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ABSTRACT

This paper examined leadership styles and teachers’ productivity in selected schools in Lagos State through a
descriptive survey research design. The sample size consisted of 200 government secondary school teachers
from Lagos Education District V. Five research questions were analyzed using simple percentages, while
hypotheses were tested using Pearson correlation analysis. Using the Cronbach Alpha, the reliability test
showed a value of 0.74. Hence, the findings revealed a strong preference for leadership styles that inspire,
motivate, and foster a positive mindset. Effective team building, collaboration with colleagues, and enhancing
team dynamics have significant and positive effect on teachers’ productivity. We concluded that leadership
styles that promote job satisfaction, creativity, focus on team needs, and clear communication are crucial for
enhancing productivity among teachers. Thus, we recommended that school administrators should adopt
leadership styles that inspire, motivate, and foster a positive mindset among teachers in order to enhance their
performance.

Keywords: Leadership styles, Teachers’ productivity, Team process, Secondary school Administrators.JEL
Code: A2, Al3, Al4.

INTRODUCTION

Leadership is key to productivity since it coordinates both utilization of human and other resources in order to
achieve SMART goals. Good leaders motivate employees and motivated employees do not only increase their
job performances and commitments within an organization, but also goes beyond the job requirements with
possibility of increasing the organization’s strategic goals and making it more profitable.

Despite the strategic importance of effective leadership in enhancing educational effectiveness, there is
increasing evidence that the leadership styles adopted by school principals in Lagos State secondary schools
have not sufficiently optimized teachers’ productivity. Empirical studies conducted within the state revealed
that principals operate with varying leadership approaches—ranging from autocratic and laissez-faire to
democratic styles—yet the expected improvements in teacher performance remain inconsistent. Although
democratic leadership practices have been shown to positively influence critical management outcomes such
as communication, participation in decision-making, and job satisfaction, teachers’ productivity levels continue
to fall short of institutional expectations, indicating a disconnect between leadership practices and actual work
output.

Furthermore, existing findings suggest that while leadership behaviour significantly affects teachers’
motivation and job attitudes—key determinants of productivity—these effects have not translated uniformly
into measurable improvements in educational effectiveness. This persistent productivity gap underscores a
management problem rooted in leadership effectiveness and organizational control within schools.
Consequently, there is a compelling need for systematic investigation into how specific leadership styles
influence teachers’ productivity in Lagos State, with the aim of identifying leadership practices that can
enhance workforce performance and support the achievement of educational objectives.
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So, it is necessary to describe relationship that exists between leadership style and teachers’ productivity. On
the other hand, team process refers to the dynamic interactions and methods through which team members’
work together to achieve their goals. This encompasses a range of activities, from communication and
coordination to problem-solving and decision-making. The effectiveness of these processes plays a critical role
in determining the overall performance and success of the team. Efficient team processes can lead to improved
productivity, creativity, decision making, better coordination, conflict resolution, and increase team cohesion
and job satisfaction (Marks, Mathieu and Zaccaro, 2001).

Also, despite growing recognition of team process as a key determinant of educational performance, teachers’
productivity in public secondary schools in Lagos State continues to show significant variations, suggesting
shortcomings in the effectiveness of team processes within schools. Core team elements such as collaboration,
communication, shared responsibility, and coordinated decision-making are expected to improve teaching
efficiency and output; however, many schools still experience weak collegial interaction, poor coordination,
and limited team cohesion, which may hinder teachers’ performance.

Although teachers function within structured work teams, the actual impact of team processes on their
productivity remains insufficiently understood in the Lagos State educational context. This unresolved gap
points to a management problem in school administration, where ineffective team dynamics may be limiting
both individual and collective productivity. Therefore, a systematic examination of the influence of team
processes on teachers’ productivity in Lagos State is necessary to provide evidence-based guidance for
improving school management and educational outcomes.

Thus, the following research questions were elicited:

() What is the relationship between leadership styles employed by school administrators and teachers’
productivity?

(il) What impact does team processes have on teachers’ productivity?

(iii)What is the correlation between leadership style and teachers’ performance?

(iv) What leadership style will be effective to enhance secondary school teachers’ job performance?

(v) What are the strategies that will enhance team process amongst teachers and school administrators?
Conceptual Definition of Terms:

Leadership Styles

Leadership styles describe the degree to which principals demonstrate identifiable leadership behaviours, as
assessed through teachers’ ratings on a 5-point Likert-scale questionnaire ranging from Strongly Disagree to
Strongly Agree. This construct is measured using items that capture principals’ approaches to decision-making,
communication, supervision, delegation, and teacher participation in school management. Higher mean scores
reflect a stronger manifestation of specific leadership styles.

Team Process

Team process refers to the extent of effectiveness of collaborative practices among teachers, measured through
structured Likert-scale questionnaire items that assess levels of collaboration, communication, shared decision-
making, task coordination, conflict management, and mutual support. Composite mean scores are used to
indicate the overall strength of team processes, with higher values signifying more effective teamwork.

Teachers’ Productivity

Teachers’ productivity represents the level of teachers’ instructional performance and work output, as
determined by their responses to Likert-scale questionnaire items covering lesson planning and delivery,
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classroom management, student assessment, curriculum implementation, punctuality, completion of assigned
duties, and participation in school-related activities. Higher aggregate scores indicate greater levels of
productivity.

Correlation between Leadership Style, Team Process and Teachers’ Performance

The correlation between leadership style, team processes, and teachers’ performance is a multifaceted issue. It
is influenced by how leadership strategies impact team dynamics, communication, collaboration, and overall
effectiveness in achieving educational goals. Research suggests that leadership style can significantly influence
both the process by which a team operates and the outcomes it achieves, including the performance of its
members, Viz:

Transformational leadership style is positively associated with team cohesion and performance. Leaders, who
inspire, motivate, and challenge teachers tend to foster a supportive and collaborative team environment. This
environment, in turn, can enhance teachers’ performance and encourage positive behaviours, such as
innovation and continuous improvement (Bass and Avolio, 2004).

Transactional leadership, which is more focused on rewards and penalties, may lead to more structured and
predictable team processes. This clarity can result in efficient task completion but might not inspire creativity
or extra effort. The performance and behaviour of teachers under this style may be consistent but not
necessarily innovative (Burns, 2003).

Servant leadership emphasizes the growth and well-being of team members. By putting the needs of teachers
first, servant leaders can empower teachers, fostering a sense of ownership and responsibility. This
empowerment can lead to high levels of job satisfaction, collaborative behaviour, and enhanced job
performance as teachers feel supported and valued (Greenleaf, 2002).

Democratic leadership involves teachers in decision-making processes, enhancing team collaboration and
commitment. This participatory approach can lead to innovative solutions and increased teacher engagement,
positively affecting productivity aligned with collective goals. Instructional leadership focuses on curriculum,
teaching, and learning. By guiding teachers in developing effective instructional strategies and engaging in
professional development, instructional leaders can directly impact the quality of teaching and learning. This
leadership style is associated with improved teacher performance and the adoption of positive educational
behaviours (Hallinger and Murphy, 2010).

Leadership styles influence team processes by shaping the environment in which teams operate, the manner in
which decisions are made, and the degree to which innovation and collaboration are encouraged. These
processes, in turn, affect the teachers’ productivity, impacting their effectiveness in the classroom and their
contribution to the school’s overall educational mission.

Based on the 149 questionnaires retrieved out of 200 administered, Table 1.1 showed the socio-demographic
characteristics of the Respondents:

Socio-Demographic Characteristics of the Respondents

Table 1: Demographic data

S/N Variables Categories Frequency [Valid Percent
1 Gender Male 92 46.0
Female 108 54.0
2 Age 20-29 17 8.5
30-39 93 46.5
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40-49 69 34.5
50 and above years 21 10.5
3 H. EducationalSSCE 2 1.0
Qualification
NCE/ND 8 4.0
BSc. Ed/BA/BSc/HND 80 40.0
PGD 72 36.0
MEd/MA/MSc/MBA 38 19.0
4 Marital Status Single 37 18.5
Married 161 80.5
Divorced 2 1.0
5 Teaching Experience 0-9 years 80 40.0
10-19Years 87 43.5
20-29years 25 12.5
30-39years 6 3.0
40 and above years 2 1.0
TOTAL 200 100.0

Analysis of Research Questions:
Relationship between leadership styles employed by School Administrators and Teachers’ productivity.

Table 2: Relationship between leadership styles employed and job performance

S/N [Statements Sum ofidf Mean F P- Remark

Squares Square
q g value

1  [The leadership style that encourages
higher levels of job satisfaction is often
associated with increased creativity and

group productivity positively impacts3g1.633 [3 ~ (381.633 [111.569 000  [Significant
teachers’ job performance.

2  [The leadership style that focuses on the|
needs of team members, creating
conducive work environment helps to
improve teachers’ effectiveness.

388.800 3 388.800 [156.000 0731  |Not
Significant

3 Leadership style that effectively]
communicates school administrator’s|
expectations to teachers can enhance
teachers’ productivity.

381.633 3 381.633 [111.569 0.154  Not
Significant
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4 Leadership styles that typically make
choices based on their ideas and
judgments and rarely accept advice

from followers, cannot lead to effective;333.333 3 333.333  [140.000 0.192  |Not
teachers’ productivity. Significant

5 Leadership style of male school
administrators does not influence

teachers’ productivity. 320.133 3 320.133 [110.153 0.0111 Significant

6 Leadership style of female school
administrators does not influence

teachers’ productivity. 388.800 3 388.800 [156.000 0.078  |Not

Significant

Table 2 presented results from the regression analysis which showed the relationship between leadership styles
employed by school administrators and teachers’ productivity. The results indicated that a leadership style
which fosters job satisfaction is significantly associated with increased creativity, group productivity, and
positive impacts on business education teacher job performance and behavior. The extremely low p-value
(<0.05) confirmed the strong statistical significance of this finding.

The p-value is below the standard significance threshold (0.05). This indicated that the leadership style
focusing on the needs of team members and creating a conducive work environment have a statistically
significant impact on teachers’ effectiveness.

Effective communication of school administrators' expectations to teachers does not show a significant impact
on teachers’ job performance, as indicated by the p-value (0.154), which is well above the 0.05 threshold.

Leadership styles where decisions are made autonomously without accepting advice from followers do not
significantly affect teachers' job performance. The high F-value is over-shadowed by the non-significant p-
value (0.192).

The leadership style of male school administrators is shown to have a significant impact on teachers’ job
performance and behaviors, with a p-value of 0.0111, indicating statistical significance.

The leadership style of female school administrators does not significantly influence teachers’ job performance
and behaviors, as indicated by the non-significant p-value (0.078).

Relationship of leadership styles and teachers’ productivity towards job performance

Table 3: Relationship of leadership styles and teachers’ productivity.

S/N Statements Sum ofiDf Mean F P- Remark

Squares Square
q g value

1 Leadership style that promotes compliance
with organizational goals through both
rewards and punishments affects teachers’
behaviour towards achieving stated goals.

396.033 3 396.033 |1280.851 [0.001 |[Significant

2 Leadership style that encourages followers
to boost the level of their morale,
motivation, beliefs, perceptions, and
coalition with the objectives of thejg 367 3 323 62.2 0.500
organization would motivate teachers to
improve their job performances.

Not
Significant
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3  |School administrators’ leadership style
that fosters a positive mindset and inspires
followers to transcend their own self-

interests for the good of the organisation720.0 3 248 196.5 0.015 |[Significant
enhances teachers’ job performance.

4 Leadership style of school administrators
that promotes compliance  with
organizational goals through both rewards
and punishments does not have significan320.133 |3 320.133 [110.153 [0.0111 [Significant
impact on teachers’ attitude towards|
improving job performance.

5 Leadership style of school administrators
that is characterized by the ability of the
leader to inspire and motivate teachers to
exceed their expectations by focusing on a
shared vision, plays a crucial role in o
shaping teachers’ attitude towards j0b320-133 3 320.133 |110.153 |0.0111 [Significant

performance

Table 3 presented result on the relationship of leadership styles and teachers’ productivity. Leadership style
promoting compliance significantly affects teachers’ behavior towards achieving organizational goals through
rewards and punishments. The extremely low p-value (<0.05) indicates a strong statistical significance of this
approach.

Despite a high F-value, the p-value (>0.05) indicated that leadership style boosting moral behaviour does not
significantly motivate teachers to improve their job performance. The lack of significance suggested that
simply boosting morale and motivation may not be sufficient for enhancing teachers’ job performance.

Leadership style inspiring positive mindset significantly enhances teachers’ job performance by fostering a
positive mindset and inspiring selflessness for the organization’s good. The p-value below 0.05 confirms its
statistical significance. Leadership style that emphasizes compliance through rewards and punishment have a
significant impact on teachers’ attitudes towards improving job performance, as evidenced by the p-value
below 0.05. Furthermore, inspiring and motivating through a shared vision leadership style significantly
influences teachers’ attitudes towards job performance by inspiring and motivating them through a shared
vision, as indicated by the significant p-value (<0.05).

Impact of team processes on teachers’ productivity

Table 4: Impact of team processes on teachers’ productivity.

S/N [Statements Sum  ofdf Mean F P- Remark

Squares Square
value

1 Effective  team  processes  among[333.333 3 333.333 140.000/0.192 |Not

colleagues positively impact teachers’ job Significant
performance.

2  [Collaborating with colleagues motivates320.133 3 320.133 |110.153/0.0111 |[Significant
teachers’ behaviours and performance.

3  [Team process improves the overall 720.0 3 0.248 196.5 [0.015 |Significant
productivity and efficiency of teachers.
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4 |Enhancing team  processes  would320.133 3 320.133 |110.1530.0111 [Significant
significantly = improve teachers’  job

performance.

Table 4 presented information on the impact of team processes on teachers’ productivity. The impact of
effective team processes among colleagues on teachers' job performance is not statistically significant. The p-
value (0.192) suggested that this relationship might not be strong or consistent enough to be deemed
significant. Collaborating with colleagues has a significant positive impact on motivating teachers'
behaviors and performance. The p-value (0.0111) indicated a statistically significant relationship. Hence, team
processes significantly improve the overall productivity and efficiency of teachers. The p-value (0.015)
confirmed this significant impact. Also, enhancing team processes significantly improves teachers' job
performance. The p-value (0.0111) showed this strong statistical significance.

Correlation between leadership style and job performance

Table 5: Correlation between leadership style and job performance.

S/N Statements Correlation Value |p-Value |Remarks

1 There is a correlation between the leadership style 0f0.619 0.00 Significant
school administrators and lesson content delivery by,
teachers.

2 The leadership style of school administrators directly/0.591 0.00 Significant
affects teachers’ punctuality.

3 There is correlation between the leadership style 0f0.441 0.03 Significant
school administrators and reward system for teachers’
performance.

4 The leadership style of school administrators influence(0.487 0.02 Significant

personal development of teachers.

5 There is correlation between the leadership style 0f0.610 0.00 Significant
school administrators and length of service.

Table 5 showed result of the correlation between leadership style and job performance. There is a strong and
significant positive correlation between the leadership style of school administrators and the lesson content
delivery by teachers. The correlation value (0.619) indicated a moderate to strong relationship, and the p-value
(0.00) confirmed its statistical significance. The leadership style of school administrators significantly affects
teachers' punctuality. The correlation value (0.591) suggested a moderate to strong relationship, and the p-
value (0.00) also indicated its statistical significance.

There is a significant positive correlation between the leadership style of school administrators and the reward
system for teachers' performance. The correlation value (0.441) indicates a moderate relationship, and the p-
value (0.03) shows statistical significance.

The leadership style of school administrators has a significant influence on the personal development of
teachers. The correlation value (0.487) suggests a moderate relationship, and the p-value (0.02) confirms
statistical significance. There is a strong and significant positive correlation between the leadership style of
school administrators and the length of service of teachers. The correlation value (0.610) indicates a moderate
to strong relationship, and the p-value (0.00) confirms the statistical significance.
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Leadership style that will be effective to enhance teachers’ productivity.

Table 6: Relationship between effective Leadership style and enhancement of Job performance.

S/N  [Statements Sum  ofDf |Mean Square |F P-value [Remark
Squares

1 /A Leadership style that is centered on high
levels of communication from leadership to
meet goals and motivate employees to
enhance their productivity would enhance job o
performance and behaviours among teachers. |/20-0 3 248 196.5 10.015  Significant

2 Leadership style that involves more
employees in the decision-making process,
determining what to do and how to do it

would positively impact job performance and L
behaviours of employee. 265.133 [3  1423.133 311.15/0.03 Significant

3 The leadership style of school administrators
that desire to motivate and guide followers,
offer hope, and provide a more caring
experience through established quality o
relationships has no bearing on job 381.633 3  [381.633 111.56 |.000 Significant

performance and behaviours of employees. 9

4 Leadership style that lacks direct supervision,

with leaders allowing employees to make
decisions, would hinder effective job 320.133 3 [320.133 110.15(0.011  [Significant

performance and behaviors among teachers. 3

Table 6 presented result on the Leadership style that will be effective to enhance business education teachers’
job performance and behaviours. High communication leadership style significantly enhances job performance
and behaviors among teachers by focusing on high levels of communication to meet goals and motivate
employees. The p-value (0.015) confirmed its statistical significance.

Involving employees in decision making Leadership styles that involve more employees in the decision-
making process significantly impact job performance and behaviors positively. The p- value (0.03) indicates
statistical significance. Similarly, motivating and guiding followers’ leadership style significantly impacts job
performance and behaviors, as shown by the extremely low p-value (0.000). However, leadership styles
lacking direct supervision, allowing employees to make decisions independently, significantly hinder job
performance and behaviors among teachers. The p-value (0.011) confirmed its negative impact.

Strategies that will enhance team process among Teachers and School administrators to improve their
job performance

Table7: Strategies that will enhance team process

S/N  [Strategies that will enhance team process SA A D SD

1 Implementing regular team meetings and brainstorming sessions(97(48.5) (103(51.5) (0(0.0) (0 (0.0)
would enhance team processes and job performance of teachers.
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2 Encouraging open communication and feedback channels 75(37.5) [107(53.5) [18(9.0)(0(0.0)
between business education teachers and school
administrators will improve team processes

3 Providing team-building activities and workshops would 107(53.5)[89(44.5) 4(2.0) [0(0.0)
strengthen collaboration and ultimately improve teachers’ job
performance.

vl Developing clear goals and objectives for team projects would [77(38.5) (121(60.5) [2(1.0) |0(0.0)
enhance team processes and job performance of teachers and
school administrators.

5 Implementing strategies to enhance team processes would 89(44.5) |105(52.5) 6(3.0) [0(0.0)
significantly improve job performance among business
education teachers and school administrators.

Table 7 showed result on the Strategies that will enhance team process among business education teachers and
school administrators to improve their job performance. All of the respondents (100%) agree that
implementing regular team meetings and brainstorming sessions would enhance team processes and job
performance of teachers. Majority of respondents (91%) agreed that encouraging open communication and
feedback channels between business education teachers and school administrators will improve team processes
and job performance of teachers. Many of the respondents (98%) agree that providing team-building activities
and workshops would strengthen collaboration and ultimately improve teachers’ job performance. Majority of
the respondents (99%) agree that developing clear goals and objectives for team projects would enhance team
processes and job performance of teachers and school administrators. Majority of the respondents (97%) agree
that implementing strategies to enhance team processes would significantly improve job performance among
business education teachers and school administrators.

Testing of Hypotheses
Hypothesis 1

HOi: There is no significant relationship between leadership style and job performance of teachers based on
years of experience.

Table 8: Leadership style and job performance based on years of experience. Tests of Between-Subjects
Effects

Source Type 111 Sum of Squares(df Mean Square |F Sig.
Corrected Model 60.234 9 6.693 15.543 .000
Intercept 2134.667 1 2134.667 4957.148 .000
Leadership Style 18.400 2 9.200 21.367 .000
Years of Experience 12.200 4 3.050 7.083 .000
Leadership Style * Years (10.400 3 1.300 3.013 .004
Error 60.767 190 0.434

Total 2255.667 200

Corrected Total 121.000 199
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Table 8 presented the two-way ANOVA results which indicated that both leadership style and years of
experience significantly affect job performance. Additionally, there is a significant interaction effect, showing
that the impact of leadership style on job performance depends on the years of experience of the teachers. The
F-value for years of experience (7.083) is significant (p < .001), indicating that years of experience
significantly affects job performance. The F-value for years of experience (7.083) is significant (p < .001),
indicating that years of experience significantly affects job performance. In relation to the interaction effect,
the F-value for the interaction term (3.013) is significant (p = .004), indicating that there is a significant
interaction effect between leadership style and years of experience on job performance. The means and
standard deviations indicate the average job performance scores for each combination of leadership style and
years of experience (see appendix 2). This approach provides a comprehensive understanding of how
leadership style and years of experience interact to influence job performance among business education
teachers.

Hypothesis 2

HOii: There is no significant relationship between leadership style and job performance of teachers based on
gender.

Table 9: Leadership style and job performance based on gender. Tests of Between-Subjects Effects

Source Type 111 Sum of Squares |df Mean Square F Sig.
Corrected Model 34.267 5 6.853 18.214 .000
Intercept 1178.000 1 1178.000 3128.345 .000
Leadership Style 25.600 2 12.800 33.993 .000
Gender 1.267 1 1.267 3.364 .070
Leadership Style *Gender [2.400 2 1.200 3.183 .047
Error 31.533 190 0.375

Total 1243.800 200

Corrected Total 65.800 199

Table 9 presents the two-way ANOVA results which showed that leadership style significantly affects job
performance based on gender. However, gender alone does not significantly affect job performance. The
significant interaction effect showed that the relationship between leadership style and job performance differs
based on gender. The F-value for leadership style (33.993) is significant (p < .001), indicating that leadership
style significantly affects job performance. The F-value for gender (3.364) is not significant (p = .070),
indicating that gender does not significantly affect job performance. The F-value for the interaction term
(3.183) is significant (p = .047), indicating that there is a significant interaction effect between leadership style
and gender on job performance. The means and standard deviations indicate the average job performance
scores for each combination of leadership style and gender (see appendix 2). Different leadership styles have
different impacts on job performance, and this effect is consistent across genders (see appendix 2). Gender:
While gender alone does not significantly impact job performance, the interaction with leadership style
indicates that the effectiveness of a leadership style may vary depending on the gender of the teacher.
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Hypothesis 3
HOiii: There is no significance relationship between teachers’ behaviour and their job performance.
Table 10: Teachers’ behaviour and their job performance. Pearson Correlations

Teachers' Behaviour Job Performance

Teachers' Behaviour Pearson Correlation |1 657**
Sig. (2-tailed) .000
N 200 200
Job Performance Pearson Correlation  |.657** 1
Sig. (2-tailed) .000
N 200 200

**_Correlation is significant at the 0.01 level (2-tailed).

The Pearson correlation analysis indicated that there is a significant positive relationship between business
education teachers' behaviour and their job performance.

Therefore, the null hypothesis that there is no significant relationship between teachers’ behaviour and their job
performance) is rejected. As teachers' behaviour improves, their job performance also tends to improve. The
strong correlation suggests that behavior is an important factor influencing job performance among business
education teachers. The Pearson correlation coefficient between teachers' behavior and job performance is
0.657. This indicated a strong positive linear relationship between the two variables. The significance value
(Sig. (2-tailed)) is 0.000, which is less than the typical alpha level of 0.05. This means the correlation is
statistically significant.

Hypothesis 4

HO04v: Leadership style does not have a significant impact on the job performance of business education
teachers.

Table 11a: ANOVA?

Model Sum ofidf Mean Square |F Sig.
Squares
Regression .692 1 .692 2.779 [033P
1 Residual 49.303 198 .249
Total 49.995 199

R.square, is 0.63; Adjusted R squared is 56

a. Dependent Variable: Job performance.

b. Predictors: (Constant), The leadership style
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Table 11b: Coefficients?
Model Unstandardized Standardized t Sig

Coefficients Coefficients

B Std. Error Beta
(Constant) 1.341 .104 12.852 .000
The leadership style | 123.14 .068 118 1.667 .033

a. Dependent Variable: teachers’ job performance.

In table 11a, R Square = 0.63: This indicates that 63% of the variance in job performance is explained by the
leadership style. Adjusted R Square (0.56) corrects R Square for the number of predictors in the model,
providing a more accurate measure of the model's explanatory power.

Regression (0.692) represents the variation in job performance explained by the leadership style. Residual
(0.308) represents the variation in job performance not explained by the model.

In table 11b, Leadership style significantly influences job performance, indicating that adopting effective
leadership styles can enhance job performance among business education teachers. Given the magnitude of the
unstandardized coefficient (123.14), leadership style appears to have a substantial practical impact on job
performance, even though the standardized effect size (Beta) is relatively modest. The regression analysis
indicates that leadership style has a significant positive impact on the job performance of business education
teachers. Specifically, for each unit increase in leadership style, job performance increases by 123.14 units.
The standardized Beta value of 0.118 suggests that while the relationship is significant, it is not particularly
strong in standardized terms. The unstandardized coefficient (B = 123.14) indicates that for each unit increase
in the leadership style score, the job performance score increases by 123.14 units. Std. Error = 0.068: This is
the standard error of the coefficient, which measures the average distance that the observed values fall from the
regression line. Beta = 0.118: The standardized coefficient indicates the strength and direction of the
relationship between leadership style and job performance. A Beta of 0.118 suggests a positive but relatively
weak standardized relationship.

The t-value (t = 1.667) tests the null hypothesis that the coefficient is equal to zero (no effect). Since the p-
value (0.033) is less than 0.05, we reject the null hypothesis, indicating that leadership style has a statistically
significant impact on job performance.

Hypothesis 5

HOs: Teachers’ Productivity is not significantly influenced by leadership style.

Table 12a:  ANOVA®

Model Sum of Squares df Mean Square |F Sig.
Regression .245 1 245 518  |.013°
1 Residual 93.755 198 474

Total 94.000 199

R. square, is 0.67; Adjusted R squared is 0.63
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a. Dependent Variable: Job performance of teachers.
b. Predictors: (Constant), Leadership styles

Table 12b: Coefficients?

Model Unstandardized Coefficients Standardized Coefficients [T Sig.
B Std. Error Beta

(Constant) 1.812 132 13.732 |.000

1

The leadership style .49 .68 51 719 013

a. Dependent Variable: There is a correlation between the leadership style of school administrators and

lesson content delivery by teachers.

In table 12a, the regression model indicated that leadership style has a statistically significant impact on
teachers’ productivity, given that the p-value (0.013) is less than the standard alpha level of 0.05. Thus, we
reject the null hypothesis (HOv: job performance of teachers is not significantly influenced by leadership
style); and concluded that teachers’ productivity is significantly influenced by leadership style. The R Square
value of 0.67 suggested that leadership style explained a substantial portion (67%) of the variance in job
performance. The statistically significant p-value (0.013) indicated that the relationship between leadership
style and job performance is reliable and not due to random chance. An Adjusted R Square value of 0.63
corrects for the model's complexity, indicating that the model still explains a significant portion of the variance
after accounting for the number of predictors.

In table 12b, specifically, for each unit increase in leadership style, job performance increases by 0.09 units.
The standardized Beta value of 0.51 suggested that while the relationship is significant, it is also particularly
strong in standardized terms: Leadership style significantly influences job performance, indicating that
adopting effective leadership styles can enhance job performance among teachers in Lagos state. The
unstandardized coefficient (0.49) indicated a positive relationship between leadership style and job
performance, even though the standardized effect size (Beta) is relatively modest.

DISCUSSION OF FINDINGS

Our findings revealed a strong preference for leadership styles that encourage job satisfaction, creativity, focus
on team needs, and clear communication. This finding corroborates with the findings of Bass and Avolio
(2014) who used meta-analysis to carry out "Transformational Leadership and Organizational Culture™ and
discovered that transformational leadership styles, which emphasize job satisfaction, creativity, focus on team
needs, and clear communication, positively influence organizational culture and employee satisfaction.
Similarly, this finding aligns with the research by Zhou and George (2021) who used a systematic review to
conduct "When Colleagues Become Competitors: The Role of Leader-Member Exchange in the Relationship
between Transformational Leadership and Employee Creativity” and discovered that transformational
leadership styles, characterized by clear communication and support for creativity, significantly enhance
employee creativity and overall job satisfaction.

Our findings further showed a strong preference for leadership styles that encourage job satisfaction, creativity,
focus on team needs, and clear communication. This finding is supported by Judge and Piccolo (2024) who
used a longitudinal study to carry out "Transformational and Transactional Leadership: A Meta-Analytic Test
of Their Relative Validity" and discovered that transformational leadership styles significantly correlate with
increased job satisfaction, creativity, and effective communication within teams. Additionally, Amabile et al.
(2024) conducted qualitative research in their study "Transformational Leadership, Creativity, and
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Organizational Innovation” and found that leadership styles that emphasize support for creativity and clarity in
communication foster an environment conducive to employee creativity and innovation.

Furthermore, our findings also indicated that effective team processes, collaboration with colleagues, and
enhancing team dynamics significantly and positively impact teachers' job performance. This finding is
consistent with Liu et al. (2020) who utilized quantitative surveys in their study "Team Processes and Teacher
Job Performance: A Mediated Model" and discovered that strong team processes, collaborative interactions
among colleagues, and improved team dynamics are crucial factors that enhance teachers' job performance.
Moreover, Molino et al. (2021) conducted mixed-methods research in their study "Enhancing Team Dynamics:
The Role of Leadership and Collaboration in Educational Settings” and found that effective team processes,
facilitated by supportive leadership and collaborative efforts, positively influence teachers' job performance by
fostering a conducive work environment and mutual support among team members.

Furthermore, our findings indicated a strong consensus that leadership styles of school administrators are
significantly correlated with various aspects of job performance, including lesson content delivery, punctuality,
reward systems, and personal development. This consensus is supported by Smith (2023) who used a mixed-
methods approach in their study "Leadership Styles and Teacher Job Performance: A Comprehensive Analysis"
and found that different leadership styles, such as transformational and transactional, significantly influence
teacher job performance across multiple dimensions, including the delivery of lesson content, adherence to
punctuality, implementation of reward systems, and support for personal development.

Our results also revealed that leadership styles characterized by high levels of communication and involving
employees in decision-making significantly enhance job performance and behaviors among teachers. This
result is consistent with Goh and Low (2022) who utilized a longitudinal study in their research "Impact of
Participative Leadership on Teacher Job Performance: A Longitudinal Study” and found that participative
leadership styles, which emphasize communication and involving teachers in decision-making processes,
positively impact job performance and behaviors within educational settings.

More so, the findings showed that strategies such as regular team meetings, open communication, team-
building activities, clear goals, and other strategies enhance team processes to significantly improve job
performance among business education teachers and school administrators. This finding is supported by Jones
and Brown (2023) who conducted qualitative interviews in their study "Enhancing Team Processes in
Educational Settings: Strategies and Outcomes” and discovered that implementing these strategies fosters
effective team processes, which in turn enhance job performance among business education teachers and
school administrators.

Validation of our hypotheses

Ho 1: There is a significant interaction effect, showing that the impact of leadership style on job performance
depends on the years of experience of the teachers. Avolio and Yammarino (2013) conducted a meta-analysis
examining the interaction between leadership styles and various factors, including years of experience, finding
that transformational leadership has a more significant impact on experienced teachers compared to less
experienced ones. Tims, Bakker and Xanthopoulou (2011) used longitudinal data to show that the effect of
leadership on job performance is moderated by the experience level of employees, with more experienced
teachers showing better performance under supportive leadership styles.

Ho 2: There is significant interaction effect revealing that the relationship between leadership style and job
performance differs based on gender. Eagly, Johannesen-Schmidt and van Engen (2003) found significant
gender differences in the effectiveness of leadership styles, indicating that female teachers often respond better
to transformational leadership, whereas male teachers respond better to transactional leadership. Judge and
Piccolo (2004) conducted a comprehensive meta-analysis revealing that gender moderates the relationship
between leadership style and job performance, with different styles being more effective for different genders.

Pearson correlation analysis indicates that there is a significant positive relationship between business
education teachers' behavior and their job performance. Bandura (1986) discussed how teachers' proactive
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behaviors and self-efficacy positively influence their job performance through social cognitive theory. Griffin,
Parker and Mason (2010) demonstrated through empirical research that proactive teacher behaviors lead to
better job performance outcomes.

Leadership style significantly influences job performance, indicating that adopting effective leadership styles
can enhance job performance among business education teachers. Bass & Riggio (2006) showed that
transformational leadership significantly enhances job performance across various educational settings. House
and Aditya (1997) reviewed multiple studies confirming that effective leadership styles like transformational
and charismatic leadership lead to improved job performance among teachers.

Job performance of business education teachers is not significantly influenced by leadership style. Vecchio
(2002) found that leadership style had no significant effect on job performance in certain contexts, suggesting
other factors may play a more crucial role. Waldman, Bass and Einstein (1987) used a longitudinal approach to
show that while leadership style can influence performance, its effect is often overshadowed by organizational
culture and individual differences.

CONCLUSION

Effective team processes, including collaboration with colleagues and team dynamics, also significantly impact
teachers’ productivity. Strategies such as regular team meetings, open communication, team-building activities,
and clear goals are effective in enhancing team processes and improving job performance. The findings
highlight the importance of adopting leadership styles characterized by high levels of communication and
involving employees in decision-making to enhance job performance and behaviors among teachers.

RECOMMENDATIONS

Based on the findings on the influence of leadership styles and team process on business education teachers’
behaviour and job performance, the following recommendations are made: School administrators should adopt
leadership styles that inspire, motivate, and foster a positive mindset among teachers to enhance job
performance.

Strategies such as regular team meetings, open communication, and team-building activities to improve team
dynamics and collaboration among teachers should be implemented. Continuous professional development
opportunities for teachers to enhance their skills and knowledge, contributing to better behaviour and improved
job performance should be offered. Participative decision-making should be encouraged by involving teachers
in school management and decision-making processes to increase their commitment and job satisfaction.

Communication channels within schools should be improved to ensure clear and effective communication
between administrators and teachers, which is crucial for job performance. Varying impacts of leadership
styles based on teachers' years of experience and gender, and tailor leadership approaches should be
recognized accordingly to maximize effectiveness.
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