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ABSTRACT 

This study examined the relationships between head teachers’ leadership styles and teachers’ 

commitment in Rwandan boarding secondary schools (A case study of Nyamagabe District). The 

research was guided by four objectives which were : to evaluate the impact of head teachers 

'leadership styles (Directive, supportive, participative and achievement-oriented styles) on 

teachers’ commitment in selected boarding secondary schools of Nyamagabe District. The target 

population of this research was 165 teachers from boarding schools and 7 head teachers. 

Secondary school teachers as participants of this study were sampled from the target population 

excluding head teachers who participated all without sampling. Alain’s formula : n=no/1+no/N 

was used to find the sample size for this study and the later adopted a descriptive correlational 

design which used questionnaires and related written documents as instruments of data 

collection. The findings were presented using charts and tables, the researcher also used research 

questions in order to test the objectives, with a view of coming up with general conclusions and 

recommendations. The study showed that different leadership styles are used as follow: 

directive leadership style at 79%, supportive leadership style at 84%, participative leadership 

style at 86% and lastly the achievement-oriented leadership style at 85%. The study also 

revealed that there is a strong positive correlation between two variables that are the leadership 

styles and boarding secondary teachers’ commitment in Nyamagabe District. The researcher 

recommended the Ministry of education in collaboration with REB to think big about teachers’ 

commitment for better quality of education. The ministry of education in collaboration with 

REB should also strengthen teachers’ management department so that they may have regular 

statistics about teachers who quit education for better jobs so as to check reasons behind and find 

solutions. Finally, Head teachers should be trained in school leadership in order to help them 

facilitate teachers in performing their demanding tasks and contribute to their commitment. 

Suggestions for further research are the following: Teachers’ commitment and pupils’ 

performance in Secondary Schools of Rwanda, Leadership styles and teachers’ commitment in 

urban Schools of Rwanda and Monthly salary and secondary school teachers’ commitment. 
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DEFINITION OF KEY TERMS 

 

Leadership style: Leadership refers to the behaviors of the leaders which can be supervisory, 

charismatic, one of initiating behavior and consideration, and one of giving rewards (Bateman & 

Strasser, 2011). In this context, it refers to the manner in which a Head teacher conducts his/her 

activities.  

Head teacher’s leadership Style: In this context, refers to the pattern or way of doing things by 

the Head teacher in pursuit of his or her duties.  

Organizational commitment: According to Allen and Meyer (1991), organizational 

commitment refers to the degree to which an employee identifies with the goals and values of the 

organization and is willing to exert effort to help it succeed. Organizational commitment is a 

subset of employee commitment, which is comprised of work commitment, career commitment 

and organizational commitment.  

Teachers’ career commitment: Refers to identification with, and involvement in the teaching 

occupation. One is willing to play his/her role in the organization (Elliot & Crosswell, 2001). 

Affective commitment: This type of commitment, the teacher sees the school as their own. 

Employees who are affectively committed to their organization see the organization’s problems 

as their own problems and feel it would be happy for them to work in the same organization until 

retirement. This is because they feel their school as their family and as you know, no one can 

pretend abandoning his/her family (Allen & Meyer, 1990, 1997).  

Normative commitment: a feeling of perceived or moral obligation to stay with one's 

organization (Meyer & Allen, 1991; Meyer & Allen, 1997). Normative commitment results from 

the fact that the teacher has a moral debt towards the school. 

Continuance commitment: Becker, (1960) argued that people are committed to their profession 

because it would be difficult to leave the profession for another occupation and because leaving 
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the profession would result in not receiving needed money and other benefits. In this context, the 

teacher works not because he likes but because when leaving, he will suffer economically.  

According to Path-Goal Theory of leadership proposed by House & Mitchell (1974), the 

contextualized definitions were drawn. 

Directive style of leadership: Tells the subordinate what to do and how to do it, it is 

characterized by leaders taking decisions for others and expecting subordinates to follow. The 

Head teacher is there to give rules to the subordinates. 

Supportive style of leadership: Refers to being friendly and approachable as a leader. 

Participative style of leadership: a leader who invites subordinates to share in the decision 

making. 

Achievement-oriented style of leadership: leader who challenges subordinates to perform work 

at the highest level possible. 
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CHAPTER ONE: INTRODUCTION  

I.0. Introduction 

This chapter deals with the background of the study that gives information about the topic of the 

study. This chapter also deals with the statement of the problem in which the researcher explains 

clearly the problem which calls for conducting the research. In addition, the chapter presents the 

Research objectives and Research Questions, Significance of the study, Limitation of the study, 

Scope of the study and Organization of the study. 

1.1. Background of the study 

The quality of a nation depends upon the quality of its citizens. The quality of the citizens rests 

upon the quality of their education. The quality of their education partially depends upon the 

competence, commitment, dedication and quality of school teacher. Teacher commitment and 

engagement has been identified as one of the most critical factors in the success and future of 

education (Huberman, 1993, Nais, 1981). It contributes to teachers' work performance, reduces 

absenteeism, burnout and turnover, as well as having an important influence on students' 

achievement (Firestone, 1996).The phenomenon of teacher commitment has attracted research 

attention in different parts of the world because of its implications for teacher retention and 

performance. The problem of teacher commitment occurs especially in countries where many 

teachers are under-paid considering other services. This lack of commitment is evaluated through 

absenteeism, turnover and engagement in teaching.  

After 1994 genocide, the government of Rwanda did many things to rebuild the education 

system, which like other sectors of life in Rwanda, had been destroyed by genocide. The policy 

of education was formulated in 1998 and revised in 2003. Curricula have been revised 
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progressively in 1998 and 2009. Many textbooks were bought and distributed to schools. 

Language of instruction was changed to meet regional and international requirements. Schools 

have been rehabilitated and classrooms built, etc.  

 All these achievements are important. However, if the teacher is not committed to teach 

effectively, all these realizations should be less effective. The teacher is the main and 

irreplaceable instrument for bringing about desired improvement in the country (MINEDUC, 

2007). Teachers are said to be the most important group of professionals for the nation’s future. 

Although the government of Rwanda did its best to help teachers to be committed to their career, 

some teachers are teaching because they do not have any other option. Even those who studied 

education in universities and higher institutions do not want to join teaching career (Ministry of 

education, 2007: 6). The problem of teacher management is handled by the central government. 

However, the head teachers who are always with teachers can contribute more to the teachers’ 

commitment especially in secondary schools where 40% of teachers are not qualified as found in 

the government annual report on education 2010-2011.  

According to Richard (2000), the commitment of workers depends on leadership styles used by 

those who manage the organization. The leadership behavior adopted by Head teachers has a 

great importance on teacher’s motivation and commitment. It appears that one of the critical 

contextual factors that influence teachers’ commitment to practice is the extent to which head 

teachers exercise power upon them and to what extent their leadership is supportive. 

According to the Ministry of Education of Rwanda (2010) most teachers do not prepare schemes 

of work, lesson plans, class diary, and exercises for students. They do not even check learners’ 

documents regularly; this leads to poor lesson deliver and undermine the quality of education. 

The same report shows that teachers do not want to participate in school management. This leads 

to problems of leadership, which of course, affect negatively the student’s performance. 
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Teachers do not want to participate in decision-making process in matters related to teaching and 

learning. They consider themselves as passive implementers of national curricula. When you 

observe how they teach, they only use teacher-centered approach while this one cannot help 

student’s learning effectively to face challenges of changing world.  Teachers do not come to 

teach regularly.    

Teachers’ turnover is another issue.  According to the Ministry of Education of Rwanda (2010), 

more than 10% of teachers quit education for other jobs every year and those who graduate are 

very few to join education. Analyzing statistics from KIE, only 30% of all qualified graduates 

are in education. This shows that teachers are not committed to teaching because they do not join 

their career. The growing  demand  for  teachers  is  not  simply  caused  by  large  increases  in  

student enrollments  and  in  teacher  retirements,  class  size reduction,  and  insufficient  

production of  college  graduates  from  teacher  education  programs;  another  key  source  of  

this challenge  lies  in  a  high  rate  of  teacher  turnover  (Grissmer  &  Kirby,  1997;  

Ingersoll,2003). 

A  large  number  of  qualified  teachers  abandon  their  teaching  careers  for reasons  other  

than  retirement  (Ingersoll,  2001).  One  recent  estimate  of  the  annual teacher  turnover  rate  

is  almost  16%  (Ingersoll,  2003).  A  more  recent  national commission  report  shows  that  

about  one  third  of  all  new  teachers  leave  the  classroom within three  years,  and  nearly  

half  exit  the  teaching  profession  within  only  five  years (National  Commission  on  

Teaching  and  America's  Future, 2003). 

Although  teacher  turnover  may  provide  some  positive  outcomes  such  as  the loss  of  

incompetent  teachers  (Macdonald,  1999),  it  can  also  contribute  to  distributional inequity  

of  the  quality  of  education  service  in  some  critical  subjects  (e.g.,  math  and science)  and  
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regions  (e.g.,  urban  or  rural  districts).  Furthermore,  teacher  turnover produces  costs  and  

disruption  associated  with  recruiting,  hiring  and  induction  efforts (Boe,  Bobbitt,  Cook,  

Whitener,  &  Weber,  1997). 

The government, of course, must contribute to teachers’ commitment. But, Head teachers, who 

are always with teachers, are in good position to help teachers to be committed to their work. An 

effective school head teacher will make sure that there is a spirit of cooperation and sense of 

commitment and satisfaction within the sphere of his/her influence.  When there is this sense of 

commitment, teachers  will show a strong desire to remain a member of a particular school, 

willingness to use high levels of efforts on behalf of that school and define belief in and 

acceptability of the values and goals of the school. They will identify with the schools’ goals and 

values and show willingness to display effort on behalf of the school. 

Head teachers, according to the Ministry of Education of Rwanda (2010), do not support teachers 

because they do not carry out frequent classroom visits as required. This shows that the problems 

they meet in teaching are not shared with the head of the school, who is supposed to help them to 

overcome some challenges of their career. The government of Rwanda is struggling for getting 

commitment on behalf of teachers since the climate in which they work in is not good. The 

government cannot get teachers’ commitment if the head teachers are not involved. This research 

will try to close this gap by identifying the Head teachers’ leadership style and how this style 

influences commitment of teachers. 

I.2. Problem Statement 

The importance of teachers is critical in any country. They are channels of development (social, 

political, technological, cultural, and economic) because they implement all the governments’ 
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goals through teaching. To be effective, they have to be committed, engaged and motivated to 

teach. If it is not the case, education will be lamenting. Commitment of teachers has been 

identified as a cornerstone in performing teaching related duties. Teachers who are under 

pressure and stress cannot have a high level of commitment toward teaching and teach their 

students efficiently and effectively.  

Singh and Billinnsgley (1989) stated that low level of teacher’s commitment reduces students’ 

achievement, increases teacher absenteeism and increases teacher turnover. The success of any 

school depends primarily on the teachers’ level of commitment. The teachers with low levels of 

commitment are less faithful to the school, they see themselves as outsiders, do only what 

enables them to get by, and seem to be more concerned with personal success than with the 

success of the organization as a whole. In contrast, teachers with high levels of commitment see 

themselves as an integral part of the school, what threatens the school endangers them as well, do 

their best to perform their duties better, and work for the school as if it belonged to them.  

Teachers in Rwanda, see themselves as outsiders of their schools because they do not participate 

in school management. According to the ministry of education (2010) teachers do not show 

professional behavior by not preparing lessons, preparing evaluations and checking regularly 

students’ activities. You would wonder how they teach. Some come late at school and show 

absenteeism for non recognized reasons. Some teachers get out of teaching and the graduates 

join the carrier of education after they have not found any other domain. Even those who do not 

leave the teaching carrier it is because they have no other alternative as stated by the ministry of 

education (2007). Some of them are always submitting application letters in other services and 

they are sitting for exams. These are signs of lack of commitment among teachers. They weaken 

the quality of teaching and learning which is poor in education system. 
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School head teachers are at the best place to get teachers committed. The Head teachers play a 

vital role in the leadership and management of school. His leadership affects all aspects of school 

effectiveness and efficiency. His role is to influence teachers toward achieving school objectives 

by owning them. The Head teachers’ leadership style then influences positively or negatively the 

ways teachers may perceive their career and school. The present research will try to show how 

the Head teachers lead and how their leadership styles influence the commitment of the teachers 

working in schools they lead.  

I.3. Objectives of Study 

The purpose of this study was to examine the impact of Head teachers’ leadership style on 

teachers’ commitment in selected secondary schools of Nyamagabe District.  

I.3.1. General Objective 

The general objective of this study was to evaluate the Head teachers’ leadership styles and how 

they influence teachers’ commitment in selected secondary schools of Nyamagabe District in 

Rwanda. 

I.3.2. Specific Objectives 

i. To determine the impact of directive leadership style on teachers’ commitment in 

selected secondary schools of Nyamagabe District. 

ii. To determine the impact of supportive leadership style on teachers’ commitment in 

selected secondary schools of Nyamagabe District. 

iii. To determine the impact of participative leadership style on teachers’ commitment in 

selected secondary schools of Nyamagabe District. 

iv. To determine the impact of achievement-oriented leadership style on teachers’ 

commitment in selected secondary schools of Nyamagabe District. 
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I.4. Research Questions 

i. How does directive leadership style affect teachers’ commitment in selected secondary 

schools of Nyamagabe District? 

ii. How does supportive leadership style influence teachers’ commitment in selected 

secondary schools of Nyamagabe District? 

iii. How does participative leadership style affect teachers’ commitment in selected 

secondary schools of Nyamagabe District? 

iv. How does achievement-oriented leadership style influence teachers’ commitment in 

selected secondary schools of Nyamagabe District? 

I.5. Significance of the Study 

This study will be fruitful to the researcher, the society and to scholars.  As far as the researcher 

is concerned, this study will sharpen his knowledge in the domain of his specialization which is 

management. 

As far as the society is concerned, this study will help the ministry of education at different 

levels. First of all, the Ministry of Education will be provided with information showing how 

teachers are committed and what leadership style may influence commitment of teachers. Basing 

on this information, they should plan for refresher courses for Head teachers so as to get 

committed teachers who will contribute to the quality of education that the country wants to 

achieve. Besides, the findings of this research will be helpful to education planners in 

formulating policies about teacher management at national level as well as school level. 

Secondly, Head teachers will get information of their leadership style and how it influences 

teachers’ commitment. Knowing what style appreciated by teachers, they will improve their 
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schools by adopting the one that helps teachers to get committed and perform their duties 

effectively and efficiently.  

Thirdly, teachers will be managed in ways that support them to perform and feel committed to 

teaching since the findings of this research will change the way head teachers influence them to 

perform their duties. 

Finally, Scholars will benefit from this study. The findings will be used to expand knowledge 

since it will provide new ideas. The researchers will be able to understand the current status 

school leadership and commitment of teachers. 

1.6. The limitations of the Study 

During this study, the researcher faced the following limitations. First, the researcher could 

not cover a big number of participants in the study lack of enough budgets.  

Secondly, all the concerned respondents (teachers) were very busy preparing lessons since 

the research was during the period of study. The researcher solved the problem by leaving the 

questionnaires to the respondents and requested them to fill the questionnaires when they got time. 

I.7. Scope of the Study 

1.7.1. Concept                                                                                                                                                              

 

In terms of concept, this research was carried out according to Path-Goal Theory of leadership 

proposed by House & Mitchell (1974).  

1.7.2. Content scope                                                                                                                                               

 

The specialization of the researcher is planning and management and the study dealt with related 

studies of leadership and management since management and leadership overlap each other. 
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1.7.3. Geographical scope  

 

This study was carried out in Nyamagabe District in Rwanda. It is located in the southern 

Province of Rwanda at 169 kilometers from Kigali city. It is bounded by Huye, Nyanza and 

Ruhango District in East, Rusizi and Nyamasheke in West, Nyaruguru in South and Karongi in 

North. Being located in rural area, it is among the districts which do not have a high number of 

qualified teachers in secondary schools which reduce teaching commitment.   

1.7.4. Time scope  

                                                                                                                                             

In terms of time, this research was carried out in 2014 school year. 

 

I.8. Organization of the Study 

 

This study is structured into five chapters. The first chapter is the Introduction, where the 

problem to investigate is set out and explained through the background of the study. Problem 

statement also is given together with objectives of the study, research questions and significance 

of the study, limitations and scope of the study, and organization of the study. 

The second chapter is called review of related literature. In this chapter, the researcher talks 

about three main points which are: theoretical ad empirical literature, critical review and research 

gap identification and then conceptual framework. 

The third chapter is concerned with the research methodology under which the researcher talks 

about the following subtopics: study design, target population, sample design, data collection 

methods, data analysis and ethical consideration. 

The fourth chapter is all about research findings and discussion. After general introduction of the 

chapter, then it comes the main point about presentation of findings. This chapter is followed by 

the fifth chapter which deals with summary, conclusions and recommendations. The chapter 
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covers points like summary of findings, conclusions, recommendations and then suggestion for 

further study. After this chapter there is references followed by the part of appendices. 
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CHAPTER TWO: REVIEW OF RELATED LITERATURE 

 

2.0. Introduction 

In this chapter, relevant literature to the study was reviewed. The chapter deals with the 

definition of leadership; leadership styles; the concept of teacher leadership; teacher commitment 

and the conceptual framework of the study. 

2.1. Theoretical literature 

2.1.1. Leadership style                                                                                                                                        

 

Day (2000) remarked that without leadership, an organization can best be described as a scene of 

confusion and chaos. According to this author, when leadership in an organization is effective, 

there is progress, but when the leadership is defective, the organization declines and decays. 

Leadership has been defined by different authors with reference to the context in which it is 

used. According to Stephen et al (2000), leadership is defined as the ability to influence others 

toward achieving desired organizational goals. The role of leadership is to be able to influence 

others so as to achieve certain goals of a given organization. Certo (2000) defined leadership as a 

process of directing the behavior of others toward the accomplishment of some objectives. 

Directing, in this sense, signifies causing individuals to act in a certain way or to follow a 

particular line of thoughts. The central theme of leadership is getting things done through others. 

Chuck (2003) defined leadership as the process of influencing others to achieve group or 

organizational goals. For Leslie & Lloyd (1997), leadership is the ability to influence people to 

willingly follow one’s guidance or adhere to one’s decisions. Leading is the process of arousing 

people’s enthusiasm to work hard and direct their efforts to fulfill plans and accomplish 

objectives. Through leading, managers build commitments, encourage work efforts that support 

goal attainment, and influence others to apply their best efforts in the organization’s behalf 
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(Schermerhon, 1996). Obtaining followers and influence them in setting and achieving 

objectives makes a leader.  

From all of above given definitions of leadership, it is realized that leadership involves four 

important things which are interrelated. One, Leadership entails process. It is not an activity you 

do and stop. It is continuous not continual. It implies that a leader affects followers and is 

affected by followers. Second, Leadership involves influencing others. A leader should be in a 

position whereby he is able to influence others toward doing something important to the 

organization. Influence is the sine qua non of leadership. Without influence, leadership does not 

exist. Three, a leader must influence others to set, implement and achieve desired goals. 

Leadership involves influencing a group of individuals who have a common purpose. In school 

setting, the Head teacher and teachers have the common purpose which is the education of 

students for the better future of their nation. The Head teacher should influence teachers in a way 

they perform well their tasks. Four, leader should have goal where he/she wants the organization 

to go and be. Leadership includes attention to common goals. Leaders should direct their 

energies toward individuals who are trying to achieve something together (Northouse, 2010).  

In school setting, the head teacher, as school leader must do his/her best to influence teachers to 

plan and implement national curriculum for quality of education. When influencing subordinates, 

leaders present different behaviors. According to Ohio State University and Michigan University 

Studies in the 1940s, there are two main behaviors of super ordinates when dealing with 

followers. The first dimension of leadership style is the concern for task to be accomplished and 

the second is the concern for the people doing the work. The Ohio State University used the 

terms initiating structure and consideration for the respective dimensions; the University of 

Michigan studies called them production-centered and employee-centered.  
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For the first dimension, concern for task, the leader plans and defines the work to be done, 

assigns responsibilities, sets clear work standards, urges task completion and monitors 

performance results. For the leader whose concern is for people acts with a warmth and 

supportiveness towards followers, maintains good social relations with them, respects their 

feeling, is sensitive to their needs and shows them trust in them (Schermerhon, 1996; 

Schermerhon, 2011; Katryn, & David, 1998; Northhouse, 2010). The two dimensions of 

leadership style have been developed by different authors and researchers in diverse ways. Blake 

& Mouton (1885), developed a grid called managerial or leadership grid by showing how leaders 

are located on the continuums of people oriented and task-oriented leadership. They developed 

five leadership styles. There are leaders with low initiating structure and high consideration; low 

initiating structure and low consideration; high initiating structure and low consideration; 

balanced initiating structure and consideration; and high initiating structure and high 

consideration. They concluded that a leader who is effective is the one who balance high 

consideration and initiating structure of leadership (Chuck, 2011).  

After the two main leadership behaviors, there have been developed contingency theory called 

Path-Goal Theory of leadership. The theory attempts to explain how leadership style can 

positively influence the motivation and job satisfaction of subordinates (Katryn & David, 1998; 

Leslie, & Lloyd, 2000; Schermerhon, 2011; Northouse, 2010). According to Path-Goal Theory 

of leadership proposed by House & Mitchell (1974) there are four dimensions of behavior shown 

by leaders when inspiring others to achieving organizational goals. These are Directive, 

Supportive, Participatory, and Achievement-oriented style. For the purpose of this study, each 

dimension is discussed to have a clear understanding of what each one of them entails. Unlike 

other theories and models of leadership, path-goal theory assumes that leaders can be flexible in 
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their leadership style and can learn to engage in any of its four leadership styles as the situation 

requires (Katryn & David, 1998).The leadership styles are described as follows: 

2.1.1.1. Directive leadership style 

 

According to Warren (2008), directive style involves the planning, directing, monitoring and 

task-assignment aspects of leadership. It entails giving procedures, goals, and timetables, 

clarifies outcomes and utilizes autocratic leadership style. This author called directive leadership 

style “instrumental behavior or task-oriented” because the concern of the leader is to see the 

work done effectively and efficiently. Northhouse (2010) indicated that directive leadership is 

similar to “initiating structure” described by Ohio State University studies. It characterizes the 

leader who gives subordinates instructions about their task, including what is expected of them, 

how the work is to be done, and the time line for when it should be completed. A directive leader 

sets clear standards of performance and makes rules and regulations clear to subordinates. 

Questions like “What to do, how to do, where to do, when to do and who should do” are all 

clearly specified in directive leadership style (Omay & Kursad, 2010).  

It has been noted by researchers that when used in wrong way, directive leadership style can lead 

to employees’ dissatisfaction and turnover (Richard, 2000). Normally, the leader should be 

careful and use directive style when followers are unable to perform given tasks but willing to 

carry out the same task. The leader by directive style lets subordinates know what expected of 

them, gives guidance of what could be done and how, schedules and coordinates work among the 

subordinates, encourages the use of uniform procedures, schedules the work to be done and 

maintains definite standards of performance. Sometimes, the leader is very strict and speaks in a 

manner not to be questioned. Head teachers with directive leadership style will provide curricula 

for teachers and explains how to use them. They will also give instructions and guidelines for 

implementing national curricula and set clear standards of performance. He will continue 
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supervising teachers to help them perform their tasks (Katryn & David, C. M; Northhouse, 2010; 

Richard, 2000; Chuck, 2003; Chuck, 2011; Leslie & Lloyd, 1997; Leslie & Lloyd, 2000). Omay 

& Kursad, (2010) stated that it is normal that directive leadership style has negative effects on 

organizational commitment since directive leadership has too much emphasize on rules and 

regulations. 

According to Mbwiria (2010), in teaching environment this style is very useful for new teachers. 

When you are new in teaching carrier you need someone to guide you, to show you what to be 

done, how and when. Head teachers’ role as far as setting rules and regulations will therefore 

help that teacher who is not accustomed with the teaching environment. However, as Richard 

(2000) put it, when this Head teacher applies this leadership style in a wrong way, that particular 

new teacher will not feel at ease with the work and this uncomfortable climate will definitely 

make him dissatisfied.  

2.1.1.2. Supportive leadership style                                                                                                             

 

For Warren (2008), supportive style is similar to consideration or employee-oriented described 

by Ohio State and Michigan University studies. This style creates a climate of mutual trust and 

respect between leaders and followers. It involves coaching, counseling and mentoring aspects of 

leadership. This kind of style requires open communication and a leader’s honest concern for 

subordinates’ needs. It includes behaviors such as talking to people, supporting their efforts, 

giving them hope, solving their problems (Rollinson, 2008). This type of leadership style builds 

teams and leads to subordinates’ commitment both to work and to the group or organization. 

Northhouse (2010) describes supportive leadership style as being friendly and approachable. 

This includes attending the well-being and human needs of subordinates. Leaders using 

supportive styles go out of their way to make the work pleasant for subordinates. The Leaders 
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with this dimension of leadership style treats subordinates as equals and give them respect for 

their status. Schermerhon (2011) described supportive leadership as doing things to make the 

work more pleasant; treating subordinates as equals; being friendly and approachable and 

showing concern for the well-being of subordinates. For Ohio State Studies, supportive or 

consideration style includes behavior indicating mutual trust, respect, and a certain warmth and 

rapport between administrator and the work group. When subordinates and leaders respect each 

other and show mutual trust, they likely tend to be more engaged in the work and feel attached to 

one another within a given organization. 

In this regard, Head teacher with supportive leadership would be friendly, approachable to 

teachers and students and attempts to make the work very pleasant. The school will be like a 

family where all members feel at home when they are at school. He looks for satisfying the 

needs of teachers as well as the needs of students and looks out for personal welfare of school 

community. He helps the teachers to overcome problems that may stop them carrying out their 

tasks effectively and recognizes and appreciates the staff performs well. The Head teacher 

should also care about personnel development. He has then to provide induction courses for new 

teachers and pairs them with master teachers. He must also sponsor teachers to attend seminars, 

conferences and workshops.  

In school setting, Head teachers who use this kind of supportive leadership style are free and 

have respect to differences. Such behavior of the head teacher may increase the commitment of 

teachers because they work as friends. An environment which is friendly is likely to contribute 

to commitment. According to Salancik (1991), supportive  leadership  is effective on 

organizational  commitment  for supportive  leadership  style creates  a friendly working 

atmosphere and  provides  an  environment where  the  employees are well taken care of. In 
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this regard, the teachers will work hard even when their Head teacher is absent. 

2.1.1.3. Participative leadership style                                                                                                

 

Apart from what Ohio State and Michigan Studies presented as dimensions of leadership style, 

there are other leadership styles: participative and achievement-oriented style of leadership. The 

participative leadership involves behavior whereby leaders consult employees for their 

suggestions and inputs before making decisions. When involved in decision making process, 

workers are likely to be committed to the organization, profession and to willing to stay in the 

career. Leaders with participative leadership style are the ones who involve subordinates in 

decision-making and problem-solving by consultation and asking for their suggestions and 

carefully considering their ideas when making decisions (Kathryn & David, 1998). Aldag (2001) 

asserted that a participative leader is one who shares decision making authority with the group.  

Participative leadership occupies enough space on the continuum to warrant dividing it into three 

subtypes; consultative, consensual, and democratic. A consultative leader solicits opinions from 

the group before making a decision, yet does not feel obliged to accept the group’s thinking. A 

standard way to practice consultative leadership would be to call a group meeting to discuss an 

issue before making a decision. A consensual leader also encourages group discussion about an 

issue and then makes a decision that reflects the consensus (general agreement) of group 

members. Consensual leaders thus turn out more authority to the group than do consultative 

leaders. The consensus leadership style results in long delays in decision making because every 

part involved provides input. Yet consensus often leads to commitment to the decision. Aldag 

(2001) continues to say that the participative style of leadership has been recommended in the 

management literature dating back to the early 1950s. Many organizations today are achieving 

good results with participative management.                        
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Ricky (2002) emphasized the importance of participation of employees in enhancing their 

motivation and commitment. He indicated that, by enabling workers to set their own work goals, 

make decisions and solve problems within the sphere of responsibility and authority; and by 

giving voice in making decisions about their work, the workers become more committed to 

executing decisions and to one’s satisfaction through achievement, recognition and self esteem. 

Normally, human beings do not like rules even if they are good and beneficial. People want to 

participate in deciding what they will implement. People want to contribute their skills, 

knowledge and talent to improve the organization. The Head teacher is the director of school and 

teachers are directors of classrooms. They are therefore leaders. They have to be involved in 

decision making if it is to get them own school objectives. The Head teachers must then mobilize 

and utilize the potentials resources for the benefits of their schools. He/she should hold regular 

staff meeting in order to discuss emerging issues, to encourage initiatives and listen to staff 

members’ suggestions and when there is a shared decision, he must put it into operation.  

According to Ministry of Education of Rwanda (2008), teachers should be involved in the entire 

school management: financial, administrative, pedagogic, and discipline of students. If they 

participate in the whole school management, their commitment to school tends to increase since 

they know where the school comes from and where it is going. They also likely feel attached to 

one another and to the teaching profession if they are involved in the whole life of the school. 

Likewise, with this kind of leadership style, teachers who are committed work very hard without 

too much supervision. They all feel at home having different responsibilities but leading to the 

same goal. It is to be emphasized that this leadership style increases teachers’ commitment at the 

high rate because they are involved in decision making, Niyibizi, (2012). 
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2.1.1.4. Achievement-Oriented leadership style                                                                              

The last but not least leadership style is Achievement-Oriented. According to Warren (2008), a 

leader who shows this type of leadership helps subordinates grow and increases their 

competences through training and development. The aim is to improve subordinates’ abilities 

performance, thus making the employees more valuable for themselves and their organization. 

Northouse, (2010) said that Achievement-oriented leadership is characterized by a leader who 

challenges subordinates to perform work at the highest level possible. He/she establishes a high 

standard of excellence for subordinates and seeks continuous improvement. The leader also 

shows a high degree of confidence that subordinates are capable of establishing and 

accomplishing the challenging goals. 

Schermerhon (2011) defined achievement-oriented style of leadership as setting challenging 

goals, expecting highest level of performance, emphasizing continuous improvement in 

performance and displaying confidence in meeting high standards. It consists of encouraging 

setting challenging but reachable goals to boost confidence among employees (Kathryn & David, 

1998). People within organization want to contribute their knowledge, skills and talents. They 

are happy when they are given challenging tasks, which will help them show what they are able 

to do. To help followers achieve the highest level of performance, the leaders should encourage 

continual improvement of their staff, encourage new ideas and show high degree of confidence 

in the followers. 

In teaching environment, this kind of leadership style is very useful as stated by Niyibizi, (2012). 

Teachers like other human beings will achieve high performance without making much 

supervision or giving them so many rules if you simple show them where to go but after you 

have discussed why to go there. It is in this context that Head teachers prefer to use this 
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leadership style so that teachers themselves may set goals to reach and by which means. The 

teachers will perform their tasks freely and this increases their commitment in their teaching 

activities. 

With the above leadership styles, some theories were developed to show how an organizational 

management can be effective and efficient. These theories are Path-Goal Leadership Theory 

proposed by House&Mitchell (1974) and Allen and Meyer Model of Organizational commitment 

(1990). The Path-Goal Theory of Leadership was developed to describe the way that leaders 

encourage and support their followers in achieving the goals they have been set by making the 

path that they should take clear and easy. In particular, leaders clarify the path so that 

subordinates know which way to go; remove roadblocks that are stopping them going there, and 

increasing the rewards along the route. In clarifying the path, they may be directive or give vague 

hints. In removing roadblocks, they may scour the path or help the follower move the big blocks. 

In increasing rewards, they may give occasional encouragement or pave the way with gold. This 

variation in approach will depend on the situation, including the follower's capability and 

motivation, as well as the difficulty of the job and other contextual factors. This approach has 

been adopted because it fits the management of teachers in the context of Rwanda. 

 In each school, there are new teachers who need to be guided and oriented in order to help them 

to be familiar with school activities. Here, Directive leadership style is appropriate. There are 

many changes in education system which should lead Head teacher to supportive leadership style 

so as to be able to handle effectively those changes. Secondary school Teachers come with 

different skills which need to be used for the benefits of the school (Participative leadership style 

should be used) and to effectively utilize those skills, Head teachers should know how to set 

challenging goals and display high confidence in teachers so as to help them achieve objective 

even beyond expectations (Achievement-Oriented leadership style is needed).   
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2.1.2. Teacher Commitment 

Kanter (1968) defined commitment as the process through which individual interests become 

attached to the carrying out of socially organized patterns of behavior. He identified three aspects 

of commitment: cathectic, control and continuance commitment. Cathectic commitment was 

defined as attachment to social relationships, without any moral imperatives attached to it. 

Control commitment was attributed as the commitment to norms, values and inner convictions 

which morally obligate the individual. Continuance commitment was explained as commitment 

to social roles/positions, with no affectivity or evaluation attached to the role. Two broad 

categories of teacher commitment exist in the literature: organizational commitment, which 

encompasses identity, involvement, loyalty, and career continuance; and professional 

commitment, which includes occupational competence and efficacy. Organizational commitment 

in particular has been linked inversely to turnover intention (Bogler & Somech, 2004).  

Commitment is a word that teachers use to distinguish those who are caring, dedicated and take 

their job seriously from those who put their own interest first. Some teachers see their 

commitment as part of their professional identity (Elliot & Crosswell, 2001).  

The factors influencing the levels of commitment of the teachers in schools and in the wider 

education systems must necessarily be the focus of an important field of research leading to the 

introduction of reform and change within classrooms and lecture theatres, schools, institutions 

and learning centers, and national systems of Education (Nordin, 2009). Accepted ideas about 

teacher commitment assume that it is multidimensional. These dimensions are thought to be 

external to the teacher but interconnected and have some influence on each other (Meyer & 

Allen, 1991). Understanding the orientation of an individuals’ commitment is crucial, as teacher 

may behave differently according to those aspects of the profession and organization to which 

they are committed (Tyree, 1996). Career commitment can be nurtured and developed in a 
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collegial school culture that encourages professional growth. This may be done through the way 

leaders influence followers. Organizational characteristics consist of job, leadership, work group 

and organizational characteristics. Among these four characteristics, leadership and 

organizational characteristics seem to be of utmost concern to school managers who want to 

arouse the commitment and enhance the performance of teachers. Leadership refers to the 

behaviors of the leaders which can be supervisory, charismatic, one of initiating behavior and 

consideration, and one of giving rewards (Bateman & Strasser, 2011).  

An employee with a high degree of organizational commitment tries to contribute to the 

organization’s success and wishes to remain with the organization (Richard, 2000). Teacher 

commitment is one of the key elements in education and is arguably becoming an increasingly 

important factor. The work teachers engage in on a daily basis is complex and demanding and 

requires a level of personal engagement and commitment. With the escalating demands and new 

challenges inherent in the current educational climate, what it means to be a committed teacher is 

also changing. It has become imperative to gain further insight into teacher commitment due to 

its close association with concepts such as quality of teaching, teacher adaptability, teacher 

attendance, teacher burnout, teacher retention, organizational "health" of the school, and student 

attitudes and learning outcomes (Mbwiria, 2010). Educating is full of intricacy and it constantly 

involves the teachers’ intellect as well as dedication. It is an inculcation of habits, a training of 

skills and a development of intelligence where teachers’ commitment plays a critical part. A 

teacher’s commitment influences the students’ behavior towards learning, affects students’ 

achievements and performance, and also helps teachers themselves in the flexibility with the 

demands in classroom (Mbwiria, 2010). Teachers’ commitment is the sense of identity as 

educators where it consists of four important dimensions: caring, occupational competence, 

individuality and career continuance (Tyree, 1996). Teachers can teach their students better by 
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taking regard of their interest rather than continuing to teach against them. Students can achieve 

more and perform better when teachers are fully committed in educating them.  

Allen and associates (Allen & Meyer, 1990; Meyer & Herscovitch, 2001) came up with a three-

component model of organizational commitment which incorporates affective, continuance and 

normative as the three dimensions of organizational commitment. Allen and Meyer (1991) found 

that the three forms of commitment are related yet distinguishable from one another. First of all, 

the affective component of Organizational commitment refers to the employee’s emotional 

attachment to, identification with, and involvement in, the organization. It is the affective bond 

an individual feels toward the organization, characterized by identification and involvement with 

the organization as well as enjoyment in being member of the organization. With affective 

commitment, employee feels emotionally attached to the organization and feels a sense of 

belongingness to the same organization. He feels that working at his/her organization has a great 

deal of personal meaning. Employees who are affectively committed to their organization see the 

organization’s problems as their own problems and feel it would be happy for them to work in 

the same organization until retirement. This is because they feel their school as their family and 

as you know, no one can pretend abandoning his/her family (Allen & Meyer, 1990, 1997).  

Secondly, the continuance component refers to commitment based on the costs that the employee 

associates with leaving the organization. It is the extent to which a person needs to stay with the 

organization, due to the costs of forgoing benefits associated with an individual’s investments in 

the organization (Becker, 1960). These investments are close relations of an employee with 

fellow workers, pension benefits, seniority, career and special competencies gained by working 

in an organization for a long time. Employees have the fear of losing these investments in the 

case of leaving the organization. Employees consider that leaving their organization would 

disrupt their life. So, even when they want to, it is very hard to leave the organization. For these 
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employees, working in the organization to which they are committed is a matter of necessity as 

much as a desire. It is a must for them to remain with the organization. Leaving the organization 

requires personal sacrifice and they see that they have few options to consider since there is the 

scarcity of available alternatives elsewhere Allen and Meyer, (1990, 1997, 2000, and 2007).  

Finally, the normative component refers to the employee’s feeling of obligation to remain with 

the organization. It is the extent to which a person is obligated to stay with the organization 

(Meyer & Allen, 1991; Meyer & Allen, 1997). It is the individual’s bond with the organization 

due to the obligation on the part of the individual. Employees feel a sense of obligation to 

continue working in a given organization. Because of this obligation, they feel guilty in leaving 

the organization and feel that the organization deserves their loyalty. They feel they owe a great 

deal to their organizations since their feel obligation to the people in those organizations. Apart 

from organizational commitment, there is another dimension of commitment, which is career 

commitment.  

Career commitment has been studied and used in different fields from the past 30 years and 

earlier. These studies have emphasized the importance of career commitment influence in human 

resources management and organizational development. According to Carson and Bedeian 

(1994), when an individual experiences career dissatisfaction, negative stress reactions may 

occur. For example, career commitment is said to be as a predictor of turnover intentions and 

turnover behavior. Bedeian et al (1991) in his conclusions showed a negative relationship 

between career commitment and turnover, meaning that the higher the career commitment, the 

less the turnover behavior. He also explained that career commitment will have an impact on 

turnover intentions, by analyzing the “expected utilities of present job for attaining future career 

growth opportunities which means that as more utilities a person gets from the present job, less 

intentions to leave it and so the career.  
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2.2. Empirical literature 

Some studies have been conducted in order to investigate the relationship between Leadership 

style and commitment. However, researchers conceptualized leadership and commitment in 

different ways. Some aspects have been ignored while they are important both in leadership 

behavior and teachers’ commitment. Note also that there is only one study about leadership 

behavior and commitment which was carried out in Rwanda. Niyibizi (2012:59) found a strong 

correlation between Head teachers’ leadership style and teachers’ commitment.   

Omay and Kursad (2010) studied the relationship between Leadership style and Organizational 

Commitment in Turkish primary Schools and found that there was moderate positive relationship 

between organizational commitment and supportive leadership style. However, they found a 

moderate negative relationship between organizational commitment and directive leadership 

behavior. For this study, even if it was guided by the Path-Goal theory of leadership, leadership 

style was conceptualized as directive and supportive. Participative and achievement-oriented 

leadership styles were not involved in the study. The organizational commitment was also 

conceptualized as affective and continuance commitment. As it is seen, the third dimension of 

organizational commitment, normative, did not appear in this study. Ijaz (2011) found a strong 

positive correlation between leadership behavior and organizational commitment. Leadership 

was conceptualized as initiative structure and supportive style and commitment was 

conceptualized as affective, continuance and normative commitment. Concerning the correlation 

between subthemes of leadership style and organizational commitment, there was found strong 

positive correlation between supportive leadership style and organizational commitment while 

initiative structure of leadership or directive style are negatively correlated.  

According to Ogachi (2008), there was no significant relationship between initiative/directive 

head teachers’ leadership behavior and students’ academic performance. However, he concluded 
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that there is a strong significant relationship between supportive and participative head teachers’ 

leadership style and students’ academic performance. If there is relationship between Head 

teachers’ leadership style and academic performance, there should be also relationship between 

Head teachers’ style and teachers’ commitment. Because the Head teachers influence teachers to 

perform their duties and the school achieve high academic performance. Teachers who are not 

committed cannot achieve high performance. Mbwiria (2010) conducted a study in Imenti South 

District in Kenya to investigate the influence of leadership styles and career commitment. This 

study conceptualized leadership styles as initiative, consideration and participative styles. This 

study established that leadership styles of secondary school Head teachers do not influence 

career commitment of teachers. This study did not correlate the sub themes of leadership styles 

with career commitment and the achievement-Oriented leadership style did not appear in this 

study. He found that other factors such as gender and working experience have an impact on 

career commitment of teachers. He found that female teachers are more committed than their 

male counterparts. Also, Novice teachers were found to have high level of career commitment, 

which declined with years.  

Concerning the relationship between leadership style and organizational commitment, Laka-

Mathebula (2004) found that there was no significant relationship between characteristics of 

respondents and organizational commitment. However, he found a high correlation between 

Human resources Management Practices, leadership styles, trust and organizational commitment 

in South Africa. Ronit & Anit (2004) found also a very close relationship between teacher 

empowerment and their commitment to school in Israel. This means that the ways school leaders 

manage teachers and how they care about their career development influence positively their 

commitment to schools. Henkin & Holliman (2009) found that teachers are more committed 

when they are involved in a whole school management and supported to be creative in their 
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teaching practices. However, the researchers found the negative correlation between teacher 

commitment and school conflict. This means that teachers are committed if they are involved in 

activities other than those related to classroom and when school leadership manages effectively 

emerging conflicts among school staff.  

2.3. Critical Review and Research Gap identification                                                     

 

It was observed from above studies that scholars worked on leadership styles and their influence 

to organizational commitment. However, one researcher on one hand could conceptualize some 

leadership styles and not include others. On the other hand, he/she could consider one or two 

dimensions of organizational commitment. For example, Mbwiria (2010) conceptualized only 

initiative style, consideration style and participative style with organizational commitment, 

professional and continuance commitment. He concluded that leadership styles do not influence 

teachers’ commitment in any case. Besides, Niyibizi (2012) conceptualized directive, supportive, 

participative and achievement-oriented leadership styles with organizational and career 

commitment. For him, the findings revealed that there is a strong correlation between Head 

teachers’ leadership styles and teachers’ commitment. However, secondary school teachers are 

still known as people who are working because they do not have any other option. They are said 

to be not committed to their job. So, this research was aiming at finding why there is a mismatch 

between the two studies carried out about the relationship between Head teacher’s leadership 

style and teachers’ commitment. 

2.4. Theoretical framework 

 

One of the important factors influencing perceptions of the existence of organizational and career 

commitment is leadership behavior. It is argued that leadership behaviors are developed to 

humanize and renormalize the workplace (Ijaz 2011). The behavior of leaders influences the way 
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followers perceive their organization and career. Leadership behavior is an important factor 

affecting commitment. By providing teachers with inspiration, encouragement and more 

meaning to their work, a head teacher can enhance a teacher’s faith in and respect for him and 

these lead to an increase in the teacher’s commitment to the head teacher and so to the school 

and the work. It is suggested that a school manager can generate commitment from his 

employees by building trust, letting people develop their own ways of working, sharing 

accountability and ownership of a job, and negotiating help and supervision in terms that 

engender employee development. But above all, managers need to be role models for their 

subordinates by being committed and they should also empower others in their jobs and roles 

(Day, 2004).  

Maichibi (2003) argued that leaders should increase employees’ commitment through making 

clear the organization’s mission and values to which they may adhere. They should involve 

employees in defining problems, prescribing, and working out solutions, encourage teamwork 

and team spirit, provide comprehensive and orientation training for new employees, use 

workshops and committee system to get employees to discuss organization-wide issues and 

contribute their ideas. Leaders should recognize good ideas and put them into practice. The 

author suggests that through directing employees by making clear the organizational goal and 

values, supporting employees by encouraging teamwork and team spirit, making employees 

participate in problem-solving and decision making process, the employees will be committed to 

the organization and even to what they do. Such behavior will even lead to performance.  

Nothouse (2010) argues that leadership behavior that is adapted to the situation of followers 

leads to commitment, which is an antecedent of motivation and job satisfaction. This is possible 

when the leader makes the path to the goal clear and easy to travel through coaching and 

direction, removing obstacles and roadblocks to attaining the goal, and making the work itself 
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more personally satisfying. This is done through defining clearly the goals, clarifying the path to 

achieving these stated aims, removing obstacles that may hinder followers from achieving the 

objectives and providing support when there is any arising challenge along the process. It has 

been argued that high organizational commitment is associated with lower labor turnover and 

absence, (Guest, 1991).  

To get the wholehearted commitment of the workforce to the organization and career; Armstrong 

(2001) shows that leadership should adopt certain behaviors. The management should be 

concerned in the well-being of employees so as to create the desire on the part of employees to 

be concerned in the well-being of the organization. Managers have to make clearly the objectives 

of the organization to employees and involve them in decision making, problem solving and the 

overall running of the organization. They should also create and maintain the climate of 

cooperation, flexibility, participation, contribution and trust among employees and between the 

last ones with management. Teamwork and team spirit would be encouraged. Employees should 

be provided with training and development strategies so as to perform effectively their tasks and 

coping with changes. Managers should know how to recognize employees when they perform 

well their duties and assist effectively those who do not perform their tasks accordingly.  

Folkman (2010) said that the quickest and most reliable way to increase employee satisfaction 

and commitment is to provide employees with a more effective leader. After conducting a 

research on the effectiveness of leaders, he came up with nine types of behaviors which should 

drive employee commitment. Effective leaders should know how to inspire and motivate 

followers toward achieving organizational goals. They should drive people for desired results by 

getting people stay focused on the desired results and by establishing high standards of 

excellence. They have to show strategic perspective by showing followers what to do, when and 

how to do it by constantly coach, direct and guide employees. They should enhance collaboration 
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and walk the talk (be the role model for followers). Effective leaders should develop trust among 

followers and between management and employees. Developing and supporting others is another 

behavior of leaders who want to get committed followers. They should also build relationships 

and have courage to manage and resolve emerging conflicts. Comparing to Path- Goal Theory of 

Leadership, Strategic perspective behavior is similar to directive style. Collaboration, walk to 

talk, trust, develop and support others; building relationships and courage are similar to 

supportive style. Inspiring and motivate others and driving for results are similar to achievement-

Oriented style. 

However, characteristics of leader related to make followers participating in the running of the 

organization are not mentioned in these findings. Richard (2000) argued that managers can take 

action to promote organizational commitment by keeping employees informed, giving them a 

say in decisions, providing the necessary training and other resources that enable them to 

succeed, treating them fairly, and offering rewards they value. In order to contribute to 

organizational commitment, managers have to know how to involve followers in decision 

making and problem solving. Subordinates must be kept informed about what is being done 

within the organization. If there is a need, followers are provided with appropriate training in 

order to meet the requirements of the changing and developing environment of modern 

organizations, school included, are facing.                      

By conclusion, leaders contribute to the commitment of employees through setting clear vision, 

mission and objectives and direct them towards achieving set organizational goals. The employer 

should also set clear direction so as to enable followers achieve what has been set as goals to 

achieve. By directing followers, leaders should do their best to make the work environment very 

pleasant and involve them in decision making and problem solving and finally create 

opportunities to learn by setting challenging goals and encouraging continual improvement. At 
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least six primary factors in the workplace can affect commitment: teacher autonomy and 

efficacy, participation, feedback, collaboration, learning opportunities, and resources (Firestone 

& Pennell, 1993; Smylie, 1990). These factors are of great importance to enhance teacher 

commitment in a school setting.   

2.4. Conceptual framework 

Figure 1 presents the conceptual framework for this study. School head teachers spend more time 

with teachers providing direction, guidance, assessing, providing needed resources, observing 

and evaluating job performance. Thus, head teacher’s behavior therefore affects school staff: 

specifically, their satisfaction and commitment to work and working relations with one another. 

In this study, the effects that head teachers’ leadership style has on teachers’ career commitment 

will be investigated. In doing this, the conceptual framework presented in Figure 1 was assumed. 

Figure 1. Conceptual Frame work 

                                                                   

 

 

 

 

Source: Primary data 

This conceptual framework shows the impact of head teachers’ Leadership Styles on the 

teachers’ commitment. 

 

INDEPENDENT VARIABLE 
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-Achievement-oriented style 
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Teachers’ career commitment: 
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 Continuance 

 Normative 

 



32 

 

CHAPTER THREE: RESEARCH METHODOLOGY 

3.0. Introduction 

The chapter gives detailed methodology of the study. The sub-topics under this chapter include; 

research design, target population and sample size, sampling design, data collection Instruments, 

validity and reliability of research instruments, data analysis and ethical issues. 

3.1. Research design  

The term research design refers to the conceptual structure within which research would be 

conducted, (Lodico, Spaulding & Voegtle, 2010). The purpose of this study, as stated previously, 

was to evaluate the Head teachers’ leadership styles and how they influence teachers’ 

commitment in selected secondary schools of Nyamagabe District in Rwanda. 

With reference to the purpose, this was a quantitative research which involved a descriptive 

design. According to Ross (2005), quantitative research method is used when the research 

problem is a description of trends or an explanation of the relationship among variables. This 

study used a descriptive survey design particularly a descriptive correlational design because the 

researcher wanted to look for the relationship between the independent variable (leadership style) 

and the dependent variable (teachers’ commitment). 

3.2. Target population  

Target population is defined as all the members of a real or hypothetical set of people, events or 

objects to which a researcher wishes to generalize the results of the research study (Borg & Gall, 

1989). The target population for this study consisted of boarding secondary school teachers and 

their Head teachers from boarding schools both public and private in Nyamagabe District of the 

Southern province. The entire population of this study was 172 teachers and Head teachers 
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included. This was 165 teachers from 7 boarding secondary schools and 7 Head teachers from 

the same schools.  

3.3. Sample Design                                                                      

In this study, the schools were selected using purposive sample.  According to Lodico, Spaulding 

and Voegtle (2010), the goal of purposeful sampling is not to obtain a large and representative 

sample; the goal is to select persons, places, or things that can provide the richest and most 

detailed information to help us answer our research questions.  

3.3.1. Sample Size 

Table 1. Summary of sample size of the study. 

Category of 

respondents 

  Study   

population Study sample  

  Sampling        

techniques 

 

Headmasters      7 7 

Purposive & simple 

random 

Teachers       165 49     

Total       172 56 

 Source: Field data 

   The selection was done according to the 4 zones that are in Nyamagabe District considering the 

number of schools located in each zone as follows. There were both private and public schools. 

ES Mushubi and ES Bishyiga will be taken from Mushubi zone. GS Kigeme A, ES Nyamagabe 

and ACEPER are from town zone since the later has many secondary schools, TTC Mbuga from 

Mudasomwa zone and ES Kaduha which is located in Kaduha zone. These zones are known as 

different because some are located in town or nearby while others are at Nyungwe boarders and 

therefore, they may generate different individuals’ behaviors. 
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3.3.2. Sampling Technique 

 

In this study, the researcher used the formula according to Bouchard (1989), of sample 

calculation. According to this author, when the population of interest is less than 1000,000, the 

sample size is calculated as below: 

n=no/1+no/N       Where n stands for sample size after error correction,  

    no is the size of unknown population, 

    N is the size of the whole known population, 

And No, is calculated using (Z /2)
2
*P*Q/e

2
 

Where  

              Z is the normal probability distribution, 

             e is the estimated errors,  

             P*Q stands for an estimation of unknown variance and assuming that Q=P=1/2,     

             We have          P*Q=1/2*1/2=1/4=0.25. 

Z /2 are a calculated value, via table of normal probability distribution. 

If we take the error margin of 9% from the table of normal probability (errors of calculations that 

can emerge from the whole study), level of significance 10%, 

The value of Z /2: 1.645, and knowing that the population is 172, let’s calculate  

no and n. 
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no = (Z /2)
2
*P*Q/e

2 
estimation of unknown variance 

no = (1.645)
2

*0.25 / (0.09)
2
=83.519≈84 

no = 84 

Then n= no/1+no/N = 84/1+84/172= 56 

In short, 84 teachers and Head teachers were respondents sample during the period of survey 

(March, 2014). In addition, an appropriate method is required to select respondents in each 

selected school. 

To overcome this, since teachers are supposed to be homogeneous, the proportional method was 

quite appropriated. So, in 172 teachers and Head teachers, 56 respondents were selected. Then 

the individual chance to be selected is 56/172=0.3255 

In E.S MUSHUBI:  The researcher selected 56/165*29= 9 

In E.S BISHYIGA: The researcher selected 56/165*21 =6 

In G.S KIGEME A: The researcher selected 56/165*32= 9 

In E.S NYAMAGABE: The researcher selected 56/165*31= 9 

In G.S ACEPER: The researcher selected 56/165*17= 5 

In T.T.C MBUGA: The researcher selected 56/165*29= 8 

In E.S KADUHA: The researcher selected 56/165*13= 3 

After this, the researcher had the number of respondents in each school. To select them (to pick 

up), each respondent in any school, a systematic random sampling method was used. 
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3.4. Data Collection Methods  

 

3.4.1. Data Collection Instruments  

                                                                                

When collecting data, the researcher used questionnaires. Such questionnaires were administered 

to teachers selected from the sampled secondary schools in Nyamagabe District. The researcher 

preferred to use questionnaires as research instrument because the number of the informants was 

large and therefore, it was convenient to use questionnaires since they could be left to informants 

and be filled whenever they get time.  

3.4.2. Reliability and Validity                                                                                                    

 

Ary,Cheser & Sorensen, (2006, p.225) defined validity as the extent to which an instrument 

measures what it claims to measure. The focus of recent views of validity is not on the 

instrument itself but on the interpretation and meaning of the scores derived from the instrument. 

In fact, validity is concerned with the study's success at measuring what the researchers sets out 

to measure, (Shamoo and Resnik, 2009). To prove the validity of the study instruments, the 

researcher presented research instruments to experts in research to examine and check them. The 

instrument was first of all presented to the supervisor of the research and then to other lecturers 

of Mount Kenya University. After being proved valid, the questionnaires were then administered 

to respondents.  

As far as reliability is concerned with the accuracy of the actual measuring instrument or 

procedure, to test the liability of the data collection instruments, a pre-test or pilot was done on 

the field to measure the applicability of the research instruments and the results they could 

generate. The pre-test was done in Nyamagabe District in Sothern Province of Rwanda, in three 

purposively selected secondary schools. The researcher administrated ten questionnaires to ten 
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teachers from public and private secondary schools of the district. Thereafter, the researcher 

administrated 56 questionnaires to teachers and 7 others to Head teachers. 

3.5. Data analysis Procedure 

The data were analyzed using both inferential and descriptive analyses important for making 

research judgments on the data collected for meaningful conclusions and recommendations. The 

data were analyzed following these steps: 

First, the collected data were edited. That’s, errors from completed questionnaires were 

identified, sorted out and eliminated. Second, the data were coded. Coding involves the 

examination of the data to look for patterns, themes, or categories that emerge from the data 

(Lodico, Spaulding, & Voegtle, 2010). The researcher classified responses into their respective 

categories. This was done by identifying the coding frame. The responses were sorted first, filed 

differently according to the categories of respondents and according to their codes. After the 

above process, frequency responses were summarized by the use of statistical tables and graphs. 

Finally, the collected data were tabulated. This is a process of putting data into some kind of 

statistical tables such as pie-charts, percentages and frequency tables indicating the number of 

occurrence of a response for each question. The researcher tabulated the data using tables 

indicating the frequencies of responses and their percentages in their respective categories. 

3.6. Ethical Consideration 

Shamoo and Resnik (2009) opined that given the importance of ethics for the conduct of 

research, it should come as no surprise that many different professional associations, 

Government Agencies, and universities have adopted specific codes, rules, and policies relating 

to research ethics. Thus, the present research did not break the rules of research ethics. In doing 

so, the researcher did the following: The researcher was objective by avoiding bias in data 
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analysis, data interpretation, and other aspects of research where objectivity will be my concern. 

The researcher also minimized bias or self deception; the researcher disclosed personal or 

financial interests that might affect research. The researcher honestly reported data, results, 

methods and procedures, and publication status. The researcher did not fabricate, falsify, or 

misrepresent data and did not deceive colleagues, granting agencies, or the public. The 

researcher respected the intellectual property by respecting patents, copyrights, and other forms 

of intellectual property. The researcher did not use unpublished data, methods, or results without 

permission. 

 As Shamoo and Resnik (2009) put it, many researchers do not like their works and ideas be used 

by other people without giving them credit. In this respect, the researcher gave credit where 

credit was due, gave proper acknowledgement or credit for all contributions to research and 

never plagiarized. The researcher kept confidentiality all along his study by protecting 

confidential communications, such as papers or grants submitted for publication and by not 

spreading any negative or abusive information from informants. Finally, the researcher was 

characterized by integrity throughout his work, in keeping his promises and agreements; acting 

with sincerity; striving for consistency of thought and action. 
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CHAPTER FOUR: RESEARCH FINDINGS AND DISCUSSION 

4.0. Introduction 

This  chapter  presents  and  analyzes  the  data  collected  and  discusses  it  accordingly.  The  

data  is presented  and  analyzed  using  frequency  tables and  percentages  and  was  collected  

by means  of questionnaires  whose  respondents  were  namely  56 teachers including head 

teachers.  As mentioned in previous parts of this paper, this research used research 

questions so as to test the research objectives. Thus, data analysis in this research was 

done in line with the answers to the research questions. Furthermore, the chapter presents 

findings of the study and their interpretation. The study findings are circled on the impact 

of head teachers’ leadership styles on teachers’ commitment in selected secondary schools of 

Nyamagabe District. During data collection, all distributed questionnaires returned to the 

researcher and all of them were analyzed. 

4.1. Presentation of Findings 

To reach the objectives of this research, questionnaire was developed and here are the answers 

from the respondents together with the discussions according to the objectives of the study. 

4.1.1. The impact of directive leadership style on teachers’ commitment 

 

The first objective of this study was to determine the impact of Directive leadership style on 

teachers’ commitment in selected secondary schools of Nyamagabe District.  

Table 2. How often Directive leadership style is used by Head teachers? 

Directive Frequency Percentage 

Never 4 7 

Rarely 8 14 

Often 26 32 

Always 26 47 

Total 56 100 

Source: Primary data 
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As it is seen from table 2, directive leadership style is used at high rate considering frequencies 

like always at 46% and often at 32%. This means that Head teachers in their daily  

activities when leading, they give subordinates instructions about their task, including what is 

expected of them, how the work is to be done, and the time line for when it should be completed. 

Since  the  results  of  this  study  indicated  that  the  high percentage  for  directive leadership 

style, the  results present similarity with research conducted in Kenya on leadership styles 

and career commitment (Mbwiria, 2010). The study found that the majority (81.2%) school 

Head teachers occasionally engage in directive leadership style. (Niyibizi, 2012) also found that 

Head teachers used directive leadership style w i t h  the average mean which was high 

(3.09). This is because head teachers guide, orient teachers. It is even their Head teachers role to 

guide teachers in order to help them overcome the roadblocks that may hinder them from 

perform effectively their demanding duties. This is very useful for new teachers who are not 

accustomed with what they are expected to do and how to do it. 

4.1.2. The impact of supportive leadership style on teachers’ commitment 

 

 The second objective of this study was to determine the impact of Supportive leadership style on 

teachers’ commitment in selected secondary schools of Nyamagabe District. The table below 

shows statistics from the respondents. 

Table 3: How often Supportive leadership style is used by Head teachers? 

Supportive Frequency Percentage 

Never 3 5 

Rarely 6 11 

Often 25 45 

Always 22 39 

Total 56 100 

 

Source : Primary data 
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As far as supportive is concerned, the respondents said that it is always used at 39% and  

frequently used at 45%. This rate is high and it means that the Head teachers have behaviors 

such as talking to people, supporting their efforts, giving them hope, solving their problems 

(Rollinson, 2008). 

Concerning supportive leadership style, the respondents said that the Head teachers always use 

this type of leadership at 39% and they use it often with the rate of 45%. Mbwiria, (2010) a l s o  

f o u n d  almost the same results because the majority of school Head teachers in Imenti District 

of Kenya (78.8%) occasionally engage in consideration/supportive leadership style. Niyibizi, 

(2012) in his study found the average mean for supportive leadership style is 2.77, which is  

high. This means that Head teachers do things to make the work more pleasant; treating 

subordinates as equals; being friendly and approachable by showing concern for the well-being  

of subordinates as described Schermerhon (2011). 

Supporting teachers is one of key factors to their engagement and commitment.  World Bank 

(2011) confirmed when it indicated that a strong commitment to teaching as a lifelong career is 

the foundation of  a  high  performing  education  system,  they  then  propose  to  the  Ministry  

of Education to attract and retain adequate numbers of capable and committed young people to 

join teaching profession. Teachers are not motivated primarily because of insufficient salary 

they get.  From the above mentioned results, head teachers provide support to teachers through 

different strategies which aim at increasing the level of motivation and commitment. Some 

Boarding Schools provide tea break, lunch and accommodation for teachers. 

4.1.3. The impact of participative leadership style on teachers’ commitment 

The third objective of this study was to determine the impact of Participative leadership style on 

teachers’ commitment in selected secondary schools of Nyamagabe District. The table below 

shows statistics from the respondents.  
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Table 4: How often Participative leadership style is used by Head teachers?                                                                                                                       

Participative Frequency Percentage 

Never 3 5 

Rarely 5 9 

Often 21 38 

Always 27 48 

Total 56 100 
 

    

Source: Primary data 

Table 4 shows how Head teachers apply participative leadership style in their daily 

administration. The respondents said that these Head teachers always use participative leadership 

style at 48% and frequently at the rate of 38%. This percentage is considerable and it shows that 

Head teachers consult employees for their suggestions and inputs before making decisions. 

The respondents said that Head teachers apply participative leadership style in their daily 

administration. The respondents said that these Head teachers always use participative 

leadership style at 48% and often at the rate of 38%. These findings are in agreement with 

Mbwiria, (2010) who found that the grand majority of school Head teachers (Always, 55% 

and occasionally, 35%) engage in participative leadership style because the school is made of 

different people with diversity of knowledge and experiences.   

The Head teachers cannot be specialized in all subjects taught in school, to effectively and 

efficiently manage the school, there is a need of decentralization. This means that they share 

responsibilities especially through departments in secondary schools. The results of this study 

show that head teachers in sampled schools, collaborate with teachers and involve them at 

some extent in decision making and problem solving. His data, Niyibizi, (2012) also revealed 

that the average mean for participative leadership behavior is high (2.95). The respondent 

asserted that this leadership style is very good since it lets them to be free and participate in the  
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entire school management. They said therefore that it really increases their teaching 

commitment. 

4.1.4. The impact of achievement-oriented leadership style on teachers’ commitment 

The objective number four of this study was to determine the impact of Achievement-Oriented 

leadership style on teachers’ commitment in selected secondary schools of Nyamagabe District.  

Table 5: How often achievement-Oriented leadership style is used by Head teachers?                                                                                                                        

      

Achievement- oriented Frequency Percentage 

Never 3 5 

Rarely 5 9 

Often 26 46 

Always 22 46 

Total 56 100 

 

Source: Primary data 

It is seen that table 5 shows how always (39%) and frequently (46%) the Head teachers apply 

this type of leadership in their daily administrative activities. It means that these Head teachers 

are characterized by behavior of challenging subordinates to perform work at the highest level 

possible as said Northouse, (2010). 

With this kind of leadership style, teachers work also very hard because they have given hard 

task to accomplish. The Head teachers in collaboration with the national policy of working under 

contract of performance, teachers also work on their own targeting what is in their contract of 

performance. For example, the Head teacher gives a task to all teachers of making their students 

to succeed at hundred per cent during the national examination. This climate does affect the way 

the teacher will perform his/her task vis-à-vis his/her what is in the contract of performance 

contrary to what could be if this task was not given.  The respondents said that this leadership 

style increases their commitment. 
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The findings of this study showed how always (39%) and often (46) the Head teachers apply this 

kind of leadership in their daily administrative activities. They are in agreement with Niyibizi, 

(2012) who found that the average mean for achievement-oriented leadership style is high 

(3.10).  

As the study aimed at finding the relationship between Head teachers’ leadership style and 

secondary school teachers ‘commitment, here is a summary of how committed are these teachers 

and how their commitment is affected by their Head teachers’ leadership styles. 

Table 6: Degree of teachers’ commitment 

Very high 12 22.6 

High 19 35.8 

Moderate 16 30.2 

Low 4 7.5 

Very low 2 3.8 

Total 53 100 

 

Source: Primary data 

It is indicated in Table 6 that teachers are committed at a very high level with 23%, high level at 

36%, moderate level with 30, low level at 7 and lastly very low level at the rate of 4. This shows 

that there is a number of teachers really who are not committed. These ones are therefore to be 

considered and treated seriously because that percentage can make negative results in education.  

Those teachers who said that their commitment is at a very low level they are known as teachers 

who are teaching because they do not have any other option. In this context, they teach but 

looking for a better job sitting for exams here and there. 

Table 7: Type of teachers’ commitment 

Type of commitment  Frequency Percentage 

Affective commitment     15   27.0 

Normative commitment     33   59.0 

Continuance commitment     8   14.0 

Total     56   100 

 

Source: Primary data 
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As shown in Table 7, teachers’ affective commitment is at 27%. These teachers are affectively 

committed to their schools and see the schools’ problems as their own problems and feel it 

would be better for them to work in the same organization until retirement. This is because they 

feel their school as their family and as you know, no one can pretend abandoning his/her family 

(Allen & Meyer, 1990, 1997).  

Moreover, 59% of secondary school teachers have a normative commitment. This means that 

these teachers feel a sense of obligation to continue working in that particular school. Because of 

this obligation, they feel guilty in leaving that school and feel that the later deserves their loyalty. 

Finally, the teachers who have a continuance commitment are shown in the above table at 14%.  

Concerning this continuance commitment, Allen and Meyer, (1990, 1997, 2000, and 2007) said 

that for the employees leaving the organization requires personal sacrifice and they see that they 

have few options to consider since there is the scarcity of available alternatives elsewhere. This 

type of teachers is really hard to manage because they are not satisfied with their job. They are 

therefore forced to teach so that they may survive. These teachers are absent from the job, they 

are late as far as teaching activities timetable is concerned. In fact, they see themselves as 

outsiders of the entire system.  

The respondents of this study revealed that their commitment can be certainly increased 

depending on how their Head teachers engage in their management. What they said is true 

because teachers in selected schools work hard and smart whether their authorities are or not 

there where as other schools the teachers will work only when their authorities are there present. 

In these schools, the deputy Head teacher will make sure that they supervise every time because 

if it is not the case, the teachers will sit idle.  
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Table 8: Degree of teachers’ commitment if the Head teachers use directive as leadership style. 

Teachers' commitment if Head 

teacher uses directive as 

leadership style  Frequency Percentage 

Very high 8 14 

High 23 41 

Moderate 18 32.0 

Low 5 9.0 

Very low 2 4.0 

Total 56 100 

 

Source: Primary data 

In Table 8 Head teachers use directive leadership style at the highest level with 14%. They apply 

this leadership style with high level at 41%. At the moderate level, these Head teachers use 

directive leadership style at 32%. They also use it with low and very low level respectively at 9% 

and 4%. The analysis shows that it is used at high rate and this is because head teachers guide 

and orient teachers. It is even their vital role to guide teachers in order to help them overcome 

the roadblocks that may hinder them from performing effectively their demanding duties. 

Table 9: Degree of teachers’ commitment if the Head teacher uses supportive as leadership style. 

Teachers' commitment if Head 

teacher uses supportive as 

leadership style  Frequency Percentage 

Very high 7 13 

High 25 44 

Moderate 16 29.0 

Low 5 9.0 

Very low 3 5.0 

Total 56 100 

 

Source: Primary data 

From the Table 9 supportive leadership style is used at the highest level with 13%. They apply 

this leadership style with high level at 45%. At the moderate level, these Head teachers use 

supportive leadership style at 29%. They also use it with low and very low level respectively at  

 

 



47 

 

9% and 5%. Head teachers provide support to teachers through various strategies which aim at 

increasing the level of motivation and commitment. Some boarding schools provide tea break 

and/or Lunch. Most of these boarding schools also give incentive to teachers for supporting them 

financially since their salary is not enough today. However, this incentive is not regular in some 

schools or if so, the schools provide it only during the period of studying that is from January to 

October.  

Table 10. Degree of teachers’ commitment if the Head teacher uses participative as leadership   

                 style. 

Teachers' commitment if Head 

teacher uses participative as 

leadership style  Frequency Percentage 

Very high 16 29 

High 23 41 

Moderate 14 24.0 

Low 2 4.0 

Very low 1 2.0 

Total 56 100 

 

Source: Primary data 

From the Table 10 participative leadership style is used at the highest level with 29%. They apply 

this leadership style with high level at 41%. At the moderate level, these Head teachers use 

participative leadership style at 25%. They also use it with low and very low level respectively at 

4% and 2%. Analyzing the findings, since Head teachers are not qualified in all domains, with 

this participative also helps them to make supervision by departments and teachers involve in this 

activity because of their participation in decision making. Moreover, respondents said that their 

commitment can be highly increased if the Head teachers try to use this kind of leadership style 

at high rate comparatively to directive and supportive leadership style.  

Table 11. Degree of teachers’ commitment if the head teacher uses achievement-oriented as   

                 leadership style. 
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Teachers' commitment if Head 

teacher uses Achievement-

oriented as leadership style  Frequency Percentage 

Very high 17 30 

High 23 41 

Moderate 13 23.0 

Low 2 4.0 

Very low 1 2.0 

Total 56 100 

 

Source: Primary data 

In Table 11 Achievement-oriented leadership style is used at the highest level with 30%. They 

apply this leadership style with high level at 41%. At the moderate level, these Head teachers use 

participative leadership style at 23%. This style is used at low level with 4% and at a very low 

level at 2%. This means that Head teachers in selected secondary schools set challenging goals 

for teachers so as to let them be more creative and innovative. 

The respondents from the selected schools said the Head teachers always set challenging goals 

for staff members. It means that every one works under conditions with set goals to achieve. 

They also encourage new ideas from the teaching staff and see to it that staff members are 

working up to capacity. Results indicated that head teachers often show high degree of 

confidence in subordinates in meeting high standards of performance by permitting staff 

members to use their own judgment in solving problems. The results also revealed that these 

Head teachers encourage continual improvement in staff members’ performance. 

Furthermore, the researcher wanted to know if these Head teachers distinguish the difference  

between various studied leadership styles and which type of them they prefer to use for 

increasing their teachers’ commitment. The table below shows the statistics from the study. 
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Table 12: The type of leadership style is the best to use for the head teachers. 

Type Frequency Percentage 

Directive 1 14 

Supportive 2 29 

Participative 3 43.0 

Achievement-oriented 1 14.0 

Total 7 100 

 

Source: Primary data 

As shown in Table 12 Head teachers use various leadership styles as follows: directive at 14%, 

supportive at 29%, participative and achievement-oriented respectively at 43% and 14%. The 

respondents revealed that they use a leadership style depending on the context but if there are still 

a number of Head teachers who said that they only use directive or participative without a 

mixture of different types of styles, it means that there is a lack in their leadership business. This 

is because there is no perfect leadership style to be used since the application of a given 

leadership style largely depends on environmental circumstances. 

The overall objective of this study was to measure the relationship between Head teachers’ 

leadership style and selected secondary school teachers’ commitment and here are results from 

the respondents. 
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Table 13: Relationship between leadership styles and teachers ‘commitment 

 

Leadership styles (directive, 

supportive, participative and 

Achievement-oriented 

Degree of 

teachers' 

commitment 

Leadership Pearson Correlation Style  1 

                      

.889** 

                                          Sig. (2-tailed 

 

.000 

                                                 N 144 1444 

      

Degree of Pearson Correlation 

commitment 

                                                      

.888** 1 

                                          Sig. (2-tailed .000 

 

                                                 N 144 1444 

      

** Correlation is significant at the 0.01 level (2-tailed). 

  

The following correlation coefficient was used to arrive at relationship between the extent 

 of leadership style and teachers’ Commitment 

Correlation Coefficient Interpretation (to verify with Abel) 

0 No correlation, zero correlation 

] 0.0 to 0.2] and] 0.0 to -0.2] Very weak or negligible 

] 0.2 to 0.4] and] -0.2 to -0.4] Weak or low 

] 0.4 to 0.7] and] -0.4 to -0.7] Moderate 

] 0.7 to 0.9] and] -0.7 to -0.9] Strong, high or marked 

] 0.9 to 1[and] -0.9 to -1[ Very strong or very high 

 

 

1 And -1 Perfect Correlation (Positive/negative) 

(Adapted from http://faculty.quinnipias.edu/liarts/polsci/statistics.html and Morien,2010). 

 

http://faculty.quinnipias.edu/liarts/polsci/statistics.html
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The findings in Table 13 show that there is a strong positive correlation between two variables 

that are the leadership styles and secondary teachers’ commitment in Nyamagabe District.  

This means that the way the Head teachers direct these schools does influence positively the 

commitment of teachers. 

These findings are in agreement with Day (2004) who also found that leadership behavior is an 

important factor affecting commitment. For Day, school heads should provide teachers with 

inspiration, encouragement and more meaning to their work, trust, and freedom of doing their 

job, accountability, negotiation and effective supervision.  Even though  all  of  these  

characteristics,  a  head  teacher  can enhance a teacher’s faith in and respect for him and these 

lead to an increase in the teacher’s commitment to the head teacher and so to the school and the 

work. 

The findings are also in agreement with Folkman (2010) who found that leadership that sets 

clear objectives and guides followers toward achieving them; leadership that support followers 

so as to satisfy their personal and organizational needs; leadership that involves followers in 

every day management of the organization (school in our case) and set challenging goals for 

followers in order to help them achieve high performance leading to commitment. 
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CHAPTER FIVE: SUMMARY, CONCLUSIONS AND 

RECOMMENDATIONS. 

5.0. Introduction  

This chapter presents the summary of findings. The   conclusions are also drawn based   on   

the   findings   and   consequently, recommendations are forwarded to the concerned bodies 

based on the conclusions. Other areas for further researches have also been indicated at the end 

of this chapter. 

5.1. Summary of Findings. 

As far as head teachers’ daily activities in administration are concerned, the researcher found 

that different leadership styles are used. These styles are directive at 79%, supportive leadership 

style at 84%, and participative leadership style at 86% and lastly the achievement-oriented 

leadership style at 85%. This shows that these head teachers try to maximize the variety of 

leadership styles which is really positive. However, there are another percentage of head 

teachers who do not mix up these types of leadership.     

  5.1.1. The impact of directive leadership style on teachers’ commitment 

 

The first objective of this research was to determine the influence of directive leadership style on 

secondary school teachers’ commitment; the findings revealed that this type of leadership style 

influences the teachers’ commitment at 14% and reduces their commitment at the rate of 4%. 

5.1.2. The impact of supportive leadership style on teachers’ commitment 

 

The second objective of the study was to determine the influence of supportive leadership style 

on secondary school teachers’ commitment; the findings showed that supportive leadership style 

influences the commitment of teachers at the rate of 13% and their commitment is reduced at 5%  
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when the Head teacher uses this kind of leadership style. 

5.1.3. The impact of participative leadership style on teachers’ commitment 

 

The objective number three of the research was to establish the influence of participative 

leadership style on secondary school teachers’ commitment; the findings showed that this type of 

leadership style influences these teachers’ commitment at 29% and their low level of 

commitment due to this leadership style was at 2%. 

5.1.4. The impact of achievement-oriented leadership style on teachers’ commitment 

 

The fourth objective of the study was to establish the influence of achievement-oriented 

leadership style on secondary school teachers’ commitment; the findings revealed that it 

influences secondary school teachers’ commitment at 30% and their low level of commitment 

was at 2%. 

So, the overall objective of the study which was to examine the impact of head teachers’ 

leadership style on teachers’ commitment in selected secondary schools of Nyamagabe District; 

the findings from this study showed that the head teachers’ leadership styles highly correlate 

with secondary school teachers’ commitment (r-value=0.88, sig.=0.000). This very strong 

positive correlation shows that the head teachers’ leadership styles influence positively the 

secondary school teachers’ commitment. 

5.2. Conclusions 

Basing on Robert House and Mitchell’s Path-Goal Theory of Leadership (1974), secondary 

teachers’ commitment was proven in relation to Head teachers’ leadership behaviors. That if 

head teachers use path-goal leadership behavior appropriately with reference to the 

characteristics of both the task and subordinates, they will contribute a lot to the teacher 

commitment; the following are conclusions drawn from the findings. 
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First of all, the extent of leadership style and the level of teachers’ commitment were very 

strongly correlated. Even if the mixture of leadership styles is effective for better administration, 

participative and achievement-oriented came the first to increase secondary teachers’ 

commitment. This means that head teachers’ leadership styles positively influence secondary 

school teachers’ commitment. 

Secondly, contrary to Mbwiria (2010) who concluded that head teachers’ leadership styles do 

not influence secondary school teachers’ commitment; the findings of this study revealed that 

the way Head teachers lead the secondary school affect positively the commitment of secondary 

school teachers; this was shown by a strong correlation (r-value=0.88, sig.=0.000) between two 

variables namely head teachers’ leadership styles and secondary school teachers’ commitment. 

However, these findings are in agreement with another researcher Niyibizi (2012) who also 

found moderate positive correlation (r-value=0.59, sig=0.000) as far as head teachers’ 

leadership styles and secondary school teachers’ commitment are concerned. 

5.3. Recommendations 

Basing on the findings of the study, the following a r e  t h e  recommendations t o  

various stakeholders of education in Rwanda: 

The Ministry of Education should plan special trainings about teachers’ commitment 

providing some additional incentives for teachers because they are the most critical factor in the 

success and future of education. 

The ministry of education in collaboration with REB should strengthen teachers’ management 

department so that they may have regular statistics about teachers who quit education for better 

jobs so as to check reasons behind and find solutions. 

 Head teachers should be trained in school leadership in order to help them facilitate teachers 

in performing their demanding tasks and contribute to their commitment. 
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The teaching profession should be thought deeply in order to make it more attractive and 

retain more qualified teachers and finally contribute to their commitment. 

5.4. Suggestions for further study 

The researcher suggested the following areas for further research: 

Teachers’ commitment and pupils’ performance in Secondary Schools of Rwanda 

Leadership styles and teachers’ commitment in urban Schools of Rwanda 

Monthly salary and secondary school teachers’ commitment 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



56 

 

REFERENCES 

Aldag, R.J. (2001). Organizational Behavior and Management. An Integrated Skills Approach.  

                      USA Southwestern. 

Allen, N.J. & J.P. Meyer (1990), “The measurement and antecedents of affective, continuance  

                      and normative commitment to the organizations”, Journal of Occupational  

                      Psychology, 63,1- 18. 

Allen, N.J. & J.P. Meyer (1997). Commitment in the Workplace: Theory, Research and  

                      Application. Thousand Oaks, C: SAGE. 

Armstrong, M. (2001). Human Resource Management Practice, (8
th

  ed.), London: Bath Presss. 

Ary, D., Cheser, L. J. & Sorensen, C.K. (2006). Introduction to Research in Education .(8
th

 ed.),
 
  

                      Wadsworth: Cengage Learning. 

Bateman,S.T. & Stephen Strasser (1984). A Longitidunal Analysis of the Antecedents of  

                     Organizational commitment. Academy of management Journal, 27 (1): 95-112. 

Becker H.S (1960). Notes on the concept of commitment. Am. J. Sociol. 66: 32−40. 

Berdian,A.G.,Kemery,E.R,&Pizzolatto,A.B.(1991). Career commitment and expected utility of  

                       present job as predictors of turnover intentions and turnover behavior. Journal of  

                      Vocational Behavior. 39:  331-343 

Blake, R. & Mouton, J. (1985). The Managerial Grid III: The Key to Leadership Excellence.  

                      Houston: Gulf Publishing Co. Retrieved the 23rd May 2013 from  

                      http://en.wikipedia.org/wiki/Managerial_grid_model  

Bleau,J.G.(1960) The measurement and prediction of career commitment. Journal of  

                      Occupational and Organizational Psychology 58 (4), 277-288 

Boe, E. E., et all (1997). Why didst thou go? Predictors of retention, transfer, and attrition of  

                          special and general education teachers from a national perspective. Journal  

                          of Special Education  30 (4),390-411. 

 

http://en.wikipedia.org/wiki/Managerial_grid_model


57 

 

Bogler, R. & Somech, A. (2004). Influence of teacher empowerment on teachers’ organizational  

                     commitment, professional commitment, and organization citizenship behavior in  

                     schools.Teaching and Teacher Education, 20 (3), 277-289. 

Borg, W. R. & Gall, M. D. (1989). Education Research: An Introduction (4
th 

ed.), New  

                     York.Longman. 

Bouchard A., (1989), Théorie des sondage, échantionnage et estimation en population  

                      finie,Paris. 

Carson, K. D. & Bedeian, A. G. (1994). Career commitment: Construction of a measure and  

                    examination of its psychometric properties. Journal of Vocational Behavior, 44,  

                    237-262. 

Certo S. C. (2000). Modern Management : Diversity, Quality, Ethics and the Global  

                    Environment, (8
th

 ed.), New Jersey: Prentice-Hall, Inc. 

Chuck W. (2003). Management. 2
nd

 ed., New Jersey: Printer Quebec World. 

Chuck W. (2011). Principles of Management. (6
th

 Edition), New Jersey: Cengage Learning. 

Day, C. (2000). Beyond Transformational Leadership. Educational Leadership. 57(7), 56-59. 

Day, C. (2004). Stories of Change and Professional development: The costs of commitment.  

                    In C.Day&A. 

Elliott, B., & Crosswell, L. (2001). Commitment to teaching: Australian perspectives on the  

                     interplays of the professional and the personal in teachers' lives. Paper presented at  

                     the International Symposium on Teacher Commitment at the European Conference  

                    on Educational Research, Lille, France. 

Firestone, W. A. (1996). Images of teaching and proposals for reform: A comparison of ideas  

                      from cognitive and organizational research. Educational Administration Quarterly,  

                     32 (2), pp.209-235. 

 

 



58 

 

Firestone, W. A., & Pennell, J. R. (1993). Teacher Commitment, Working Conditions and  

                      differential Incentive Policies. Review of Educational Research, 63 (4), 489-525. 

Grissmer, D. W., & Kirby, S. N. (1997). Teacher turnover and teacher quality. Teachers 

         College Record, 99(1), 45-56. 

Guest EA (1991). Human resource management. London: McGraw-Hill. 

Henken, A. B. & Holliman, S. L. (2009). Urban Teacher Commitment: Exploring associations  

                       with organizational conflict, support for innovation and participation, University   

                       of Iowa,Volume  44. 

Huberman, M. (1993). The Lives of Teachers (J. Neufeld, Trans.). London: Cassell Villiers  

                       House. 

House, R. J. & Mitchell, R. R. (1974). Path-Goal theory of Leadership, Journal of Contemporary  

                       Business, 3, 81-97. 

Ijaz A. T. (2011). Leadership behavior and organizational commitment: An empirical study of  

                       educational professionals, International Journal Of Academic Research, vol.3,  

                       NO 2, Part IV. 

Ingersoll, R. M. (2001). Teacher turnover, teacher shortages, and the organization of schools  

                       (No.Document R-01-1). Seattle, WA: University of Washington, Center for the  

                       Study of Teaching and Policy. 

Ingersoll, R. M. (2003). Is there really a teacher shortage? Seattle, WA: Center for the Study  

                        of Teaching and Policy. 

Kanter, R. M. (1968). Commitment and Social Organization. American Sociological Abstracts.  

                         33,499- 517. 

Kathryn M. B and David C. M, (1998). Management. New Jersey: MacGraw-Hil 

Laka-Mathebula, M. R. (2004). Modeling the Relationship Between Organizational  

                         Commitment, Leadership Styles and trust, Human resources Management                          

                         



59 

 

                           Practices and organizational trust. Published thesis, University of Pretoria. 

Leslie, R. W. & Lloyd, L. B. (1997). Management: Skills and Application. (8
th

 ed.), McGraw- 

                         Hill Companies,Inc. USA. 

Leslie, R. W. & Lloyd, L. B. (2000). Management: Skills and Application. (9
th

 ed.), McGraw- 

                         Hill Companies,Inc. USA. 

Lodico, M.G, Spaulding, D.T. and Voegtle, K.H.(2010). Methods in Education Research: From  

                         the theory to the practice. San Francisco: Jossey- Bass 

Macdonald, D. (1999). Teacher attrition: a review of literature. Teaching and Teacher  

                         Education, 15(8), 835-848. 

Maichibi, N.A. (2003). Pertinent Issues in Employees Management. Kampala: M.P.K Graphics, 

Meyer, J. P. & Allen, N. J. (1991). A Longitudinal Analysis of Early Development and  

                         Consequences of Organizational Commitment. Canadian Journal of Behavioural  

                        Science. 19 (2), 199-215. 

Ministry of Education. (2007). Teacher Development and Management Policy in Rwanda. 2007  

                         edition, Kigali, Rwanda. 

Ministry of Education. (2008). Roles, Duties and Responsibilities of School Management  

                         Team.Training Manual for Secondary school managers. Kigali, Rwanda. 

Ministry of Education. (2010). Annual Education Report 2009 Featuring Nursary, Primary,     

                         Secondary, Vocational,Literacy and Special Education, By -General Inspectorate  

                        of Education (GIE), Kigali  Rwanda. 

Mbwiria, K. N. (2010). Influence of principals leadership styles on teachers’ career  

                        commitment. Kenya:Chuka University College. 

Mowday, R. T. & McDade, T. (1979). Linking behavioural and attitudinal commitment. A  

                         longitudinal analysis of job choice and job attitudes in proceedings of the 39
th

   

                         annual meeting of the academy of management. Atlanta GA. 

 



60 

 

National Commission on Teaching and America's Future. (2003). No dream denied: A pledge to  

                         America's children. National Commission on Teaching and America's Future.  

                         Washington, DC: 

Nias, J. (1981). Commitment and Motivation in Primary School Teachers. Educational Review,  

                         33 (3), pp. 181- 190. 

Niyibizi, E. (2012). Head teacher’s leadership behavior and commitment of teachers in selected  

                         secondary schools of Gisagara District Rwanda. Thesis presented at Kampala  

                         International University for Masters degree. Kampala, Uganda. 

Nordin.A.R. (2009). Teacher commitment. Springer International Handbooks of Education ;  

                          Vol. 21 Retrieved the 02nd June 2013from   

                          http://digital.library.adelaide.edu.au/dspace/handle/2440/58559  

Northouse, P. G. (2010). Leadership: Theory and Practice, (5
th

 Edition), California: SAGE  

                         Publication Inc. 

Office of the Prime Minister,( 2010).Government Annual Report July 2010-June 2011. Secodary  

                         Education Statistics. 

Ogachi, R. O., (2008). Impact of Head teachers’ leadership behavior on Students’ Academic  

                         Performance in Secondary Schools of Nyamaiya Division, NYAMIRA District,   

                         Kenya: Unpublished thesis, Kampala International University. 

Omay C. & Kurşad Y. (2010). The relationship between Leadership Behavior and  

                         Organizational Commitment in Turkish Primary Schools. Faculty of educational  

                         Sciences, University of ANKARA: 54, PP. 75-92. 

Paul H.& Kenneth H. B., (2012). Management of Organization behavior: Utilizing  

                         Human  Resources, (Englewood Cliffs, NJ: Prentice-Hall, 1988) retrieved 24th   

                         May 2013. From  http://www.sspc.org/media/documents/sspc2011/Hanke.pdf  

 

 

http://digital.library.adelaide.edu.au/dspace/handle/2440/58559
http://www.sspc.org/media/documents/sspc2011/Hanke.pdf


61 

 

Richard L.D (2000). Management. (5
th

 ed.), Harcourt College Publisher, USA. 

Ricky, R. Griffin. (2002). Management. (8
th

 ed.), New York: Houghton MifflinCompany 

Rollinson, D. (2008). Organizational Behavior and Analysis: An integrated Approach.  

                        (4
th

 ed.),Harlow: Financial Times/Prentice-Hall. 

Ronit, B. & Somech, A. (2004). Influence of teachers empowerment on teachers’ organizational  

                         commitment, professional commitment and organizational citizenship in schools,  

                        Haifa- Maont- carmel University, Haifa 31905, Israel. 

Ross, K.N. (2005). Quantitative Research Methods in Educational Planning. Paris, France: 

                          International Institute for Educational Planning/ United Nations for Education,  

                         Science and Culture Organization. 

Salancik, G. R. (1991).  “Commitment  and  the Control of Organizational  Beha- vior”. In B.  

                     M. Staw (Ed.). Psychological Dimensions  of Organizational Behavior. New  

                     York: Macmillan Publishing. 306–311. 

Schermerhorn, J JR (1996), Management,(5
th

 Edition), John Wiley & Sons, USA.  

                         Retrieved on the 24
th

 May 2013.from http://chiufrances.                         

                         tripod.com/Leader%27s%20Traits,%20Functions%20and%20Behavior.htm  

Shamoo, A. & Resnik, D. (2009). Responsible Conduct of Research, (2
nd

 ed.). New York:   

                         Oxford University Press. 

Singh, K., & Billinnsgley, B. S. (1989). Professional support and its effects on teachers'  

                         commitment. Journal of Educational Research, 91(4), 229-239. 

Stephen. P. Robbins & Decenzo, D. A. (2001). Fundamentals of Management: Essential  

                         concepts and Applications. New Jersey: Prentice-Hall. 

Sylvia, R.D. & Hutchinson, T. ( 1985) ‘What Makes Ms. Johnson Teach? A Study of Teacher   

                         Motivation, Human Relations 38: 841-56 

Tyree, A. K. (1996). Conceptualizing and measuring commitment to high school teaching.  

                         Journal of Educational Research, 89 (5), pp. 295-304. 

 

http://chiufrances.tripod.com/Leader%27s%20Traits,%20Functions%20and%20Behavior.htm


62 

 

Wallen, R. P. (2008). Management: Meeting and Exceeding Customer Expectations, (9
th

  

                       edition), SOUTH-WESTERN CENGAGE Learning. 

World Bank, USAID, MINEDUC (2011). Rwanda education Country Report: Toward Quality  

                      Enhancement and Achievement of Universal Nine Year Basic education, An  

                      education System in Transition; a Nation in Transition, Washington, USA. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



63 

 

APPENDICES 

APPENDIX I: QUESTIONNAIRE FOR TEACHERS 

The table below presents statements about various leadership style engaged by school 

head teachers.  

Question 1 : Indicate the degree to which your Head teacher engages in each leadership 

style in your school. Use the following scale: 

4. Always   3. Often 2. Rarely   1. Never 

Please tick (√) on the appropriate column 

STATEMENTS SCALE 

Directive leadership style 4 3 2 1 

Head teacher maintains definite standards of performance     

Head teacher lets staff members know what is expected of them     

Head teacher rules with an iron hand(very strict or rigorous)     

Head teacher sees to it that the work of staff is coordinated     

Head teacher emphasizes the meeting of deadlines     

Head teacher asks staff to follow standard rules and regulations     

Head teacher speaks in a manner not to be questioned     

Head teacher schedules work to be done     

Head teacher encourages the use of uniform procedures     

Supportive leadership style 4 3 2 1 

Head teacher looks out for the personal welfare of teachers     

Head teacher keeps the group working as a team     

Head teacher maintains friendly working relationship staff members     

Head teacher does induction courses for new teachers and pairs them with master 

teachers 

    

Head teacher is friendly and approachable to all school staff     

Head teacher treats all staff members as his/her equals     

Head teacher makes all staff feel at ease when talking to him/her     

Head teacher sponsors teachers to attend seminars and workshop     

Head teacher mixes with staff rather than keeping to him / herself     

Head teacher recognizes and appreciates staff that performs well     

Head teacher is free, supportive and has respect for differences     

Head teacher helps staff overcome problems that stop them carrying out their tasks     

Participative leadership style 4 3 2 1 

Head teacher assigns staff members particular tasks     
Head teacher consults staff before taking action     

Head teacher gets staff approval in important matters before implementing them     
Head teacher puts suggestions met by the staff into operations     
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Head teacher lets group members diagnose group problems     

Head teacher gives encouragement, support and appreciation to group members     

Head teacher encourages initiative in the school     

Head teacher mobilizes and utilizes the potential and creativity of staff for accomplishing 

School goals 

    

Head teacher holds regular staff meeting to discuss emerging issues     

Head teacher listens respectively to staff ideas and suggestions     

Achievement-Oriented leadership style 4 3 2 1 

Head teacher sets challenging goals for staff members     

Head teacher encourages continual improvement in staff performance     

Head teacher sees to it that staff members are working up to capacity     

Head teacher shows high degree of confidence in subordinates in meeting high standards 

of performance 

    

Head teacher encourages new ideas from staff     

Head teacher permits staff to use their own right in solving problems.     

 

Adapted from Leadership Behavior Description Questionnaire (LBDQ) by Ohio State University 

(1962) and Path-Goal Leadership Questionnaire by Nothouse P.G.(2010) 

Question 2: After answering to the first question, which leadership style is used by your head 

teacher?  

Please tick (√) on the appropriate style 

Directive leadership style                           

Supportive leadership style  

Participative leadership style  

Achievement-Oriented leadership style  

Question 3: The degree of my commitment to my teaching career due to this kind of 

leadership style used by my Head teacher is:  

Please tick (√) on the appropriate box  

1. Very high     
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2. High      

3. Moderate    

4. Low     

5. Very low  

Question 4: The following are three types of commitment. Read all feelings and attitudes of an 

employee towards his/her institution for each kind of commitment, and choose only one type of 

commitment that corresponds to leadership style used by your Head teacher.  

1. Affective commitment   

 I feel a strong sense of belonging to my school 

 I feel emotionally attached to this school 

 Working at my school has a great deal of personal meaning 

 I would be very happy to work at this school until I retire 

 I really feel that the problems faced by my school are also my problems 

 I feel like a “part of family” at this school 

2. Normative commitment    

 I do not feel any obligation to remain with this school 

 Even if it were my advantage, I do not feel it would be right to keep working for this 

school 

 I would feel guilty if I left this school now 

 This school deserves my loyalty 

 It would be difficult to leave my school right now because of my obligation to the people 

in it 

 I owe a great deal to this school 
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3. Continuance commitment  

 It would be very hard for me to leave this school right now even if I wanted it 

 Too much of my life would be disrupted if I leave this school 

 Right now, staying with my job in this school is a matter of necessity rather than a desire 

 One of the reasons I continue to work for this school is that leaving would require 

considerable personal sacrifice 

 One of the few negative consequences of leaving my job at this school would be the 

scarcity of available alternative elsewhere 

Question 5: After you have read the first question,  

a. What will be your degree of commitment if your Head teacher uses directive as a leadership 

style? 

1. Very high     

2. High      

3. Moderate    

4. Low     

5. Very low   

b. What will be your degree of commitment if your Head teacher uses supportive as a 

leadership style? 

    1. Very high     

2. High      

3. Moderate    

4. Low     

5. Very low   
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c. What will be your degree of commitment if your Head teacher uses participative as a 

leadership style? 

1. Very high     

   2. High      

 3. Moderate    

4. Low     

  5. Very low   

d. What will be your degree of commitment if your head teacher uses achievement-oriented as  

a leadership style? 

  1. Very high     

  2. High      

  3. Moderate    

  4. Low     

  5. Very low   
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APPENDIX II. QUESTIONNAIRE FOR HEAD TEACHERS 

Please tick (√) on the appropriate answer. 

1. According to you, what is the level of your teachers’ commitment in teaching? 

     1. Very high     

     2. High      

     3. Moderate   

     4. Low     

     5. Very low   

2. Having the following meaning of some leadership styles, indicate the degree to which 

you apply each and every style by ticking (√) on the appropriate box. 

Directive : The leader gives subordinates instructions about their task, including what is 

expected of them, how the work is to be done, and the time line for when it should be 

completed. 

Supportive : This style includes behaviors such as talking to people, supporting their 

efforts, giving them hope, solving their problems (Rollinson, 2008). 

Participative : The participative leadership involves behavior whereby leaders consult 

employees for their suggestions and inputs before making decisions. 

Achievement-Oriented : Northouse, (2010) said that Achievement-oriented leadership 

is characterized by a leader who challenges subordinates to perform work at the highest 

level possible. He/she establishes a high standard of excellence for subordinates and 

seeks continuous improvement. 

a. Directive leadership style 

1. Very high     

 



69 

 

2. High      

3. Moderate    

4. Low     

5. Very low   

b. Supportive leadership style 

1. Very high     

2. High      

3. Moderate    

4. Low     

5. Very low   

c. Participative leadership style 

1. Very high     

2. High      

3. Moderate    

4. Low     

5. Very low   

d. Achievement-oriented leadership style 

1. Very high     

2. High      

3. Moderate    

4. Low     

5. Very low  

3. According to you, which style from the above leadership styles may be fruitful to your 

teachers as far as their commitment is concerned? 
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APPENDEX III: RESPONDENTS’ LETTER  

 

MOUNT KENYA UNIVERSITY 

DEPARTMENT OF PLANNING AND MANAGEMENT 

05
th

 May, 2014 

The school Head teacher of …………………………………. 

Nyamagabe District 

 

RE: Request for research permission 

Dear Sir,  

My name is Mr Faustin NIYITEGEKA (Student number MED/0039/11), a holiday based 

program Master’s student in the department of Educational planning and management at 

Mount Kenya University. I am writing a research report for the degree and the research 

topic is Head teachers’ leadership style and teachers’ commitment in Rwandan secondary 

schools, A case study of Nyamagabe District.  

I have the honour to request for permission to collect data regarding to my proposed 

research in Secondary School from which you are the Head teacher. Head teachers will be 

given one questionnaire and teachers will be selected using a systematic random technique. 

Data collected from each respondent will be confidentially and anonymously treated; no 

names will be mentioned in the research findings. The research is for the purpose of 

fulfilling all the requirements for Master’s degree in Education.  

I look forward to hearing from you. 

Yours sincerely 

Faustin NIYITEGEKA 



71 

 

APPENDEX IV: AUTHORIZATION LETTER 

 

 



72 

 

APPENDIX V: STUDY TIME FRAME 

 

Once this research proposal is accepted and defended by February, the thesis activities will be 

done within three months as follow: 

Period Activity 

March-April 2014 Defending the research proposal and making 

corrections 

May 2014 Data collection 

June 2014 Data analysis and interpretation and writing chapter 

five. 

July 2014 Defending the thesis and correction of the last copy 
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