 1336 162 89.19 

 Lay private 2478 2446 32 1388 1058 5675 

 Total 11870 11804 66 7884 3920 66.79 

Advanced level 2007 

Year school No reg No sat No Abs No pass No failed  % pass 

2007 Government 8041 8021 20 5497 2524 68.53 

 Denominational 1623 1616 7 1465 15 90.66 

 Lay private 2641 2603 38 1549 1054 59.51 

 Total 12305 12240 65 8511 3593 69.53 

Advanced level 2008 

Year school No reg No sat No Abs No pass No failed  % pass 

2008 Government 9558 9525 33 6597 2928 69.36 

 Denominational 1868 1861 7 1701 160 91.40 

 Lay private 2931 2899 32 1910 989 65.88 

 Total 14357 14285 72 10208 4077 71.46 

Advanced level 2010 

Year school No reg No sat No Abs No pass No failed  % pass 

2010 Government 10893 10847 46 8761 2086 80.77 

 Denominational 2630 2617 13 2395 222 91.52 

 Lay private 3457 3426 31 2574 852 75.13 

 Totals 16980 16890 90 13730 3160 81.29 

Advanced level 2011 

Year school No reg No sat No Abs No pass No failed  % pass 

2011 Government 12878 12835 43 9813 3022 76.46 

 Denominational 2985 2971 14 2629 343 88.46 

 Lay private 3943 3914 29 2742 1172 70.06 

 Totals 19806 19720 86 15184 4537 76.99 

Advanced level 2014 

Year school No reg No sat No Abs No pass No failed  % pass 

2014 Government 19736 19661 75 15246 4415 77.54 

 Denominational 3444 3435 9 3090 345 89.96 

 Lay private 5822 5763 59 4049 1714 70.26 

 Totals 29002 28859 143 22385 6474 77.57 

Source: GCE Board’s result publications 
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Appendix 3 

QUESTIONNAIRE 

PAN AFRICAN INSTITUTE FOR DEVELOPMENT WEST AFRICA - BUEA 

I am a Master’s degree student of the above named Institution, involved in a research work on 

the topic Influence ofOrganisationalLeadership on EmployeesPerformance, ‘a comparative 

analysis of the public and  private secondary education institutions in Buea Sub division.  

The questionnaire is strictly to provide vital information regarding this research work. I assure 

full confidentiality of all information given. 

Yours Sincerely, 

WIRKOM GILBERT SUNJO 

Please Mark (x) in the boxes as appropriate unless otherwise indicated. 

1)  Sex: Male ( ) Female ( ) 

2) Age group: 20-30 ( ) 31-50 ( ) 51-60 ( ) 61and above ( ) 

3) Level of Education: Bachelor degree ( ) Masters Degree ( ) professional certificate ( ) 

4) What is your leadership position? Principal (  ) Vice principal (  ) Discipline master (  ) 

Dean of Studies (  ) Head of department (  ) Teaching staff (  ) 

5) How much concern do you have for your employee’s welfare? Indicate the range on a 

scale of 10: 

a) 1-4/10 (  ) 

b) 5/10 (  ) 

c) 6-10/10 (  ) 

6) How much concern do your leaders have for your welfare at work? Rate on a scale of 

10 by ticking the range below: 

a) 1 – 4/10 (  ) 

b) 5/10 (  ) 

c) 6 – 10/10 (  ) 

7) How much concern do you have for your employees’ performance (Result)? Rate on a 

scale of 10 by ticking the range below: 

a) 6 - 10/10 (  ) 

b) 1 -  4/10 (  ) 

c) 5/10 (  ) 
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8) How would you rate your leaders’ concern for your performance (Result) at work on a 

scale of 10? Tick from the range below: 

a) 6 - 10/10 (  ) 

b) 1 -  4/10 (  ) 

c) 5/10 (  ) 

9) How do you rate the leaders’ involvement in day to day running of the school affairs? 

Rank on a scale of 0-5 (with 0 being no involvement and 5 being deeply involved) (  ) 

10) What is the relationship between leaders and subordinate? Rank using a scale of 0 – 5 

(with 0 being no or worst relationship and 5 being best or excellent relationship) (  ) 

11) How do teachers (employees) prepare and run their lessons in class? Freely (  )  With 

Leader’s supervision (  ) 

12) : Is the working environment conducive for you? Rank the level of conduciveness using 

a scale of 0 – 5 (with 0 being not conducive and 5 being conducive). 

13) Are you satisfied with your present salary level? Rank your level of satisfaction using a 

scale of 0 – 5 (with 0 being notsatisfied) 

14) Are you motivated in the job your doing? Yes (  ) or No (  ). 

Rank your level of motivation using a scale of 0 – 5 (with 0 being no motivation) (  ) 

15) Do you give or have received training in your institution after obtaining your degree? 

Yes (  )   No (  )  if yes specify the kind of training  

16) Does your principal delegate duties to the subordinate? Yes (  )  No (  ) 

17) If yes, is responsibility backed up by adequate authority? Yes (  )  No (  ) 

18) : How can you describe the performance of the institution so far?Rank the level of 

performance using a scale of 0 – 5 (with 0 worst performance and 5 being outstanding 

performance).  

19) What do you think may be responsible for the level of performance in your institution? 

________________________________________________________________________

________________________________________________________________________

________________________________________________________________________ 

20) From your experience in your institution, how can you describe the Leadership style? 

Autocratic ( ) Participative ( ) Democratic ( ) 

21) Are there any forms of Performance measurement existing in your institution? Yes (  ) 

No (  ) 

22)  If yes give some examples 
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________________________________________________________________________

________________________________________________________________________

________________________________________________________________________ 

23)  What factor(s) can enhance Organizational performance in your institution? Rank the 

following in order of importance (0 – 5) 

a)    None political appointments of well educated / experienced principals ( ) 

b)   The provision of didactic materials on time ( ) 

c)  Participative Leadership and proper Motivation of staff ( ) 

d)  Research and development ( ) 

e)   Free Flow of information and personal recognition ( ) 

24) What factor(s) could counter high organizational performance? Rank the following in 

order of importance (0 – 5) 

a)  Lack of didactic materials good computers ( ) 

b)  Insufficient Staff and funds ( ) 

c)   Autocracy and bad leadership ( ) 

d)   Lack of attention to staff opinion and welfare ( ) 

 

25) What decides who is to be promoted to a leadership position? Rank using a scale of 0 – 

5 (with 0 being not important) 

i) Success rate of students taught (  ) 

ii) Year of Service (  ) 

iii) Political affiliation (  ) 

iv) Favoritism ( ) 

v) Principal’s Discretion ( ) 

26) How would you describe the rate of employee turnover in your institution? Low ( ) 

Average ( ) High ( ) 

27) How can you describe the decision making process in your school? Not strictly on laid 

down procedure ( ) Strictly on laid down procedure ( ) Very strict on laid down 

procedure ( ) 

28)  Do you have adequate infrastructure in your institution? Yes ( ) No ( ) 

29) Are there proper instruments of controlling employees in your institution? Yes ( ) No ( ) 

If yes give examples ____________________________________________________ 

______________________________________________________________________   
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Appendix 4 

School Map of Public and Private Secondary Schools In Buea sub Division 

PUBLIC SCHOOLS: 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

GHS – Government High School 

GBHS – Government Bilingual High School 

GSS – Government Secondary School 

GTHS – Government Technical High School 

GTC - Government Technical College 

TTC – Teacher Training College 

PRIVATE SCHOOLS IN BUEA SUB DIVISION: 

CONFESSIONNAL SCHOOLS LAY PRIVATE SCHOOLS 

Baptist High School Buea Inter Comprehensive High School Buea 

Baptist Comprehensive College Buea Salvation Bilingual High School Buea 

St Joseph College Sasse Baird Memorial College Buea 

Bishop Rogan College Small Soppo Buea FOMIC Comprehensive High School Buea 

St Paul’s College Bojongo Remedial Comprehensive College Buea 

Jules Peters College Buea Holy Child Comprehensive College Buea 

Presbyterian Comprehensive High School 

Buea 

Marthlo Comprehensive Bilingual College 

Buea 

Our Lady of Mt Carmel College Muea Summerset Bilingual High School Buea 

 Frankfils Comprehensive Collge Buea 

 Champion Comprehensive College Buea 

 St Theresa International College Buea 

 Lyokiki Secondary School Buea 

 Nabesk Comprehensive College Buea 

 CCAST Buea 

 Pan Bilingual College Buea 

Source: Extract, Regional Delegation of Secondary Education for the South West Region (2015) 
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