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Kampala Capital City Authority
OPERATIONAL DEFINITIONS

Autocratic leadership

Autocratic leadership is where manager retains as much power and decision-making authorization as possible and autocratic leaders tell other people what to do
Bureaucratic leadership

Bureaucratic leadership is the process where leaders influence the people under them to follow the policies and procedures designed by them. The leaders are strongly committed to their processes and procedures but not to their people. 

Democratic leadership

Democratic leadership is the process influencing people in a manner consistent with the basics of democratic principles and processes, such as deliberation, equal participation, inclusiveness and self-determination.
Leader(s) 

Leader(s) is a person(s) who does a good diagnostician and adopt style to meet the demands of the situation in he/she operates.
Leadership  

Leadership is the ability to employ managerial competences to organized team performance processes by inspiring, igniting and motivating teams to meet set organizational goals
Leadership styles

Leadership styles are the way in which a leader supports, encourages subordinates in decision- making and directs them in pursuing organizational goals
Members

Member(s) are associate(s) of a group of people or a subject within an organization either social, Political and economical  

Staff

Staff is a member of the organisation and is bided by rules and regulations by that organizations

ABSTRACT

This study was about leadership styles and team performance in local government, taking Kampala Capital City Authority (KCCA) as a case study. The study is important because it assessed the practices leadership styles that play important roles in the fields of organizational behaviour, strategic management, strategic human resource management and management in general. The study was guided by the following objectives: To establish how autocratic leadership style ensures staff commitment, to examine how Democratic leadership style ensures quick decision making and to analyse how Bureaucratic leadership style ensures quality services at KCCA

The study used a case study design as a research strategy with both qualitative and quantitative methods. The study used a targeted population of 253, from which a sample size of 155 was determined using the Solvene’s formula.  Census, simple random and purposive sampling techniques were used to select the sample. Self-administered Questionnaire and the interview guide were the main data collection instruments.

The study found out that, autocratic leadership promoted dictatorship within KCCA leaders and that staff at KCCA are given 10% of the opportunities to make suggestions and are never consulted on policy issues and their implementation. The study also revealed that, due to the adoption of democratic leadership KCCA has managed to promote commitment (45.2%) from team members. This is evidenced by holding staff meetings regularly together with their leaders which makes them to trust and respect their leaders. With bureaucratic leadership, all members are part of the decision making team and members feel they control their own destiny and it was discovered that bureaucratic leadership at KCCA has created a total respect for rules and regulations and team members follow routine and repetitive checkups, it has also led to high staff turnover and low team performance and members are demoralized by the inflexibility and high control levels by the leaders. 
The study recommended the scientific management theory by Taylor through which democratic leadership style emanates. KCCA should therefore adopt democratic style of leadership in order to adequately commit the workforce for improving its team performance.
CHAPTER ONE

INTRODUCTION

1.1. Background to the Study

This study is about leadership styles and team performance in local government, taking Kampala Capital City Authority (KCCA) as a case study. The study is significant to KCCA because it adopted and practices leadership styles that play important roles in the fields of organizational behaviour, strategic management, strategic human resource management and management in general. However, KCCA have had governance and administrative challenges that need to be addressed by this study via initiation of collaborative effort among the employees, as staff, leaders and other stakeholders as team members of KCCA.
Globally, there seems to be a team performance crisis in the public service, as there is need to produce more for less. This economic problem that strikes through poor, developing and developed countries alike has raised the appetite for efficiency, hence the need for evaluation mechanisms to help assess the team performance of local government institutions or programmes (Nabukeera, Ali & Raja, 2014). In the recent past, leadership has emerged in strong terms as a new effective approach for managing employees and the organizations at large. This has necessitated the strategic integration of new leadership styles into the effective management of government institutions, authorities both in the public and private sector organizations.
Waterman, Peters & Philips (2008) assert that, “the effective leader must be a good diagnostician and adopt style to meet the demands of the situation in which they operate”. The amount of direction and social backup a leader gives to subordinates is dependent on their styles to fit the context. Today, leaders are the essential drivers of good and quality team performance especially in public  institutions; and  for  them  to  be  able  to  achieve  that;  they  must  be  equipped  with appropriate skills and knowledge. Mangan & Cardinal (2013) points out that the role of a leader cannot be overlooked if their effectiveness is to be improved to promote team performance change; adding that policy structures should be accompanied by a supportive process intended to strengthen the role of leaders.
The team performance of local governments has been declining drastically and continues to decline, especially in developing countries. In Nigeria, Kenya and Ghana, local governments have been criticized for poor and declining team performance; and according to Karanja (2014: 132), 67% of people in Tanzania were below average. For example, Malinga (2004), ranked KCCA as number 6 in Uganda and number 9700 in terms of team performance in the whole world. This is far below average and a lot of effort is still needed if the team performance is to improve significantly.

Worldwide, in today’s dynamic business environment, organizations have an even bigger challenge in helping less-performing workers to increase their team performance in an increasingly casual world, and helping all employees to become more effectively in the workplace. Local governments (for this case) face many problems associated with employee team performance as well as the nature of the work (Malinga, 2004). Employees have varying literacy and skill levels, which may impact on their team performance. Leadership is of utmost importance. Indeed there is no substitute for it. But leadership cannot be created or promoted and cannot be taught or learned.” Leadership is vitally important at all levels within the company from main board to the shop floor. Leadership is the more moral intellectual ability to visualize and work for what is best for the company and its employees. The most vital thing the leader does is to create team spirit around him and near him, not in a schoolboy sense, but in realistic terms of mature adults.

Choudwury (2004) was of the view that the twenty-first century leaders must create an atmosphere in which people believe in management decisions and such an atmosphere makes an organization prosper because leaders create this sort of environment both inside and outside the organization. The team performance of local governments has lately declined due to various reasons like poor management, inappropriate leadership styles and poor student attitude (Nabukeera, Ali & Raja, 2014, Malinga, 2004). In South Africa, for example, recent developments in the way employees are managed have brought about the need to seriously consider employees as major stakeholders in organizations (Tchapchet, 2014). At a time when employees in other parts of the world are regarded as the main source of competitive advantage, South Africa is still enmeshed in a labour crisis typified by industrial actions. In Kenya, most companies have started adopting the use of the BSC (Balanced Score Card) as a way of improving employee team performance (Malinga, 2004). This has improved the overall team performance of such companies as employees are given feedback about their levels of team performance and they improve on their areas of weaknesses. In Ethiopia, there is growing interest in the use of the BSC in more firms with support from government as such  practice  motivates  employees  to  work  hard  and  improve  their  team performance  of  tasks (Tessema et al, 2006).

In Uganda, local governments and their authorities like KCCA were found to have faced significant employee team performance challenges (Kagaari & George, 2013). These authorities have found themselves in an increasingly competitive environment where there are fewer employees in leadership positions available to attend to the communities’ needs (Thornton & Judge 2013). Therefore, this poses the need for effective leadership styles if these institutions are to deliver services in an effective manner.

Conceptually, Leek, Turnball & Naude  (2002)  defined  leadership  as  the  ability  to  employ  managerial competences to organized team performance processes by inspiring, igniting and motivating teams to meet set organizational goals. Bacal (2004) defines leadership styles as particular behaviours applied by a leader to motivate subordinates to achieve the objectives of the organization. Leadership style is the way in which a leader supports, encourages subordinates in decision- making and directs them in pursuing organizational goals. Leadership is the ability to guide and motivate a group of people to a common purpose. Northouse (2001) observes that leader’s ability to lead is contingent upon various situational factors, including the leaders preferred style, the capabilities and behaviors of workers that depend heavily on the situational factors.

According to Cherry (2010), the autocratic leader determines policy alone and assigns tasks to individuals without any consultation with them. Subordinates are expected to carry out the leader’s directives without question. The leader rules by decree. This type of leadership is also known as coercive, dictatorial, directive, dominating or authoritarian. These observations also appear in the work of Thornton & Judge (2013), Arthor (2009) and Quang and Vuong (2009) who opined that autocratic leadership style is paternalistic or dictatorial style, and that it can be effective when the decisions made to reach organizational goals take into account the best interest of the employees.

The democratic leader seeks to persuade and consider the feelings of persons and encourages their participation in decision-making. Bacal (2004) observes that leadership in schools and colleges is not confined to the head teacher alone, but may be assumed by or dispersed to others including the deputy head teacher, team leaders, curriculum leaders and class teachers. Leaders influence followers’ organizational commitment by encouraging them to think critically, involving followers in decision-making processes and inspiring loyalty while recognizing and appreciating the different needs of each follower to develop his or her personal potential.  This view was supported by prior research that showed that organizational commitment was higher for employees whose leaders encouraged participation in decision-making, emphasized consideration, were supportive and considerate and were concerned for their followers’ development (Adair, 2005).

Team performance is defined as the ability of a team to meet their tasks, requirements and objectives through strategic investment into organizing, executing and accomplishing roles and duties in the minimum time possible (Adair, 2005). Team performance is therefore about executing defined duties, meeting deadlines, team input, and achieving departmental goals.

According to MacDonald & Smith (2003) effective leadership leads to efficiency, specialization, effective feedback and good organizational relations. The cohesion of both leadership and team performance should be evident through style and approach by managers in the attempt to cause efficiency which requires specific leadership approaches to unique team performance challenges. It is argued  that  effective  leadership  has  a  positive  sway  on  the  team performance of  an  institution/organization. Team performance was conceptualized by attributes of efficiency, quality work, improved productivity as well as timeliness in task completion.

Theoretically, the study was underpinned by Frederick W. Taylor’s (1856-1915) scientific management theory which was developed in the early 20th century. The theory seeks to improve an organization's efficiency by systematically improving the efficiency of task completion by utilizing scientific, engineering, and mathematical analysis (Burke & Latwin, 2001).  The idea here is that workers should be given as much autonomy as practically possible so that they can use the most appropriate approaches   in order to effectively perform their tasks. In addition, frontline workers need to show flexibility in a rapidly-changing environment since rigid, rules-driven organizations really struggle to adapt in such situations. If employees receive special attention and are encouraged to participate, they perceive their work to be significant, and they are motivated to be more productive, resulting in high quality work. The theory is based on principles of individual attention and recognition and aligns with the human relations theory which proved that the factor most influencing productivity is relationships. Productivity increases due to relationships and being part of a supportive group where each employee's work has a significant effect on the team output. Thus, the increased attention the workers receive from their leaders increases their motivation, productivity and team performance in general (Burke & Latwin, 2001).

Contextually, KCCA as local government in Uganda has recognized the importance of hiring transformative managers in its enterprises and has developed a policy that institutes leadership styles in service to citizens. Since early 2000, the KCCA introduced a combined leadership between political and technical in order to effectively execute their team performance contracts senior state officials heading departments and faculties were required to change their leadership styles from dictatorship to other leadership styles (KCCA, 2007).  KCCA human resource Policy, (2010), that inter alia focuses on leadership styles and Team performance, highlights the following policy objectives:

1) Transforming practice related to achievement of results.
2) Preparing skilled professionals and behavioral teams which in turn promote coordination and togetherness. 

3) Providing programs that canter for leaders – teams’ relationship in order to simulate quality.

Despite of the above, objectives, the community at KCCA developed a toxic culture that is best exemplified by a mentality of ‘Us vs Them’. The atmosphere is always emotionally charged with staff mistrusting the leaders and seeking to protect their jobs. There is a constant battle for the limited resources, with staff members preferring to meet their own needs at the expense of developing the institution and delivering the needed services. This has been the cause of the numerous strikes by staff within KCCA. 
1.2. Problem statement 

KCCA was established by an Act of Parliament as an authority with the aim of improving team performance through staff commitment, quick decision making and quality services. The team performance at KCCA has, however, reportedly declined over the past years despite having leaders. The staff Evaluation Report (2017) revealed that over 60% of the employees failed to meet their targets despite the equitable financial allocations and the available staff capacity. The IGG Report (2017) observed that the decline in team performance which  was a result of failure by the leaders to agree on KCCA’s economic, financial, social and political issues that arise as a result of governance issues that have led to failure to take decisions, no commitment and providing unsatisfactory  services to the communities within KCCA. 
In addition, the community at KCCA developed a culture that was best exemplified by the mentality “US vs THEM”. The atmosphere is emotionally charged with staff mistrusting leaders, and seeking to protect their Jobs which demoralized their team performance leading to failure to achieve the set goals of 70% that at the end declined to 60%.    According to KCCA Report (2017), KCCA has also experienced the depraved situation associated with delays and unfair salaries, allowances and other benefits. There is a constant battle for the limited resources, with staff members preferring to meet their own needs at the expense of development of the institution and delivery of the needs of citizens and also dissatisfaction among the staff with the way top officials were appointed hence affecting decision making which fell from 65% to 50%. This has been the cause of the numerous sit-downs and strikes staged by team members (KCCA Report, 2015).  At times there has been conflicts between top leaders and team members who negatively influenced Council to act in a subjective and unprofessional  manner causing weakness that was detrimental to quality services that fell from 70% to 55%. It is therefore, against this background that, the study examined whether leadership styles contributes to team performance at KCCA. 
1.3. Purpose of the study 

The  purpose  of  the  study  is  to  examine  how  leadership styles via autocratic, bureaucratic  and democratic will ensure staff commitment, quick decision making and quality services and make to foster team performance at KCCA.
1.4. Objectives of the study 

The study was guided by the following objectives:

i. To establish how autocratic leadership style ensures  staff commitment at KCCA

ii. To examine how democratic leadership style ensures quick decision making at KCCA
iii. To assess how bureaucratic leadership style ensures the quality services at KCCA.
1.5.  Research questions 

The study was guided by the following research questions:

i. How does autocratic leadership style ensure staff commitment at KCCA?

ii. How does democratic leadership style ensure quick decision making at KCCA?
iii. How does bureaucratic leadership style ensure quality services at KCCA?
1.6.  Hypothesis of the study 

H0:
There is no relationship between leadership styles and team performance of KCCA. 

H1:
There is a relationship between leadership styles and team performance of KCCA. 
1.7.  Scope of the study 

The scope of the study focused on the content, geographical and time. 

Content scope 
The study aimed at examining how leadership styles contribute to team performance considering staff commitment, decision making and quality services at KCCA. It objectively concentrated on establishing how autocratic leadership style ensures staff commitment to examine how democratic leadership ensures quick decision making and to analyse how bureaucratic leadership style ensures quality services at KCCA.
Geographical scope 

The study was carried out at KCCA which is located on Nakasero Hill within the middle of Kampala City 

Time scope 

The research covered a period of six months that is January to June 2019 which is long enough to give enough analysis. However, the study covered three years 2016-2018. During this period KCCA had a management crisis that led to wrangles between the political and technical leadership.

1.8.  Significance of the study

The study findings shall benefit the following: 

Local Government 
The study findings are expected to benefit local government institutions intending to obtain effective team performance from their workers by using new approaches to leadership, hence reducing the influence of autocratic leadership. 

Researchers and Academics
 The research shall be useful to future researchers, staff in various organizations and academics.  By exploring new findings and adding to the existing knowledge. 

KCCA

 This study shall be used to identify leadership styles that affect team performance, for example autocratic leadership, democratic leadership and bureaucratic leadership. This will help KCCA in designing policies and procedures that improve the realization of effective characteristics of various leadership styles.

1.9. Arrangement of the study 

The presentation of this research dissertation was structured in five chapters:

Chapter one the introduction, background, problem statement, objectives of the study, research questions, hypothesis of the study, significance of the study, setting of the study, scope of the study and the arrangement of the study. 

Chapter two the literature survey, literature review theoretical review and the conceptual framework.

Chapter three the methodology which include, research design, study population, sample size, sampling methods,  data collection methods, data collection instruments,  data editing and data analysis, ethical consideration and limitation of the study.
Chapter four presents data presentation, interpretation and analysis

Chapter five presents summary conclusion, recommendation as well as areas of further research.

1.10 Conclusion

This chapter identifies the objectives of the study which are to be examined in the study literature under chapter two. 

CHAPTER TWO

STUDY LITERATURE

2.0. Introduction 

This chapter is a review of scholarly views relating to the impact of the leadership styles on team performance. 
2.1. Literature survey 

Ddamulila (2008) carried out a study on the patterns of leadership roles for team effectiveness in non-economic organizations compared to economic organizations, focusing on Jinja Municipality. The study found out that the role of leadership is not random at Jinja Municipality. Therefore, they believe that an empirical approach is necessary to test the assumptions about leadership and team performance. However, the study did not go further to examine how leadership styles contribute to team performance, hence the need of this study. 

Ssesanga (2012) investigated the relationship between leadership styles and employee performance in public institutions, a case of Ministry of internal affairs. The results reveal that leadership styles affect subordinates’ job expectancies. The situational factors (task structure, role ambiguity, stress, need for autonomy, locus of control, need for achievement and perception about abilities) affect subordinates’ job expectancies. While subordinates’ attributes/characteristics (age, gender, qualification, rank, experience and length of service under the current supervisor) do not affect job expectancies except for rank/position and expectancy. However, this study did not examine the effect of democratic leadership style on team performance hence bridging the gap. 

Kawooya (2010), studded the effect of transformation leadership practiced in Mityana District and their effect on team performance.  The purpose of the study was to analyze the effect of corporate leadership styles, authoritative leadership styles and laissez- faire leadership styles on their ability to influence work and productivity in Mityana District in a manner that creates efficiency and effectiveness. The objectives that guided the study were; To  investigate  the  influence  of  corporate  leadership  styles  influence employee  team performance,  to investigate the effect of laissez-faire leadership styles on team performance and to analyze the effect of authoritative  leadership styles on employee team performance in Mityana District. However, the study did not cover the contribution of bureaucratic leadership to quality services for promoting team performance at KCCA, hence the need of this study.  

2.2. Theoretical review 

Theoretically, the study embraced the contingency theory of leadership, Path-goal theory, Leader-member exchange theory, Behavioral theory and scientific management theory. 
Contingency theory of leadership 

 The theoretical underpinning of how leadership styles affect teacher commitment draws from the general leadership theories, particularly the contingency theory of leadership, as discussed by Karanja. The contingency theory was developed based on the premise that there is no one best way to manage an organization (Karanja, 2014).

The theory is based on the argument that effective leadership depends on the prevailing situation (Nabayego, 2011; Craig, 2009). The theory maintains that it is difficult to attain the desired results when the applied leadership style is inappropriate to the task environment, the task itself and the characteristics of subordinates (Karanja, 2014; Nabayengo, 2011). This implies that the leadership style that leads to the desired result varies according to a number of situational factors, including; the characteristics of employees training, nature of work and culture of the organization.

The leader had to be prepared to address effectively a host of situational variables in order to make intelligent decisions regarding his actions. Path-Goal Model was predicated on the idea that both worker team performance and satisfaction were influenced by the behaviour of the leader. The leader’s task was to ensure workers understand the goals, reduce or eliminate any impediments to goal accomplishment and work to increase the employee’s satisfaction while achieving the goals. The Decision Making Model of Vroom (1994) noted that it was important for the leader to determine how much participation subordinates would have in the decision-making process. The model was predicated on the idea that there was a direct link between subordinates and their leaders.

Contingency theory is a leader match theory that explains the match of leaders to appropriate situations. The contingency approach suggests that no single leadership style, specific leadership functions or particular leadership qualities are recommended as the best under all circumstances (Gerber, 1996). The contingency approach represents a shift in leadership research from focusing on the leader to looking at the leader in conjunction with the situation in which the leader works (Fiedler, 1978). It suggests that a leader’s effectiveness depends on how well the leader’s style fits with the context. To understand the team performance of leaders, it is essential to understand situations in which they lead.

Effective leadership occurs when the leader accurately diagnoses the development level of the subordinates in a task situation and then uses a leadership style that matches the situation (Blanchard, Zigarmi & Nelson, 1993).  Leadership effectiveness depends on the fit between a leaders behaviour and the characteristics of subordinates’ and task (Karanja, 2014). Fiedler’s (1997) contingency theory posited that effective group team performance was dependent upon the appropriate match of the leader’s personality and the situation. Personality orientation of the leaders is centered on a task or interpersonal style. Using the same theory, Karanja (2014) and Nabayengo (2011) concluded that it is always difficult to get the desired results when the leadership style applied on employees was inappropriate depending on situational factors, including the characteristics of employees, nature of work and culture of organization.
Leader-Member Exchange (LMX) Theory
The study made use of the Leader-member exchange theory (LMX). According to Alshammari (2015), the leader–member exchange (LMX) theory is a relationship-based approach to leadership that focuses on the two-way (dyadic) relationship between leaders and followers. It suggests that leaders develop an exchange with each of their subordinates, and that the quality of these leader–member exchange relationships influences subordinates' responsibility, decisions, and access to resources and team performance (Ehimare, 2011). Relationships are based on trust and respect and are often emotional relationships that extend beyond the scope of employment. Leader–member exchange may promote positive employment experiences and augment organizational effectiveness. 
Leader–member exchange theory (LMX) of leadership development explains the growth of vertical dyadic (relationship) workplace influence and team performance in terms of selection and self-selection of informal apprenticeships in leadership (Grimsley, 2014). It suggests that leaders select the best and make offers and members of team accept or not. Apprentices who complete the program develop strong emotional attachments with their mentor-teacher. This is reflected in their descriptions by both of their relationship as one of mutual respect for competence, trust in character and benevolence toward each other. Those who complete the apprenticeship training are more collaborative, helpful to all team members, more deeply engaged in team activities and contribute more to team health and prosperity. This is seen as a win-win relationship by parties, their team, network and overall Team (Grimsley, 2014). 

According to Boldman & Deal (2003), the goal of LMX theory is to explain the effects of leadership on members, teams, and organizations. According to the theory, leaders form strong trust, emotional, and respect-based relationships with some members of a team, but not with others. LMX theory claims that leaders do not treat each subordinate the same. The work-related attitudes and behaviors of those subordinates depend on how they are treated by their leader (Raja, 2012).

Behavioral Theory

The early twentieth century fostered the development of a more focused search for the basis of leaders. Behavioral theorists identified determinants of leadership so that people could be trained to be leaders (Yuchtman & Seashore, 2007). 

Researchers developed personality tests and compared the results against those perceived to be leaders. By the 1940s, researchers had amassed very long lists of traits from numerous psychologically oriented studies (Yuchtman & Seashore, 2007). This tactic had two problems: First, the lists became longer and longer as research continued; Second, the traits and characteristics identified were not powerful predictors across situations. This second major thrust, which looked at Transformation Leadership in an attempt to determine what successful leaders do, not how they look to others, began to look at leaders in context. That is, in context of the Team they work in, by identifying behaviors leaders exhibit that increase the effectiveness of the company. Behavioral theorists developed training programs to change managers’ leadership behaviors and assume that the best styles of leadership could be taught (Sila, 2005). The well- known and documented local government of Michigan and Ohio State leadership studies took this approach (Homer, 1997).

Path Goal Theory 

The Path-Goal model is a theory based on specifying a leader's style or behavior that best fits the employee and work environment in order to achieve a goal (Stone & Blase, 1996). The goal is to increase employees' motivation, empowerment, and satisfaction so they become productive members of the organization. Path-Goal Theory propounded by Stone & Blase, (1996) stipulates that the team performance of subordinates is affected by the extent to which a leader influences followers to move in a given direction of team performance by satisfying subordinates expectations. Consequent to the theory, in order to have expected team performance, leadership practices should embrace motivation, control and support activities to subordinates. In the theory, leaders are perceived as having capacity in terms of wisdom and intelligence to mobilize or influence followers (subordinates) towards achievement of any task/job; and therefore, the theory assumes that there must be repeated activities carried out by the leader to arrive at the best team performance. At the same time it also assumes that people (subordinates) are easily swayed up by influence and profoundly affected by lack of direction. Therefore, in KCCA, establishment of paths to desired goals is a prerequisite.
Path-Goal is based on Vroom's (1964) expectancy theory in which an individual will act in a certain way based on the expectation that the act will be followed by a given outcome and on the attractiveness of that outcome to the individual. The path-goal theory can best be thought of as a process in which leaders select specific behaviors that are best suited to the employees' needs and the working environment so that they may best guide the employees through their path in the obtainment of their daily work activities (goals) (Northouse, 2013).

 According to Stone & Blase, (1996), employees interpret their leader's behavior based on their needs, such as the degree of structure they need, affiliation, perceived level of ability, and desire for control. For example, if a leader provides more structure than what they need, they become less motivated. Thus, a leader needs to understand their employees. The independent variables of Path-Goal Theory are the leader's behavior the leader adjusts his / her style of behavior to the employee and task characteristics so that the employee's motivation is to excel their goals and Team objectives.  

Scientific Management Theory by Taylor 
The theory seeks to improve an organization's efficiency by systematically improving the efficiency of task completion by utilizing scientific, engineering, and mathematical analysis. The goal is to reduce waste, increase the process and methods of production, and create just distribution of goods. This goal serves the common interests of employers, employees and society. The theory maintains that leaders/managers should gather information, analyze it, and reduce it to rules, laws, or mathematical formulas; and those managers should select workers scientifically and train them (Blanchard, 2009). Leaders should also ensure that the techniques developed by science are used by the workers and that managers  apply  the  work  equally  between  workers  and  themselves;  where  leaders  apply scientific management theories to planning and the workers perform the tasks pursuant to the plans.
The idea here is that workers should be given as much autonomy as practically possible so that they can use the most appropriate approaches   in order to effectively perform their tasks. In addition, frontline workers need to show flexibility in a rapidly-changing environment since rigid, rules-driven organizations really struggle to adapt in such situations (Burke, 2001). If employees receive special attention and are encouraged to participate, they perceive their work to be significant, and they are motivated to be more productive, resulting in high quality work. The theory is based on principles of individual attention and recognition and aligns with the human relations theory which proved that the factor most influencing productivity is relationships. Productivity increases due to relationships and being part of a supportive group where each employee's work has a significant effect on the team output. Thus, the increased attention the workers receive from their leaders increases their motivation and productivity (Burke, 2001).

According to the theory, workers feel special when they are selected to participate in the study and are being paid so much attention by the researchers. Workers develop strong interpersonal relationships with one another and their supervisor as they determine how to manage their work together under the new structure and they all value the contributions of their co-workers and such strong interpersonal relationships creates a pleasant and enjoyable work environment.

In summary all the four theories are applicable to this study, but it is scientific management theory that guided the study. This is because the topic is about leadership styles and thus requiring a related theory which significantly describes change through how people can be managed.
2.3. Literature Review

2.3.1. Autocratic leadership style and staff commitment
Autocratic Leadership refers to an extreme form of transactional leadership, where a leader exerts high levels of power over his or her employees or team members (Kates & Galbraith, (2007). People within the team are given few opportunities to make suggestions, even if these would be in the team's or organization's interest. Most people tend to resent being treated like this. Because of this, autocratic leadership usually leads to high levels of absenteeism and staff turnover. Also, the team's output does not benefit from the creativity and experience of all team members, so many of the benefits of teamwork are lost. For some routine and unskilled jobs, however, this style can remain effective where the advantages of control outweigh the disadvantages (AbdelMarksoud, Asada &Nakagawa, 2008). However, in institutions that do not encourage such forms of dictatorship, this style of leadership may not apply hence the dilemma is how to know which style to adopt for different organizational setups.

The authoritarianism concept was developed by the psychologist Adorno during World War II to measure susceptibility to autocratic, fascistic or anti-democratic appeals. After that, the concept was extended to the human personality. According to AbdelMarksoud, Asada &Nakagawa (2008), this concept refers to a belief that there should be status and power differences among people in organizations.” Authoritarians tend to place high moral value on their beliefs and are strongly oriented towards conformity of rules and regulations (Nkonge, 2008). They naturally prefer stable and structured work environments which are governed by clean rules and procedures. Further, they believe obedience and respect for authority and blind acceptance of authority. These people are generally conservatives concerned with toughness and power, are close-minded and generally less educated. But because of their belief in acceptance of authority they make good followers, work better under directive supervision and are more productive within authoritarian organizational structure (Nabayego, 2011). However, it is not known to which kind of organizations such style is applicable, though Karanja (2014) asserts that autocratic style of leadership is suitable for firms like manufacturing, military institutions, among others.

This style is used when leaders tell their employees what they want done and how they want it accomplished, without getting the advice of their followers. Some of the appropriate conditions to use it are when you have all the information to solve the problem; you are short on time; and your employees are well motivated. Some people tend to think of this style as a vehicle for yelling, using demeaning language, and leading by threats and abusing their power. This is not the authoritarian style, rather it is an abusive, unprofessional style called bossing people around. It has no place in a leader's repertoire (Adair, 2005). The authoritarian style should normally only be used on rare occasions. Though the dilemma is in determining which rare occasions to apply it or when not to apply it as it may not be applicable for most occasions. Although good leaders use all three styles of autocratic, democratic and bureaucratic leadership, with one of them normally dominant, bad leaders tend to stick to one style. On the other hand, this style of leadership demands total control of subordinates but in actual sense some employees need not to be controlled.  

According to Cherry (2010), the autocratic leader alone determines policy and assigns tasks to individuals without any consultation with them. Subordinates are expected to carry out the leader’s directives without question and the leader rules by decree. This type of leadership is also known as coercive, dictatorial, directive, dominating or authoritarian. In an incidence where employees are sidelined in decision-making processes, they feel demoralized and demotivated since they develop an attitude that they are not part of the organization. However, this may bring about resentment and résistance by employees if decisions are made secretly and just imposed on to them as this discourages them and they feel they are not part of the organization, thus affecting the team performance of the institution.
Tisdale (2012) also subdivided the autocratic leadership style into two sub-styles one of which is the directive autocratic style, which involves overly task-minded unilateral decision making and close supervision of group members to ensure that assigned tasks are accomplished as desired.  The  other  sub-style  is  the  permissive  autocratic  style  which  involves  making decisions unilaterally and giving group members some latitude in carrying out their work. What should be noted, however, is that Tisdale (2012) discussed these leadership styles while correlating leadership styles and team performance in Ugandan local governments. The style bases itself on employee direction, however, too much strict direction of employees also demotivates them and reduces their morale at work, which eventually leads to team performance decline.

This leadership style is preferred because decisions are quick since the staffs are not consulted and work is usually completed on time. However, this type of leadership style denies employees of any input into their work situation as work is always structured and done using specific procedures (Michael, 2013). This eventually makes employees feel they are not being valued by the institution which leads to low effort and or even increased staff turnover.

Autocratic leadership style can also decrease motivation and increase staff turnover. The needs of workers are ignored and this leads to low morale and frustration and subsequently affects commitment. The leader is overly concerned about the task execution and ensures that working facilities are in place and that group members complete assigned work regardless of their welfare condition (Flickety & RajDahal, 2014). Referring to the autocratic leadership style as paternalistic or dictatorial style, Joseph (2014) noted that it can be effective when the decisions made to reach organizational goals take into account the best interest of the employees. This type of leader can cause lack of employee commitment and loyalty to the leader. Both authors agree that such type of leadership is dictatorial and most of the times leads to staff turnover. They all look at authoritarian leadership style as characterized by a rigid rules system and an expectation of obedience to authority. However, schools with this style of leadership have much higher employee turnover and teacher absenteeism because it limits employee participation in decision-making.

2.3.2. Democratic leadership style and Decision making 

The objective of democratic leadership is to get every staff on board so as the leader, management and other stakeholders are involved and accountable for their decisions. Although a democratic leader will make the final decision, he or she invites other members of the team to contribute to the decision-making process. This not only increases job satisfaction by involving employees or team members in what is going on, but it also helps to develop people's skills (Kouzes & Posner, 2003). Employees and team members feel in control of their own destiny, and so are motivated to work hard by more than just a financial reward. In addition, it can be most suitable where team-working is essential and quality is more important than speed to market or productivity. However, as employee participation takes time, this style can lead to things happening more slowly than an autocratic approach and ends up affecting the team performance of an institution, though often the end result is better. In fact, recent studies (Kasenene, 2005) have observed that this style of leadership gives much freedom to employees and they end up not performing their duties, thus leading to poor team performance of their institutions.

This style involves the leader including one or more employees in the decision-making process (determining what to do and how to do it). However, the leader maintains the final decision making authority. Using this style is not a sign of weakness; rather it is a sign of strength that your employees will respect you (Arvantis, 2009). This is normally used when you have part of the information, and your employees have other parts. Note that a leader is not expected to know everything; this is why you employ knowledgeable and skillful employees. Using this style is of mutual benefit; it allows them to become part of the team and allows you to make better decisions. One of the participative leadership styles at the University the researcher noticed was the contribution given by the supervisor to the subordinates at the landscaping unit (Bacal, 2004). The author goes ahead to assert that it is healthy for subordinates to be involved in decision making, though he does not specify at which stage of decision-making they should stop. In addition, involving employees in top-level institutional decisions may affect the company as they may pass confidential company information to competitors.
Cherry (2010) asserts that a participative leadership style has a greater influence on the positive commitment of subordinates than an authoritarian (task-oriented) leadership style. He further asserts that leadership styles of leaders play an important role in increasing employees’ positive attitudes. This is in line with what Deshpande, Farley, Webster (2007) noted that followers (employees) feel trust and respect towards the leader whose leadership style meets their needs, wants and aspirations and they are motivated to do more than they are expected to do. However, the authors do not clearly show what effects it could have on the organization if all employees are allowed to participate in top-level company issues; and, further still, what could happen to such an organization if employees were total eliminated from decision-making affairs of the organization.

According to Grimsley (2014), employee commitment reflects the quality of leadership in the organization. Therefore, it is logical to assume that leadership behaviour would have significant relationship with organizational commitment. Previous research suggests a positive direct relationship between leadership behaviour and organizational behaviour (Boldman & Deal, 2003).  However,  it  is  not  only  leadership  that  determines  employee  commitment  to  the organization, both authors agree that leadership influences employee commitment but other factors such salary, work environment, among others, influence employee commitment. Thus, supportive leaders are always paid back in form of commitment from staff since this improves overall work environment and eventually leads to improved team performance.

The participative leader seeks to persuade and consider the feelings of persons and encourages their participation in decision-making. For example, Grimsley (2014) observes that leadership in schools and colleges is not confined to the head teacher alone, but may be assumed by or dispersed to others including deputy head teacher, team leaders, curriculum leaders and class teachers. Leaders influence followers’ organizational commitment by encouraging them to think critically, involving followers in decision-making processes and inspiring loyalty while recognizing and appreciating the different needs of each follower to develop his or her personal potential (Cherry, 2010). By encouraging followers to seek new ways to approach problems and challenges and identifying with followers’ needs, transformational leaders are able to motivate their followers to get more involved in their work, resulting in higher levels of commitment (Waterman, Peters & Phillps, 2008).

This view was supported by Brown & Caylor (2009) prior research that organizational commitment was higher for employees whose leaders encouraged participation in decision- making, emphasized consideration and were supportive and considerate and were concerned for their followers’ development. However, it is almost impossible to feel considerate for employees at the expense of a company’s objectives; thus such consideration must be in line with the ethical and procedural policies of that organization which is at times difficult to determine. In his discussion of leadership style, Tisdale (2012) noted that the democratic leadership style can be sub--divided into two styles one of which is the directive democratic style which involves making decisions in the participative manner and close supervision of group members. The other is  the  permissive  democratic  leadership  style  which  involves  making  decisions  in  the participative manner and giving group members latitude in carrying out their work. 

Flickety & Dahal (2014) further observe that democratic leadership style involves motivating organizational members to do assigned work by ensuring that their welfare is well catered for. It also ensures that members participate in the planning of an organization through consulting them and giving them freedom to share ideas on how the organization should be managed. However, the dilemma is that different people have different motivational facets. At times, what fits a particular group of employees might not fit the other group, thus creating conflicts in organizations especially if one group is satisfied at the expense of another. In addition, it is difficult to tell what kind of motivation to give which group of employees.

Democratic leadership style also involves holding staff meetings for the purpose of making collective decisions, building consensus with group members before undertaking any administrative course of action, giving members an opportunity to participate in work scheduling and its execution according to their suggested ideas (Fuxi, 2013). Participatory leadership is interactive and allows followers some influence over some of the leaders’ decisions (Bescos, & Cauvin, 2004). Recent studies by Brown and Caylor (2009) revealed the importance of holding staff meetings within  organizations as  it  avails  employees a  chance  to  air  out  their  views  and grievances. However, the challenge is whether such employee grievances are attended to by management  after  being  raised  and  that  work  scheduling  must  be  strictly  done  by  top management since if left to be done by employees themselves, it will lead to a total mess up of the organization.

Participative leadership means involving followers in making decisions (Drobetz, Schillhofer & Zimmermann, 2004). This benefits the followers in that it can increase the quality of decisions, especially when followers have the knowledge the leader lacks. Besides, commitment is regularly increased with increase in influence. However, the followers in schools in most cases are to implement what the head teacher has decided upon, the followers’ views are not considered, though they would benefit the school.  A participative leader delegates responsibilities.  This leadership style produces high-quality work. Employees are trusted and in return they cooperate, have high morale, team spirit, and go above and beyond the call of duty (Drobtz, Schillhofer & Zimmermann, 2004). Therefore, it is of paramount importance that the head teacher should involve staff members in discussing and implementing school policies. He should not make decisions governing the school alone. Nevertheless, few government policies are discussed and implemented by the head teachers and staff, the head teachers as school managers spend little time in the schools and the teachers are  not  well  supported to  implement some  of  these  policies, yet  people/staff are important in getting things done (Fuxi, 2013). Recent studies by Nkonge (2008) have revealed the benefits of delegation as it improves employee morale and commitment to the organization. However, too much delegation often leads to total failure of task completion as the employees become their own supervisors which affect the team performance of the organization.

2.3.3. Bureaucratic leadership style and quality services 
Bureaucratic leaders "work by the book”, ensuring that their staff follows the set procedures so as to offer quality services. This is a very appropriate style for work involving serious safety risks (such as working with machinery, with toxic substances or at heights) or where large sums of money are involved (such as cash-handling). In other situations, the inflexibility and high levels of control exerted can demoralize staff,  and  can  diminish the  organization’s ability to  react  to  changing external circumstances  leading  to  high  staff  turnover  and  low  team performance  of  such  bureaucratic institutions (Kates, 2007). In addition, employee control is seen as the best measure to impart procedures  on  employees  and  routine  work  also  bores  employees,  which  reduces  their commitment to work.

The traditional power, derived from a leader’s position in a bureaucratic, hierarchical structure, becomes obsolete and effective leaders who work from the “inside out” to transform their organization and workers end up failing (Yutchman, 2007). The job of the transformational leader is not to make every decision within the organization, but to ensure that collaborative decision-making occurs (Yutchman, 2007). This type of leadership motivates individuals to work together to change organizations to create sustainable productivity. However, with bureaucratic leadership, decisions are made on behalf of employees and then imparted to follow. This follow-up of routine creates boredom among employees and discourages them from doing their duties which reduces their productivity and the overall company team performance

Burke & Latwin (2001) posited that as a formal concept of transformational leadership, transactional leadership is based on bureaucratic authority, focuses on task completion, and relies on rewards and punishments. Bureaucratic is   concerned   more   about   progress development Furthermore, transformational leadership enhances the effects of transactional leadership on followers (Kouzes & Posner, 2003).

MacDonald & Smith (2002) contend that bureaucratic style of leadership starts with the premise that team members agree to obey their leader totally when they take a job on: the transaction is (usually) that the organization pays the team members, in return for their effort and compliance (Brown  & Caylor, 2009). As such, the leader has the right to punish team members if their work does not meet the pre-determined standard. Team members can do little to improve their job satisfaction under transactional leadership. The leader could give team members some control of their  income/reward  by  using  incentives  that  encourage  even  higher  standards  or  greater productivity. Alternatively a transactional leader could practice "management by exception", whereby, rather than rewarding better work, he or she would take corrective action if the required standards were not met. The dilemma is that after some time, employees tend to be disobedient towards their leaders and this eventually affects their team performance at work which also impacts the overall team performance of the institution.

According to Brown & Caylor, (2009), the transactional leaders (or managers) ensure that routine work is done reliably, while the Bureaucratic leaders look after initiatives that add value. The Bureaucratic leadership style is the dominant leadership style taught in the "How to Lead: Discover the Leader within You" leadership programme, although we do recommend that other styles are brought as the situation demands. Transactional leadership is really just a way of managing rather a true leadership style, as the focus is on short-term tasks. It has serious limitations for knowledge-based or creative work, but remains a common style in many organizations. However, this style may not be applicable at times as management instead of leadership de-motivates employees and they end up failing to perform their duties which affect team performance levels of institutions.

2.6. Conceptual Framework

The conceptual framework was derived from theoretical model of transformational leadership. Leadership styles were hypothesized to directly influence Team performance.  Leadership styles were the independent variable and the dependent variable is team performance as presented in figure 2.1. 
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Source:  Adapted from Cherry (2010), Karanja (2014), Mangan & Cardinal (2013); modified
     by the Researcher, 2019.
Figure 2.1: Conceptual framework

In the conceptual framework depicted in Figure 2.1, leadership style is the independent variable (IV) which is hypothesized to influence team performance. The framework portrays Autocratic, Democratic and Bureaucratic leadership styles as the constructs that directly affect team performance. On the other hand, team performance is the dependent variable (DV) as depicted in Figure 2.1. Its constructs are team commitment, quick decision making and quality service delivery. Where team commitment is the willingness to produce the desired outcomes by using as minimal resources as possible, quick decision making is the ability of employees to meet the desired objectives or targets and quality is the characteristic of products or services that bear an ability to satisfy the stated or implied needs (Kotler & Armstrong, 2002).  Therefore, the conceptual framework portrays the relationship between leadership styles (IV) and team performance (DV) in figure 2.1 above. The three leadership styles were chosen because they were seen to be the most practiced in KCCA. It is believed that these styles have a significant impact on team performance at work. 
2.7. Conclusion

This chapter discussed studies that have previously been carried out in relation to leadership styles and team performance. This therefore, led the researcher to identify the methods to be adopted and implemented hence need for chapter three research methodology. 

CHAPTER THREE
METHODOLOGY
3.1. Introduction

This chapter presents the principles and procedures of the research design, population, size, sampling procedures, data collection methods and their corresponding data collection instruments, data management and finally the analysis procedures, reliability and validity.   

3.2. Research design
Research design is a plan used by researchers to collect data to fill gaps that address the research questions. A phenomenology and descriptive approaches were used in this study. This approach was used because it is based on the way people experience social phenomena in the world in which they live. It further focused on understanding why something is happening rather than being able to describe what is happening. 

The study focused on the case study design as a research strategy. The case study approach referred to an in-depth study or investigation of a contemporary phenomenon using multiple sources of evidence within its real-life context. According to Yin (2003), case research is particularly useful when the phenomenon of interest is of a broad and complex nature and, hence, is best studied within the context in which it occurs. 
The study was cross-sectional and focused on a period between 2016-2018 that reflected a representation of events over the period under study in which, the required data was collected. The question and answer process gave the researcher the flexibility to collect data and not only on the leaders’ and teams’ attitudes but also on the subject’s activities and behavior patterns. 
The researcher used both qualitative and quantitative methods of data collection so as to obtain the details and adequate information. The use of both methods ensured that the data was effectively interpreted using the numbers, figures as well as the narrative.

3.3. Study population

According to Sekaran (2003), study population is a study of a group of individuals taken from the targeted population that had a common characteristics, and interest. The targeted population of 253 was taken as the unit of analysis, was selected. It is from this, that the sample site was computed. 
3.4. Sample Size

Sample size is the act of choosing the number of observations or replicates to include in a statistical sample. The sample size is an important feature of any empirical study in which the goal was to make inferences about a population from a sample. In practice, the sample size used in a study is determined basing on the expense of data collection, and the need to have sufficient statistical power. The sample size for this study was selected basing on the criteria set according to Roscoe’s rule of thumb cited in Sekaran, 2003, which states that, a sample size larger than 30 and less than 500 is appropriate for most research. A computed sample size of 155 respondents was selected, because it was deemed manageable since, it would minimize on costs and time. This was based on Slovene’s formula as cited by Kothari (2003)which was used to calculate an appropriate sample size from a population (Table 3.1).
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Table 3. 1: Population, sample size and sampling techniques

	Category
	Population
	Sample
	Percentage (%)
	Sampling techniques

	Top management
	20
	12
	7.7
	Purposive 

	KCCA Councilors 
	54
	30
	19
	Simple random 

	KCCA technical staff
	49
	29
	18.3
	Simple random

	KCCA Ordinary staff
	50
	32
	21
	Simple random

	Citizens 
	80
	52
	34
	Simple random

	 Total
	253
	155
	100%
	


Source Primary Data, 2019
3.5. Sampling techniques
Sampling techniques are classified as either probability or non-probability. The study used census, random and purposive sampling methods.
3.5.1. Simple random sampling 

Simple Random sampling involved organizing the units in the population into strata using common characteristics, in this way every person in the selected strata had an equal chance of being represented. Random sampling was applied to ensure that the units in the population are organized into stratus and every member in the selected strata had a chance of being selected. This sampling method was used because it ensures that significant sub-groups of the population are represented in the sample (Creswell, 2012). This was applied to ordinary staff and people due to their large number.

3.5.3. Purposive sampling 

According to Creswell (2012), purposive sampling involved selecting a certain number of respondents based on the nature of their occupation. This method was used to select respondents from the management and authorities of KCCA. This method was appropriate because the sample selected comprised of informed persons who possessed vital data that was comprehensive enough to allow gaining a better insight into the problem.

3.6. Data Collection Methods

The research study was applied the following data collection methods;

3.6.1. Survey

This method was used to attract a large response of respondents from the population. It contained majorly two sub headings, that is; demographic characteristic of respondents and description of dependent variable. The results given by the questionnaires were categorized and summarized accordingly. The researcher gave out 150 questionnaires to 150 respondents. 

3.6.2. Interviews

The interview method was used because it allowed the respondents to express their mind, allowed the study of non-verbal communication and enables the researcher to avoid alienation from the respondent. It was also found to be flexible, with high response rate, easy to administer and ability to probe and seek clarifications during the interview. The interview guide was used as a research instrument, and it was constructed in such a way that it allowed flexibility during the interviewing process.  The interviews were conducted following a number of successive steps. Basically it involved selecting and approaching individuals, arranging time, date, duration and conditions of the interview. The respondents were selected basing on the criteria of knowledge about the subject in question. The researcher targeted 20 interviewees from all the categories of the unit of analysis.  

3.6.3. Documentary Review

Document review is a way of collecting data by reviewing existing documents. Documents in hard and electronic copies included reports, performance ratings, meeting minutes and newsletters. Reviewing existing documents helped the researcher to understand the history, philosophy, and operation of KCCA.

3.7. Data Collection Instruments

Data collection instruments which included close-ended questionnaires, documentary checklist and interview guide were used. 

3.7.1. Self-administered Questionnaire

The researcher used close-ended questions as it allowed respondents to include more information, such as feelings, attitudes, and their understanding of the subject. This instrument was used to attract a large response of respondents from the population. Close ended questions enabled the researcher to obtain in-depth opinions of respondents.
The researcher choose questionnaires because the research contains variables that could not provide data through direct observation. Such data required the respondents to express their feelings, opinions about the effects of leadership styles on team performance thus questionnaires being the most appropriate tool to be used.

The questionnaires hoped to reach the respondents in time. The respondents interpreted questions in the right way since the researcher was present. 
3.7.2. Interview Guide

According to Creswell (2012), this is the easiest way to understand a person as one speaks to him/her. Interviews are a way to connect with people; an opportunity to hear them describe their experiences in their own words. Speaking to people about their everyday lives can help you define and describe the problems they face, understand the environment they’re part of, and even start to picture the ways in which you can reach them. Interviews can also act as evidence for why the work is needed, or even what impact the work is creating. 

The researcher set questions to guide the oral i.e. mouth to mouth interactions between the researcher and the respondents. The data collected by this method was more correct compared to the other methods that were used for data collection. The interview method was good to use since the researcher was in the field asking the respondents for more information that was necessary for the research. Interview method facilitated easy approach and reduces on the language barriers.

3.7.3. Documents review checklist
Secondary data was collected from previous studies and some publications such as magazines, brochures, minutes, textbooks and internet, among others (Appendix III). Obtainable documents such as reports, journals, existing literature, textbooks, minutes and publications were used to get relevant information for the study. The various reports and publications concerning business activities were used to help in the findings.

These included library research, published and unpublished literature, official reports and other important policy documents and seminar papers which were sought from resource centers such as; Newspaper publications, Nkumba university library and other sources .
3.8. Data Collection Sources

The researcher used two sources of data collection, that is, primary and secondary data. 

Primary data was obtained from the field using interview and survey methods. 

Secondary data was obtained from the existing materials that included, published text books, journals, magazines, articles, reports, internet and newspapers.

3.9. Data Quality Control

The following criteria were applied to this study in order to make the research credible that is reliability and validity. Respondents’ checking was undertaken to give credibility to the analysis.

3.9.1. Validity 

According to Odiya (2009); validity is the accuracy and truth of the data and findings. In order to ensure the validity of the data collection instruments, the researcher after designing the instruments, presented them to the supervisor for comments and thereafter make necessary adjustments. Additionally, errors that could be left out were detected using content validity index.  The instruments were given to some groups as a pilot study for the relevancy of each item and a content validity index (CVI) was computed using the following formula:
CVI
= 
Relevant Items
To number of Items QUOTE 
 
 Using the formula, the researcher calculated the content validity index for the questionnaire as follows; the results of the CVI are shown in table 3.1. 
Table 3.1. Validity Test 

	Description
	No. of Items 
	Relevant 
	CVI

	Autocratic leadership
	7
	6
	0.86

	Democratic Leadership
	9
	7
	0.77

	Bureaucratic Leadership
	6
	5
	0.83

	 Average 
	
	
	0.82

	
	
	


The computed CVIs were above the 0.5 or 50% threshold postulated by Odiya (2009) and an average of 0.82 is also above 0.5 and this implies that the tools that were used in data collection were valid.

3.9.2. Reliability 

Reliability as the consistence of the measurement where by the results were not changed every time when testing is done in the same way with the same object. Therefore a measure was considered reliable when a person’s score on the same test was similar. On the reliability issue, 10% of the questionnaires was selected randomly and pre-tested to the few respondents in order to evaluate the data collected, and then any possible amendments was made. 

Cronbach’s alpha coefficient was used to test for leadership styles as spelled out in the questionnaire using the following formula;
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Where 

∑ σ2k
=
the sum of the variances of the k parts (usually items) of the test.

σ 
= 
standard deviation of the test (items in the instrument).

α
= 
leadership style coefficient.

Table 3.2. Reliability Test 

	Description
	No. of Items 
	Cronbach's alpha coefficient

	Autocratic leadership
	5
	0.91

	Democratic Leadership
	7
	0.8

	Bureaucratic Leadership
	6
	0.9

	
	


Sources: from primary data reliability test (2019)

Table 3.2 shows the alpha values of 0.91 for autocratic leadership, 0.80 for democratic Leadership and 0.90 for bureaucratic leadership which were higher than 0.60 recommended for social research by Odiya (2009), thus suggesting that all the items used to measure each variable were consistent in measuring the reliability. Table 3.2 reveals that, all the variables have Alpha Values which are above 0.6 marks, and therefore all the variables in the instrument are deemed reliable.

3.10. Data Collection and Processing

In order to harmonize the power of the researcher participant relationship to the study, the research was undertaken in environments that were selected by the researcher where they felt comfortable. Interviews were conducted in comfortable places for respondents. Key informants were interviewed at their convenience. In this way it was an interviewee-guided interview and the researcher was able to direct, select and structures the story. Data editing, coding the data and cleaning was done after data was collected to ensure that all mistakes made by respondents are cleared then entering the data into the computer for analysis and summarizing the data. 

3.11. Data Analysis

During information collection and analysis, information from documents and in-depth interviews were related to the assumptions made before, in the theoretical discourse as well as during the data collection. They were assessed with regard to the degree to which this collected information is valid.  Interpretation of findings was done in the context of the research topic, nature and objectives of the study as well as the methodology that be employed. While in some cases inductive generalization was made, in other cases analytical generalization was also used.   Data analysis was based on both descriptive and inferential statistics techniques where the researcher examined the findings and explains them to give meaning to the findings.        

3.12 Ethical Considerations

For any research to be valid and objective in nature, it has to take into consideration the ethical aspect. Ethical considerations refer to the morality, uprightness and justification of the researcher’s conduct in carrying out research.  The researcher   was guided by the following ethical considerations: 

Confidentiality was observed and the views expressed by the respondents will be kept secretly. 

The researcher was honest in her work by avoiding any form of falsification, misrepresentation, plagiarism and any other form of academic malpractice that could hinder the dependability of the data collected. In addition, the researcher reported the actual findings without omission and adding personal information to distort the information.

Participation in the research was voluntary. It was based on consent to avoid collection of wrong data and other inconveniences to the respondent.

The researcher was non-discriminative in nature when selecting samples. This was implemented by avoiding bias in selecting respondents according to their sex, tribes and even culture. Thus the researcher gave all the people equal chances of being chosen.

The researcher was prudent in documenting information from archives. 
A letter from the university introducing the researcher to KCCA’s management was sought from the Dean of Social Sciences and an ethics form signed by both the researcher and the supervisor.

3.13. Limitations 

Secrecy 

The study area was perceived as sensitive by many respondents because it involved matters of secret information that could not be revealed. This was overcome by assuring the respondents of their anonymity and proving to them that the study is strictly for academic purposes. 

Non responsiveness

Some respondents returned unanswered SAQs while others delayed to return them in time, and the five were not returned that is why a sample size of 150 was used instead of the computed155.

3.14. Conclusion 

Having finalized with the study literature and methodology, there was a need to go to the field to conduct field research and analyze data for the final dissertation that was presented in the subsequent chapters, four and five, as per University’s guidelines. 

CHAPTER FOUR

DATA PRESENTATION, INTERPRETATION AND ANALYSIS

4.0. Introduction

This chapter presents and discusses respondents’ perceptions about Leadership styles and Team Performance of Local Governments in Uganda: A Case of Kampala Capital City Authority (KCCA). Data is presented following the study objectives however; it starts with the background information of respondents which include gender, age, academic qualification and period of stay. The researcher distributed 155 SAQs but only 150 were filled and returned making the response rate of 97% and this was fair in according to Sekaran who states that, a response rate of 60% and above is considered appropriate.

4.1. Background information

The background information focused on gender, number of years in the organization, age group, and departments in which the respondents work, and their qualifications. Details of the findings are presented in the preceding tables:

4.1.1 Gender

The study asked respondents to state their gender and the results are indicated in table 4.1: 

Table 4.1: Gender

	
	Frequency
	Percent
	Cumulative percentage

	Valid
	Male
	90
	60
	60

	
	Female
	60
	40
	100

	
	Total
	150
	100.0
	


Source: primary data (2019)
From table 4.1, majority of the respondents 90(60%) were male and 60(40%) were female. Majority of the respondents were males and this implies that males were more willing to participate in research. In addition, it was also revealed that, KCCA employs more male than females, for example most of the KCCA council members were males.
4.1.2 Age of the respondents

The study asked respondents to state their age and the results are indicated in table 4.2;
Table 4.2: Age (Years):

	
	Frequency
	Percent
	Cumulative percentage

	Valid
	18-25
	20
	13.3
	13.3

	
	26-33 Years
	80
	53.3
	66.6

	
	34- 41 years

Above 42
	40

10
	26.7

6.7
	93.3

	
	Total
	150
	100
	100


Source: Primary data (2019)
From table 4.2, 20(13.3%) were between the age brackets of 18-25 years, 80(53.3%) were between 26- 33years, 40(26.7%) were of 34-41years and 5(6.7%) above 42 years. All the respondents were above 18 years and this implies that, they had gathered enough information about the history of leadership in KCCA and how teams have been performing. 
4.1.3. Academic Qualification:

The study asked respondents to state their Highest Academic Qualification and the results are indicated in table 4.3.
Table 4.3: Academic Qualification:

	Category 
	Frequency
	Percent
	Cumulative percentage

	
	A & O Levels
	35
	23.3
	23.3

	
	Diploma
	42
	28
	51.3

	
	Bachelors  
	51
	34
	85.3

	
	Masters
	21
	14
	100

	
	PhD
	1
	0.7
	

	
	Others (Specify)
	
	
	

	
	Total
	150
	100.0
	


Source: primary data (2019)
According to table 4.3, 35(23.3%) had advanced and ordinary level certificates, 42(28%) Diploma, 51(34%) had bachelors, 21(14%) had masters and 1(0.7%) has a PhD. All the respondents had at least attained academic qualification and this implies that respondents would understand and interpret questions that were sent to them and thus they gave reliable data. 
4.1.4. Duration of Employment:

The study asked respondents to state the duration of employment at KCCA and the results are indicated in table 4.4.
Table 4.4: Duration of Employment

	
	Frequency
	Percent
	Cumulative percentage

	Valid
	Below 1 Years 
	20
	13.3
	13.3

	
	1-4Years
	40
	26.7
	40

	
	5-9 Years 

Above10 Years
	50

40
	33

27
	77

100

	
	Total
	150
	100
	


Source: Primary Data (2019)
According to table 4.4, 20(13.3%) had stayed in KCCA below1 year, 40(26.7%) 1- 4 years and 50(33%)  for 5-9 and 40(27%) for above 10 years and above and this implies that the study considered mature people who had gathered enough information about the topic under study and therefore they gave valid and reliable data.  

4.2. Leadership styles at KCCA

Leadership is considered as a way person uses to lead the other people. Team members play a critical role in ensuring the quality of service through their commitments and decisions. When members are clear about their expectations and requirements, they are more likely to perform better. Although leaders are responsible for the proper task and job allocation, different leadership styles have several approaches how tasks are being allocated. Leaders are claimed to have a positive impact on the efficiency of the organization by influencing the team members. Therefore, it is important to understand the nature of leadership styles to assess their impact on team performance. The study revealed that, KCCA uses different leadership styles in different areas which include autocratic leadership, democratic and bureaucratic leaderships and each of these have different contribution to team performance as presented in the subsequent sections.
4.3. Autocratic leadership style ensures staff commitment at KCCA

Autocratic leaders are leaders who always believe on being right in their decisions. They can damage organizations’ goals, strategies and future since they force their followers to execute their strategies and orders they think can bring success. This section presents the responses of respondents from the field as presented in tables 4.6 to 4.11.
4.3.1. Staff at KCCA is given few opportunities to make suggestions

The study asked respondents whether staffs at KCCA are given few opportunities to make suggestions and the results are indicated in table 4.6:

Table 4.6: Staff at KCCA is given few opportunities to make suggestions
	
	Frequency
	Percent
	Cumulative percentage

	Valid
	Strongly Disagree
	0
	0
	0

	
	Disagree
	0
	0
	0

	
	Not Sure
	20
	13.3
	13.3

	
	Agree
	60
	26.7
	40

	
	Strongly Agree
	90
	60
	100

	
	Total
	150
	100.0
	


Source: Primary Data (2019)
According to table 4.6, 90(60%) strongly agreed, 60(26.7%) agreed and 20(13.3%) were not sure. Majority of the respondents agreed with the statement and this implies that staff at KCCA is given few opportunities to make suggestions.  The study found out that, at KCCA people within the team are given few opportunities to make suggestions, even if these would be in the team's interest.  
4.3.2 There are high levels of staff absenteeism and turnover

The study asked respondents whether there are high levels of staff absenteeism and turnover and the results are indicated in table 4.7:

Table 4.7: There are high levels of staff absenteeism and turnover

	
	Frequency
	Percent
	Cumulative percentage

	Valid
	Strongly Disagree
	10
	6.7
	6.7

	
	Disagree
	30
	20
	26.7

	
	Not Sure
	0
	0
	26.7

	
	Agree
	20
	13.3
	40

	
	Strongly Agree
	90
	60
	100

	
	Total
	150
	100
	


Source: primary data (2019)
The table 4.7, indicates that, majority of the total respondents 90(60%) Strongly Agreed, 20(13.3%) agreed, 30(20%) disagreed and 10(6.7%) strongly disagreed. Majority of the respondents agreed with the statement and this implies that since there are high levels of staff absenteeism and turnover. The study revealed that, leaders at KCCA places high moral value on their beliefs and is strongly oriented towards conformity of rules and regulations, for example the Lord Mayor of KCCA (Elias Lukwango) has been on many occasions quoted emphasizing the rule of law. This is supported by Kates & Galbraith (2008) who states that, autocratic leaders prefer stable and structured work environments which are governed by clean rules and procedures. The study through interviews with the respondents discovered that, leaders at KCCA believe in the obedience and respect for authority and blind acceptance of authority and this has affected the teams at KCCA. This is due to high levels of absenteeism and staff turnover, for example, in the period of eight months, about 15 top leaders of KCCA have resigned including the executive director Jenifer Musisi. 
4.3.3 Staff is not consulted on policy determination

The study asked respondents whether staff is not consulted on policy determination and the results are indicated in table 4.8:
Table 4.8: Staff are not consulted on policy determination

	
	Frequency
	Percent
	Cumulative percentage

	Valid
	Strongly Disagree
	0
	0
	-

	
	Disagree
	40
	26.7
	26.7

	
	Not Sure
	0
	0
	26.7

	
	Agree
	90
	60
	86.7

	
	Strongly Agree
	20
	13.3
	100

	
	Total
	150
	100.0
	


Source: primary data (2019)
According to table 4.8, 20(13.3%), strongly agreed, 90(60%) agreed and 40(26.7%) disagreed and 0(0%) were not sure. Majority of the respondents agreed (73.3%) with the statement and this implies that staff is not consulted on policy determination. The study discovered that, at KCCA, people are generally conservative and are  concerned with toughness and power, sometimes team members are close-minded and generally less informed; but because of their belief in acceptance of authority, they make good followers, work better under direct supervision and at times more productive.

4.3.4 There is staff motivation at KCCA
The study asked respondents whether there is staff motivation and the results are indicated in table 4.9:
Table 4.9: There is staff motivation

	
	Frequency
	Percent
	Cumulative percentage

	Valid
	Strongly Disagree
	50
	33.3
	33.3

	
	Disagree
	40
	26.7
	60

	
	Not Sure
	10
	6.7
	66.7

	
	Agree
	50
	33.3
	100

	
	Strongly Agree
	0
	0
	

	
	Total
	150
	100.0
	


Source: Primary data (2019)
From table 4.9, 50(33.3%) strongly disagreed, 50(33.3%) agreed, 40(26.7%) disagreed and 5(6.7%) were not sure. Majority of the respondents disagreed and this implies that there is no staff motivation, it was discovered that, leaders at KCCA tell their employees what they want done and how they want it accomplished, without getting the advice of their team members. 

The study through interviews with the respondents revealed that, in an incidence where team members are not happy with decision-making processes, they feel demoralized and de-motivated since they develop an attitude that they are not part of the organization. For example, respondents told the researcher that, the decision to evict street hawkers and venders was done by only KCCA’s top technical executives without consulting other team members. This has brought about resentment and résistance from other members because they feel they are not part of the KCCA, hence the experienced negative team performance.
4.3.5. KCCA leaders take full control and authority over subordinates

The study asks whether KCCA leaders take full control and authority and the results are presented in table 4.9: 

Table 4.9: KCCA leaders take full control and authority over subordinates

	
	Frequency
	Percent
	Cumulative  Percent

	Valid
	Strongly Disagree
	0
	0
	0

	
	Disagree
	10
	6.7
	6.7

	
	Not Sure
	10
	6.7
	13.4

	
	Agree
	40
	26.6
	26.6

	
	Strongly Agree
	90
	60
	100

	
	Total
	150
	100.0
	100.0


Source: Primary Data (2019)
From table 4.9, 90(60%) strongly agreed, 40(26.7%) agreed, 0(0%) strongly disagree, 10(6.7%) disagreed and 10(6.7%) were not sure. Majority of the respondents agreed and this implies that KCCA leaders take full control and authority over subordinates and members’ needs are ignored and this leads to low morale and frustration and subsequently affects commitment and the end affects team performance.
4.3.6 KCCA leadership style promotes dictatorship within the organization

The study asks respondents whether KCCA leadership style promotes dictatorship with in organizations and the results are indicated in table 4.10:

Table 4.10: KCCA leadership style promotes dictatorship within organizations

	
	Frequency
	Percent
	Valid Percent

	Valid
	Strongly Disagree
	20
	13.4
	13.4

	
	Disagree
	31
	21
	34.4

	
	Not Sure
	6
	4
	38.4

	
	Agree
	40
	26.6
	65

	
	Strongly Agree
	53
	35
	100

	
	Total
	150
	100.0
	


Source: Primary Data (2019)
According to table 4.10, 53(35%) strongly agreed, 40(26.6%) agreed, 6(4%) were not sure, 31(21%) disagreed and 20(13.4%) strongly disagreed. Majority of the respondents agreed and this implies that, to a large extent, KCCA leadership style promotes dictatorship within organization. The study found out that, some leaders at KCCA developed a say that “do as I say” while retaining for themselves the decision- making rights. It was further discovered that, leaders have damaged the team performance because they force their team members to execute strategies and services in a very narrow way, based upon a subjective idea of what success looks like. In addition, it was discovered that, leaders at KCCA deny team members of any input into their work situation as work is always structured and done using specific procedures and this eventually makes them feel they are not being valued by the institution which leads to low effort and or even increased staff turnover which affects team performance. This is in agreement with Flickety & Dahal (2014) who argues that, autocratic leadership is characterized by a rigid rules system and an expectation of obedience to the authority in leadership.
4.2.7Decision making is efficiently effected at KCCA
The study asked respondents whether decision making is efficiently affected and the results are indicated in table 4.11:

Table 4.11: Decision making is efficiently very few numbers of staff

	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	60
	40
	40

	
	Disagree
	40
	26.7
	66.7

	
	Not Sure
	0
	0
	66.7

	
	Agree
	50
	33.3
	100

	
	Strongly Agree
	0
	0
	

	
	Total
	150
	100.0
	


Source: Primary Data (2019)
From table 4.11, 50(33.3%) disagreed, 40(26.7%) disagreed and 60(40%) strongly disagree. Majority of the respondents disagreed with the statement and this implies that decision making is not efficiently affected at KCCA. 
It was discovered that, at KCCA, there is no shared vision and little motivation beyond coercion and commitment, creativity and innovation were eliminated by autocratic leader which affects team performance. This is supported by Cherry (2010) who argues that, most followers of autocratic leaders can be described as biding their time, waiting for the inevitable failure this leadership produces and the removal of the leader that follows. 
Employees at KCCA told the researcher that, their leaders alone determine policy and assign tasks to them without their consultation. They are expected to carry out their leaders’ directives without questions and thus hindering efficiency decision making. 
However, the study also revealed that, autocratic leadership style is preferred because decisions are quick since the staff are not consulted and work is usually completed on time. 
4.4 Democratic leadership and quick decision making of KCCA
According to Kouzes & Posner (2003), the objective of democratic leadership is to get every staff on board so as the leader, management and other stakeholders are involved and accountable for their decisions. Although a democratic leader will make the final decision, he or she invites other members of the team to contribute to the decision-making process. This section presents the respondents views on the democratic leadership ensure quick decision making of KCCA. The respondents were asked to indicate their level of agreement and their responses are presented as the following:
4.4.1 There is commitment from subordinates

The study asked respondents whether there is commitment from subordinates and the results are indicated in table 4.12:

Table 4.12: There is commitment from subordinates

	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	10
	6.7
	6.7

	
	Disagree
	40
	26.3
	33

	
	Not Sure
	0
	0
	33

	
	Agree
	70
	47
	80

	
	Strongly Agree
	30
	20
	100

	
	Total
	150
	100.0
	


Source: primary data (2019)
According to table 4.12, 70(47%) strongly agreed, 30(20%) agreed, 40(26.7%) disagreed, 10(6.7%) and 0(0%) were not sure. Majority of the respondents agreed and this implies that there is commitment from subordinates
The study revealed that, except the technical wing, KCCA members share what they are supposed to do with their leaders and this make them feel in control of their own destiny, and so are motivated to work hard by more than just a financial reward. In addition, it is suitable where team-working is essential and quality is more important than speed to market or productivity
4.4.2 Team members hold staff meetings regularly

The study asked respondents whether we hold staff meetings are regularly held and the results are indicated in the table 4.13: 
Table 4.13: Team members hold meetings regularly

	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	0
	0
	0

	
	Disagree
	40
	26.7
	26.7

	
	Not Sure
	10
	6.7
	33.4

	
	Agree
	20
	13.3
	42.7

	
	Strongly Agree
	80
	53.3
	100

	
	Total
	150
	100.0
	


Source: Primary Data (2019)
From table 4.13, 40(26.7%) disagreed, 20(13.3%) agree, 80(53.3%) strongly agreed and 10(6.7%) were not sure. Majority of the respondents agreed and this implies that team members hold meetings regularly. The study revealed that, leaders include team members in the decision-making process (determining what to do and how to do it). However, leaders normally maintain the final decision making authority. However, the study further discovered that, as team members’ participation takes time, it leads to things happening more slowly than an autocratic approach and ends up affecting the team performance, though often the end result is always better because every one will be satisfied. This is supported by Kasenene (2005) who states that, this style of leadership gives much freedom to employees and they end up not performing their duties, thus leading to poor team performance of their institutions.

4.4.3 There is full trust and respect for leaders

The study asks whether there is full trust and respect for leaders and the results are indicated in the table 4.14:
Table 4.14: There is full trust and respect for leaders
	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	10
	6.7
	6.7

	
	Disagree
	10
	6.7
	13.4

	
	Not Sure
	20
	13.3
	26.7

	
	Agree
	60
	40
	66.7

	
	Strongly Agree
	50
	33.3
	100

	
	Total
	150
	100.0
	


Source: primary data (2019)
From table 4.14, 50(33.3%) strongly agreed, 60(40%) agreed, 20(13.3%) were not sure, 10(6.7%) disagreed and 10(6.7%) strongly disagreed. Majority of the respondents agreed with the statement and this implies that there is full trust and respect for leaders in KCCA. The study discovered that, involving team members in decision making has a greater influence on the positive commitment of members because it increases members’ positive attitudes. This is in line with what Deshpande, Farley, Webster (2007) noted that team members feel trust and respect towards the leader whose leadership style meets their needs, wants and aspirations and they are motivated to do more than they are expected to do.
4.4.4 There are positive employee attitudes

The study asked respondents whether there are positive employee attitudes. The results are indicated in table 4.15:
Table 1.15: There are positive employee attitudes

	
	Frequency
	Percent
	Cumulative percent

	Valid
	Strongly Disagree
	0
	0
	0

	
	Disagree
	20
	13.3
	13.3

	
	Not Sure
	0
	0
	0

	
	Agree
	40
	26.7
	40

	
	Strongly agree

Total
	90

150
	60

100.0
	100


Source: primary data (2019)
From table 4.15, 45(60%) strongly agreed, 20(26.7%) agreed, 10(13.3%) disagreed. Majority of the respondents agreed and this implies that there are positive employee attitudes. The study found out that, it is healthy for team members to be involved in decision making because it makes them to work hard order to achieve their own set objectives. 

However, the enforcement director of KCCA stated that, “involving team members in top-level institutional decisions at times affect the organization as they always pass confidential organization’s information to un trusted individuals.
4.4.5 Leaders are expected to know everything

The study asks whether leaders are expected to know everything. The results are indicated in table 4.16:
Table 4.16: Leaders are expected to know everything
	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	73
	48.7
	48.7

	
	Disagree
	10
	6.7
	55.4

	
	Not Sure
	20
	13.3
	68.7

	
	Agree
	0
	0
	0

	
	Strongly Agree
	47
	31.3
	100

	
	Total
	150
	100.0
	


Source: primary data (2019)
From table 4.16, 47(31.3%) strongly agreed, 20(13.3%) were not sure, 10(6.7%) disagreed and 73(48.7%) strongly disagreed. Majority of the respondents agreed with the statement and this implies that leaders are expected to know everything.  The study found out that, using democracy is not a sign of weakness rather it is a sign of strength that team members respect their leaders. 
Respondents told the researcher that, in situations where leaders have part of the information, and team members also have other parts of the information democratic leadership works well. It was further discovered that, leaders are also human beings and therefore, they are not expected to know everything and this means that knowledgeable team members need to be recognized and this allows leaders to become part of the team and make better decisions.
4.4.6. All members are part of the decision making team

The study asks whether all members are part of the decision making team and the results are indicated in table 4.17:
Table 4.17: All members are part of the decision making team
	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	10
	6.7
	6.7

	
	Disagree
	10
	6.7
	13.4

	
	Not Sure
	20
	13.3
	26.7

	
	Agree
	60
	40
	66.7

	
	Strongly Agree
	50
	33.3
	100

	
	Total
	150
	100.0
	


Source: primary data (2019)
From table 4.17, 50(33.3%) strongly agreed, 60(40%) agreed, 20(13.3%) were not sure, 10(6.7%) disagreed and 10(6.7%) strongly disagreed. Majority of the respondents agreed with the statement and this implies that all members are part of the decision making team in KCCA. The study discovered that, KCCA through democratic leadership style provides the opportunity as well as a right for everybody to participate in decision making. However, it was discovered that, members are not fully educated   about their   rights.

4.4.7 Workers feel they control their own destiny

The study asked respondents whether workers feel they control their own destiny and the results are indicated in table 4.18: 

Table 4.18: Workers feel they control their own destiny

	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	0
	0
	0

	
	Disagree
	40
	26.7
	26.7

	
	Not Sure
	10
	6.7
	33.4

	
	Agree
	20
	13.3
	42.7

	
	Strongly Agree
	80
	53.3
	100

	
	Total
	150
	100.0
	


Source: Primary Data (2019)
From table 4.18, 40(26.7%) disagreed, 20(13.3%) agree, 80(53.3%) strongly agreed and 10(6.7%) were not sure. Majority of the respondents agreed and this implies that workers feel that they control their own destiny. 
The study discovered that, democratic leadership ensures that members participate in the planning through consulting them and giving them freedom to share ideas on how the organization should be managed. However, the dilemma is that different people have different motivational facets which affect their control. It was revealed that what fits a particular group of employees might not fit the other group, thus creating conflicts especially if one group is satisfied at the expense of another and this delays decision making process. 
4.4.8 There is delegation of duties and responsibilities to lower staff.

The study asked respondents whether there is delegation of duties and responsibilities to lower staff and the results are indicated in table 4.19:
Table 4.19: There is delegation of duties and responsibilities to lower staff.

	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	-
	0
	0

	
	Disagree
	20
	13.3 
	13.3 

	
	Not Sure
	10
	6.7
	20

	
	Agree
	40
	26.7
	46.7

	
	Strongly agree

Total
	80

150
	53.3

100.0
	100




Source: primary data (2019) 
From table 4.19, 80(53.3%) strongly agreed, 20(26.7%) agreed, 10(13.3%) disagreed and 10(6.7%) were not sure. Majority of the respondents agreed with the statement and this implies there is delegation of duties and responsibilities to lower staff. The study found out that, democratic leadership style involves motivating team members to do assigned work by ensuring that their welfare is well catered for. 
The KCCA councilor told the researcher that, they always hold staff meetings for the purpose of making collective decisions, building consensus with group members before undertaking any administrative course of action, giving members an opportunity to participate in work scheduling and its execution. This is in line with Bescos, & Cauvin, (2004) who argues that, good leadership should be interactive and allows members some influence over some of the leaders’ decisions. 
The study further discovered that, delegation improves members’ morale and commitment to the organization. However, too much delegation often leads to total failure of task completion as the members become their own supervisors which affect the team performance of the organization and this is common at KCCA where some members use the word “Order from the above” which has made some of them hard to manage and at the end decision making process. The study further revealed that, democratic leaders actively encourage and stimulate group decisions and group discussions and they are influential, helpful, knowledgeable, a good listener, encouraging, guiding, respecting and situation-centered which makes team members to perform better.

4.5. Bureaucratic leadership ensures quality services of KCCA

Bureaucratic leaders work by the book, ensuring that their staff follows the set procedures so as to offer quality services and therefore, this section presents how bureaucratic leadership ensures quality services at KCCA.
4.5.1 There is total respect for rules and regulations

The study asked respondents whether there is total respect for rules and regulations is among the challenges for strengthening democracy through voting and the results are indicated in table 4.20:
Table 2.20: There is total respect for rules and regulations
	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	10
	6.7
	6.7

	
	Disagree
	10
	6.7
	13.4

	
	Not Sure
	20
	13.3
	26.7

	
	Agree
	60
	40
	76.7

	
	Strongly Agree
	50
	33.3
	100

	
	Total
	150
	100.0
	


Source: Primary data (2019)
From table 4.20, 50(33.3%) strongly agreed, 60(40%) agreed, 20(13.3%) were not sure, 10(6.7%) disagreed and 10(6.7%) strongly disagreed. Majority of the respondents agreed and this implies that there is total respect for rules and regulations. The study revealed that, this leadership style is based on bureaucratic authority which focuses on task completion, and relies on rewards and punishments and this make team members to respect the rule of procedures. However, the study also discovered that, controlling members is seen as the best measure to impart procedures  but  routine  work  also  bores  members which  reduces  their commitment to work.
The study through interviews with respondents revealed that, at KCCA, decisions are made on behalf of members and then imparted to follow which improves on their commitment.  However, members commented that, the follow-up of routine creates boredom among members and discourages them from doing their duties which reduces their productivity and the overall team performance

4.5.2 Employee must follow routine and repetitive

The study asked respondents whether employee must follow routine and repetitive task team performance in KCCA and the results are indicated in table 4.21:

Table 4.21: Employees follow routine and repetitive tasks.

	
	Frequency
	Percent
	Cumulative percent

	Valid
	Strongly Disagree
	0
	0
	0

	
	Disagree
	20
	13.3
	13.3

	
	Not Sure
	20
	13.3
	26.7

	
	Agree
	20
	13.3
	40

	
	Strongly agree
	90
	60
	100

	
	Total
	150
	100.0
	


Source: Primary Data (2019)
From table 4.21, 90(60%) strongly agreed, 20(13.3%) agreed, 20(13.3%) disagreed and 20(13.3%) were not sure. Majority of the respondents agreed and this implies that employee must follow routine and repetitive task team performance. The study found out that at KCCA, members follow the directives of their leaders and this is supported by MacDonald & Smith (2002) who contends that bureaucratic style of leadership starts with the premise that team members agree to obey their leader totally when they take a job on
4.5.3. Team members are expected to follow established directions.

The study asked respondents whether employees are expected to follow established directions in KCCA is among the challenges for strengthening democracy through voting and the results are indicated in table 4.22: 
Table 4.22: Employees are expected to follow established directions.

	
	Frequency
	Percent
	Cumulative  Percent

	Valid
	Strongly Disagree
	0
	0
	0

	
	Disagree
	50
	33.3
	33.3

	
	Not Sure
	20
	13.4
	46.7

	
	Agree
	30
	20
	66.7

	
	Strongly Agree
	50
	33.3
	100

	
	Total
	150
	100.0
	


Source: Primary Data (2019)
From table 4.22, 50(33.3%) strongly disagreed, 20(13.4%) were not sure, 30(204%) agreed and 50(33.3%) strongly agreed, majority of the respondents agreed and this implies that employees are expected to follow established directions. The study revealed that, there are many structures at KCCA and members are required to follow all the structures, however, the dilemma is that after some time, members tend to be disobedient towards the set structures and procedures and this eventually affects their team performance.
4.5.4. Members are demoralized by the inflexibility and high control levels by the leaders

The study asked respondents whether members are demoralized by the inflexibility and high control levels by the leaders and the results are indicated in table 4.23:

Table 4.23: Members are demoralized by the inflexibility and high control levels by our leaders

	
	Frequency
	Percent
	Cumulative percent

	Valid
	Strongly Disagree
	10
	6.7
	6.7

	
	Disagree
	20
	13.3
	20

	
	Not Sure
	0
	0
	20

	
	Agree
	20
	26.7
	46.7

	
	Strongly agree
	80
	53.3
	100

	
	Total
	75
	100.0
	


Source: primary data (2019)
From table 4.23, 10(6.7%) strongly disagreed, 20(26.7%) agreed, 20(13.3%) disagreed and 80(53.3%) strongly agreed. Majority of the respondents agreed and this implies that members are demoralized by the inflexibility and high control levels by the leaders. The study found out that, some members do not have the capacity to work with high level structures found at KCCA and this diminish the  organization’s ability to  react  to  changing external circumstances  leading  to  high  staff  turnover  and  low  team performance.
4.5.5 There is high staff turnover and low team performance

The study asked respondents whether there is high staff turnover and low team and the results are indicated in table 4.24:

Table 4.24: There is high staff turnover and low team performance

	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	10
	6.7
	6.7

	
	Disagree
	40
	26.7
	33.4

	
	Not Sure
	0
	0
	33.4

	
	Agree
	50
	33.3
	66.7

	
	Strongly Agree
	50
	33.3
	100

	
	Total
	150
	100.0
	


Source: Primary Data (2019)
According to table 4.24, 50(33.3%) strongly agreed, 50(33.3%) agreed, 40(26.7%) disagreed, 10(6.7%) strongly disagreed and 0(0%) were not sure. Majority of the respondents agreed and this implies that there is high staff turnover and low team performance at KCCA.    
4.5.6 Decisions are made on the behalf of members
The study asked respondents whether decisions are made on the behalf the members and the results are indicated in table 4.25: 
Table 4.25: Decisions are made on the behalf of members
	
	Frequency
	Percent
	Cumulative  Percent

	Valid
	Strongly Disagree
	50
	33.3
	33.3

	
	Disagree
	50
	33.3
	66.6

	
	Not Sure
	20
	13.4
	80

	
	Agree
	30
	20
	100

	
	Strongly Agree
	
	
	

	
	Total
	150
	100.0
	


Source: Primary Data (2019)
From table 4.25, 50(33.3%) strongly disagreed, 50(33.3%) disagreed, 20(13.4%) were not sure and 30(20%) agreed, majority of the respondents disagreed and this implies decisions are made on behalf of the members.  
4.5.9 Relationship between leadership styles and team performance at KCCA

Multiple regression analysis was adopted to establish the impact of the independent variables (Autocratic, democratic and bureaucratic leaderships) on the dependent variable (team performance) as presented in table 4.26.
	Table 4.26 Summary of Multi Regression Coefficients

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	1.989
	.528
	
	0.001
	.000

	
	Autocratic 
	.406
	.111
	.513
	0.000
	.201

	
	Democratic
	.084
	.111
	.117
	.0001
	.452

	
	Bureaucratic 
	-.100
	.116
	.065
	.431
	-.668

	
	
	Model
	                    R
	       R Square
	Adjusted R Square
	Std. Error of the Estimate

	
	
	1
	.570a
	.325
	.480
	.46609

	a. Dependent Variable: Team performance
	
	
	


Primary Data 2019

According to table 4.26, autocratic and democratic leaderships have a positive relationship with team performance at KCCA while bureaucratic leadership has a marginally negative relationship with team performance.

Democratic leadership is the predictor variable that contributes the highest to the variation of the team performance; every unit increase in democratic leadership will increase team performance by a total of 0.406 (4.0.6%) units provided other independent variables remain constant. The second highest predictor is autocratic leadership (β = 0.084). Bureaucratic leadership has a negative relationship with team performance; for every unit increase in bureaucratic, team performance will decrease by 0.100 units, other variables held constant.

From the multiple regression table indicated in table 4.26, the results revealed that when leadership styles (Autocratic, democratic and bureaucratic leaderships) entered into the model they accounted for 48.0% variability in team performance at KCCA. The remaining 52% could be explained by other factors not considered by this study as indicated table 4.26.
CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

5.0 Introduction

This chapter presents the discussion, conclusions and recommendations based on the study findings.
5.1. Summary of findings 

 This section discusses the major findings obtained per objective regarding leadership styles and team performance in KCCA. One hundred fifty respondents participated and these were categorized as detailed in the sample size in accordance to their gender, age, qualification level of experience and the involvement in the community policing activities. This study has focused on the impact of leadership styles on team performance. The focus was on only three types of leadership styles- autocratic, democratic and bureaucratic leadership.
5.1.1. Autocratic leadership style ensures staff commitment at KCCA

The objective one of the study was to find out how Autocratic leadership style ensures staff commitment at KCCA and as presented in chapter four, most respondents indicated that, staff at KCCA are given few opportunities to make suggestions (basing on the 86.7% agree rate), there are high levels of staff absenteeism and turnover (basing on 73.3%), staff is not consulted on policy determination (basing on 73.3% agree rate), KCCA leaders take full control and authority over subordinates (basing on 87% agree rate) and KCCA leadership style promotes dictatorship with in organizations (basing on 61.7% agree rate). However, the study also discovered that, There is staff motivation at KCCA (basing on 60% disagree rate) and   decision making is not efficiently at KCCA (basing on 60% disagree rate). 
5.1.2. Democratic leadership and quick decision making of KCCA

As presented in chapter four, majority of the respondents stated that, there is commitment from team members (basing on 67% agree rate), team members hold staff meetings regularly (basing on 66.6% agree rate), there is full trust and respect for leaders (basing on 73.3% agree rate), there are positive employee attitudes (basing on 87% agree rate), leaders are not expected to know everything (basing on 55.4% disagree rate), all members are part of the decision making team (basing on 73.3% agree rate), workers feel they control their own destiny (basing on 66.6% agree rate), there is delegation of duties and responsibilities to lower staff (basing on 80% agree rate).
5.1.3. Bureaucratic leadership ensures quality services of KCCA

The objective number was to assess how Bureaucratic leadership style ensures the quality services at KCCA and majority of respondent indicated that, there is total respect for rules and regulations (basing on 73.3% agree rate), team members follow routine and repetitive check ups (basing on 60% agree rate), team members  are expected to follow established directions (basing on 24% agree rate), members are demoralized by the inflexibility and high control levels by the leaders (basing on 80% agree rate), there is high staff turnover and low team performance (basing on 66.6% agree rate). However, it was also discovered that, decisions are not made on the behalf of members instead they follow structures and procedures (basing on 67% disagree rate).
5.2 Conclusions

The study found out that, to autocratic leadership promoted dictatorship within KCCA leaders and staff at KCCA is given few opportunities to make suggestions or neither are they not consulted on policy determination and implementation.
The study also revealed that, due to the adoption of democratic leadership KCCA has managed to create commitment from team members, team members hold staff meetings regularly together with their leaders and this makes them to trust and respect their leaders. All members are part of the decision making team and members feel they control their own destiny 
The study further discovered that, bureaucratic leadership at KCCA has created a  total respect for rules and regulations and team members follow routine and repetitive checkups, it has also led to high staff turnover and low team performance and members are demoralized by the inflexibility and high control levels by the leaders.
The study also revealed that, among the leadership styles Autocratic contributed 20.1%, democratic contribute 45.2% and bureaucratic contribute to -66.8% to team performance at KCCA.

5.3. Recommendations

The following recommendations are suggested in respect to leadership styles and team performance at KCCA. 

It was recommended that democratic leadership style is the best for the Kampala City Council (KCCA) and this is because it makes team members trust and respect their leaders. KCCA should therefore, adopt democratic style of leadership in order to adequately commit the workforce in order to improve team performance. This is because democratic leaders actively encourage and stimulate group decisions and group discussions and they are influential, helpful, knowledgeable, a good listener, encouraging, guiding, respecting and situation-centered which makes team members to perform better.
Initiation of collaborative effort among employees as staff, leaders and other stakeholders as team members at KCCA, the scientific management by Taylor through which the democratic leadership style emanates was recommended. KCCA should therefore, adopt democratic style of leader in order to adequately commit the work for improving its team performance.
5.4 Areas for further research
The following areas were recommended for further research:

i.  Organizational conflict and team performance at KCCA 
ii. Impact of organizational politics on team performance at KCCA 
iii. Organizational climate and motivation of team members at KCCA
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APPENDICES 

Appendix I: Self-Administered Questionnaire 
Dear Respondent, Babirye Sarah Stacey a student of Nkumba University pursuing a Master’s degree in public management. I am conducting a research on Leadership Styles and Team Performance of Local Governments in Uganda: A Case of Kampala Capital City Authority (KCCA). Be assured that the information you provide will be used for this study only and will be treated with maximum confidentiality. 

Thank you.

Section A: Background information

1. Gender:


Male

Female

2. Age (Years):


18-25

26-33

34-41

Above 42
3. Highest Academic Qualification:


Diploma

Degree

Masters

PhD


Others (Specify)…………………………………

4. Duration of Employment:

Below 1 Year

1-4 Years

5-9 Years

Above 10 Years

Section B:  Autocratic Leadership Style ensures staff commitment of KCCA
	No.
	Question
	SD
	D
	NS
	A
	SA

	1. 
	Staff at KCCA is given few opportunities to make suggestions
	
	
	
	
	

	2. 
	There are high levels of staff absenteeism and turnover
	
	
	
	
	

	3. 
	Staff are not consulted on policy determination
	
	
	
	
	

	4. 
	There is staff motivation
	
	
	
	
	

	5. 
	KCCA leaders take full control and authority over subordinates
	
	
	
	
	

	6. 
	KCCA leadership style promotes dictatorship within the organization.
	
	
	
	
	

	7. 
	Decision making is efficiently effected
	
	
	
	
	


SECTION B: Democratic leadership ensures Quick Decision making of KCCA
	No.
	Question
	SD
	D
	NS
	A
	SA

	1
	There is commitment from subordinates
	
	
	
	
	

	2
	We hold staff meetings regularly
	
	
	
	
	

	3
	There is full trust and respect for leaders
	
	
	
	
	

	4
	There are positive employee attitudes
	
	
	
	
	

	5
	Leaders are expected to know everything
	
	
	
	
	

	6
	I am part of the decision making team
	
	
	
	
	

	7
	Workers feel they control their own destiny
	
	
	
	
	

	8
	There is delegation of duties and  responsibilities to lower staff
	
	
	
	
	

	9
	We are motivated to work hard
	
	
	
	
	



SECTION C:  Bureaucratic leadership ensures quality services of KCCA
	1
	There is total respect for rules and regulations
	
	
	
	
	

	2
	Employees must follow routine and repetitive task team performance
	
	
	
	
	

	3
	Employees are expected to follow established directions
	
	
	
	
	

	4
	We are demoralized by the inflexibility and high control levels by our leaders
	
	
	
	
	

	5
	There is high staff turnover and low team performance
	
	
	
	
	

	6
	Decisions are made on our behalf
	
	
	
	
	


Appendix II: Interview guide
1. In your opinion, what type of leadership style do leaders at KCCA follow?
2. What is the advantage and disadvantage of that type of leadership style?
3. What challenges affect team performance at KCCA?

4. What strategies are being put in place to overcome those challenges at KCCA?

5. Explain how employees are involved in organizational decision making?

6. Which motivational strategies does KCCA implement?
7. Which policies does KCCA follow in implementing government policies for truly team performance?
Thank you for your responses
Appendix III: Documentary Review Checklist

1) Text books

2) KCCA Annual reports

3) Journals 

4) Websites 

5) Periodicals 

Appendix IV: Ethics Form

NKUMBA UNIVERSITY

SCHOOL OF SOCIAL SCIENCES
ETHICS RESEARCH APPROVAL FORM

Student’s Registration Number/ Index Number:  2018/AUG/MPAM/WKD/KLA/M224390
Student’s Name

:  Babirye Sarah Steacy
Supervisor’s Name

:   Assoc. Prof. Dr. Richard Mwirumubi  (PhD)

Date Ethics Form submitted: ……May 2019………………

Proposed Starting / Ending Date of the Research:  May/ June 2019…………………………

Research Topic: Leadership Styles and Team performance of Local Governments in Uganda: A Case of Kampala Capital City Authority.
Purpose of the Research: The  purpose  of  the  study  is  to  examine  how  leadership styles via autocratic, bureaucratic  and democratic will ensure staff commitment, quick decision making and quality services, and make recommendations to foster team performance at KCCA.
Objectives:

i. To establish how Autocratic leadership style ensures staff commitment of KCCA

ii. To examine how Democratic leadership style ensures decision making of KCCA
iii. To find out how Bureaucratic leadership style ensures the quality services of KCCA.
Brief Description of the Methods, Procedures and Strategies to be used:

a) Methods
i. Survey

ii. Interviews

iii. Documentary reviews

b) Procedures 

i. Key informants will be identified

ii. Inform the respondents in advance about the time, venue and date of the interview

iii. Distribute the questionnaires to identified informants

iv. To inform those involved in activities and tasks to be observed

v. To inform the Staff and Administrators about the research to allow access of relevant information from different stakeholders.

c) Strategies
i. To select a representative sample of respondents, observes and interviewees involved in the study.

ii. To use the methods noted above, namely: interviews, questionnaires and documentary reviews.  
Benefits of the Research: This research is important and its findings will be beneficial to the following stake holders:

i. KCCA staff
ii. Academics

iii. Government: 
Certification by the Student and Supervisor
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Legal and regulatory framework  
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Organizational culture
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