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1. Background to the Study 

There are certain characteristics, demands, and roles that are expected in school leadership. These are performed 
based on individual styles and beliefs. For instance, the school leader is expected to perform so many functions. The school 
leader acts as an instructional leader to manage the nature of teaching and learning in the school; as curriculum implementer 
to ensure the attainment of suitable standards; as a relational expert when it comes to dealing with teachers, parents and 
students; and still supervising administration and management of scanty resources (Sergiovanni, 2001). According to 
Snowdon and Gorton (2002), school leadership goes beyond organizational leadership, since school leadership demands 
individualized styles. 
                 Leadership style is any behaviour or practice of the leader exhibited in the course of playing his role as the school 
leader. Such leadership styles include democratic, laissez-faire, autocratic, situational, transformational, and transactional 
leadership styles. The extent to which schools may improve depends so much on the leadership styles employed by the school 
head. For instance, many scholars agree that the type of leadership style or leadership behaviour that goes with 
transformational leadership will help schools to change positively (Barnett & McCormick, 2004; Edwards & Aboagye, 2014). 
However, a leader may practice two, three or more styles in his or her leadership functions, depending on situations. Whatever 
styles a leader exhibits may be influenced by his/her socio-cultural practice. 

School culture is defined as the prevailing atmosphere that determines the running of a school. There is a relationship 
between culture and leadership based on the notion that whereas cultural norms define how organizations define leadership, 
leaders are thought to be experts in the creation and management of culture. Leaders understand and work with culture, and 
they are also destroyers of dysfunctional culture.  

School Culture refers to not only physical or material things but also the climate or atmosphere within which school 
activities take place. In this study, the environment presumed to be conducive for teaching and learning including toilet 
facilities, drinking water, physical classrooms and teacher support systems measure the School Culture (SC). All these are 
considered part of the responsibility of the school leadership. Therefore, the School leadership style (SLS) is also measured by 
the leadership practices, as propounded by Kouzes and Posner (2012), and exhibited by various heads of schools.  
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Abstract:  
This was a survey study aimed at finding out the perceptions of teachers on the leadership styles of J.H.S. head teachers 
within the Ejisu-Juaben Municipality. From an accessible population of 460 teachers from 50 selected public schools, the 
researcher selected 210 respondents, using the sample size calculator by Raosoft. A set of closed-ended questionnaire 
was used, and this comprised 67 items for the teacher respondents. The data was analyzed using descriptive statistics, 
independent t-test, and demographic analysis. The study found, among other things, that autocratic, situational and 
transactional leadership styles were perceived to be the predominant leadership styles practiced by the JHS heads. The 
study recommended, among other things, that head teachers should practice transformational and democratic 
leadership styles, and that the G.E.S., policy makers and other stakeholders of education should strengthen the leadership 
component within the JHS system for effective realization of school objectives. In this respect, appointment of headship in 
the school setting, especially at the JHS, ought to be made in consideration of professional leadership training, aside 
other requirements. 
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School success also depends on the commitment level of all stakeholders of the school, which invariably affects the 
atmosphere for teachers and other staff to commit to their respective roles and performances. Teacher commitment, in this 
respect, is crucial considering the influence it exerts on teaching and learning.  

Most studies, in talking about teacher commitment, dwell mostly on teacher absenteeism, lateness, contact hours, 
learners’ support, etc. In most cases, however, the teacher performs multi-dimensional functions to keep the learning 
atmosphere conducive. These multi-dimensional functions include, attending to immediacy, unpredictability, and simultaneity 
in classroom management (Arends, 1994). In this context, the teacher’s ability to manage instructional delivery in a conducive, 
learning environment (i.e., school culture) may result from how leadership performs in the school system. Instructional 
delivery goes with instructional leadership in teaching and learning. Invariably, teacher commitment can affect school or 
academic performance; academic performance can also affect teacher commitment. 

Studies have shown that school culture, teacher commitment and conditions for academic performance will depend 
on the style of leadership for change (GES/Teacher Education Division, 2014). In other words, head teachers’ leadership is 
responsible for creating the conditions for appropriate school culture, teacher commitment, and academic performance. Such 
conducive school environment promotes teaching and learning and encourages teacher commitment. 
 
2. Statement of the Problem 
 Data from the GES/Statistics Services indicate that there is a great concern for schools to raise academic performance, 
particularly in certain subject areas, such as, Mathematics, Science, and Technology. Anamuah-Mensah and colleagues raised 
the alarm in a nationwide report (MOE, 2014) on poor performance in Integrated Science and Core Mathematics with about 
60% obtaining poor grades. The same report pointed out that second year students of Junior High School (JHS2) performed 
poorly in international assessment such as, Trends in International Mathematics and Science Study (TIMSS). Many concerned 
citizens of Ejisu-Juaben Municipality have expressed a similar situation regarding education outcomes in the area. 
Stakeholders of education within the Ejisu-Juaben Municipality, in particular, are interested in following the trends in 
education, with regard to good school leadership. In this respect, gathering the views of teachers on leadership styles of JHS 
head teachers within the Ejisu-Juaben Municipality in this study could not be tagged as an exercise in futility. 
 
2.1. The Purpose of the Study  
 The purpose of the study is to find out the perceptions of teachers on the leadership styles of JHS head teachers within 
the Ejisu-Juaben Municipality.  
The objectives of the study were to; 

 Identify the predominant leadership styles of heads of JHSs within the Ejisu-Juaben Municipality;  
 Highlight the differences among demographic groups with regard to the study variables, particularly with gender 

groups. 
 

2.2. Research Questions 
The study was guided by the following research questions: 

 What are the predominant leadership styles of heads of JHSs within the Ejisu-Juaben Municipality as perceived by the 
teachers? 

 What are the differences among demographic groups with regard to the study  
 Variables, particularly, with gender groups?             

 
2.3. Significance of the Study 

It primarily sought to add to the wealth of knowledge on the practice of school leadership. Secondly, the study would 
help to highlight the need for leadership in basic schools, especially the junior high schools within the study area. Stakeholders 
in education look forward to the best schools where they can train their wards to get the best skills in life. Programmes for the 
professional development of principals and courses for aspiring principals may include curriculum that improves the 
leadership styles of head teachers. Through the research, recommendations could be made to the GES concerning appointment 
of heads at the basic school level. Other information that might come up through the research will provide a useful guide on 
future research on school leadership. Significantly, the study will contribute to educational reforms and policy-making 
decisions at the basic level. Finally, it will contribute to the scholarly literature on African educational systems, especially in 
the area of school leadership. 
 
3. Review of Literature 

         Over the past decade, school leadership has assumed increased importance. The principal’s role as a school manager 
has shifted toward a direct responsibility for classroom results as measured by students’ academic improvement. In turn, 
school leaders are obligated to positively, influence the teachers to help raise students’ performance. This paradigm shift 
generates a school-wide need to focus on school improvement. Teachers experience direct contact with students and control 
over content and the climate of the classroom (King & Newmann, 2001). Consequently, school heads must seek methods to 
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raise students’ achievement by adopting leadership styles that can influence teachers to help raise students’ academic 
performance. The review specifically looks at different styles, behaviors and situations. 
                The choice of these styles was based on their popularity and simplicity. In addition, the researcher considered the 
nature of respondents, and the issues to be raised in a study at a setting such as school leadership. Specifically, the behaviour 
of human beings, as described in Douglas McGregor’s theory X and Y catapulted the choice of democratic and autocratic 
leadership styles. For laissez-faire leadership style, the views of Berkley (2004) and Afful-Broni (2004) were considered. The 
point worthy of consideration in the choice of these leadership styles is that the respondents, who were working as salary-
recipient workers, were likely to exhibit most of the characteristics described by Douglas McGregor in his theory X and Y. For 
transformational, transactional and situational leadership behaviors or styles, the views of a number of writers encouraged 
the researchers to include these leadership styles in the study. For example, works by Kirby, Paradise, and King (1992) as well 
as Blasé and Blasé (1999) are commendable. It is worthy to note that the choice of these leadership behaviours stems from the 
importance required (as written about by a number of authorities) to initiate and promote change in organizations, especially 
in educational institutions. The researcher’s social background and interest in these concepts also encouraged the choice of 
these leadership styles and behaviors.  
 
3.1. Leadership Styles 
           All formal organizations are established for purposes, and owners of such organizations desire that the purposes of those 
organizations are attained at reduced costs and with much ease (Afful-Broni, 2004). In ensuring that purposes of organizations 
stay within attainable limits, goals have to be followed and it is through effective leadership that goals can stay focused with 
little or no deviations (Covey, 2004). 
 The importance of leadership within organizations requires that leaders maintain focus. This is the only way they can 
help steer the affairs of the organizations towards the attainment of goals. Leadership ought to acquire the necessary skills, 
methods and styles needed in handling various individuals within the various organizations. Berkley (2004) is of the view that 
leadership is a craft that must be administered to achieve the mission of the organization. The question that springs up, in this 
respect, is, what are the styles with which leadership can operate to lead organizations to fruitfulness or attainment of goals?  
 
3.2. Democratic Leadership 
 This is the type of leadership style, which is open to members of the organization for their contribution towards the 
running of that organization. It is worth recognizing, however, that despite this openness in democratic leadership, the leader 
helps his staff to operate as colleagues, collaborators, a team and partners. Here, healthy discussions lead to group decisions. 
This style of leadership, according to Afful-Broni (2004), is characterized by responses of co-operation, enthusiasm, 
acceptance of more responsibility and recognition of the worth of each worker. To Afful- Broni, the leader, here, considers 
himself or herself as first among equals. 
 The leader who practices democratic leadership style might have his beliefs stemming from Douglas McGregor’s 
Theory Y, which shows a lot of respect to the average human being. Theory Y assumptions include the fact that people by 
nature: have integrity work hard towards objectives to which they are committed; assume responsibility within commitments; 
desire to achieve; are capable of directing their own behavior; want their organization to succeed; are not passive and 
submissive; are not stupid; and will make decisions within their commitments.  
 
3.3. Autocratic Leadership 
 This type of leadership style is the direct opposite of democratic leadership in the sense that the leader here is quite 
domineering in his actions and decisions (Afful-Broni, 2004). With this style of leadership, the leader seems to be the only 
dreamer whose dreams have to be forced into reality. For the realization of his dreams, according to Afful-Broni, the autocratic 
leader determines and sets out the policies within the organization. Covey (2004) believes that members of the organization 
are assigned duties without their consent. Under autocratic leadership, the leader does not entertain suggestions or initiatives 
from subordinates. There is little or no room for consultation. According to Afful-Broni (2004), communication is virtually 
non-existent, or if it exists at all in the organization, it hangs up precariously in a manner where its benefits can hardly be 
realized. When the leader issues directives, no individual or groups have the audacity to question but must carry out the 
directives. Even experts can be ignored before vital decisions are taken. This style of leadership, to Afful-Broni (2004), is 
characterized by threats, warnings, dismissals and coercion. Views expressed contrary to those of the leader are seen as 
attempts to undermine or sabotage the leader. Members within an organization where this leadership style operates live in 
fear and intimidation. The presence and absence of the leader dictates the behaviour members of the organization put on. 
Afful-Broni believes that the sense of fear, uncertainties and disrespect exhibited through this leadership style has earned it 
other names as authoritarian, dictatorial, military, “master says” leadership and others. 

   Psychologists are of the view that this kind of leadership style has its roots in leaders’ sense of fear and feeling of 
insecurity. Not much is achieved, in the absence of such leaders. Such leaders’ style of leadership might stem from their 
entrenched belief in McGregor’s Theory X, which lambasts people as naturally: lacking integrity; being fundamentally lazy and 
desiring to work as little as possible; avoiding responsibility; not being interested in achievements; being incapable of 
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directing their own behavior; being indifferent to organizational needs; preferring to be directed by others; not being very 
bright; and avoiding making decisions whenever possible. 
 
3.4. Laissez-faire Leadership 

What is said about democratic and autocratic leadership lends credence to the fact that the two leadership styles are 
at the extreme, opposing ends of the field of play for leadership styles. Between the two extreme styles could lay other 
leadership styles. However, lying directly in the middle of democratic and autocratic leadership styles is the type of leadership 
tagged, among the francophone nomenclature, as laissez-faire which means “let them do what they wish” (Afful-Broni, 2004), 
an expression which seems to emanate directly from the leader who, for reasons best known to him or her, practices this style. 
A person may be in a leadership position without providing clear direction, leaving the group to choose its own path in 
achieving aims (Berkley, 2004). Subordinates are given a free hand in deciding their own policies and methods of achieving 
the goals of such policies. In this leadership style, there are no particular rules and regulations. Absolute freedom and 
autonomy are bestowed on members of the organization. 
 
4. Conclusion 
 All the leadership styles have their merits and demerits, and to a greater extent, each of them can be employed to 
achieve specific goals and purposes. It is worth recognizing that no one particular style can be used to do all, or to attain 100% 
success. In fact, the leadership styles complement each other, depending on the circumstances. Again, specific purposes and 
goals of an organization could direct a leader as to the best style of leadership to be used. Consideration, in this respect, ought 
to be taken of more leadership types (styles) like situational leadership, transformational leadership, transactional leadership, 
instructional leadership and so on. A blend of two or more styles of leadership may do the trick for any business-like or 
effective leader of an organization or any system, schools not being excluded. 
 
4.1. Leadership Behaviours 
                There are certain behaviours that leadership will put on, depending on the circumstances and the purpose desired for 
achievement. In this respect, mention can be made of leadership behaviours like Transformational leadership, Transactional 
leadership, Situational leadership, etc. 
 
4.2. Transactional and Transformational Leadership 
               The emotional relationship between a leader and his followers is the basis of transactional leadership. Bums (1978) 
stated that the relations of most leaders and followers are transactional – leaders approach followers with an eye to 
exchanging one thing for another. Chemers (1997) explains transactional theory of leadership as being focused on motivating 
follower through fair exchanges and by clarifying mutual responsibilities and benefits. Chemers sees this theory as implying 
that levels of influence rest solely on the followers’ perceptions of authority and its legitimacy. In his 1996 study conducted 
for the U.S. Army Research Institute for the Behavioral and Social Sciences, Bass offers that transactional leadership can 
provide stability, structure and readiness during times of crisis or urgency (Bass, 1990). 
         Transactional leadership simply focuses on the transactions between leaders, colleagues, and followers (Bass, 1990). This 
exchange is based on the leader discussing with others what is required and specifying the conditions and rewards. These, 
others will receive if they fulfill those requirements (Bass, 1990). Bass also identifies what transactional leadership alone fails 
to do, and states that although transactional leadership provides management of emergencies with structures that have 
already been set up while supplying immediate needs as perceived by members, there will not be long-term positive 
effectiveness in coping with the stressful conditions. Transactional practices alone do nothing to grow the individual or the 
group toward a greater state of being or fulfillment. 
Contrarily, transformational leadership focuses on the intellectual perceptions of the leader. Bums (1978) introduced 
transformational leadership by identifying intellectual leaders; he explained that intellectual leaders seek to change their 
social milieus. He contended that the concept of intellectual leadership brings in the role of conscious purpose drawn from 
values. Intellectual leadership, therefore, leads us to the discovery of transforming leadership. Out of the varying motives of 
persons, out of the combat and competition between groups and between persons, out of the making of countless choices and 
the sharpening and steeling of purpose, arise the elevating forces of leadership and the achievement of intended change (Bass, 
1990). Transformational leadership can be seen as transactional leadership expanded to the extent that transformational 
leaders motivate others to do more than they originally intended and often even more than they thought possible. They set 
expectations that are more challenging and typically achieve higher performances (Bass, 1990). 

Yukl (2013) recognized the feelings of trust, respect and admiration towards the leader as a product of 
transformational leadership. He identifies three avenues of transforming and motivating followers: (1) making them more 
aware of the importance of task outcomes; (2) inducing them to transcend their own self-interest for the sake of the 
organization or team; (3) activating their higher-order needs. Yukl describes the discovery of higher-order needs as a product 
of transformational leadership contrasts with the exchange, compliance product of transactional leadership. In his view, 
enthusiasm and commitment are common attributes of transformational leadership while transactional leadership will often 
provide nothing more than compliance with leader requests. 
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4.3. Transactional and Transformational Practices in Education 
The need for balanced leadership framework can be referred to the balancing act of educational leaders to manage 

transactional and transformational demands. Kirby, Paradise, and King (1992) analyzed the results of two studies of 
leadership in education. The purpose of the first study was to determine the extent to which educational leaders were 
perceived to use transactional and transformational leadership practices, and to determine the best predictors of leadership 
effectiveness through follower satisfaction. The purpose of the second study was to reveal aspects of transformational 
leadership that could not be explained with quantitative data (Kirby et al., 1992). 

Both studies discovered that extraordinarily, transformational leadership can be found in educational settings. 
Respondents preferred transformational practices of individualized consideration and intellectual stimulation coordinated 
with the transactional practice of contingent reward (Kirby et al., 1992). Extraordinary leaders also engaged in many of the 
task-related behaviours referred to as an initiation structure, which implies transactional leadership. It should also be noted 
that respondents viewed structuring activities as a necessary prelude to extraordinary accomplishments; and the initiation of 
structure, therefore, may provide valuable insight to identifying extraordinary leadership (Kirby et al., 1992). Our leaders took 
initial steps in providing resources and selecting key participants, but they were careful not to over define the structure. 
Instead, involvement continuously expanded. The leader’s role was flexible; it was often deemphasized, as others proved 
increasingly capable of self-direction (Kirby et al., 1992)). This realization reflects the use, by some educational leaders, of the 
Hersey Blanchard Situational Leadership Model for determining levels of worker maturity and leader involvement. 
 A vast field of literature describing leadership and the practices of effective leaders is available today. Authors define 
leadership as a relationship between a leader and followers. In order to build that relationship, the leader must earn the trust 
of the followers, articulate a vision for the organization, establish stakeholder buy-in to the vision, and rely on the strengths of 
others to attain set goals that agree with the vision. Leaders are responsible for learning – the learning of others as well as 
their own. Many agree that effective leadership is necessary if an organization is to realize success. The accountability and 
standards movement has caused the role of the school leader, especially the head teachers to change at a rapid pace. The 
responsibilities of the head teachers are challenging and demanding. They are accountable to all stakeholders for the success 
to all students. 

The head teacher serves as manager, supervisor, and instructional leader, working collaboratively with teachers to 
ensure curriculum, instruction, and assessment correspond. High visibility, effective communication, and building community 
are key to effective school leadership. There is a growing recognition that leadership is distributed throughout the school 
community (Copland, 2001). For this reason, it is necessary that head teachers recognize and promote leadership potential in 
others. School leaders must exhibit the leader traits of credibility, competence, positive self-regard, and authenticity. They 
must have high expectations for student success and serve as change agents if schools are going to meet increasing national 
and state standards. School leaders provide a critical bridge between reform initiatives and the positive impact these reforms 
can have on all students (Leithwood et al., 2004). 
 
4.5. Situational Leadership  

In this section, a review of the synthesis of leadership styles defined as situational theory was conducted to illustrate 
the flexibility of the principal’s choices. The use of a combination of leadership styles creates a myriad of tools for the leader. 
Situational leadership theory presents the principal with the transformational and transactional tools to proceed in the best 
interest of the school that is focused on teacher effectiveness (Blasé & Blasé, 1999). Teacher relationships with administrators 
are of low consideration until an internal change is implemented which requires authoritative monitoring and accountability 
(Blanchard & Hersey, 1979). As purveyors of situational leadership, Blanchard and Hersey depict situational leadership as less 
dependent on the level of management and more dependent on the maturity of the teachers supervised. 
               On the contrary, the acceptance of leadership behaviour flexibility that coincides with the situation is accepted as a 
theory, yet countered as a practice due to the dependence on the maturity of the subordinate. A study of Blanchard and 
Hersey’s (1979) research reveals their prescriptive model of measurement of leadership style is conceptually ambiguous. It 
does not accurately measure the correlation between the maturity of the subordinate and the task-relevant maturity of high 
performance initiated by the leadership (Graeff, 1983). 
                Teacher perception of school leadership as researched by Blasé and Blasé (1999) is determined by the situation 
presented. Their 1999 qualitative study focused on the analysis of the administrative leadership styles as related to teacher 
perception. Their pragmatic presentation of analytical data leads the reader toward an understanding of the role of the 
principal in a teacher-focused school environment. 

Hallinger and Heck presented a caution present in situational leadership theory through their findings in a meta-
analysis of 42 studies. Only after the principal establishes a culture of accountability and control, should the level of 
engagement change toward the transfer of leadership (Hallinger & Heck, 1998). Nevertheless, the authors found no positive 
results in a school leader’s push for increasing student achievement without seeking to improve teacher capacity. 

Within leadership literature, the laissez-faire leadership style is the least effective style of leadership when comparing 
it with transformational and transactional leadership styles (Barnett, Marsh, & Craven, 2005). The avoidance or delaying of 
important decisions coupled with the attitude of acceptance of no change defines a laissez-faire leader (Avolio & Bass, 2005). 
Laissez-faire leadership style predictably held the most negative effect on the teachers’ perceptions of global satisfaction of 
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leadership. Teachers have a desire to be led by their school leaders (Barnett, et al., 2005). Teachers who are abandoned to 
teach independently without knowledge or accountability to the school’s mission experience a negative perception of their 
leader. Glover (2007) encourages the capitalization of strategies to actively engage teachers and to avoid a laissez-faire 
attitude through active listening, respect, the suspension of assumptions, and relating personal truths.  
 
5.  Methodology 

There was the adoption of the descriptive research design in this study. The design was used because there was the 
need to identify the predominant leadership styles of the JHS head teachers within the schools selected for the study, and to 
achieve that, it was necessary to know the respondents’ beliefs and opinions about those leadership styles as they had 
observed exhibited by the head teachers of their respective schools. Since the information being sought in the research 
questions bordered on respondents’ beliefs, opinions, characteristics and behaviour, it was appropriate to employ descriptive 
research design. The researcher selected 210 teachers through the sample size calculator by Raosoft. A set of closed-ended 
questionnaire was used, and this comprised 67 items for the teacher respondents. The researcher was present to personally, 
explain difficult questions, and respectfully appealed to participants to be as objective as possible. In addition to this, the 
reliability of the questionnaire items was tested (through factor analysis and derivation of appropriate Cronbach’s Alpha) after 
they had been coded in the computer. 
 
6. Results and Discussion  

          After the preliminary factor analysis, the researcher sought to use descriptive analysis, independent T-test, as well as 
demographic analysis in this study. Descriptive statistics of the study variables were highly involved in addressing the 
research question, “What are the predominant leadership styles of heads of JHSs within the Ejisu-Juaben Municipality as 
perceived by teachers?” There were six variables in this respect. The descriptive statistics for variable one to six consisted of 
the mean scores of items related to each variable. Table 1 displays the descriptive statistics for these variables, which were 
related to the perceptions of teachers on leadership styles of JHS heads within the Ejisu-Juaben Municipality.  

 
Items Variable 1 Variable 2 Variable 3 Variable 4 Variable 5 Variable 6 

Means 2.21 2.36 4.01 3.92 2.16 3.84 
Standard Dev. 1.21 1.31 1.05 .55 1.13 .58 

Variance 1.48 1.71 1.11 .30 1.28 .34 
Coefficient of 
Variation (%) 

54.75 55.51 26.18 14.03 52.03 15.10 

Table 1: Descriptive Statistics of Variables 1 – 6 for Teachers 
 

 
6.1. Research Question 1 
                 The average score of Variable 1 was 2.21, which implied that the respondents were decisive and disagreed about the 
existence of Democratic Leadership Style. The average score of Variable 2 was 2.36, which indicated a disagreement about the 
existence of Laissez-faire Leadership Style. The average score of Variable 3 was 4.01, and this indicated that respondents were 
decisive; agreeing that head teachers practiced Autocratic Leadership style. Variables 4, 5 and 6 had average mean scores of 
3.92, 2.16 and 3.84 respectively. Variable 4 and 6 indicated an agreement with the average scores on the existence of 
situational and transactional leadership styles but variable 5 indicated a disagreement, with the average score of 2.16, on the 
existence of Transformational leadership style. 
                 In answer to Research Question One, “What are the predominant leadership styles of heads of JHSs within the Ejisu-
Juaben Municipality as perceived by teachers?” based on descriptive statistics and coefficient of variation, the teachers were in 
agreement about the finding concerning the predominant leadership styles that were practiced by the heads. These styles 
were autocratic, situational and transactional leadership styles. 
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Figure 1: Histogram Depicting the Findings from the Study about Teachers’  

Perceptions on Leadership Styles of JHS Head Teachers 
 
6.2. Demographic Information of Teachers 
              In addressing research question two, “What are the differences among demographic groups with regard to the study 
variables, particularly with gender groups?” the background information of the 210 teacher respondents was considered. Of 
the 210 teachers, 113 (53.8%) were males and 97 (46.2%) were females.  
               The average age of the teachers was calculated, and it was revealed that of the 210 teachers, 71 (33.80%) were aged 
below 31 years. Teachers aged between 31 and 40 were 86 (40.95%). Twenty-seven (12.85%) teachers were aged between 41 
and 50 whereas 26 (12.38%) teachers were aged between 51 and 60. The respondents were asked to state their marital status, 
and the information provided revealed that whereas 137 (65.24%) of the teachers were married, 73 (34.76%) of them were 
singles. 
                 The qualification of the teachers was also available from the demographic information provided by the respondents. 
Seventy-seven (36.67%) teachers were either Diploma or HND holders. Whereas as many as 108 (51.43%) teachers were 
Bachelor Degree holders, only 25 (11.90%) of them had their Masters Degrees. The next piece of information teachers were 
asked to provide was the rank of the respondents. The revelation was that 85 (40.48%) of the teachers were at the rank of 
Senior Superintendent. Teachers at the rank of Principal Superintendent were as many as 101 (48.09%). Twenty-four 
(11.43%) teachers were at the rank of Assistant Director 2 or Assistant Director 1. No teacher had reached the rank of 
Assistant Director of Education. Nor had any of them reached the rank of Director of Education. 
 From the demographic information provided, the experience of the teachers also came out. The figure revealed for 
teachers who had been in the teaching service between one and five years was 70 (33.33%). Those who had been in the 
service for a period between six and ten years were 51 (24.29%). Whereas 28 (13.33%) teachers had been in the service for a 
period between eleven and fifteen years, 61 (29.05%) of them had been in the teaching service for more than fifteen years. 
Independent T-Test Statistical Scores for Teachers  
 The independent t-test was conducted, in respect of the teachers, with the intention of highlighting the differences 
among demographic groups with regard to the study variables, particularly with gender groups. The results are found in Table 
2 
 
 
 
 
 



The International Journal Of Humanities & Social Studies  (ISSN 2321 - 9203)     www.theijhss.com                
 

89                                                               Vol 6 Issue 3                                            March, 2018 
 

 

 

Table 2: Independent T-Test Statistical Scores for Teachers 
 
 

Variable/Gender N Mean Standard Deviation T 2-tailed sig P 
Democratic Leadership Style  
(Variable 1) 
Male 
Female 
Total/Average 
 
Laissez-faire Leadership Style  
(Variable 2) 
Male 
Female 
Total/ Average 
 
Autocratic Leadership Style  
(Variable 3) 
Male 
Female 
Total/ Average 
 
Situational Leadership Style  
(Variable 4) 
Male 
Female 
Total/ Average 
 
Transformational leadership style 
(Variable 5) 
Male 
Female 
Total/ Average 
 
Transactional leadership style 
(Variable 6) 
Male 
Female 
Total/ Average 
 
Teacher commitment 
(Variable 7) 
Male 
Female 
Total/ Average 
 
School culture  
(Variable 8) 
Male 
Female 
Total/ Average 
 
Performance Improvement 
(Variable 9) 
Male 
Female 
Total/ Average 

 
 
113 
97 
210 
 
 
 
113 
97 
210 
 
 
 
113 
97 
210 
 
 
 
113 
97 
210 
 
 
 
113 
97 
210 
 
 
 
113 
97 
210 
 
 
113 
97 
210 
 
 
113 
97 
210 
 
 
 
 
 
113 
97 
210 

 
 
2.12 
2.31 
2.21 
 
 
 
2.24 
2.49 
2.36 
 
 
 
3.97 
4.06 
4.02 
 
 
 
3.98 
3.86 
3.92 
 
 
 
2.07 
2.26 
2.16 
 
 
 
 
3.90 
3.76 
3.83 
 
 
 
 
 
4.10 
4.10 
4.10 
 
4.18 
4.15 
4.16 
 
 
4.03 
3.89 
3.96 

 
 
1.16 
1.27 
1.22 
 
 
 
1.24 
1.37 
1.30 
 
 
 
1.04 
1.06 
1.05 
 
 
 
.55 
.54 
.54 
 
 
 
1.05 
1.21 
1.13 
 
 
 
 
.55 
.61 
.58 
 
 
 
 
 
.53 
.57 
.55 
 
.38 
.42 
.40 
 
 
.39 
.50 
.44 

 
 
-1.155 
-1.147 
-1.151 
 
 
 
-1.342 
-1.331 
-1.336 
 
 
 
-.673 
-.672 
-.672 
 
 
 
1.486 
1.488 
1.487 
 
 
 
-1.224 
-1.211 
-1.217 
 
 
 
 
1.672 
1.658 
1.665 
 
 
 
 
 
-.012 
-.012 
-.012 
 
.643 
.638 
.640 
 
 
2.102 
2.061 
2.081 

 
 
249 
.253 
.251 
 
 
 
.181 
.185 
.183 
 
 
 
.502 
.502 
.502 
 
 
 
.139 
.138 
.138 
 
 
 
.222 
.227 
.224 
 
 
 
 
.096 
.099 
.097 
 
 
 
 
 
.990 
.990 
.990 
 
.521 
.524 
.523 
 
 
.037 
.041 
.039 

 
 
 
 
.196 
 
 
 
 
 
.158 
 
 
 
 
 
.890 
 
 
 
 
 
.010 
 
 
 
 
 
.107 
 
 
 
 
 
 
.490 
 
 
 
 
 
 
 
.460 
 
 
 
.249 
 
 
 
 
.033 
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6.3. Research Question 2 
    From the T-test analysis, in answer to research question two, “What are the differences among demographic groups 

with regard to the study variables, particularly with gender groups?” it was observed that the variances for the two groups 
were the same for variables 1, 2, 3, 5 and 6. The implication is that the assumption of equal variance was not violated for these 
variables and that there was no statistically significant difference in the mean score for the variables against gender for each of 
the two groups (male and female). However, the variances for the two groups were different for variable 4, implying that the 
assumption of equal variance was violated for variable 4, and that there was statistically significant difference in the mean 
score for the variable against gender for each of the two groups (male and female). 
 
7. Conclusions 

Based on the descriptive statistics and coefficient of variation, the teacher respondents were in agreement about their 
perceptions concerning the predominant leadership styles that were practiced by JHS head teachers within the Ejisu-Juaben 
Municipality. These styles were autocratic, situational and transactional leadership styles.  

Based on the Independent T-test for teachers (Table 2), the significant (2-tailed) values for the six variables were .251, 
.183, .502, .138, .224, .097 respectively which implied that there was no statistically significant difference in the mean scores 
for variables 1, 2, 3, 4, 5, and 6 against gender for each of the two groups (male and female). 
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