CHAPTER ONE
INTRODUCTION
Background of the Study
The school which is one of the educational enterprises requires proper and adequate leadership practices in order to achieve expected results. The principal of a secondary school is the head of the school and he is expected to display a high sense of responsibility in the discharge of his/her duties.
[bookmark: _GoBack]	The principal is both the academic and administrative head of a school. His actions can influence teachers, students, parents and every other person in the school organization in some ways as problems are been solved and goals are been achieved. The performance of teacher in  schools can be a reflection of the principal’s leadership practices. Thus, it becomes necessary for the principal to display competence in the discharge of his administrative duties.
Teachers' job performance has been of great concerns to stakeholders in education in Kwara state, given the deteriorating academic performance of secondary school students in external examinations. Parents, students, government, and even teachers themselves have expressed dissatisfaction with the quality of teaching and learning that takes place in the schools. In spite of improved academic and professional qualification of teachers and huge government investment in education, secondary school system has failed to produce people who can contribute to solve the educational problems of the society, this could be as a result of the difficulty the school administrators face in overseeing every teacher in school, especially now that the school population is extremely large (Ekpoh, 2007). The success and failure of educational activities highly depends on teachers’ performance and many other factors, so therefore, the performance of teachers is emphatic for achieving educational goals and objectives which have been the concern to all the educational stakeholders.
The performance of the teachers in secondary schools can be a reflection of principal’s leadership practices. Behaviour modelling by the principal involves setting objectives for teachers and taking responsibilities on work done by them and this should enhance teachers discipline most especially in the aspect of punctuality and regularity. Motivational practices has to do with principals acknowledging teachers accomplishment, appreciate their effort and also give encouragement and this will go with the skills employed to evaluate students by the teachers most especially in the aspect of test, exam or report card because that is where it will show if really teachers perform their job as expected by them. As an effective principal, mentoring should be one of the practices to enhance the performance of secondary school teachers as it will go a long way to improve them most especially when teaching their students. More so, Team work practices and Innovative practices will also have positive impact on teachers’ job performance most especially in the aspect of interpersonal relations and management skills respectively. When teachers are acquainted with what goes on in the school and integrated into the decision making process, this will give them a sense of responsibility, thereby facilitating their job performance and when teachers are adequately involved in decision making process, the realization of school goal will be easy, apathy and opposition within the school will be minimized (Peretomode, 2003). During briefing or conferences, exchange of ideas takes place and new innovative ideas are brought forth which helps facilitate teachers’ job performance (Agih, 2013). Human relation include communication, motivation, the ability to delegate and develop subordinates and staff, appraise, guide and control the behaviour of subordinates towards better quality performance (Akinade, 1996).
Statement of the problem 
	Nigerian secondary school is facing a whole lot of challenges concerning the academic performance of its students as a result of low teachers’ job performance which therefore calls for concerted effort by the school administration to employ the best possible leadership practices in tackling challenges. Low commitment of teachers and low teachers’ job performance can be as a result of the leadership practices employ by the school principal. 
	The school principal occupies an important position in the educational system. The job of a principal can therefore be categorized under four areas; improving the educational programme, selecting & improving personnel, working with the community and managing the school.   As the chief executive of the school and educational leader of professional employees (teachers) which he coordinates, the interdependent of activities of numerous individual and group in achieving a common objective must be overseen by him. In fact, the principal’s leadership practice is a critical factor in the success of the school in achieving its objectives. The school is therefore, what the principal makes it. The principal provides leadership in supervision of curriculum development and instructional strategies, principal also provides leadership in staff and student matters, in financial and physical resources and in school community relations. The principal should be able to the best suitable quality of leadership practices that is best suited for the school which he governs especially in dealing with teachers so as to improve their job performance in school as his managerial quality goes a long way in determining teacher’s zeal in enhancing their job performance better in the classroom and in the school generally. Therefore, it is left for the principal whether to employ behaviour modeling, motivational practices, mentoring practices, team work practices and innovative practices in dealing with teachers towards achieving educational goals and objectives in the school. Principal’s leadership practices will go a long way in determining how effective teachers perform task vested on them and as well enhancing their job performance in secondary schools.
Purpose of the study                              							The main purpose of this study is to determine the relationships that exist between Principal’s leadership practices and teachers’ job performance in Kwara state private secondary schools, Nigeria.
Specifically, the study aims at the following:
· Examining the types of principals’ leadership practices employed by principals’ in Kwara state private secondary schools, Nigeria.
· Determining the level of teachers’ job performance in Kwara state private secondary schools, Nigeria.
· Determine how the principals’ leadership practices influenced how teachers perform their jobs in Kwara state private secondary schools, Nigeria.
Research Questions
	In order to achieve the objectives of the study, the following research questions were raised:
1. What are the various leadership practices used by principals in Kwara state private secondary schools?
2. Which of these leadership practices is most commonly prevalent among principals in Kwara state private secondary schools?
3. What are the various forms of job expected Kwara state private secondary schools, 
4. What is the level of teachers’ job performance in Kwara state private secondary schools?

Research Hypotheses
For the adequate realization of the aims and objectives of the study, the following hypotheses were formulated and tested:
Main hypothesis
1. H0	There is no significant relationship between principals’ leadership practices and teachers’ job performance in Kwara state private secondary schools.
Operational hypotheses
1. H1	There is no significant relationship between principals behaviour modelling and teachers’ disciplinary functions in Kwara state private secondary schools.
1. H2	There is no significant relationship between principals motivational practices and teachers’ evaluation functions in Kwara state private secondary schools.
1. H3	There is no significant relationship between principals mentoring practices and teachers’ teaching functions in Kwara state private secondary schools.
1. H4	There is no significant relationship between principals team work practices and teachers’ interpersonal relations in Kwara state private secondary schools.
1. H5	There is no significant relationship between principals innovative practices and teachers’ management functions in Kwara state private secondary schools.
Significance of the study
	It is hoped that the findings of this study will be of help to the school administrators, teachers, government and other researchers who may want to carry out similar research on this study. 
The findings of the study would help the principal of a school to identify the leadership practices that will promote teachers productivity on their job. This study will also task the principal to adopt leadership practice that will enhance the academic standard of the students. It will also enable the principal to acknowledge the leadership practice that promotes good interpersonal relationship among the members of staff when the staff fill the sense of belonging, they will work towards the achievement of the organizational goals and objectives.
	More so, it will be beneficial to educational agencies such as the Ministry of Education, Teaching Service Commission (TESCOM) in planning workshops, seminars, organizing professional meeting and sending principals on in-service training in order to acquaint them with acceptable administrative leadership practices in the school system.
	This study will acquaint the teachers with the basic knowledge of how to discharge their duties effectively and functions.
Scope and Limitation of the Study
This study is to investigate the relationship between principals’ leadership practices and teachers’ job performance in Kwara state private secondary schools.  The study will be limited to some randomly selected private secondary schools in Kwara Central (Ilorin South) and respondents for this study will be the principals and teachers. Principals’ leadership practice which is an independent variable would be measured with behaviour modelling, motivational practices, mentoring practices, team work practices and innovative practices while teachers’ job performance which is dependent variable would be measured with teachers’ disciplinary functions, evaluation functions, teaching functions, interpersonal relations and management functions. Questionnaires titled “Principals’ Leadership Practices Questionnaire tagged (PLPQ)” and “Teachers’ Job Performance Questionnaire tagged (TJPQ)” would be used to collect data from the respondents and the data collected would be analyzed using Pearson Product Moment Correlation (PPMC) statistics.
Operational Definition of Terms
Principal: A principal is someone who is the leader of an entire community within a school. He or She is responsible for managing the major administrative tasks and supervising all students and teachers.
Leadership practices: these are the modelling, motivational, monitoring and innovative and behaviours of principals towards teachers in the school.
Behaviour modelling: this is setting examples for the teachers and taking responsibilities for the action done by them.
Motivational practices: has to do with principals acknowledging teachers accomplishment, appreciate their effort and also give encouragement.
Mentoring practices: this is when principal see himself/herself as a teacher through magnetism and quiet persuading personnel for the worthy of emulation. 
Team work practices: this is group collaboration, working together and empowering people (teaching and non-teaching staffs) to build spirit team.
Innovative practices: Adapting new ways, methods and strategies to run secondary school.
Teachers’ job performance: denotes the teachers’ involvement in school discipline, student evaluation, co-curricular activities, interpersonal relations and skills in the area of evaluation, teaching and management.



CHAPTER TWO
REVIEW OF RELATED LITERATURE
	This chapter is on the review of literatures that are relevant to this study. For the purpose of better understanding, the chapter is presented and discussed as shown below:
· Concept of Leadership
· The School Principal as a leader
· Concept of Leadership Practices
· Concept of Teacher’s Job Performance
· Relationship between Principal Leadership Practices and Teachers’ Job performance
· Appraisal of Literature Reviewed.
Concept of Leadership
Robbins and Judge (2011) stated that leadership is the ability to influence a group toward the achievement of vision or set of goals. Leadership is a process by which a person influences others to accomplish an objective and directs the organization in a way that makes it more organized and logical meaning. Leadership is a process whereby an individual influences a group of individuals to achieve a common goal.
Leadership is a process of social influence, which maximizes the efforts of others, towards the achievement of a goal (Kruse, 2013). Leadership is inspiring others to pursue your vision within the parameters you set, to the extent that it becomes a shared effort, a shared vision, and a shared success (Zeitchik, 2012).  Good leaders are made, not born. If you have the desire and willpower, you can become an effective leader. Also to inspire your workers into higher levels of teamwork, there are certain things you must be, know, and, do. These do not often come naturally, but are acquired through continual work and study. Good leaders are continually working and studying to improve their leadership skill, they are not resting on their past laurels. 
Tasks performed by education executives of today at institutional, state and federal levels have increased in scope and become more complicated. For instance, educational administrators are expected to provide leadership in such areas as organizational planning, goal-settings, developing and implementing curricular changes, guiding teaching and learning as well as assessing personnel while at the same time managing effectively activities such as school plant facilities, maintenance, peaceful co-existence and transportation and counseling services. Hence, educational managers must acquire the necessary skills and knowledge about the functions they will be expected to perform. Also, many research studies concerning leadership have been conducted to give more insight into this, but such studies of leaders and leadership process have not given any set of characteristics that are consistently related to effective leadership. A fundamental conclusion that can be drawn from this study is that, a study of that effective leadership is absolutely, a pre-requisite to the survival and growth of teachers’ job performance in our secondary schools. 
Leadership is of particular importance in educational administration because of it’s effect on the accomplishment of school programmes, objectives and the attainment of educational goals. The meaning of leadership is to guide the members towards the purpose. In the educational setting, the principal leads to all staff. Leadership is the abilities to get individuals to work without the utilization of any power. It is the procedure to rouse others to work fanatically so as to accomplish goals. Though, the nature of job which the faculty embraces likewise decides the sort of leadership for giving a line of activity to the common persons concerned (Newstrom, 2007). Throughout the history, people have tried to analyze the concept of leadership and the question has been on what mysterious qualities the great people have which makes others follow them. But since administration has become a field of study, the question has taken a different significance because no matter the ability of an administrator, if he does not show leadership, he is not usually regarded as a good administrator hence; leadership skill is seen as one of the most important ingredients for administrative process (Oyedeji, 2012).	 
In a study conducted by Thomas (2007), she reported that the major purpose of her study was to explore the relationships between the teacher leadership styles, teacher self-evaluations on quality of professional standards, job efficacy and job satisfaction. Teacher leadership style was conceptualized as having two major dimensions: transformational and transactional as conceptualized by Bernad Bass. Quality of a Professional Startdards (QPS) was assessed by modifying the items on the New York State Annual Performance Review (APPR), a self-evaluation instrument was about content knowledge, pedagogical preparation, instructional delivery, classroom management, knowledge of student development, student assessment and reflective practices. Transformational leadership accounted for 32% of the variance in QPS, with Intellectual Stimulation accounting for a significant portion of the variance above and beyond that accounted for by the variables collectively. In addition, relationships between demographic variables and teachers leadership styles were generally weak and insignificant. However, older and more experienced teachers scored higher on Idealized Influence (Attributed) than younger and less experienced teachers. It was concluded that the more that teachers self-reported classroom behaviours approximated the ideal type of transformational leader who rewarded students contingent on the performance, the greater their self-perceived quality of teaching, job efficacy and job satisfaction.   
Some scholars have identified three major areas common to most definitions of leadership. The first area is that leadership is directed towards organizational improvement (Leithwood, Day, Sammons, Harris & Hopkins, 2006; Marzano, Waters & McNulty, 2005). This indicates that, in any organization, the primary purpose of a leader is to improve the organization the leader is leading in some way. The second common area in leadership definitions is direction setting within the organization (Leithwood, let al; Yukl, 2006). To improve an organization, there must be a clear direction towards which the leader is going to take the organization. Without direction, organizational improvement does not occur. The third area common to leadership definitions is a leader’s influence. Influence is important regardless of who is exerting it, and how much is exerted (Leithwood & Duke, 2010), because intentionally exerted influence of followers (or employees) facilities organizational goal achievement (Yulk, 2006).
	Kouzes and Posner (2010) also explained that leaders who used “The five practices of Exemplary Leadership” are perceived by their followers to be better leaders since they are found to be more satisfied with their leaders, more excited about their work and become more productive in their performance.
	According to (Rawung 2012), there are four styles of leadership: (i) where the exploitive authoritative style is very autocratic managers, has less trust to his subordinates, like exploiting subordinates, and paternalistic act, (ii) a good autocratic style (benevolent authoritative) ,where the leaders or managers that are included in this system has a hidden belief, trust in subordinates, (iii) a consultative style manager, where the managers give little confidence in subordinates usually the case when he needs information, ideas or opinion of subordinates, and still want to control the decisions he made, and (iv) participatory group style ( participatory style), where the manager has perfect confidence against subordinates. Based on research conducted several experts associated with work motivation, which essentially says that the model-oriented leadership to subordinates/employees will result in increased motivation to employee work.so it can be stated that the onset of the motive or motivation, is a key condition for the achievement of organization.
The School Principal as a Leader 
A school principal is a primary leader in a school building. A good leader always leads by example. A principal should be positive, enthusiastic, have hand in the day to day activities of the school, and listen to what their constituents are saying. An effective leader is available to teachers, staffs members, parents, students, and community members. Good leaders stay calm in difficult situations, think before they act, and put the needs of the school before themselves. An effective leader steps up to fill in holes as needed, even if it isn’t a part of their daily routine.
Cetzal (2013) studied the perceptions of school principals and teachers about the principal leadership competencies in Southern Mexico. Results of the study indicate that principal perspectives are different from the teachers. While principals emphasized motivation and leadership competencies, teachers were more concerned about the principals’ school management competencies. Some differences were found on teacher perceptions about principal effectiveness in relation to teacher level of preparation and years of experience.
Vander Westhuizen, et al (2008) contends that “regular formal contact between the (principal) leaders, subordinates teachers and other members of the organization” school increases the level of workers’ satisfaction. In such an organization, every person is equal and has the democratic right of expressing opinion freely. Likewise, a school where staff meetings are held regularly to discuss issues concerning the school, through consultative management style, is an example of participative organization.  Participative management provides an environment that makes employees’ needs known and creates a means of expressing in all areas of the organization Sodhi (2009).
Furthermore, Somech et.al (2009) states that “participative management has the potential to balance the involvement of managers and their subordinates in information processing, decision making, or problem-solving Endeavour’s”. Therefore, there are many potential benefits that an organization practicing Participative style could use to its advantage in achieving its goals. Consequently, when several people make decisions together, the social commitment to one another is greater, and hence increases their commitment to making better decision. People say, “	Two heads are better than one”. This means that when two or more people sit and try solving a problem together, they are able to make better decisions than one. However, Parnell and Crandel (2010) dispute that “participative works in some cases, but in most cases the manager should make the decision based on his or her expertise and information”.
Another dilemma faced in participative management is that it is time-consuming approach. The more people involved in the decision-making process, the longer it can take decisions, because it requires that the participants understand the ideas and afforded opportunities in order to argue or raise their opinions. A related barrier is that participation is associated with meetings and it is, therefore, time-consuming process. Shennu, (2010) resonates that time is one of the major weaknesses of participative leadership approach. The challenge is that on occasions when there is an immediate deadline. The approach prevents leaders from taking quick decisions, even crisis situations. In fact, participative management motives employees by considering their suggestions, which certainly can have a positive impact on teamwork and employees performance, but not in every situation. 
In another research, Adeyemi (2010) investigated relationship between the leadership practices of principals and teacher’s job performance in secondary schools. He found that principals mostly used democratic style. It was the most commonly used leadership style by the principals in the schools. His study also determined that there is a direct relationship between leadership practices style by principal and teacher’s job performance. His study concluded that the performance of the teachers is better in those schools where principals are having autocratic leadership style as compared to those schools where principals having democratic style leadership. Thus the autocratic style is the best style of leadership that improve the productivity and performance of teachers in schools. He also recommended that principals should use both autocratic and democratic leadership style in their schools from situation to situation in order to improve teacher’s job performance. Like, in certain situations they could apply autocratic style where is application while in some situations they could use the democratic style. 
Organization success can only be achieved by the satisfied and motivated employees and good leadership. (Malik, Danish, & Usman, 2010). Therefore, a good leadership style is required to lead the teachers and to enhance their efficiency in schools.
Job performance referred to an act of accomplishing or executing a given task (Griffin, 2012). Teachers’ job performance could be described as the duties performed by a teacher at a particular period in the school system in achieving organization goals. It could be described as the ability of teachers to combine relevant inputs for the enhancement of teaching and learning processes.
One factor that influences teacher’s job performance is organizational climate. The organizational climate dimensions were measured based on principal’s leadership behaviour and teacher’s behaviour. Principals can encourage effective performance of their teachers by identifying their needs and try to meet them (Adeyemi, 2010). This encourage is very much dependent on various aspects of the principal’s leadership behaviour. Teacher’s behaviour too plays a role in the teacher’s job performance. Both principal’s behaviour and teacher’s behaviour are part of organizational climate which influence the teacher’s job performance.
Principals can therefore encourage effective performance of their teachers by identifying their needs and trying to satisfying or meeting them.
Concept of Leadership Practices
	Leadership Practices are the behaviours employed by the principal in his day to day activities towards the achievement of the educational goals and objectives of the school. Leithwood, Harris, and Hopkins (2008) declared effective leaders utilize a common set of leadership practices to transform school organizations, the leadership practices included setting directions, developing the capacity of staff, redesigning the educational institution, and managing the instructional program. Transformational leadership is defined as a leadership strategy that generates reform in the stakeholders, school culture, and educational organizations (Burton & Peachey 2009). Chegini (2010) proposed principals who employed transformational leadership improved teacher performance and student achievement. Abu-Tineh et al. (2009) stated that transformational leaders achieve extraordinary results by developing a shared vision, setting the example, challenging the status quo, and supporting staff.  The five   transformational leadership practices include: Modeling the Way, Inspiring a Shared Vision, Challenging the Process, Enabling Others to Act, and Encouraging the Heart.
Inspiring a shared vision: Successful leaders inspire a shared vision with their faculty and staff (Kouzes & Posner, 2009). Constituents are committed to achieving the objectives of an organization when the vision is created collectively. Hallinger (2011) identified organizational vision as the key to improving student learning effective school leaders employ the shared vision to guide their staff and align resources to attain organizational goals (Kantabutra, 2010).
Modeling the Way: Effective leaders develop a clear set of values for constituents to follow (Gulcan, 2012). Transformational principals set the example and build loyalty through their daily actions. Principals’ leaders reveal their commitment to the stakeholders by setting a positives example. 
Challenging the process: Exemplary school leaders generate new and novel ideas through challenging the process. The principal leader and faculty develop innovative reform efforts through experimentation and risk-taking (Sahin, 2011). Challenging the status quo allows the stakeholders to test their skills, learn new effective teaching strategies or procedures, and turn ideas into action (Abu-Tineh et al., 2009; Saban & Wolfe, 2009). Finnigan (2010) declared leaders create positive change in the organization when they encourage staff to take the initiative.
Enabling Others to Act: Successful school leaders encourage staff to perform at their maximum potential by enabling them to act and lead. The school leader builds trust with the faculty by cultivating teamwork and support (Gulcan, 2012). An environment based on trust and self-respect allows stakeholders to create positive change at the classroom and organizational levels (Sahin, 2011). Roby (2011) asserted that high performing principal leaders sup[port their staff members frequently and inspire their teachers to become leaders.
Encouraging the Heart: Teachers and staff need encouragement and inspiration to attain the goals of the organization. Abul-Tinel et al. (2009) indicated encouraging the heart is a fundamental practice in improving teacher performance and student learning. Transformational leaders influence job performance of teachers and staff members by utilizing incentives, celebrations, and recognition (Lee, 2008). The effective leader uses the encouraging the heart practice to increase teachers’ sense of belonging, commitment, and drive to achieve the objectives of the didactic institution. 
	Kouzes and Posner (2007) proposed school leaders who use the five transformational leadership practices will generate positive educational reform and achieve exemplary results. Nash (2010) found successful leaders use transformational leadership practices to improve teacher performance and student achievement.
Hence, they can be applicable to educational institutions and practiced by school principals. In lieu of this, the practices that will be employed in this research work will be given as behaviour modelling, motivational practices, mentoring practices, team work practices and innovative practices.
1. Behaviour modelling
2. Motivational practices
3. Mentoring practices
4. Team work practices
5. Innovative practices.
Behaviour Modelling: This is a component of Social Learning Theory, is the act of setting examples for the teachers and taking responsibilities for the action done by them. Behaviour modelling in the work place is the act of showing employees how to do something and guiding them through the process of imitating the modeled behaviour (Ingram, 2009). Behaviour modelling has practical applications for daily work tasks as well as deeper applications for developing company culture. According to (Ingram, 2009), behaviour modelling by school principal can influence the performance of teachers through the following:
a. Work Tasks: The most basic application of behaviour modelling in a school is to sit down the teachers and physically show them the proper ways to perform work tasks. Rather than simply telling them how to do the things they need to do or furnishing them with an instructional guide, take the time to perform the work yourself in front of them or pair them with experienced teachers. Modelling behaviour in this way allows teachers to ask questions and gain insights from those with first-hand experience.
b. Work Ethic: Employees take cues from a range of behaviour displayed by principals both consciously and subconsciously. Principal’s work ethic can have far-reaching effects on the culture of their schools. Principals model the behaviour of their teachers when it comes to being early for work, leaving late, taking reasonable breaks and seeing projects through to completion. If a principal consistently leave school more often for example, it is very likely for teachers to sneak out early as well and not attending class which can decrease the performance of students.
c. Communication: communication styles of principal are often modeled by their subordinates, creating another opportunity to strategically influence school growth. When principals speak courteously and professionally at all times, especially in conflict situations, teachers are more likely to model this behaviour, treating other staffs and students with respect at all times.
d. Honesty: principals’ commitment to honesty in school provides a behaviour model for all teachers to see. If his/her actions are always in line with their words by following ethical guidelines, fulfilling promises made to staffs (both teaching and non-teaching), admitting their mistakes and coming to others for advice when they need it, teachers are more likely to do the same in response.
Behaviour modelling involves; showing teachers the correct way of doing something, letting them practice and giving them feedback.
Motivational Practices: Motivation can be refers to as a process by making an individual to voluntarily and enthusiastically do their best in their assigned roles or towards the achievement of organizational goals and objectives. An individual’s motivation is influenced by external factors. Every employee has activities, events, people, and goals in his or her life that he or she finds motivating. So, motivation about some aspect of life exists in each person’s consciousness and actions. (Susan, 2014). Motivational practices by principals have to do with acknowledging teachers accomplishment, appreciate their effort and also give encouragement so as to improve their performance towards their job. Principal’s assumptions about motivating teachers and use of rewards depend on the principal’s perspectives on motivation (Daft & Marcic, 2007). As a result, different principals may use different approaches to motivate their teachers. However, the evolution of teachers’ motivation can be classified into four general distinct perspectives: the traditional approach, the human relations approach, the human resource approach, and the contemporary approach (Daft & Marcic, 2007). 
a. The traditional motivation approach dominated from 1900s to 1930s (Daft & Marcic, 2007). This approach to motivation is connected mostly to the thinking of Frederick W. Taylor in the scientific school of management (Griffin, 2002). This approach focuses on the systematic analysis of a teacher’s job for the purpose of increasing his/her performance (Daft & Marcic, 2007). Taylor and his colleagues have assumed that workers generally do not want to work, and need to be motivated by financial reward (Griffin, 2002; Daft & Marcic, 2007). 
However, over time it became evident that the model was not applicable to all circumstances or people as the approach failed to consider other motivational factors (Griffin, 2002). As a result, workers started to manifest dissatisfaction (Griffin, 2002) and finally it was replaced by a more social approach called the human relations model (Daft & Marcic, 2007).
b. The human relations approach dominated between 1930s and 1960s (Daft & Marcic, 2007). The Hawthorne studies at a Western Electric plant served as a landmark for the beginning of this approach (Daft & Marcic, 2007). Although the human relations school represented a considerable advancement on traditional thinking, it could not provide a complete explanation for the occurrence of different behavior in the workplace (Daft & Marcic, 2007). As a result, it gradually vanished and was replaced by the human resource approach of motivation (Daft & Marcic, 2007). 
c. The human resource approach tried to integrate the concepts of economic man and social man to introduce the concept of the whole person (Daft & Marcic, 2007). Proponents of the human resource approach believed that earlier approaches had tried to manipulate employees through economic or social rewards (Daft & Marcic, 2007). As a result, they recommend managers to enhance organizational performance through encouraging participation, creating conducive working environment and assuming that employees are competent and are able to make major contributions (Griffin, 2002). 
d. The contemporary approach is dominated by three types of theories: content theories, process theories, and reinforcement theories (Daft & Marcic, 2007). Content theories stress the analysis of underlying human needs (Griffin, 2002). They provide insight into the needs of people in organizations (Daft & Marcic, 2007). Process perspectives are concerned with how motivation occurs (Griffin, 2002). Process theories focus on why people choose certain behavioral options to satisfy their needs and how they evaluate their satisfaction after they have attained these goals (Griffin, 2002). In general, they focus on how employees seek rewards in work circumstances (Daft & Marcic, 2007). Reinforcement theories focus on employees learning of desired work behaviors (Daft & Marcic, 2007).
Mentoring Practices: Mentoring is when principal see himself/herself as a teacher through magnetism and quiet persuading personnel for the worthy of emulation. Mentoring practices are a great method to boost teachers’ job performance, development, engagement and retention at any school. The goal of mentoring practices is to help new teachers become 80% productive by the end of their first six months and help principals understand why they should offer their support. They provide essential ongoing support, training and coaching to teachers. Successful mentoring practices balance the dueling needs of structure and flexibility. A level of formality is needed within the mentoring process, participant training, progress tracking and communication to help the programme run smoothly.  
Team work Practices: this is group collaboration, working together and empowering people (teaching and non-teaching staffs) to build spirit team. Another factor that motivates teachers is constructive communication and interactions they have with their colleagues and students (Guclu, 1996 cited in Eres, 2011). Exemplary leaders foster collaboration, build trust, involved stakeholders, and create an atmosphere of mutual respect (Kouzes & Posner, 2007). When leaders establish an environment where people feel strong, capable, and committed greater achievement is possible (Kouzes & Posner, 2012). Teamwork and collaboration employed by the school principal generate an atmosphere of friendly collegiality and are themselves models of respect, helpfulness and cooperation. They draw others into active, enthusiastic commitment to the collective effort, and build spirit and identity. They spend time forging and cementing close relationships beyond mere work obligations. The relationship that principal create with families and other community members around their schools also plays important role in teacher’s job performance.
Innovative Practices: This is a way of adapting new ways, methods and strategies to run secondary school. The injection of innovative practices by principal can be as a result of response to the technological development resulting to creative of ideas, principles and methods and the aim is to improve teachers’ job performance in particular and the school standard, quality and institutional effectiveness at large.
	In general, research findings indicated that principals’ practices to promote teachers involvement and performance directly contribute to teachers’ work motivation and effectiveness.
Concept of Teachers’ Job Performance
 Koesmono (2014) claimed that performance is the result or the person's overall success rate during a certain period in carrying out the task compared to a range of possibilities, such as a standard work, target or goals, advance and agreed upon together. 
Job performance is a commonly used concept in the branch of psychology that deals with the workplace. It most commonly refers to how well a person performs his job. Performance is an extremely important criterion that relates to organizational outcomes and success. Doneedy (2002) explained that job performance is concerned with the overall effectiveness and efficiency of getting things done. Teacher Job-performance is considered as teacher observable behaviours related to outcomes which are relevant to educational goals (Cook, 2008). What constitute a teachers’ job performance? How can a teachers’ job performance be determined? How can a teachers’ job performance be measured? These are questions that have engaged the minds of educators and yet no clear answers to them have been arrived at (Ogungbemi, 2012). Perhaps, for the development of a nation, the teacher must be effectively managed in order to perform their job well. It is equally believed that social and economic development of any nation depends on its level of education. Hence, education is regarded as a big venture which must yield profit. In light of the above therefore, federal, state and local government and even private individuals have given education a high priority. Efforts are thus geared towards the effective leadership practices of principal which is very important and will definitely affect teacher productivity in schools.
One of the theory of job performance was developed ‘X’ and ‘Y’ theories. Theory ‘X’ postulates that a negative attitude brings low performance, while theory ‘Y’ predicts that positive attributes result in high performance. That is to say, when teachers have a bad attitude towards their job, their job performance will be low and when they are satisfied with their job, their job performance tend to be high (Adeyemi, 2010). In this regard, teacher performance could be measured through a rating of his or her activities in terms of performance in teaching, lesson preparation, lesson presentation, actual teaching and extra-curricular activities.
As we all know that no educational system can rise above the quality of its teachers, therefore teachers motivation is important teachers whose morale is low are not likely to perform as expected in the school system. Fadipe (2013) posited that teachers, apart from students, are the largest most crucial inputs of an educational system. They influence to a great extent the quality of the educational output. Teachers’ irregular promotion, low pay package (when compared to other public workers), societal perception of the job and many more have dampened the morale of teachers. When teachers are not motivated, their level of job commitment may be low and the objectives of the school may not be accomplished. 
Teaching effectiveness has been accepted as a multidimensional construct since it measures a variety of different aspects of a teacher such as; teacher’s discipline, evaluation skills, teaching skills, interpersonal relations, management skills, subject mastery, effective communication, lesson preparation and presentation. Poor academic performance of students in Nigeria has been linked to poor teachers’ performance in terms of accomplishing the teaching task, negative attitude to work and poor teaching habits which have been attributed to poor motivation (Ofoegbu, 2004). It has also been observed that conditions that would make for effective teaching such as resources available to teachers, general conditions of infrastructure as well as instructional materials in public secondary schools in Nigeria are poor (Oredein, 2000). These prevailing conditions would definitely show a negative influence on the instructional quality in public schools, which may translate to poor academic performance, attitudes and values of secondary school students.
In this regard, the teachers’ job performance could be measured through annual report of his/her activities in terms of performance in teaching, lesson preparation, lesson presentation, mastery of subject matter, competence, teachers’ commitment to job and extra-curricula activities. Indeed, the most common request for assistance from teachers are related to teacher’s disciplinary, evaluation functions, teaching functions, interpersonal relations and management functions. 
Disciplinary functions/skills centers on teacher’s punctuality and regularity. Teachers also use discipline to curb misbehaviour. Some scholars suggests that disciplinary policies simply do not have different effects (Verdugo and Glenn, 2012; Chen, 2008; Schoonover, 2009). However, apart from the fact that effective discipline helps in the achievement of goals, expectations and responsibility in teachers. Discipline creates a good image of the school and prepares the learners for the future. Disruptive behavior amongst teachers is eliminated. If there is good discipline at school, the implementation of effective discipline at school is a key for the students in the journey to adulthood. Parents often have no choice but to enroll their children in a school with good discipline, which often leads to better performances. In a school whereby teachers are habitual late comers which is contrary to the rules and regulations, they leave school premises without permission, do not go to classes to teach students, present ill-prepared lessons, fails to exercise discipline in the classroom, reject any kind of authority and resist any disciplinary measures taken against them as a result of lack of professional work ethics. 
According to Bieketty (2004) he opine that lack of discipline and respect among teachers cause a severe barrier to effective teaching and learning in the classroom. Discipline have been underestimated by over actualizing freedom and rights, an understatement of responsibilities and obligations, marginalization of the authority of the head teacher, poor role models by some teachers, lack of punctuality, abscondment from classes by both learners and teachers and the unionist attitudes of some teachers. The head teachers as school manager s need to have an effective leadership style so as to acquaint them with the challenges of discipline. 
Evaluation functions/skill centers on the skill employed to evaluate students most especially in the aspect of assignment, test or exams because that is where it will show if really teachers perform their job as expected by them. In classroom and out of classroom, teachers engage in a wide range of activities including teaching students, answering their questions, clarify of issues that seems difficult, conducting experiments, playing games, etc. Most of these activities are within the glaive of classroom teachers who makes certain judgment or decision concerning the students. For instance, he may identify the enthusiastic student, the student with potential leadership trait, the student with problem of understanding details, trouble maker, etc. Generally, teachers make their observation on a daily basis and use the data gathered for the purpose of evaluation (Owolabi, 2013). The main reason teachers evaluate is to find out what students have learned. This information is used in two ways: first to inform the teachers about their teaching and what needs to be taught next and second, to make a judgment about how well students have learned the knowledge or skill being taught (Etuk, 2003). Teachers gather information about student achievement informally and formal. Informal evaluation is used by the teachers to provide feedback to students and to check for understanding in the teaching and learning process. Informal evaluation activities include observation of students as they work in groups, pretest, short classroom assignments, practice tasks, oral questioning and discussion. Formal evaluation is used to judged student achievement; that is, how well the student has learned the knowledge and or skills. Students are marked on formal evaluation tasks and this mark is usually part of their report card grade. These evaluation tasks can include projects, assignments, performances, tests, report and research. Evaluation can be formative that is taken place during the class, with the intention of improving teaching and learning process. It can also be summative, which is done at the end of a session or term (Ayeni, 2010).
Teaching functions/skill centers on the skills employed in teaching his/her students mostly in the aspect of communication (verbal and non-verbal), critical thinking, and technical skill. Abdul-Raheem (2010) pointed out that instructional format provided by the teacher seems to be the medium of effective learning and that good teaching makes learning more meaningful. He went further to affirm that while good teaching helps the learner to learn more quantitatively and qualitatively, poor teaching would lead to poor learning and hence poor performance. In support of this statement, Cresswell (2004) asserted that effective teachers presents information or skills clearly and enthusiastically, are non-judgmental and relaxed, keep the lessons task-oriented, aim at students’ achievement, interacts with students through probing questions and assist students by elaborating their answers. How well students learn depends to a large extent on the skills employed by the teacher to teach the subjects. This suggests that weak teaching skills or classroom teaching would generate a weak learning process thereby retrogressing the expected change in the learning behaviour of students. Quite remarkably, regular poor academic performance by the majority of students is fundamentally linked to application of ineffective teaching methods by teachers to impact knowledge to learners (Adunola, 2011). 
According to Ayeni (2010), teaching is a process that involves bringing about desirable changes in learners so as to achieve specific outcomes. In order for the method used for teaching to be effective, Adunola (2011) maintains that teachers need to be conversant with numerous teaching skills that take recognition of the magnitude of complexity of the concepts to be covered. 
Interpersonal relations functions/skills center on how teachers relate with other personnel in the school system i.e. the cordial relationship between the teachers and the school principals as well as other teaching and non-teaching staffs. It is the school administrator’s ability to work effectively with, and through other people on a one-to-one basis and in a group setting.  It requires an understanding of one’s self and group dynamics, and the ability to motivate other people either as individuals or groups (Peretomode, 2003).
Interpersonal relation skills are seen as an expression of an executive’s ability to work effectively in cooperation with other people. This requires them to understand, motivate and lead other people individually or in a group. Interpersonal relation skills also include the ability to delegate and develop subordinates and staffs of same level. It is also the ability to appraise effectively and to guide and control the behaviour of others towards better quality performance (Peretomode, 2001). These skills are more difficult because interpersonal relations involve consideration of the differences in attitudes, emotions and cultural characteristics of peers, subordinates and superiors. Interpersonal relation skills are thought to be important for every level of performance of teachers though the greatest demand for such skills is expected to be among first line teachers where the highest number of interactions with subordinates and colleagues is likely to take place (Goleman, 2001). It also refers to how we interact with and co-exist with people. It is the study of relationships among people. The relationships developed when people can evolve in organizational or personal settings. That relationship can also be intimate or distant, one-on-one, or within groups. How we as individuals communicate with people equally in official and relaxed behaviors is the pedagogy of human relations. The more that is understood about what stimulates individuals and what has an effect on their morale or work performance, the stronger an individual’s human relations skills will become. Some key elements of good interpersonal relations skills include being aware of the sources and uses of power, gaining problem solving and decision making skills, and understanding creativity, team building, and legal and ethical considerations (Okumbe, 2008).
Human relation functions/skills: Human relation skill is the ability to work with people based on a person’s knowledge about people and how they believe, how they operate in groups, how to communicate effectively with them, and their motives, attitudes, and feelings (Wilkinson, 2009). Human relation skills are skills required to effectively influence superiors, peers, and subordinates in the achievement of organizational goals. These skills enable a leader to influence team or group members to work together to accomplish organizational goals and objectives. Human skill proficiency means that leaders know their thoughts on different issues and, spontaneously, become cognizant of the thoughts of others. Consequently, leaders with higher level of interpersonal skills are better able to adapt their own ideas to other people’s ideas, especially when this will aid in achieving organizational goals more quickly and effectively. These leaders are more sensitive and empathetic to what motivates others, create an atmosphere of trust for their followers, and take others’ needs and motivations into account when deciding what to do to achieve organizational goals. Interpersonal skills are required at all three levels of managements: supervisory, middle management, and senior management (Sushila, 2004).
Human relation skills are associated with teacher‘s ability to work well with others both as a member of a group and as a leader who gets things done through others. Because teachers deal directly with people (students, principal, colleagues, parent etc.), this skill is crucial. Teachers with good human relation skills are able to get the best out of their people. They know how to communicate, motivate, lead, and inspire enthusiasm and trust. These skills are equally important at all levels of management. Interpersonal relation skills include a desire to understand others, their needs and weaknesses and their talents and abilities.  For everyone in a workplace setting, human relations also involve an understanding of how people work together in groups, satisfying both individual needs and group objectives. If an educational organization is to succeed, the relationship among the people in the schools must be monitored and maintained (Brown & Oke, 2009).
The teacher’s interpersonal relation functions are the ability to work with and through other people and at the same time to work effectively as a group member.  This function is demonstrated in the way a teacher relates to other people, including the ability to motivate, facilitate, coordinate, lead, communicate, and resolve conflicts.  Teachers with high human skill level allow subordinates to express themselves without fear of ridicule but rather encourage participation. As a teacher, he/she is concerned with the quality of people to ensure educational success. Interpersonal relations skills may be used daily to communicate effectively with other employees in the school and to gauge the abilities of applicants to work within a strong educational culture. The teacher’s ability to lead comfortable and informative classroom learning requires immense interpersonal relations skills. Such kind of teacher likes other people and is liked by them (Chen, 2011). According to (Gordon, 2009) Interpersonal relations management skills includes seven skills of communication, self-awareness, self-ability, motivation, confidence, self-detection and conflict management that is basis to measure skills of principals human relations. Hannagan (2002) defines communication as a way of passing on information about the effectiveness of particular work behaviors and it is thought to perform several functions. For example, it is directive, by clarifying specific behaviors that ought to be performed; it is motivational, as it stimulates greater effort; and it is error correcting, as it provides information about the extent of error being made. Nwankwo and Luisggel (2002) also stated that keeping everyone informed is a positive way of ensuring effective leadership, co-operation, co-ordination, support and commitment. Teachers’ interpersonal relation is important in any educational institution. It facilitates the development of good conditions for teaching and learning in education. Without it, the goals of a teaching cannot be achieved or jeopardized because thoughts and expectation cannot be shared. Thus, job performance of teachers cannot be possible without communication. In other words, the effectiveness of a classroom teacher is managing attributes, the service type and values that is achieved in educational relationships between students and other staffs. In this way, educational relationships encompasses all relationships and interactions between people and using educational behaviour and behavioural science deals with the study relationships of individual and group (Goleman, 2011). Hannagan (2002) indicates that communication by itself can lead to higher level of performance if it is properly used. He further asserts that communication allows the person to track how well he/ she is doing in relation to the goal, so that if necessary, adjustments in effort can be made. He further indicates that communication may be in form of memos, telephone calls, messages, posting notices, writing letters and sending E-mail or fax. Unfortunately, these modes of communication are not properly applied in fields of education more particularly in private secondary schools in Kwara State.
No institution can meet the need of its people without proper communication.   Information has to flow from the school management to the staff and students, head of department must be briefed by the principals before disseminating the news to other members of staff and students. Principals should however make judicious use of communication skills to encourage good communication between the school and community, establish close relationship between parents by holding meeting with them at intervals, building parent teacher link. The importance of communication skills in administrative effectiveness of the principals cannot be over emphasized perhaps, that is why Morgan (2012) lamented that; possibly the most vital and fundamental element in the management process is based on working with people, which is done through some forms of communication.  He stated further that the success of managerial actions depends to a large extent on the effective use of communication process. Some of the communication skills include; listening skill, verbal and non-verbal skill. In order for the school administrator to achieve this, he or she must inevitably interact with various groups and individuals within the school, community and with people outside the school utilizing desired communication competence and skills. A school teacher should be able to define feelings of happiness, anger, displeasure, confidence and fear. This is only possible where the teachers are able to apply communication skills appropriately and as situation demands. A problem ensures, if school teachers fails to know that he is communicating principally for information sharing through which the institutional goals are defined and members given sense of purpose and direction (Dostal, 2007). The teachers, in such a situation, finds it difficult to pay attention when principal, colleagues, students or visitors are speaking, or respond in a more cautious ways to issues and give feedbacks based on content and context of the subject under discussion.
Brown and Oke (2009) who reported that interpersonal relations is not just a matter of hearing sound, but it involves catching the patterns of thought by the listener, especially the ones who give meaning to the words or phrase. Interpersonal relation skills of the school administrator also include involving teachers in decision making. Involvement in decision-making refers to a practice by which both superiors and subordinates jointly sit together to discuss the way to run the organization (Okumbe, 2008). On one hand, Mullins (2005) is of the opinion that many people believed that staff participation in decision making leads to higher performance and which is necessary for survival in an increasingly competitive world. Staff cooperation is believed to be an indisputable asset to the school principals while involvement in decision making process by the teachers could ease the principal’s mounting problems as many heads would be put together to intellectually solve problems that could have remained unsolved by the principals alone. 
Vander Westhuizen, et al (2008) contends that “regular formal contact between the (principals) leaders, subordinates teachers and other members of the organization” schools increases the level of workers satisfaction. In such an organization, every person is equal and has the democratic right of expressing opinion freely. Ibukun (2007) argued that the main task of the principal is to create a conducive atmosphere for the teachers to be able to achieve desired changes in students’ learning. Supporting this argument Ijaiya (2000) remarked that teachers in Nigeria express a desire for more participation in decision-making. The way the teachers relate with other staffs could contribute immensely to their effectiveness or otherwise.
Management functions/skills centers on the skill developed by the teachers in the aspects of planning, organizing, controlling, coordinating, directing and even when involved in decision making.  Charlotte Danielson (2006) outlined some teachers’ management skills in one of his studies which are: (1) teacher-leaders use evidence and data in decision making; (2) teacher-leaders recognize opportunities and take initiative; (3) teacher-leaders mobilize people around a common purpose; (4) teacher-leaders marshal resources and take action; (5) teacher-leaders monitor progress and adjust their approach as conditions change; (6) teacher-leaders sustain the commitment of others and anticipate negativity; lastly, (7) teacher-leaders contribute to a learning organization.
Teachers are so important that Sofoluwe (2003) referred to them as the pivot on which qualitative education and development hangs. As a result, teachers should be fully devoted to continuous self-improvement for concerted promotion of education (Obanya, 2003). Okandeji (2007) also observed that among the yardsticks of quality in any given educational venture are the qualification and experiences of its teachers. Owolabi (2003) submitted that a teacher as an instructor is responsible to teach, direct, control, interpret and instruct the learners for better attainment. Fatoba (2008) affirmed that teachers have crucial roles to play in the delivery as well as the quality of education given to students in secondary schools. When teachers are acquainted with what goes on in the school and integrated into the decision making process, this will give them a sense of responsibility, thereby facilitating their job performance and when teachers are adequately involved in decision making process, the realization of school goal will be easy, apathy and opposition within the school will be minimized (Peretomode, 2003). Teachers also possess some management skills, a school principal’s willingness in involving teachers in different decision making processes, in sharing of authority and responsibility.


Relationship between Principal Leadership Practices and Teachers’ Job performance.
Principals’ Leadership Practices has a potentially huge role which it plays in teachers’ job performance in secondary schools level of education. Principals’ Leadership Practices in education has been assessed in various studies. 
Adegbemile (2011) investigated the administrative competency needs of principals for effective schools administration at secondary level in South West Geo – Political Zone of Nigeria. The study revealed that the instructional leadership skills, personnel management skills, financial management skills are needed by principals for effective schools.
In a study conducted by Huerta, Watt, and Alkan (2008), a weak but significant positive correlation was observed between leadership practices and job performance; as the amount of  Advancement Via Individual Determination (AVID) professional Correlation of Performance and Leadership Practices development increased, so too did the level of teacher leadership. The findings from their study also imply that teachers who attend their first Summer Institute (SI) exhibit significant gains in teacher leadership, yet a plateau in teacher leadership gains occurs after the second SI. Statistically significant gains then become evident again after the third SI attended. Two variables of teaching experience were included in this study. Teaching experience, as defined by the number of years a teacher has been teaching at their current school, exhibited a moderately strong positive correlation with teacher leadership. The other variable of teaching experience, as defined by the number of years of total teaching experience, also exhibited a positive correlation with teacher leadership. The study revealed further that these gains in teacher leadership, in terms of the number of years that the teachers have been teaching at their current school stop becoming statistically significant after six to nine years. Also, depending on their total number of years of teaching experience, regardless of location, it showed that more teaching experience resulted in increased levels of teacher leadership, however these gains in teacher leadership stop becoming statistically significant after ten to thirteen years. In the study of Huerta, Watt, and Alkan (2008), it was also anticipated that certain demographic variables, such as gender and the level of education of teachers, would be related to teacher leadership. Teachers who have a master’s degree exhibited significantly greater levels of teacher leadership than did those teachers who only had a bachelor’s degree. Additionally, female teachers exhibited significantly greater levels of teacher leadership than did male teachers. The findings of the study concluded that AVID professional development, when defined as the number of AVID Summer Institutes attended, is a significant predictor of teacher leadership, even after any overlapping effects from a teacher’s gender, level of education, and teaching experience have been accounted for.
Ogundele (2008) noted that teachers are crucial factors in the achievement of educational goals and objectives. Ogundele (2008) described teachers job performance as the level at which the teachers in secondary schools do their duties based on the level at which they are satisfied with teaching job. Ogundele also identified the factors that could influence teachers job performance in the schools such as high salaries and wages, challenging and non-boring works supervisor behaviours, condition of services, working environment, improved interpersonal human relations, job security and prospects , good leadership behaviours, participatory decision making and training and up-dating of knowledge prospect. 
Thomas (2007) in her study reported that the major purpose of her study was to explore the relationships between teacher leadership styles, teacher self-evaluations on quality of professional standards, job efficacy, and job satisfaction. Teacher leadership style was conceptualized as having two major dimensions: transformational and transactional as conceptualized by Bernard Bass. Quality of Professional Standards (QPS) was assessed by modifying the items on the New York State Annual Professional Performance Review (APPR), a self-evaluation instrument about content knowledge, pedagogical preparation, instructional delivery, classroom management, knowledge of student development, student assessment, and reflective practice. Transformational leadership accounted for 32% of the variance in QPS, with Intellectual Stimulation accounting for a significant portion of the variance above and beyond that accounted for by the variables collectively. In addition, relationships between demographic background variables and teacher leadership styles were generally weak and insignificant. However, older and more experienced teachers scored higher on Idealized Influence (Attributed) than younger and less experienced teachers. It was concluded that the more that teachers self-reported classroom behaviours approximated the ideal type of transformational leader who rewarded students’ contingent on the performance, the greater their self-perceived quality of teaching, job efficacy, and job satisfaction. The collaboration and collegiality fostered through teacher leadership has been shown to lead to an enhanced capacity for change and improvement at the school and classroom level. Spotanski and Carter (2003) reported that department executive officers in agricultural education rated themselves
Correlation of Performance and Leadership Practices in practicing the following leadership behaviours as such: “challenging the process” (3.73) was practiced “fairly often”; “inspiring a shared vision” (3.72) was practiced “fairly often”; “enabling others to act” (4.37) was practiced “fairly often”; “modelling the way” (3.82) was practiced “fairly often”; and “encouraging the heart” (3.86) was practiced “fairly often”. The mean score identified for each of the five leadership practices evaluated in this study indicated department executive officers in agricultural education use the leadership practices “fairly often” in departmental leadership. Only one leadership practice “enabling others to act” had a mean approaching the “very frequently” range of utilization. For the leadership practice “inspiring a shared vision”, the leadership behaviour “enlists a common vision” received the lowest mean score of all leadership behaviours. Department executive officers indicated a broad range of job responsibilities beyond administration. Only five department executive officers held a 76%-100% administrative appointment, while eight did not have a specific percentage of their job allocated to administrative duties. The average distribution for department executive officers in agricultural education was forty percent of their job responsibility in teaching, eight percent research, seven percent service, four percent extension, thirty seven percents administration and nearly three percent to other responsibilities. Spotanski and Carter (2003) claimed that in their study, standard deviations suggested a lack of consistency regarding the utilization of specific leadership practices in departmental leadership. It was also found that department executive officers who had completed a leadership course had a significantly higher level of utilization of the leadership practice “encouraging the heart” than department executive officers who had not completed a course. Department executive officers who had received formal leadership training indicated significantly higher utilization for the leadership practice “encouraging the heart” than those department executive officers who had not received formal leadership training.
In the studies conducted by Hattie (2003) delved on two variables: performance and leadership practices. The researcher wanted to find out if there is a significant relationship between the two variables. Leadership practices are taken as one variable although it is characterized into five leadership practices. These five leadership practices are: modeling the way, inspiring a shared vision, challenging the process, enabling others to act, and encouraging the heart. The performance of the teachers was based on the first and second term performance rating for academic year 2008-2009. The performance rating was based on the Southville International School and Colleges Performance Appraisal for Basic Education Teachers. The following were the areas and corresponding percentages upon which teachers were rated: first, mandatory work habits/professionalism; second, ACE (affirming, committed/creative, excellent) and 5Cs of success (character, collaboration, creativity, commitment to achieve, competence) – 15%; third, delivery of goals/work outputs (student achievement, effective planning and updating of lessons, implementation and delivery of plantilla, student evaluation – 70%; fourth, Total Quality Management/Special Project and Research – 15 %.The framework shows that these five leadership practices are grouped together since the researcher is not focusing on the differences between these practices but rather at the relationship of these five practices to performance. Since the study yielded that there was no significant relationship between performance and leadership practices, the areas where the teachers needed enhancement in as identified in the leadership practices served as the basis for the teacher leadership enhancement program.
Appraisal of the Literature Reviewed
The literature reviewed the concept of leadership as the process of persuading the teachers and students in the school to jointly seek to the achievement of defined objectives of the school enthusiastically. The review also presents the concept of school principal leadership where the roles and strategies employed by the school principal were identified to make their school effective and efficient. However the leadership practices identified were (a) Behaviour modelling i.e. the setting examples for the teachers and taking responsibilities for the action done by them, (b) Motivational practices i.e. the way by which principals acknowledges teacher’s accomplishment, appreciate their efforts and also encourage them, (c) Mentoring practices i.e. when principals see himself/herself as a teacher through magnetism and quiet persuading personnel (teachers) for the worthy of emulation, (d) Team effort i.e. this is group collaboration, working together and empowering people (teaching and non-teaching staffs) to build team spirit for effective productivity, Challenge the process i.e. this is to search for opportunities to change the status quo and also to innovate growth and improve teachers’ level of performance, (e) Innovative practices i.e. the ways at which principal adapt new ways, method and strategies to run their school. Furthermore, the review also presents the concept of teacher’s job performance to improve teacher’s effectiveness and efficiency. Teachers’ job performance measured with; teacher’s discipline, evaluation skills, teaching skills, interpersonal relations and management skills were all reviewed.
	Moreover, the principal as the educational leader holds the key position in the school. Everything in the school, the plant, the staff, the curriculum, methods and techniques of teaching, co-curricular activities is organized by him. Therefore, efficiency of the school depends on the ability and skill personality and professional competence of the principal. He may be described as the sun around which the educational planet revolves. And to achieve all these ends, he must be knowledgeable and skilled, he should study courses in the organization and administration of the school, including pupil activity and guidance programmes to acquire knowledge of the methods and procedures through which he may be of assistance to the teachers, the principal should have course in supervision of instruction, foundation of methods in teaching and construction of courses and curricula, he must be applicable in educational sociology, philosophy of education, organization, supervision and administration of education, comparative education, educational psychology and he should also have competency in measurement and evaluation. As a result of this, he will be in a position to assists his teachers in measuring the outcome of their own instruction and the educational programmes will help him in his professional preparation. Also one of the important elements in educational leadership is the personality of the supervisor, for the personality trials influence the personality of the teachers. Personality here may be thought of as a composite of all menial, emotional and physical traits are of more significance in their influence upon others reaction. The principal should develop these facts of his personality so that he shall possess a pleasing personality influence on others. He must inspire the teachers, secure their cooperation in developing the supervisory programme and stimulate them for their active participation.
	The principal should be enthusiastic and should work and call for the development of the school. He should have vision, initiative, originality, self-reliance and confidence. He should have qualities like sincerity, frankness and genuineness. He must have superior mental abilities, intelligence, deep intuition and logical reasoning. All teachers should be loyal to him and must look to him for guidance, counsel and inspiration and he must be a man of high moral character. Perhaps the most realistic approach to leadership behaviour might be an integrated one that carefully takes into account the forces in the leader and situation.

CHAPTER THREE
RESEARCH METHODOLGY
This chapter focused on the methods and procedures used in gathering information for this study and therefore arranged under the following headings: 
· Research Design
· Population of the Study 
· Sample and Sampling Techniques 
· Instrumentation
· Validity and Reliability of the Instrument
· Procedure for Data Collection 
· Method of Data Analysis 
Research Design  
The research design that was adopted for this study was the descriptive survey method. Descriptive survey is a research method that will enable and elicit a researcher to obtain the opinion of representation sample of the target so as to get information needed for the study. According to Best (2006) , a descriptive survey study describes conditions or relationships that exists, opinions that are held, process that are going on, effects that are evident or trends that are developing among variables in a study. Also, descriptive method gathers information from a representation group and based on such information, inferences are made about the behaviour of the entire population. Thus, this design is considered appropriate in view of the fact that this study examined the correlation that exist between Principals’ Leadership Practices (the independent variable) and teachers’ job performance (the dependent variable) in Kwara State private secondary schools.
Population of the Study
	The population in the study is a region that wants to be meticulously by researchers. According to Sugiyono (2011), population is a generalization region consisting of objects or subjects that have certain qualities and characteristics set by the researcher to be studied. The population for this study comprises of all private secondary schools in Kwara State. There are 187 private secondary schools. The target population will be principals and teachers drawn from private secondary schools in Kwara State 
Sample and Sampling Techniques 
	A sample is a sub set of the population cases Orodho (2009), and sample normally represents the entire thoughts of the large population. The sample of this study will be 100 teachers and 10 principals selected from 10 private secondary schools in Ilorin South Local Government which represents 33.3% of the target population. The sampling technique to be adopted was systematic random technique.


Research Instrument (s)
Odongo (2013) opined that to ensure the data collected addresses the study objectives, the data collection instrument must be selected appropriately to avoid collecting irrelevant information. Two research questionnaires titled “Principals’ Leadership Practices Questionnaire tagged (PLPQ)” and “Teachers’ Job Performance Questionnaire (TJPQ)” will be design. The questionnaire consists of two parts; section A and B. Section A contains the demographic data of respondents. While Section B contains items or questions in statements formulated for the respondents to make choice from four options of a Likert’s scale answer on the basis of Strongly Agreed (SA), Agreed (A), Disagreed (D), Strongly Disagreed (SD). According to Azwar (2012), Likert scale is used to measure attitudes, opinions, and perceptions of a person or group of people about social phenomena.
Validity and Reliability of the Instrument 
According to Orodho, (2009) instrument validity is concerned with establishing whether the research instruments’ contents are measuring what they are developed to measure. It also refers to the accuracy and meaningfulness of inference which is based on the research results. The questionnaire and designed by the researcher is validated by the researcher's supervisor in order to ensure that both the face and content of the questionnaire measure what they are supposed to measure, for proper assessment and necessary amendment of the instrument as the case may be.

Reliability refers to the extent to which the constructs are free from error and yield consistent results Ngai et al. (2007). If the results of a study can be reproduced under a similar methodology, then the research instrument used in the study is considered to be reliable Asianzu (2012). Reliability is defined as the extent to which a questionnaire, test, observation or any measurement procedure produces the same result on repeated trials. 
Procedure for Data Collection 
The instrument will be distributed to principals and teachers in the sampled secondary schools. Teachers were given the Principals’ Leadership Practices Questionnaire while the Teachers’ Job Performance Questionnaire will be distributed to principals in each of the selected schools. The researcher will personally administer the instrument to the respondents. The respondents were assured that all information provided will be treated with confidentiality. As a result of this, the respondents were encouraged to give honest and sincere responses to the items. Each respondent was required to complete the questionnaire and return it to the researcher on the spot each day of visit by the researcher to avoid loss or damage except so requested by the respondents, then retrieval was deferred to a suitable date.


Method of Data Analysis 
The data gathered for this study was statistically analyzed using descriptive statistics of mean and standard deviation, inferential statistics of Pearson product moment correlation statistic at 0.05 level of significance. Frequency and Percentage is use to analyze the demographic data.
 











CHAPTER FOUR
PRESENTATION AND ANALYSIS OF DATA
Introduction
This chapter documents the result of the study obtained from the statistical analysis of the responses given by respondents. The analysis is done with the aid of simple frequency and percentage counts of the research instrument as well as descriptive and inferential analysis of the information gathered. The information obtained is presented in tabular format and its figures. A summary of the major findings of this study is presented in line with the stated objectives. A total of 110 questionnaires were administered to the respondents (100 for teachers and 10 for principals). All administered questionnaires were returned by each respondent.
Answering Research Questions
Research Question 1: What are the various Leadership Practices used by Principals in Kwara State Private Secondary Schools?
Table 1: Result showing the Leadership Practices used by Principals in Kwara State Private Secondary Schools. 
    S/N		Variables			N		Mean		S.D
1. Behaviour modelling			10		3.9		0.4
1. Motivational practices			10		3.9		0.17
1. Mentoring practices			10		3.8		0.33
1. Team work practices			10		3.9		0.25
1. Innovative practices			10		3.9		0.28
Grand mean						3.88 
Source: Fieldwork, 2019
Table 1 above shows the leadership practices used by principals in Kwara State Private Secondary Schools.
Behaviour modelling has a mean of 3.9 and standard deviation of 0.4, Motivational Practices has a mean 3.9 and standard deviation of 0.17, Mentoring practices has a mean of 3.8 and standard deviation of 0.33, Team work practices has a mean of 3.9 and standard deviation of 0.25 while Innovative practices has a mean of 3.9 and standard deviation of 0.28. The grand mean of Principals’ leadership practices in Kwara State private secondary schools is 3.88 which indicate a high level of principal leadership practices.
Research 2: Which of these leadership practices is most commonly prevalent among principals in Kwara State private Secondary Schools?
Table 2: Result showing the mean ranking of the leadership practices in Private Secondary Schools.
    S/N		Variables		N	Mean 		S.D	Ranking	
1. Behaviour Modelling		10	3.9		0.4	1st 
1. Motivational Practices	10	3.9		0.17	5th 
1. Mentoring Practices		10	3.8		0.33	2nd 
1. Team work Practices		10	3.9		0.25	4th 
1. Innovative Practices		10	3.9		0.28	3rd 
Source: Fieldwork, 2019.
The table above shows the mean ranking of the leadership practices used by principals in Kwara State Private Secondary Schools. The table shows that behaviour modelling which has the mean value of 3.9 and standard deviation of 0.4 was ranked 1st , Mentoring practices which has the mean value of 3.8 and standard deviation of 0.33 was ranked 2nd, Innovative practices which has the mean value of 3.9 and standard deviation of 0.28 was ranked 3rd, Teamwork practices which has the mean value of 3.9 and standard deviation of 0.25 was ranked 4th, and Motivational practices which has the mean value of 3.9 and standard deviation of 0.17 was ranked 5th.
The most prevalent leadership practice used among principals in Kwara State Secondary Schools is Behaviour Modelling Practices since it has the highest mean value of 3.9 and standard deviation of 0.4.  
Research 3: What are the various forms of Teachers’ Job Expected in Kwara State Private Secondary Schools?
Table 3: Result showing the duties expected from teachers in Kwara State Private Secondary School.
         	 S/N		Variable				N	Mean		S.D
1. Disciplinary Duties				100	3.5		0.48
1. Evaluation Duties					100	3.7		0.5
1. Teaching Duties					100	3.6		0.56
1. Interpersonal Relations				100	3.6		0.53
1. Management Duties				100	3.7		0.5
Grand mean						3.62
Source: Fieldwork, 2019.
Table 3 above shows the job expected of teachers in Kwara State Private Secondary Schools. Displinary Duties have the mean value of 3.5 and standard deviation of 0.48, Evaluation duties have the mean value of 3.7 and standard deviation of 0.5, Teaching duties have the mean value of 3.6 and standard deviation of 0.56, Interpersonal relations have the mean value of 3.6 and standard deviation of 0.3 while Management duties have the mean value of 3.7 and standard deviation of 0.5. The grand mean of teachers’ job performance is 3.62 which is high.
Research Question 4: What is the level of Teachers’ Job Performance in Kwara State Private Secondary Schools? 
The mean of responses of the principals to each item on the questionnaire that addressed the level of teachers’ job performance were calculated and 2.5 was used as cut-off due to the four-likert response format of SA (4), A (3), D (2), SD (1). The output of the analysis is given below:
Table 4: Analysis on level of teachers’ job performance based on discipline in Kwara State Private Secondary Schools. 
  S/N	ITEMS				SA	A	D	SD	MEAN     S.D
						%	%	%	%
1. Teachers abide by the rules and 	71	28	1	---	3.49	0.57
regulations of the school
1. Teachers attend class regularly	73	27	---	----	3.41	0.587
1. Teachers are well devoted to task 	63	36	1	---	3.23	0.679
given to them
1. Teachers manage the time allocated	67	33	---	---	3.23	0.708
to the subject effectively
1. Teachers dress decently to school	72	27	1	---	3.47	0.593
Grand mean								3.5
Key: Mean (1-1.9 = Low, 2-2.9 = Average, 3-3.39 = High)
From table 4 above, 71% strongly agreed, 28% agreed and 1 disagreed to item 1. Item 2 recorded 73% strongly agree and 27% agree. Item 3 recorded 63% strongly agree, 36% agree and 1% disagree. Item 4 recorded 67% strongly agree and 33% agree. Item 5 recorded 72% strongly agree, 27% agree and 1% disagree.
The grand mean is 3.5 which indicate that the level of teachers’ job relating to discipline is high.
Table 5: Analysis on level of teachers’ job performance based on evaluation in Kwara State Private Secondary Schools. 
  S/N	ITEMS				SA	A	D	SD	MEAN     S.D
						%	%	%	%
1. Teachers grade student academic	67	31	2	---	3.65	     0.52
work objectively. 
1. Teachers monitor students’		61	38	1	---	3.6	     0.51 
assessment 
1. Teachers use feedback from 		74	26	---	---	3.74	     0.44
examination process to improve 
instruction
1. Teachers show concern about		70	30	---	---	3.7	     0.46 
students’ assessment 
1. Teachers give classwork and 		74	24	2	---	3.72	     0.49
assignments 
Grand mean								3.7
Key: Mean (1-1.9 = Low, 2-2.9 = Average, 3-3.39 = High)
From table 5 above, 67% strongly agreed, 31% agreed and 2 disagreed to item 1. Item 2 recorded 61% strongly agree,  38% agree and 1% disagree. Item 3 recorded 74% strongly agree and 26% agree. Item 4 recorded 70% strongly agree and 30% agree. Item 5 recorded 74% strongly agree, 24% agree and 2% disagree.
The grand mean is 3.7 which indicate that the level of teachers’ job relating to evaluation is high.
Table 6: Analysis on level of teachers’ job performance based on teaching duties in Kwara State Private Secondary Schools. 
  S/N	ITEMS				SA	A	D	SD	MEAN     S.D
						%	%	%	%
1. Teachers take individual differences	64	26	9	1	3.53	     0.7
into consideration
1. Teachers make use of instructional	60	38	2	---	3.58	     0.54
material effectively
1. Teachers establish a focus on		64	33	3	---	3.61	     0.55 
students’ learning 
1. Teachers communicate well while	75	25	---	---	3.75	     0.44 teaching 
1. Teachers initiate new instructional 	63	33	4	---	3.59	     0.57
method 
Grand mean								3.6
Key: Mean (1-1.9 = Low, 2-2.9 = Average, 3-3.39 = High)
From table 6 above, 64% strongly agreed, 26% agreed and 9 disagreed and 1% strongly disagree to item 1. Item 2 recorded 60% strongly agree, 38% agree and 2% disagree. Item 3 recorded 64% strongly agree, 33% agree and 3% disagree. Item 4 recorded 75% strongly agree and 25% agree. Item 5 recorded 63% strongly agree, 33% agree and 4% disagree.
The grand mean is 3.6 which indicate that the level of teachers’ job relating to teaching duties is high.
Table 7: Analysis on level of teachers’ job performance based on interpersonal relations in Kwara State Private Secondary Schools
  S/N	ITEMS				SA	A	D	SD	MEAN     S.D
						%	%	%	%
1. Teachers relate well with students	66	30	4	---	3.62	     0.56
and their parents.
1. Teachers foster meaningful relations	58	40	2	---	3.56	     0.54
among themselves. 
1. Teachers provide individualized 	66	33	1	---	3.65	      0.5
support for each other. 
1. Teachers foster collective capacity	62	36	2	---	3.6	     0.53
building among themselves.
1. Teachers manage conflict among	73	25	2	---	3.71	    0.53
Themselves.
Grand mean								3.6
Key: Mean (1-1.9 = Low, 2-2.9 = Average, 3-3.39 = High)
From table 7 above, 66% strongly agreed, 30% agreed and 4% disagreed to item 1. Item 2 recorded 58% strongly agree, 40% agree and 2% disagree. Item 3 recorded 66% strongly agree, 33% agree and 1% disagree. Item 4 recorded 62% strongly agree and 36% agree and 2% disagree. Item 5 recorded 73% strongly agree, 25% agree and 2% disagree.
The grand mean is 3.6 which indicate that the level of teachers’ job relating to interpersonal relation is high.


Table 8: Analysis on level of teachers’ job performance based on management duties in Kwara State Private Secondary Schools. 
  S/N	ITEMS				SA	A	D	SD	MEAN     S.D
						%	%	%	%
1. Teachers are involved in school	75	24	1	---	3.74	     0.46 
planning activities 
1. Teachers are given key management	62	35	3	---	3.59	     0.55
roles and positions to play in school
committees  
1. Teachers very often represent the	69	30	1	---	3.68	     0.49 
school on outside occasions
1. Teachers participate in decision	64	35	1	---	3.63	     0.51 
making in school 
1. Teachers initiate new instructional	65	34	1	---	3.64	     0.5
method 
Grand mean								3.7
Key: Mean (1-1.9 = Low, 2-2.9 = Average, 3-3.39 = High)
From table 8 above, 75% strongly agreed, 24% agreed and 1 disagreed to item 1. Item 2 recorded 62% strongly agree,  35% agree and 3% disagree. Item 3 recorded 69% strongly agree, 30% agree and 1% disagree. Item 4 recorded 64% strongly agree and 35% agree and 1% disagree. Item 5 recorded 65% strongly agree, 34% agree and 1% disagree.
The grand mean is 3.7 which indicate that the level of teachers’ job relating to management duties is high.
The tables above show that all the items are greater than the mean value of 2.5. The grand means of discipline, evaluation, teaching duties, interpersonal relations and management duties are 3.5, 3.7, 3.6, 3.6 and 3.7 from tables 5-9. From Table 4, respondents agreed that teachers abide by the rules and regulations of the school with a mean of 3.49. From Table 5, respondents agreed that teachers use feedback from examination process to improve instruction with a mean of 3.74. From Table 6, respondents agreed that teachers communicate well while teaching with mean of 3.75. From Table 7, respondents agreed that teachers manage conflict among themselves with a mean of 3.71 and from Table 8, respondents agreed that teachers are involved in school planning activities with a mean of 3.74.  The overall grand mean of teacher job performance is 3.62. This means that there is high level of teachers’ job performance in Kwara State private Secondary Schools.
Testing of Research Hypotheses
There is one main hypothesis and five operational hypothesis set to guide the study. Pearson Product Moment Correlation was used to analyze all the hypotheses at 0.05 level of significance.
Main Hypothesis
H0: There is no significant relationship between Principals’ Leadership Practices and Teachers’ Job Performance in Kwara State Private Secondary Schools.





Table 9: Analysis of the relationship between Principals’ Leadership Practices and Teachers’ Job Performance.
  				Mean 	S.D	N	Pearson	P-value       Decision
Correlation
Principals’ Leadership	3.9	0.28	100	
Practices
							  0.667		   0.035    H0 Rejected
Teachers’ Job Performance	3.62	0.51	10
Correlation is significant at the 0.05 level (2-tailed)
Table 9 shows that at 0.05 level of significance (r = 0.667, P = 0.035), there is positive correlation between Principals’ leadership practices and teachers’ job performance. This means that as principals’ leadership practices increases, teachers’ job performance also increases. However, there is a significant relationship between Principals’ leadership practices and Teachers’ job performance because p-value (0.035) is less than level of significance (0.05). Therefore, the hypothesis which states that there is no significant relationship between principals’ leadership practices and teachers’ job performance is rejected. 
 Operational Hypotheses
H0: There is no significant relationship between Principals’ Behaviour Modelling and Teachers’ Disciplinary Functions in Kwara State Private Secondary Schools.

Table 10: Analysis of the relationship between Principals’ Behaviour Modelling and Teachers’ Disciplinary Functions.
  				Mean 	S.D	N	Pearson	P-value    Decision
							Correlation
Principals’ Behaviour		3.9	0.4	100	
Modelling
							  0.667		0.035	    H0 Rejected
Teachers’ Disciplinary 	3.5	0.48	10
Functions
Correlation is significant at the 0.05 level (2-tailed)
Table 10 shows that at 0.05 level of significance (r = 0.667, P = 0.035), there is a significant relationship between Principals’ Behaviour Modelling and Teachers’ Disciplinary Functions because p-value (0.035) is less than level of significance (0.05). The null hypothesis which states that there is no significant relationship between Principals’ behaviour modelling and Teachers disciplinary functions is rejected. 
H0: There is no significant relationship between Principals’ Motivational Practices and Teachers’ Evaluation Functions in Kwara State Private Secondary Schools.




Table 11: Analysis of the relationship between Principals’ Motivational Practices and Teachers’ Evaluation Functions.
  				Mean 	S.D	N	Pearson	P-value      Decision
							Correlation
Principals’ Motivational	3.9	0.17	100	
Practices
							0.667		0.035	    H0 Rejected
Teachers’ Evaluation	 	3.7	0.5	10
Functions
Correlation is significant at the 0.05 level (2-tailed)
Table 10 shows that at 0.05 level of significance (r = 0.667, P = 0.035), there is a significant relationship between Principals’ Motivational Practices and Teachers’ Evaluation Functions because p-value (0.035) is less than level of significance (0.05). The null hypothesis which states that there is no significant relationship between Principals’ motivational practices and Teachers evaluation function is rejected. 
H0: There is no significant relationship between Principals’ Mentoring Practices and Teachers’ Teaching Functions in Kwara State Private Secondary Schools.




Table 12: Analysis of the relationship between Principals’ Mentoring Practices and Teachers’ Teaching Functions.
  				Mean 	S.D	N	Pearson	P-value      Decision
							Correlation
Principals’ Mentoring		3.8	0.33	100	
Practices
							 0.764		0.010	    H0 Rejected
Teachers’ Teaching	 	3.6	0.56	10
Functions
Correlation is significant at the 0.05 level (2-tailed)
Table 10 shows that at 0.05 level of significance (r = 0.764, P = 0.010), there is a significant relationship between Principals’ Behaviour Modelling and Teachers’ Disciplinary Functions because p-value (0.010) is less than level of significance (0.05). The null hypothesis which states that there is no significant relationship between Principals’ mentoring practices and Teachers teaching duties is rejected. 
H0: There is no significant relationship between Principals’ Teamwork Practices and Teachers’ Interpersonal Relations in Kwara State Private Secondary Schools.




Table 13: Analysis of the relationship between Principals’ Teamwork Practices and Teachers’ Interpersonal Relations.
  				Mean 	S.D	N	Pearson	P-value      Decision
							Correlation
Principals’ Teamwork		3.9	0.25	100	
Practices
							 0.667		0.035	    H0 Rejected
Teachers’ Interpersonal	3.6	0.53	10
Relations
Correlation is significant at the 0.05 level (2-tailed)
Table 10 shows that at 0.05 level of significance (r = 0.667, P = 0.035), there is a significant relationship between Principals’ Teamwork Practices and Teachers’ Interpersonal Relations because p-value (0.035) is less than level of significance (0.05). The null hypothesis which states that there is no significant relationship between Principals’ teamwork practices and Teachers interpersonal relations is accepted. 
H0: There is no significant relationship between Principals’ Innovative Practices and Teachers’ Management Duties in Kwara State Private Secondary Schools.




Table 14: Analysis of the relationship between Principals’ Innovative Practices and Teachers’ Management Duties.
  				Mean 	S.D	N	Pearson	P-value       Decision
							Correlation
Principals’ Innovative		3.9	0.28	100	
Practices
							0.408		0.242	   H0 Accepted
Teachers’ Management 	3.7	0.5	10
Duties
Correlation is significant at the 0.05 level (2-tailed)
Table 10 shows that at 0.05 level of significance (r = 0.448, P = 0.242), there is a significant relationship between Principals’ Innovative practices and Teachers’ Management Duties because p-value (0.242) is greater than level of significance (0.05). The null hypothesis which states that there is no significant relationship between Principals’ innovative practices and Teachers management duties is accepted. 
DISCUSSION OF FINDINGS
The research questions raised were answered using mean score and standard deviation, while the hypotheses formulated were tested with the use of inferential statistics of Pearson product- moment correlation (PPMC) at 0.05 level of significance.
The first research question looked into the leadership practices employed by principals in Ilorin South Secondary Schools, Kwara State. The result of the study showed that the level of principals’ leadership practices in Ilorin South Secondary Schools is high with a grand mean of 3.88 (S.D = 0.28). The findings showed that behaviour modelling is the most prevalent leadership practice adopted by principals in Ilorin South Secondaryu Schools of Kwara State. 
Research question 3 reveals the teacher job expected in Ilorin South Secondary Schools of Kwara State. Result from this study reveal the grand mean of Teacher Job expected to be 3.62 (S.D = 0.51) which signify a high level of job expected of teachers. This means that the level of principals’ leadership practices and teacher duties is high. 
Research question 3 focuses on the level of teachers’ job performance in Ilorin South Secondary Schools. Findings from the study showed that the duties recorded a high level of performance from teachers. Disciplinary duties have a mean of 3.5 (S.D = 0.48), Evaluation duties have a mean of 3.7 (S.D = 0.5), teaching duties have a mean of 3.6 (S.D = 0.56), Interpersonal duties have a mean of 3.6 (S.D = 0.53) and Management duties have a mean of 3.7 (S.D = 0.5).
This means that teachers follow rules and regulations laid down in school, assess and monitor students work progress, go to class when required, establish good relationship between students, parents and colleagues.
Findings from the study revealed that there is significant relationship between Principals’ leadership practices and Teachers’ job performance. This means that principals in Ilorin South Secondary Schools adopt strategies that positively influence the behaviour of teachers, motivates them, ensure proper involvement in decision making process, build environment for teamwork and keep an open door for effective communication. This finding is in line with Leithwood and Jantzi (2006) that opined that school principals can improve teachers’ productivity by organizing and managing several programmes for teacher development, sharing of experience with peers and open communication to explain instructions when required.
Findings from the study also revealed that there is significant relationship between principals’ behaviour modelling and teachers’ disciplinary duties. This means that as principals’ strategies for influencing behaviour towards work increases, teachers’ disciplinary actions also increases. That is, principals are able to make teachers act in a certain way in order to follow school standards. This finding is in agreement with Kouzes and Posner (2002), stating that the ability of leader to explain the principles and the visions of the organizations through the leaders’ personal thoughts and actions and encourages them to act in a way.
Furthermore, findings from the study revealed that there is a significant relationship between principals’ motivational practices and teachers’ evaluation practices. This means that principals are effective in motivating teachers to be productive in their evaluation duties. This finding is in line with Ngu, Sleegers and Denessen (2006) in their study that when the principal is perceived to be trustworthy, shares experience and ensures communication in the school, the teachers are also motivated.
The findings of the study also revealed a significant relationship between principals’ mentoring practices and teachers’ teaching duties. This implies that the ability of principals to give advice and support teachers go a long way in improving upon their duties in classroom. This also correlate with  Leithwood and Jantzi (2006) stating that  school principals can improve teachers’ productivity by organising and managing several programmes relating to their professional development and by offering individual mentoring to them.
Findings from the study further revealed that there is a significant relationship between principals’ team work practices and teachers’ interpersonal relations. This could be as a result of the fact that teachers have a sense of belonging and mutual respect for each other. This is in line with Kouzes and Posner (2007) finding that exemplary leaders foster collaboration, build trust, involved stakeholders, and create an atmosphere of mutual respect. 
Finally, the research finding revealed that there is no significant relationship between principals’ innovative practices and teachers’ management duties. This could be as a result of the lack of involvement of teachers in critical decision making of school. This findings correlates with Bogler (2010) that the principal should not only provide teachers with taking initiative opportunities but also allow them have part in the decisions made and managerial functions of the organization.
In summary, principals leadership strategies in Ilorin South is found to have significant relationship with teachers’ expected duties through behaviour modelling, motivational practices, mentoring practices and teamwork practices in relation to disciplinary duties, evaluation function, teaching duties, interpersonal relations. However, there is a need for an upgrade in the innovative practices of principals to stimulate management functions or create more involvement of teachers in decision making in the school. 










CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATION
Introduction
	This chapter gives the summary of the research and in addition presented conclusions drawn from the study. The chapter finally presented some workable recommendations arising from the findings of the study. It is the hope of this researcher that conclusions, recommendations as well as the suggestions made in this study will be implemented by authorities concerned.
Summary
	The study was carried out to determine the relationship between Principals’ Leadership Practices and Teachers’ Job Performance in Kwara state private secondary schools, Nigeria. Principals’ Leadership Practices was the independent variable while Teachers’ Job Performance was the dependent variable. A detailed review of related literature facilitated the identification of relevant procedures and strategies as well as the construction of the instruments used in this study. Four research questions and six hypotheses were formulated and statistically tested. Two sets of questionnaires were developed by the researcher and validated by the supervisor. These questionnaires included were Principals’ Leadership Practices Questionnaire (PLPQ) and Teachers’ Job Performance Questionnaire (TJPQ). 
The population for this research comprised of all the 187 private secondary schools in Kwara state while the target population was principals and teachers in Ilorin South. In all, 10 private secondary schools principals responded to the questionnaire on Teachers’ Job Performance Questionnaire and 100 teachers responded to the Principals’ Leadership Practices Questionnaire (PLPQ). The data generated was weighted on a four-point analysis using the Statistical Package for Social Science (SPSS) and were analyzed using Pearson product moment correlation statistics and mean and standard deviation at 0.05 level of significance, Descriptive statistics of mean and standard deviation was used to answer research questions and Frequency and Percentage was used to analyze the demographic data.
The findings of the study are summarized as follows: 
The leadership practice that is the most commonly used by school principals in Kwara state is Behaviour modelling with a mean of 3.9 and standard deviation 0.4. The finding also revealed that there is high level of teachers’ job performance in secondary schools in terms of teaching, evaluation, teaching, interpersonal relationship and decision making.
Furthermore, findings from the study revealed that there is significant relationship between Principals’ Leadership Practices and Teachers’ Job Performance in Kwara state private secondary schools. The study aslo showed that there is a significant relationship between Behaviour modelling by principals and Teachers’ discipline in Kwara state private secondary schools. The study revealed that there is a significant relationship between Motivational practices by principals and Teachers’ evaluation skills in Kwara state private secondary schools.
In addition to the above stated, the findings revealed that there is a significant relationship between Mentoring practices by principals and Teachers’ teaching skills in Kwara state private secondary schools. Also, the study showed that there is a significant relationship between Team work practices by principals and Teachers’ interpersonal relations in Kwara state private secondary schools.
However, the findings of the study showed that there is no significant relationship between Innovative practices by principals and Teachers’ management skills in Kwara state private secondary schools.

Conclusion
	The study sought to examine the relationship between Principals’ Leadership Practices and Teachers’ Job Performance in Kwara state private secondary schools. During the course of the study, it was discovered that principals’ leadership practices has no significant effect on teachers’ job performance. The findings show that the leadership practice adopted by the school principals in private secondary schools has a significant effect on teachers’ disposition to their job. Since it has been proven that the principals’ leadership practices goes a long way in affecting teachers’ disposition to their work which consequently affects their job performance, it is therefore pertinent for secondary school principals to adopt the best possible leadership practices that will enhance teachers’ job performance in schools which will consequently ensure school goals and objectives are been achieved. Teachers should be very much involved in the running of the school and also be given the necessary support needed to carry out their functions effectively. 
However, correlation results from the study showed the following;
an average correlation between principals’ leadership practices and teachers’ job performance (r-value = 0.667);
average correlation between principals’ behaviour modelling and teachers’ disciplinary functions (r-value = 0.667);
an average correlation between principals’ motivational practices and teachers’ evaluation functions (r-value = 0.667);
a high correlation between principals’ mentoring practices and teachers’ teaching duties (r-value = 0.764);
an average correlation between principals’ team work practices and teachers’ interpersonal relations;
a low correlation between principals innovative practices and teachers’ management functions (r-value = 0.448).
This means that principal needs to be more effective in the enforcement of leadership strategies to achieve a higher level of result in teachers job performance.
Recommendations
Based on the result obtained in this study, the following recommendations are hereby made:
· The principals should try as much as possible to adopt the best leadership practices applicable to the school in discharging their day to day administration for effective performance in the running of their school.
· Teachers should be involved in the general school administration for the effectiveness and achievement of their goals.
· Principals’ should allow joint decision making and delegation of responsibilities in the schools for accurate outcome of decisions made in schools.
· Principals’ should as much as possible adopt atleast one suitable leadership practices in running his/her school to achieve the school educational goals and objectives.
· Principals should give correct and accurate information to the teachers and on time to guard against misunderstanding and misinterpretation of information.
· Principals should allow teachers to participate in decision-making for better performance towards achieving the educational objectives.   
Suggestions for further studies
	This research was conducted mainly on the principals’ leadership practices and teachers’ job performance in Kwara State Private Secondary Schools. It may be necessary for further research to be conducted in other states and Nigeria at large.
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APPENDIX I
UNIVERSITY OF ILORIN
FACULTY OF EDUCATION
DEPARTMENT OF EDUCATIONAL MANAGEMENT
Dear Sir/Ma,
PRINCIPALS’ LEADERSHIP PRACTICES QUESTIONNAIRE (PLPQ)
With all sense of humility and utmost respect, I am carrying out a research on principals’ leadership practices and Teachers’ job performance in Kwara State private secondary schools. You are therefore kindly requested to respond to each of the items therein with sincerity. All information supplied will be used mainly for research purposes and confidentiality is absolutely guaranteed.
Thanks for your cooperation.
Yours faithfully
                      Olawumi, A. R.	
SECTION A: Demographic data
Please kindly tick ( √ ) in the appropriate spaces provided.
Gender: Male (  ), Female (  )
Qualification: NCE (  ), HND ( ), B.Ed. (  ) M. Ed ( ) Ph.D (  )
Experience: Below 5years (  ); 5-10 years (  ); 10-15 years ( ) 15 years and above (  )
SECTION: B
Please tick (  ) in the appropriate box that match your  response to the following statements:
Key: SA- Strongly Agree A- Agree D- Disagree SD- Strongly Disagree
	S/N
	ITEMS
	SA
	A
	D
	SD

	
	BEHAVIOUR MODELLING: Teachers will display appropriate behaviour if: Principals
	
	
	
	

	1
	outlines the do’s and don’ts of functions teachers are to carry out
	
	
	
	

	2
	guide teachers in the process of carrying out their functions
	
	
	
	

	3
	communication effectively to the teacher
	
	
	
	

	4
	set personal examples of what he/she expects from the teachers
	
	
	
	

	5
	encourage teachers to carry out their functions adequately 
	
	
	
	

	
	MOTIVATIONAL PRACTICES: Teachers will be motivated if: Principals
	
	
	
	

	6
	give teachers support for their opinions 
	
	
	
	

	7
	empower teachers to perform their job very well
	
	
	
	

	8
	recognize teachers contribution to the success of the school
	
	
	
	

	9
	find ways of celebrating accomplishments
	
	
	
	

	10
	praise teachers for a job well done
	
	
	
	

	
	MENTORING PRACTICES: Teachers will be adequately mentored on good job practices if: Principals
	
	
	
	

	11
	build a climate of mutual trust and respect 
	
	
	
	

	12
	take note of factors that affect teachers’ performance 
	
	
	
	

	13
	build a culture of teacher-leadership 
	
	
	
	

	14
	encourage teachers to work towards the same goal
	
	
	
	

	15
	build staff support for noticeable inadequacies in job done by teachers 
	
	
	
	

	
	TEAM WORK PRASCTICES: Teachers will develop and enjoy working with others if: Principals
	
	
	
	

	16
	develop structures of team spirit, collective vision and mission statements
	
	
	
	

	17
	build a climate of mutual trust and respect
	
	
	
	

	18
	 build collaboration internally 
	
	
	
	

	19
	build consensus among teachers
	
	
	
	

	20
	strengthen staff by sharing power and delegating duties
	
	
	
	

	
	INNOVATIVE PRACTICES: Teachers will become innovative and discover new ways of doing their job if: Principals
	
	
	
	

	21
	enlist teachers vision by appealing to shared expectation
	
	
	
	

	22
	continually search for new solutions to problems 
	
	
	
	

	23
	ensure that teachers learn new skills and develop themselves
	
	
	
	

	24
	encourage  the teachers to attend conferences, seminars workshop to learn new thing
	
	
	
	

	25
	challenge teachers to try out new ways of doing their job
	
	
	
	



APPENDIX II
UNIVERSITY OF ILORIN
FACULTY OF EDUCATION
DEPARTMENT OF EDUCATIONAL MANAGEMENT
Dear Sir/Ma,	
TEACHERS’ JOB PERFORMANCE QUESTIONNAIRE (TJPQ)
With all sense of humility and utmost respect, I am carrying out a research on principals’ leadership practices and Teachers’ job performance in Kwara State private secondary schools. You are therefore kindly requested to respond to each of the items therein with sincerity. All information supplied will be used mainly for research purposes and confidentiality is absolutely guaranteed.
Thanks for your cooperation.
Yours faithfully
Olawumi, A. R.
SECTION A: Demographic data
Please kindly tick (√ ) in the appropriate spaces provided.
Gender: Male (  ), Female (  )
Qualification: NCE ( ), HND ( ), B.Ed. (  ) M. Ed (  ) Ph.D (  )
Experience: Below 5years (  ); 5-10 years (  ); 10-15 years ( ) 15 years and above (  )





SECTION: B
Please tick ( ) in the appropriate box that match your  response to the following statements:
Key: SA- Strongly Agree A- Agree     D- Disagree SD- Strongly Disagree
	S/N
	ITEMS
	SA
	A
	D
	SD

	
	TEACHER’S DISCIPLINARY DUTIES: Teachers
	
	
	
	

	1
	abide by the rules and regulations of the school
	
	
	
	

	2
	attend class regularly 
	
	
	
	

	3
	are well devoted to task given to them
	
	
	
	

	4
	manage the time allocated to the subject effectively
	
	
	
	

	5
	dress decently to school
	
	
	
	

	
	EVALUATION DUTIES: Teachers
	
	
	
	

	6
	grade student academic work objectively 
	
	
	
	

	7
	monitor students’ assessment
	
	
	
	

	8
	use feedback from examination process to improve instruction
	
	
	
	

	9
	shows concern about students’ assessment
	
	
	
	

	10
	give class work and assignment thoroughly and on time
	
	
	
	

	
	TEACHING DUTIES: Teachers	
	
	
	
	

	11
	take individual differences into consideration
	
	
	
	

	12
	make use of instructional material effectively
	
	
	
	

	13
	establish a focus on student learning
	
	
	
	

	14
	communicate well while teaching
	
	
	
	

	15
	initiate new instructional method
	
	
	
	

	
	INTERPERSONAL RELATIONS: Teachers
	
	
	
	

	16
	relates well with students and their parents
	
	
	
	

	17
	foster meaningful relations among themselves
	
	
	
	

	18
	provide individualized-support for other staff
	
	
	
	

	19
	foster collective capacity building among themselves
	
	
	
	

	20
	manage conflict among themselves 
	
	
	
	

	
	MANAGEMENT DUTIES: Teachers 
	
	
	
	

	21
	involved in school planning activities
	
	
	
	

	22
	are given management key roles and positions to play in school committees 
	
	
	
	

	23
	very often to represent the school on outside occasions
	
	
	
	

	24
	participate in decision making in school
	
	
	
	

	25
	had strong representation on the school management board
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