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ABSTRACT
A study on the role of leadership and communication in employee well-being was conducted at Bukombe district in Geita region where 100 respondents were selected. In this study both empirical and theoretical literatures were re-evaluated. The research design was descriptive involved qualitative and quantitative approach. The sampling techniques used to select respondents were randomly and purposive. Moreover, data collection methods were primary and secondary sources where by the instruments used were questionnaire, interview, observation and focus group discussion.  In analyzing data, the researcher used both qualitative and quantitative methods. However, the study findings did not indicate leadership  practices to be characterized by leader-member exchange nor participatory, Furthermore, employees were not motivated and their innovative ideas were also not integrated into useful application for improvements of organization. The study therefore, recommends that the government should put more emphasis on offering leadership training and effective communication for enhancement of employee well-being in organizations.
Keywords: Leadership, Communication, Employee, Bukombe.
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CHAPTER ONE
INTRODUCTION AND BACKGROUND TO THE PROBLEM
1.1 Introduction
This chapter presents an introductory part of the study. It intends to provide an overview of the research background, statement of the problem, research objectives research questions, significance of the study, scope of the study and conceptual framework.
1.2 Background of the Problem
Wellbeing refers to ability for one to fulfil goals, happiness and life satisfaction (Selgman, 2002). It is a state of bodies in society which includes more than physical and mental health but also incorporates a sense of satisfaction, contentment, personal fulfilments and existential calms (Manderson, 2005). It is clear from the fact that well-being is a social construct. In the work place, employee wellbeing is defined as a specific condition experienced by an individual who is characterized by a number of states of being satisfied, happy and healthy working environments (ILO, 2018). 
Apart from well-being, communication on the other hand is the process of exchanging ideas, emotions, opinions and messages among people (Ojomo, 2004). It is therefore an interactive process of joint exchange of mutual understanding with others (Rothweel, 2004).  According to Keyton (2011), communication refers to the process of sending and receiving messages, ideas or information from the sender to the receiver which aims at a shared meaning between two parts. Communication in that way is an interchange of messages from the source to the destination in which a mutual relationship is maintained in the workplace. Therefore, communication in the work place has a direct relationship with employees’ wellbeing since wellbeing itself is a result of the interactions between individual characteristics and those of the working and organizational environment (Biggio & Cortese 2013).
In the survival of any organization such as secondary school, effective communication is the most essential factor not only for productivity and successful development of organization but also for enhancing all employees’ well-being. Effective communication in most cases aims at gaining organizational objectives (Ad et al., 2008). In order to perform the basic functions of management such as planning, organizing, staffing, co-coordinating, directing and controlling the heads of schools should employ effective communication. On top of that, communication enables managers and all supervisors create a positive working environment in which employees feel happy, satisfactory and cheerful (Leonsis 2010). In this way, communication increases motivation and morale of work through enhancement of employees’ wellbeing. Communication helps the employer to communicate different messages without destroying his/her respect and dignity (Alan, 2003). However, without good leadership then communication cannot be effective because leadership is an influential factor for communication (Zulch, 2014).
Likewise, Hofmann and Morgeson (1999) explain the importance of leadership in employee well-being when they point out that a strong leader-member exchange is not only makes both communication and commitment to be safe but also helps to minimize the occurrences of communication barriers between leaders and followers. Despite of their importance, leadership and communication are said to have many challenges if they are not effectively and carefully used. They have remained to be the major challenges for organizations as well as employees (Keyton et al 2013). 
Nowadays, many problems that face heads of school such as employees’ grievances, passive resistance, resist of change, dissatisfactions and disputes are rooted from poor communication used by leaders. Heads of schools in that manner are usually working intentionally for improving employees’ productivity and job satisfactions by addressing problems in a negative manner (Anchor, 2009; Waggonar 2011). This entire situation affects the productivity of organization and employees’ well being. In order to solve these problems heads of schools or managers have to be clear about objectives, message conveyed and understanding the needs of employees.
Bukombe as one of the districts in Tanzania has been experiencing many problems which are closely related to poor leadership and communication exhibited by head of schools. The annual report of 2017 submitted by the District Secondary Education Officer revealed that from the year 2013 up to 2017, twelve secondary schools out of seventeen which equals to 70.6% were found to have various conflicts. In some of the schools, teachers were not in good terms with their head of school, while in other schools, heads of schools were in conflict against non-teaching staff. 
The occurrence of that situation was due to misuse of leadership and communication between head of school and other school employees. Generally, the presence of any conflict in an organization impairs employee well-being. Therefore, from that problem the researcher intended to investigate the role of leadership and communication in employee well-being in Tanzania, Bukombe district in particular.
1.3 Statement of the Problem
Effective leadership and communication in organization have a great role to play in enhancing employee well-being. One of the important roles of communication is to promote employee morale of working and increase organizational productivity (Eisenberger and Stiglhamber, 2011; Ainobushoborozi, 2013). This role is exhibited only when the organization introduces an open communication between the manager and subordinates in which all organizational members can communicate well with one another and finally feel joy at the work place.
Effective communication on the other hand improves employee job satisfaction, performance and productivity (Holtzhausen, 2002: Goris, 2007). Effective communication also introduces a condition of peace and harmony between leaders and their followers as a result it avoids tension and follower’s emotional related stains and enhances well-being (Schaufeli and Enzmann, 1998). In communication a combination of more skills such as attentive listening, the ability to manage stress and recognition of one’s emotions are found (Kirimi, 2013).
It has been argued that effective communication reduces the tendency of absenteeism and employee turnover especially when the manager keeps the work force satisfied (Manning, 2017). In so doing employee cannot strive to look for another employment elsewhere.  Moreover, effective communication has got fundamental effects on employees’ well-being since it minimizes their stress and mental health problems in the work place. For instance, when employees feel that they are being listened to and valued, they are more likely to exceed their job expectation which increases job satisfaction and employee well-being. Furthermore, communication is proved to be an important tool for motivating employees. In fact, communication informs and educates employees at all levels and motivates them to support the organization strategies towards achievement of goals set by organization (Barrett, 2002). 
Well-being on the other hand is the experience of health, happiness and prosperity which includes having good mental health, high life satisfaction, a sense of meaning and ability to manage stress (Davis, 2019). In the workplace, well-being is viewed as the ability to pursue interests, values and life purpose in order to get meaning, happiness and enrichment professionally (Davis, 2019). Well-being is an important factor for organizational success (Keeman, 2017). According to Giorgi et al (2016), employee well-being is considered as an umbrella concept including various services and benefits offered to employees with the aim of fostering their work conditions and professional growth such as interventions regarding allowances, housing, transport, and medical insurance (Schmitiz & Schrader, 2011). Well-being in organization is directly affects the ways on how employees think and feel about their job and organization (Davis, 2012). 
The research conducted by Adams (2019) shows that employees who are in good physical, mental and emotional health are more likely to deliver higher performance in the workplace than employees who are not. In order to achieve employee well-being successfully, it needs a structure, planning and proper employee communication strategy since there is a close relationship between communication and employee well-being in the sense that employee well-being is a result of interaction between managers of organization and employees themselves. 

In order to achieve all this roles and bring about positive impacts of effective leadership and communication in organization like a school, heads of school therefore need to optimally utilize communication skills so as to make employees feel better. This will enable employees create a positive relationship among themselves, their leaders and healthy working environment. In realizing that effective communication and leadership have a great contribution in enhancing employee well-being, the government of Tanzania in recent years has initiated a number of strategic measures and strong efforts to ensure that heads of schools as managers are imparted with knowledge on leadership and communication. 
The Agency for Development of Education Management (ADEM) has launched many programs as part of capacity building for educational officials in form of in-service training, seminars and workshops particularly for all newly appointed heads of schools, ward education coordinators and District education officers. All those programs were centred on making educational supervisors acquire enough knowledge, skills and techniques to enable them accomplish their responsibilities in more accountable way and taking note that failure to communicate effectively can lead to direct or indirect impact on employee well-being and organization.
It has been known that leadership is vital for enhancing employee wellbeing as noted by many researchers that in order to develop trust within organization, the style of leadership to be adopted is a chief determinant in organizational success (Conchie, 2013) and that an inclusive leader tends to expand trust between employer and employee (Choi, et al., 2011). Although, Tanzanian government has made many efforts to enhance employee well-being, still there is a big challenge on how leaders communicate effectively with other members in secondary schools. Although, leaders are required to use communication effectively in their workplace with different people within and outside of organization but again it is still a big problem for them (Daft, et al., (2010). 
Many researchers have found that organizations such as schools are lacking of effective communication between the school leaders and other stakeholders. Such climate is automatically affects the school performance and employee well-being (Wahed, 2012). Mostly, when teachers and non-teaching staff are neither happy nor satisfied with their workplace; then, complaints and misunderstandings are likely to happen.  But the main source of those problems is ineffective leadership and communication being demonstrated by head of schools. The study conducted by the Hill and Knowlton Company concludes that in most cases managers fail to send messages to their followers (Igbal, 2010,). 
In Bukombe district, this problem is justified by the Academic Annual Report of December, 2017 which was reported by the District Secondary Education Officer. The report among other things has shown that in the last five years from 2013 up to 2017, there are twelve secondary schools out of the seventeen which are equal to 70.6% that have proved to experience conflicts between head of schools and other school employees. Such schools are: Katente, Ushirombo, Lyambamgongo, Bukombe. Iyogelo, Butinzya, Bulega Musasa, Msonga, Runzewe, Namonge and Uyovu. Therefore, this situation compelled the researcher to make a research about the role of leadership and communication in employee well-being specifically in Bukombe district and to provide suggestions for making improvements on  both leadership and communication system.
1.4 Research Objectives
1.4.1 General Objectives
The general objective of this study was to determine the role of leadership and communication in employee well-being.
1.4.2 Specific Objectives
This study was focused to the following specific objectives:

i. To explore the role of leadership in employees well-being.
ii. To examine the role of communication in employees well-being.
iii. To determine the impacts of leadership and communication on employee well-being.
iv. To identify how leadership and communication determine employee well-being
1.5 Research Questions
The following questions were used as the guide lines to study specific objectives:

i. What are the roles of leadership in employee well-being?

ii.  What are the roles of communication in employee well-being?  
iii. What are the impacts of leadership and communication on employee innovative behaviour?
iv. How leadership and communication determine employee well-being?
 1.6 Significance of the Study
The results obtained from this study will be beneficial in providing with practical uses in many aspects. First, the collected and analyzed data of the study will help organizational managers acquire deep understanding, wide knowledge and skills on how to create a good relationship with their subordinates. Secondly, the usefulness of results from the study is not only for the heads of schools, teachers and non-teaching staff, but also for the non-government organizations, civil society organizations and international organizations which are dealing with human resource management in relation to employee well-being.
Moreover, through reading this empirical study, the researchers will be encouraged to conduct further researches on the role of leadership and communication in employee well-being in any organization. The study also will enable heads of schools to be familiar with importance of leadership and communication in promoting employee well-being and how ineffective application of leadership and communication can affect well-being. Finally, the study will help students who are pursuing studies on management and administration, gaining deep understanding on theoretical background of leadership, communication and employee well-being and therefore, acquire competences which are vital for establishment of an enterprise.
1.7 Scope of the Study

1.7.1 Limitations of the Study
Kombo & Tromp (2006) define limitations of study as all possible shortcomings out of researcher’s ability which hinder the process of collecting reliable data and sometimes they bring about problems to reach the sound conclusion. In this case, limitations are challenges, hindrances or problems expected to face the researcher during conducting of the study. Therefore, this study was faced by the following limitations: The first one was inaccessibility of respondents. Some of schools are found in remote areas such that they are not easily reachable during rainy season due to have muddy roads. 
The second problem was lack of financial resources. The researcher had no sponsorship from the government or any other financial institution.  Hence, the researcher found it difficult to afford all costs related to travelling from one point to another to collect data for study on the right time. Another problem was one related to the geographical location of respondents. The sampled respondents were scattered over the study area. This caused the problem of travelling long distances to reach the respondents such that completion of data collection was delayed.

Finally, there was a problem of negligence among some respondents. Filling in questionnaires needs one to be committed and taking much consideration on importance of responses needed.  But during data collection some of the respondents neglected filling in the questionnaires thinking that it was wastage of their time and none of their business. This made collection of data to be very difficult.

1.7.2. Delimitations of the Study
According to Collis and Hussy (in Mandoo, 2012), delimitation is defined as a scope of the research study. Delimitations therefore, are the factors or restrictions originated from limitations of the study which describe what to include and what to exclude in the study in areas of duration, sample size, categories of respondents and study location (Calabrese, 2009). The study of the role of leadership and communication in employee well-being was confined to Bukombe district where only 12 community secondary schools were selected due to the state of been observed to have the problem. 
The study excluded private secondary school as they are not found to have such problem and also it is impossible to study all secondary schools due to limitations of time and financial constraints. The study also was delimited to the sample size of 100 participants includes: heads of schools, teachers, ward educational coordinator, district education officers, district academic officers, non-teaching staffs, and the district school quality assurance officers. In order to solve the problem of respondents’ negligence of filling in questionnaire in time, the researcher strongly emphasized the purpose and importance of study so that respondents were encouraged to respond the questions in a good manner.
1.8 Conceptual Framework

Kombo & Tromp (2006) describe a conceptual framework as a combination of propositions and concepts originated from a related area of interest which are used to map out and present variables. It is a structure which is employed in study to enable the researcher to explain the basic development of the phenomenon to be studied (Camp, 2001). Conceptual framework helps the researcher to provide a picture of how ideas in a study relate to one another (Grant and Osanloo, 2014). It also makes the researcher to easily specify and define the concepts within the problem of study (Dixon, Gulliver and Gibbon, 2001). Moreover, the conceptual framework assists the researcher in identifying and constructing his/her world view of the phenomenon to be investigated (Grant and Osanloo, 2014).
This study was based on the premises that leadership and communication plays a vital role in satisfaction and motivation which lead to employee well-being. Good leadership style has an influence on employee performance, satisfaction and well-being. Likewise, communication as a process plays a great role in either enhancing or disturbing personal well-being. Since communication is an interactive process by which people create, transmit and interpret messages, hence the exchange of message between two people is characterized by interpersonal communication.
The conceptual framework given below in the Figure 1.2 indicates two variables: independent and dependent variables. Independent variables in this study are leadership and communication in the manner that they stand alone and demonstrate the effects on employee well-being. Dependent variable in this case is employee well-being which resulted as an outcome of dependent variables. So, it depends entirely on variations of leadership and communication.
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Figure 1.2: Conceptual Framework

Source: Developed by the researcher, 2020

In order to determine employee well-being in the work place, leadership practices should demonstrate some characteristics of being inclusive, transformational, democratic, participative and transactional which are important variables. In case of communication, the conditions of listening, clarity, honesty, patience, team work empathy and adaptability are also factors for enhancing employee well-being.

CHAPTER TWO
LITERATURE REVIEW
2.1 Introduction
This chapter presents a review of related literature that is making clear of the current study on the role of leadership and communication in employee well-being in Bukombe district. Discussions on all literature have been arranged into sub-sections which are: The concept of leadership, communication and employee well-being, importance of leadership and communication in organization and the relationship between leadership and employee well-being. In addition, the chapter also involves theoretical frame work and empirical study. Lastly, the chapter ends up with demonstration of research which looks critically at the documents such as books, journals and dissertations that have been produced previously. 
2.2. Conceptualizing Leadership, Communication and Employee well-being
The word leadership has been conceptualized by many scholars, for example Northouse (2007) explains leadership as an influential process exercised by a person to encourage a certain group of people to attain a group goal. Besides, leadership is viewed as the ability to drive individuals to behave enthusiasm in achieving the intended outcomes of organization (Ward, 2016). There are many concepts of leadership as Carolyn, (2004) and Thomas, (2007) view that it is a complex communication encompassed by the leader, the follower and the situation. The leader in this case deal with how people look like and behaviour: the followers address needs and values: while the situation deals with partly steady and incompletely changing.
Maxwell (2013) added that leadership is the process of social influence which intends to maximize the efforts of others and focuses on meeting the intended goals. In totality, leadership is a group of activities, associated with the use of power or ability exercised by a person or group of people on others, including a certain extent of cooperation and aimed at amending the attitudes and behaviour of others in order to realize a common goal (Hackman and Johnson, 2004).
Leadership is an important factor for making an organization successful. In sociological point of view, leadership helps in making objectives, forming and restructuring organizations and settling inside and outside pressure in a context of leadership function (Selzink, 2000). Leadership is also considered to be the way of leading and presents that part of administrative functions by which one guides and impacts the behaviour of the followers about some particular objectives. Psychologically, leadership improves motivation and task performance (Knippenberg, 2000). It also reduces conflict and bias towards minority group members, strengthens more collaborative on individuals’ characteristics specifically during people’s perception on important directives across their behaviour (Dukerich, Golden and Shortell, 2002).
Another important factor for organizational development is communication. This is the combination of all things that one person does when he/she wants to create understanding in the minds of others so as to bring about commonality (Allen, 2001). It is the way which entails transferring of messages by using particular media which connects people between the language and meaningful representatives which are used to send such messages, received and stored (Ugbojah, 2001). Communication process therefore, involves the sender, message, channel and receiver and it is regarded as a tool for organizational functions and sustainability (Deetz, 2001). Generally, communication is a correspondence between the originator and the recipient with the intention of reaching at a certain agreement and performance. 
Communication is not only a crucial aspect of organization but also a basic need of all organizations (Kumar, 2009). Since communication is the process of delivering ideas and mutual consensus from one person to another (Keyton, 2011), then it is a useful instrument for consolidating the close relationship among individuals. Through effective communication, leadership can set up individual relationship with subordinates and attempts to meet worker necessities give them security and chance to get prosperity. In other words, communication enables organization to set a definite far-seeing, stimulates employees and lead employees over their work and promoting the spirit of working (Zhu, Chew and Spangler, 2005). 
Well-being is the felling of good health, enjoyments and success which includes having good mental health, contentment, a sense of sound judgement and skills to control tension (Davis, 2019). In the workplace well-being is viewed as the ability to pursue interest, values and life purpose in order to get meaning, happiness and enrichment professionally (Davis 2019). According to the view of Tov (2018), well-being is the term that encompasses all the ways in which people experience and evaluates their lives positively. Well-being also includes the general expectation that one will experience more positive than negative outcomes in life (Carver and Scheider, 2003). For organization to be able to remain sustainable, it is inevitable that promoting the well-being of its employees is necessary to enhance performance and thereby survival and further development of the organization (Currie, 2001).
Many researchers show that well-being contains advantages that have a significant impact on the workers execution and survival of organization by influencing costs related to illness and well-being care, truancy, turnover and optional exertion (Dinna and Griffin, 1999). The importance of well-being in organization also has been highlighted by Higgins and Decesare (2011) when they contend that there is a positive relationship among human resources practices and employee well-being because human resources function is developed by the team empowerment practices within the organization by practicing work design, leadership and team process. 
In addition, human resources practices shape the employee trust worthy regarding the organization as well (Collins and Smith, 2006). Employee well-being too has indications for effectiveness employee-employer relationship; fulfilled and cheerful employees are more likely to believe their employers, adhere to organizational rules and regulations, offer recommendations to boost the organization, support their co-workers and work collectively as a group to attain  group goals (William and Chan, 2012). 
Apart from that significance within the work environment, well-being can also offer employees ways on how to overcome challenges and cope-with changes, giving plans to minimize stress and maintain well-being. It can decrease problems in the workplace, control sick leave, cut down disagreements and make organization to be supportive for all members. With well-being, employees become confident, respected and effectively engaged to their duties and to their organization.
2.3 Leadership and Communication in Organization
Leadership can be defined as the capacity to impact, change and exercise power over the conducts of others in a group. It is also the art of attracting others to use their efforts in order to be aware and adopt priorities of the group and the ways to reach the targets (Yukl, 2006). As an important tool, leadership has a great role to play in organizational performance. That means, less consideration of effective leadership leads to jeopardize functions of followers and productivity of organization as a whole. Avolio, Walumbwa and Weber (2009) emphasize that no organization can work efficiently without effective leadership since it impacts the work behaviour, performance and well-being of employees in organization. 
From this point the primary way of leader’s behaviour to influence employee well-being is through the leader-member exchange that is quality of interactions between leader and follower and provision of organizational resources which leaders can offer to their followers. In other words, leaders can provide with supportive instruments to employees to enable them make environment conducive with motivated conditions, freedom and clear vision (Westman, 2014). Leadership in organization solves conflicts be it employee against employee or employer against employee under the weight of the influence (Owen, 2005). 
Through effective communication, leadership can establish personal relationship with subordinates and tries to meet employee requirements, provides them security and the opportunities to earn wealth, give them the right to work and tries to understand their feelings. In totality, the importance of leadership rests entirely on the influence of employee behaviour towards the achievement of goals in a number of ways such as setting a clear vision for the organization, motivating employees, guiding employees through the work process and building morale (Zhu, Chew and Spangler, 2005). More specific benefits of leadership in organization are explained in inclusive leadership. In this style of leadership, leaders are taking awareness of their own biases and preferences, actively seeking out and considering different views and perspectives to inform better decision making (Kugelmass, 2003). 
Leaders’ inclusiveness invites employees in the decision making process to promote an inclusive culture (Nembhard and Edmondson, 2006). In other words, this kind of leadership gives all members a determination by interfacing their organizational culture to their leaders through imposing the shared knowledge of followers, it is also effectively making a condition where by all members of organization are entitled to generate their views and experience security to be free (King, 2020).
According to Hollander (2009), inclusive leadership is the process of active followership emphasizing followers’ needs and expectations with guiding principles of “doing things with people” in a two-way influence relationship. Leaders get advantage from effective members in a group including high power of control in a two- way instead of a one-way street (Hollander, 2004). Inclusive leadership therefore improves employee psychological safety and creativity in the workplace (Carmel Roiter and Ziv, 2010) through the new communication styles between leaders and their followers (Nembhard and Edmondson, 2006). 
An effective communication is said to be a pillar for the achievement of goals and development of school and organization as a whole. It is a basic need of all organizations (Kumar, 2009). Therefore, it is clear from the fact that without communication the school cannot exist. In the school system the head of school is not working in isolation he/she has to work in cooperation with other workers including teachers and non-teaching staff by sharing ideas, experiences and feelings through the use of communication. This is done for the reason of strengthening collective responsibilities and cohesiveness of all members of the school. 
The research conducted by McEwan (2003) concludes that successful principals or heads of school are communicating 100% of time by listening, speaking, writing and reading. Thus, the head of school as a part of employer is supposed to interact with teachers and non-teaching staff through written and oral communication all the time when he/she intends to address issues. In order to fulfil this role, the head of school needs to have knowledge about the school and communication skills.
Generally, an achievement of planned goals in the school almost depends largely on the accountability of head of school together with school community around who require guidance and counselling for development of the school. This is possible under the use of effective communication among all members of the school. Effective communication has got multiple uses. In management and administration, it becomes more than distributing messages, but also it is interplay between organization actors (Johansson, 2003). Finally, effective communication is considered to be a natural means by which the values and events of the school are produced and sustained (Deetz, 2001).
2.4 The Relationship between Leadership and Employee Well-being

Well-being is a state or condition of an individual or a group being comfortable, healthy and happy. It is psychological, physical and social states that are distinctively positive (Humppert, Bylis & Keverne, 2004). It is also a state of life satisfaction, the presence of positive mood, and the absence of negative mood (Ryan & Deci, 2001). Employee well-being therefore is a condition that an organization attempts to address so as to make sure that their employees remain happy and motivated at the work place.

Well-being is a basic aspect in promoting employee health as it helps to diminish emotional exhaustion of individuals. The study on relationship between effective communication and employee happiness made by Neves & Eisenberger (2012) concludes that “the different aspects of effective organizational communication such as high frequency, openness and accuracy, performance, feedback and adequacy of information about organizational policies and procedures are positively related to employees’ feeling of happiness in the workplace and job performance”. The conclusion of this study indicates that effective communication brings about employee happiness or well-being in other words.

Another study was conducted by Eisenberger and Stinglhamber (2012), at the end of their research they come up with the conclusion that “the open two-way communication contributes to happy employees who are more successful in all aspects of life”. They also add that organizations and managers who openly share information and encourage two way communications have a higher rate of job satisfaction and that employees enjoyed sense of well-being, happiness and job satisfaction.

All in all, these studies show that job satisfaction is positively impacted by effective communication from employers or managers of organizations regarding expectations and feedback on job performance (Tsai, Chuang & Hsieh 2009). It is true from the fact that effective communication plays a vital role for employee well-being in the workplace. Many researchers conclude that leadership and the way employees are managed are the key determinants of employee health, wellbeing and engagement (Alfes et al., 2010). The effects of leadership on employee wellbeing is directly exhibited in a number of ways such as removing stress, enhancing positive wellbeing and engagements, modelling healthy behaviour and support those suffering ill health (Rachel Lawis, et al.,  2013). 
Such notion is also supported by Gilbreath and Benson (2004) who claim that positive supervisory predicts employee wellbeing over and above the effects of age, life style, and stressful work and life events. In fact, supervisors make a direct contribution to employee wellbeing by creating the condition that promotes or detracts employees’ positive health-related behaviour in the work place. Transformational leaders for example are associated with subordinates’ satisfaction, commitment to the organization, trust in management and the organizational citizenship behaviours (Barling et al. 2000).
On another side, the root course of many problems in organization is the improper and untimely sharing of information or communication. One of the examples is the laissez-faire leadership style in which one’s supervisor leads to the experience of conflict with employee and stress which in turn brings about psychological distrust (Skogstad, et al., 2007). Therefore, it is obvious that leadership and well-being are closely linked to the everyday work and life experiences of all organizational members.
2.5. The Relationship between Communication and Employee Well-being 
Although communication and well-being are two different terms yet they are related in some aspects in organizations. Based on their concepts, communication refers to how people create, transmit and interpret messages between two or more people while the well-being is conceptualized as a quality of life of those individuals who are parties to that communication (Alex, 2014). Communication in this concept is related to well-being. This statement is also supported by Kostaman, (2015) who suggests that communication aspects such as social interactions, positive appreciation and feedback are embedded in the psychological well-being.
Mostly, human beings find their greatest source of happiness and satisfaction in relationships with other people. As happiness and satisfaction being part of well-being, communication is the process which enables people to establish mutual relationship in organizations. Therefore, communication in that way associates with employee well-being (Segrin. and Taylor, 2007). Communication plays a vital role in maintaining or disrupting personal well-being. This is evidenced by Thomson (2016) who pointed out that communication have a positive impact on workers inspiration, happiness, trustworthy, mental health and well-being. 
The impact is due to the reason that effective communication contributes to employee feeling trusted and respected. Well-being itself is recognizable as the result of interaction between the characteristics of the individuals and those of working context (Mininni et al, 2010) and that individual characteristics influencing well-being in the workplace include being positive, communication, management of difficulties and conflicts, socio-emotional skills and values. Thus, individual characteristics can play an active part in the development of well-being (Lawson, Noblet and Rodwell, 2009).   

2.6 Theories Related to the Study
A theory is a set of principles, assumptions or propositions which explain a course of action of a certain phenomenon. Theoretical framework on the other hand is a set of linked propositions established on theories. It is rational group of propositions which are constructed from a study and held up by data or evidence (Kombo & Tromp, 2006). Theoretical Framework guides researchers by relying on a form of theory, constructed by using an established, coherent explanation of a certain phenomenon and relationships (Eisenhart, 1991). The study of the role of leadership and communication in employee well-being is guided by these theories.
2.6.1 Social Exchange Theory
This theory was developed by sociologist George Homans (1958). It is one of the most prominent conceptual perspectives in leadership, communication and employee well-being. It is the most endurance and widely used conceptual frameworks (Cropanzano & Mitchell, 2005). The theory proposed that social behaviour is the result of an exchange process which is maximizing the benefits and costs of each relationship that determines whether or not one to choose to continue a social association. People in this case weigh the potential benefits and risks of social relationships, but when they realize that the risks outweigh the rewards, they will terminate that relationship. 
In order to determine the worth of relationship between two or more parts it is essential to take benefits and subtract the costs. That is to say the positive relationship is obtained when the benefit is outweighing the cost and vice-versa. The theory of social exchange views human interactions and exchanges as a kind of results driven social behaviour. The fundamental concept of this theory is cost and reward. This means that the comparisons of cost and reward drive human decision and behaviour. Social exchange theory is applicable in leadership since it proposed that leader provides more benefits or regards than burden or costs to the followers who in exchange help him achieve the goals of organization. This theory is similar in concept to that of leader- member exchange theory which rests on the relationship between leaders and followers. 
Under the view of Ben Janse (2019), the Leader-Member Exchange theory describes how leaders maintain their position in groups and how they develop relationship with other members that can contribute to growth or hinder development. The theory also originated on the idea that leaders and followers exchange benefits and that their relationships are at the heart of the leadership process (Hoyt, 2009). In this study, the researcher used the theory of social exchange since it emphasizes and centred on interaction and exchange of ideas as a way to establish a positive relationship among people which is similar to the use of effective leadership and communication to enhance employee well-being in organization. 

2.6.2 Social Information Processing Approach  
 Another related theory is Social Information Processing (SIP). This is an interpersonal communication and media studies theory developed in 1992 by Joseph Walther. Social information processing theory explains online interpersonal communication without nonverbal cues and how people develop and manage relationships in a computer–mediated environment. The theory explains how individuals use computer-mediated communication (CMC) to develop interpersonal impressions and to advice relational communication over time online and focuses on how communicators adapt to the absence of nonverbal hints when using a medium that is generally restricted to textual symbols.
Social information processing theory is useful in organization. In fact, the power of the theory lies on its ability to foster communication between individuals through communication behaviour that is valued by the other’s culture. Therefore, social information processing theory has the potential to aid the development of trust between virtual team members, establishing group cohesion and accentuating cross-communication within international work group. The ability of work groups to shape an individual’s work perceptions is rooted in social information processing theory (Bhave, 2009). 
Similarly, the theory proposes that individuals’ immediate work groups shape their behaviour and perceptions relevant through social information processing theory. Moreover, SIP theory also is used to explain other work-related outcomes such as job satisfaction and antisocial behaviour (Goldman, 2001). The researcher decided to use this theory due to the reason that the consideration of interpersonal communication, development of trust and group cohesion explained in the theory are essential tools to ensure that leadership and communication are effectively and positively practiced to bring about employee well-being.
2.7 Empirical Studies 

In the right of this study there have been many researchers and theorists who have dealt with studies on leadership, communication and employee well-being. The study conducted by Education Review Office (2010) in New Zealand was on how the school leadership affects quality education in primary school. At the end of study, Education Review Officer (ERO), found that lack of effective leadership in schools has a negative impact on the management and day-to-day operations of the centre. With ineffective leadership, teachers do not have the guidance to work as an effective staff and education team. The lack of professional support is obviously bringing about a negative impact of the school’s ability to provide appropriate and care of pupils. 
However, the newly appointed heads of school have a limited knowledge and experience of leadership; some leaders are not well technically qualified where as some head teachers are not competent enough about effective leadership. Such kinds of leaders do not help improve quality of education. In addition, the study by ERO (2010) found that poor leadership causes poor quality education provision in primary schools due to the reason that poor leaders are unable to organize properly their schools. Both poor leadership and poor quality of education lead to high stress levels for teachers and pupils.

Lack of proper school leadership makes teachers fail to make interactions between teachers and pupils in supporting the development of pupils’ language, understanding, thinking and other interpersonal skills. Therefore, from this study it may be concluded that effective leadership has an important role to play for the performance of the school. Ismail (2012) also conducted a study in Malaysia on teachers’ perceptions of principal leadership styles and how they impact teachers’ job satisfaction and dissatisfaction of teachers. The findings of that study revealed that principals with positive and collaborative styles create a positive environment in schools and teachers wanted a strong leader who can make clear and consistent decisions. Mwangi (2015) conducted a research in Kenya; his research was about the effects of leadership styles on teachers’ job performance and satisfaction in public secondary schools in Nakuru County. 
In his study, Mwangi sought to search for the role of leadership in the management of important change at Equity Bank Kenya Limited with the focus on increasing the implementation of leadership, achievement and management of the bank and other organizations in Kenya. He used transformational theory, as the one to determine the effects of leadership and behaviour on management change, employee morale and overall satisfaction with their jobs. The results from that study indicate that different leadership styles play a great role in organization and he suggested that the government should use the style of leaders with experience and competency to make sure that the change of management activities is successfully attained.
Another study was conducted by Mgani (2013). The purpose of that study was to examine the role of heads of school in setting the school goals, mission and vision, clarifying the path to subordinates by removing obstacles that are stopping them to achieve desired performance; the case was Kilosa district secondary schools in Morogoro-Tanzania. The qualitative approach was used in that study. The number of respondents was 39 including heads of schools, teachers and students who were randomly and purposively selected. The data for study were collected through interviews, documentary review and observation. The findings revealed that most schools had neither strategic nor whole school development plans and some schools had no clear goals, visions and missions. This conclusion also implies that effective leadership is a significant factor for school success.
In the case study in Tanzanian setting, Askia Thomas Chuma (2015) also conducted a research aimed at assessing the impact of school’s leadership on students’ academic performance at Ilala district. The study intended to find out the ways of leadership styles, decision making, staffs motivation and heads of school relationship with subordinates determine students’ academic performance in community based secondary schools. The study findings realized that the practicing different leadership styles was a determinant factor for improvement of students’ academic performance and the research recommended that transformational leadership style have to be adopted by heads of schools, educational stakeholders and other educational supervisors as  supportive tool on school performance.
Many researchers also have made various studies on the role of communication in organization. For example, Wang and Hu (2014) conducted a quantitative research on the impact of project communication to project performance in China using the construction industry. The findings of research deduced that the project communication has a significant impact on the schedule of the project and its construction performance. They also recognized that project communication is a means of ensuring effective collaboration among external and internal partners of construction project. The researchers further stated that project communication plays a vital role on project success and failures. Wang and Hu (2014) added that there are close relations and connection between communication ways, channels, frequency and feedback and project performance. 
Ainobushoborozi (2013) similarly conducted a research to examine how effective communication impacts labour productivity in civil engineering projects in Kampala Central division in Uganda. In order to measure the relationship between effective communication and labour productivity and other variables such as duration spent in company, educational qualification, timely information on changes at work, cooperation at work and available training provided to employees, the researcher used Multinomial Logit (MNL) estimation technique. 
The findings of study showed that asking for clarity in communication, cooperation at work gets tasks completed and timely information about changes affecting work is statistically meaningful to labour productivity in civil engineering projects. Ainobushoborozi insisted that in order to attain an intended goal of organization, manager should make sure that clarity of any instruction at work provides adequate training to employees, ensures cooperation at work by providing incentive environment and good communication plan to ensure timely information delivery especially on changes affecting work.
Likewise, Churi and Mlozi (2012) conducted a study on understanding farmers’ information communication strategies for managing climate risks in rural semi-arid area in Tanzania. This study aimed at assessing farmer information needs and examined communication strategies used. In addition, the study examined how modern Information and Communication Technology (ICT) used together with traditional methods can reduce risks and improve crop productivity of small holder farmers. A cross-section research design and simple random sampling techniques were used for study. In collection of data interviews, questionnaire and focused group discussion were used. The researcher then came up with findings which showed that smallholder farmers require climate, market and agriculture inputs information to make strategic and tactical farms level decisions for managing climate variability and extreme events. 
From the study it has also been found that climate information is an essential factor for making decision. Based on the study, radio was found to be an important communication channel for communicating climate information. However, mobile phones were noted to be preferred by surveyed farmers for communication agricultural information. The study suggested that efforts to improve adaptation capacity of smallholder farmers in rural areas should mainly focus on the extended use of information technology for improved access to climate information.
Many researchers on employee well-being came to the conclusion that leadership and the way employees are managed are key determinants of employee health, well-being and engagement (Alfes, et al., 2010, Skakon, et al, 2010). The effects of leadership on employee well-being is exhibited in a number of ways such as causing stress to enhancing positive well-being and engagement, modeling healthy behavior and support to those suffering ill health (Rachel Lawis, et al., 2013). Such notion was supported by Gilbreath and Benson (2004) who claimed that positive supervisory behavior predicts employee well-being over and above the effects of age, life style, stressful work and life events.
Furthermore, Kuoppala et al. (2008) investigated leadership, job well-being and health effects. Their findings showed that leadership is associated with job well-being. Good leadership seems to improve job satisfaction and job well-being as well as decreases sickness, absenteeism and disability pension. Therefore, leadership and employee well-being are clearly linked to the everyday work and life experience of all organizational members. 
2.8 Research Gap
 From the number of literatures that have been reviewed, many researchers have been concentrated largely on leadership and communication in relation to motivation, employee attitude, happiness, job satisfaction and performance. They have neglected research on employee health and well-being in favor of performance (Grant et al., 2007). Moreover, when included in leadership research, employee well-being has either been treated as a secondary outcome that helps the researcher explain the leadership-performance relationship.
Leadership, communication and well-being researchers have associated employee well-being with job satisfaction for example Kuoppala, et al., (2008) whom, they did not full capture the concept of well-being and the direct relationship between leadership, communication and employee well-being. This means that, employee well-being has generally not been directly considered as an important outcome of both leadership and communication.
However, less has been said about the role of leadership and communication in employee well-being in secondary schools’ performance. Now, this was the only gap which the researcher thought to carry out on this study. Therefore, the objective of this study was specifically to investigate the role of leadership and communication in employee well-being in Bukombe district secondary schools.
CHAPTER THREE

RESEARCH METHODOLOGY

3.1. Introduction
This chapter provides the descriptions of research methodology and it consists of research paradigm, research approach, research design, the location of study, target population, sample and sample size and sampling techniques. In addition, the chapter presents data collection details including types of data and tools of data collection, validity and reliability of instruments, data analysis and ethical considerations.
3.2 Research Paradigm
A research paradigm is a conceptual framework the researcher uses to conduct a research. It is an interpretative structure which is guided by a set of beliefs and feelings about the word and how it should be understood and studied (Guba, 1990). The research paradigm indicates the philosophical structure defining the key concepts within which the study is carried out (Quinlan et al. (2011). In other words, it is a combination of three important things. One of them is ontology, a branch of philosophy which deals with the question of what is real, and the nature about reality (Richards, 2003). 
Another thing is epistemology, which also is a branch of philosophy concerned with the nature of knowledge and process by which knowledge is acquired and validated (Gall & Borg, 2003) and the last one is methodology which deals with the discussion on how a particular piece of research should be undertaken (Grix, 2004). There are two common types of research paradigms in social science inquiry namely: positivism and interpretive. The first one, which is positivism, is a philosophical ideology that adheres to the factual knowledge obtained through measurement and empirical observation. It is the idea that scientific theory-free and value –free from observation (Creswell, 2011). This type is mostly used in quantitative research since it advocates the application of methods of natural science to the study of social reality and beyond (Bryman & Bell, 2011). 
Interpretive on the other hand is also a philosophical ideology that promotes the idea that people are deliberate and creative in their actions and actively construct their social world. This interpretive philosophy claims that the behaviour of social objects such as human beings are based on subjective interpretations of reality that social object can be understood. This paradigm believes that interpretations are themselves part of scientific knowledge they are pursuing. The purpose of research from interpretative view point is to understand and interpret every day events, experience and social structure as well as the value of people attach to these phenomena (Collin & Hussey, 2013; Rubin, 2011).
In this study the interpretive paradigm was considered to be much more appropriate because basically, many interpretations are developed among humans’ relationship and it tries to understand the different ways of perceiving and encountering the world means of distinctive setting and traditions. This also is very crucial as it tries to keep away predispositions in examining the occasions and people with their own perceptions (Hummersjey, 2013). Another reason for using interpretive paradigm is that it enables the researcher to test an interviewee’s ideas, principles, preferences, views, sentiments and attitudes (Wellington & Szczarbiaski, 2007). Moreover, with interpretive perspectives, researchers have a tendency of acquiring more knowledge of the phenomenon and its problems in its special setting rather than attempting to generalize the base of understanding for the entire population (Creswell, 2007). Therefore, interpretive paradigm is useful in qualitative research in which this study was highly considered.
3.3. Research Approach
A research approach is a plan and procedure that comprises of the steps of broad assumptions to detailed methods used to collect, analyze and interpret data. It is typically based on the nature of research problem being addressed. There are two basic research approaches; qualitative and quantitative. Qualitative approach is non-numerical based while quantitative approach is statistical-based. For the purpose of this study, the researcher adopted both qualitative and quantitative research approaches following to the reason that the nature of study involved data which are to be described and quantified to attain valid results. Therefore, using both qualitative and quantitative approach is appropriate since they are complimentary in each other as they also allow the researcher to balance the weaknesses of one approach by the strengths of another hence improve the quality of study results (Creswell, 2006). 
3.3.1 Qualitative Research Approach
The use of research approach in any study depends on the problem to be studied. In addition, the choice of research approach also depends on what the research was trying to find out (Silverman, 2011). Based on the nature of this study, the researcher adopted a qualitative approach in some areas of study as an appropriate one since it is profoundly comprehensive and authentic in making deeper investigation of respondents in obtains desired (Cohen et al., 2000). 
Another reason for deploying this approach is that it provides an inside perspective as well as in-depth insight into the phenomenon under the study as agreed by Rubin and Babbie (2001) that qualitative research has the ability to provide research with a comprehensive perspective resulting in a deeper understanding. Moreover, another reason for using qualitative approach is that it can enable researchers to focus on the uniqueness and individuality of the informants, that is, meaning-making process of the informants (Flick, 2014; Griffin 2004; Marshall Rossman, 2011; Willig, 2001). 
Lastly, the researcher decided to use qualitative approach simply because it has a higher level of flexibility research design and ability to focus on the meaning of key issues for participants, especially any contradictions or inconsistencies in their perspectives (Prasad, 2005). More important is that qualitative approach enables investigators to tackle more sensitive issues, appreciate the wider context of peoples’ experience and make connections across different areas of participants’ lives (Griffin, 2004)
3.3.2. 
Quantitative Research Approach

This type of research approach is the method used to study phenomena using numerical and statistical data (Adedoyin, 2020). Apart from qualitative approach the researcher also employed quantitative one under the reasons that some of data from the study were based on quantitative in the sense that they needed to be collected and analysed mathematically. Moreover the researcher also decided to use this approach due to the fact that it enables the researcher to get objective data that can be clearly stated in form of statistics and numbers. In most cases quantitative research approach  focuses on accurate data rather than opinions which is more reliable and concrete. That is also another reason for researcher to use this approach.
3.4 Research Design
According to Krishnaswam and Ranganatham (2010), a research design refers to logical and systematic plan prepared for directing a research study. It provides a structured plan or procedure for the researcher to follow. Research design on the other hand constitutes the blue print for the collection, measurement, and analysis of data (Kothari, 2003). Therefore, through the use of this design, the answer to research problem is obtained (Orodho, 2003).
In this study the research design was descriptive which enabled the researcher to collect data from selected samples of respondents using survey method. Descriptive research design is a scientific method which uses logical procedures to observe and describe the behaviour, characteristics, attitudes or opinions of the individuals and situation without affecting them in any way (Shuttlerworth, 2008). Therefore, this design helps the researcher to observe and measure the variables and understand why it occurs but has no control on variables (Dawson, 2002). 
Leedy and Ormrod (2001) argue that descriptive research involves identification of attributes of a particular phenomenon based on observation between two or more phenomena. This design was selected due to the reason that it allows respondents to point out views on their life experience (Denzin and Lincoln, 2000). Apart from that, descriptive design is suitable for describing the existing situation of any phenomenon (Opie, 2007). Thus, variables in this design are described by respondents through answering research questions (Saunders and Thornhill, 2009). In that way, questionnaires, interview and discussion were used to collect data and descriptive statistics such as frequencies and percentages were also used to summarize the data.
3.5 Location of the Study
This study was carried out in Bukombe district, in Geita region which is situated in the North-west of Tanzania. The district is bordered by Geita rural and Nyang’hwale districts in the North and North East respectively. Kigosi Muyowozi Game Reserve in the South, Kakonko and Biharamulo districts in the West and Chato district in the North-west. Administratively, the district has three divisions which are: Ushirombo, Siloka and Bukombe. Furthermore, the district has seventeen wards and also a total of seventeen secondary schools of which fifteen of them are community based secondary schools, one private schools and one seminary secondary school. 
The researcher therefore decided to conduct the study in only twelve community secondary schools due to the reason that they are formally reported by the district secondary education officer to have leadership and communication problems. On top of that, those sampled schools are accessible in such a way that the researcher researched them easily. Another reason was due to the limited resources: time and money. The reasons explained above, encouraged the researcher to sample the following schools: Bukombe, Lyambamgongo, Iyogelo, Ushirombo, Katente, Butinzya, Bulega, Msonga, Musasa, Runzewe, Uyovu and Namonge.
3.6. Population and Sample Size of the Study
3.6.1 Target Population
Population is the entire aggregation of items from which samples can be drawn for a study (Opoku- Amankwa, 2009). It is a group of units which have one or more characteristics in common that are of interest to the researcher (Omari, 2011). The target population of this study was 515 included heads of schools, ward educational coordinators, teachers, non-teaching staff, district school quality assurance officers, district education officers and academic education officers. 
3.6.2. Sample and Sample Size
Creswell (2005) defines sample as a sub-group of the target population that the researcher plans to study for generalization. Since it is very difficult to administer questionnaires and conduct interviews for all the study participants in the study area; therefore, a sample of population is to be considered to suit the purpose of study, availability of resources, the type of research tools, questions for respondents and to overcome constraints that might occur during the research process (Patton 2001). Therefore the sample size of this study was 100 respondents due to the reason that it is manageable and could provide a fair representation of all entire population of the study. In addition, Schewarz and Sudman (1995) recommend that a minimum of 100 participants in survey research can be as a sample size. The distribution of target population and sample size indicated in the Table 3.1.
Table 3.1: Sample Size Distribution
	S/N
	Categories of Respondents
	Target Population
	Sample size
	Percentage

	1.
	Heads of schools
	18
	12
	66.67

	2.
	Teachers
	415
	60
	14.46

	3.
	Non-Teaching staff
	54
	12
	22.64

	4.
	Ward Education Coordinators
	16
	12
	75

	5.
	District School Quality Assurers
	9
	2
	22.22

	6.
	District Education Officer
	1
	1
	100

	7.
	Academic District Education Officer
	2
	1
	50

	
	TOTAL
	459
	100
	21.79


Source: researcher, (20202
3.7 Sampling Techniques
Sampling is a sorting process used by the researcher to obtain a sub-set or samples of individual from a large population. Sampling techniques therefore are the methods used to select people, place or things to study in the target area (Kombo and Tromp, 2006). It is a process of taking some of representatives from the large population with characteristics necessary for the study. According to Coldwell and Herbst (in Mandoo, 2012) a sample provides a finite part of a statistical population whose properties are studied to gain information about the whole. 
Sampling techniques are grouped into two: probability sampling and non-probability sampling. Probability sampling is any method of selecting some representatives of population by use of random selection. This method involves simple random sampling, stratified sampling, cluster sampling and multistage sampling while non-probability sampling refers to the method of selecting samples wherein, it is not easy to know which member from the population will be sampled. Unlike probability sampling, non-probability sampling includes: convenient sampling, purposive sampling, quota sampling and snowball sampling. The researcher in this study employed both probability and non-probability sampling such that some of respondents were selected through simple random and others were obtained by use of purposive sampling.
3.7.1 Simple Random Technique
 Amuli (2009) defines simple random sampling technique as a type of sampling which provides equal chances to every member in the population to be included in the study. This technique allows equal chance to each member in population to be selected as sample (Nwadiuto, 1997). Some of the teachers in the study area who are respondents were sampled randomly. The researcher prepared the written YES or NO CARDS and from those cards every teacher was assigned freely to pick only one card randomly. The teachers who picked YES cards were qualified to be samples and those who picked NO cards were left out of the study. The reasons as to why the researcher decided to use a simple random sampling for extracting teachers were due to their big number and elimination of biasness.
3.7.2 Purposive Sampling Technique
This is a sampling technique which sometimes is called judgmental sampling. It is a technique where by samples are selected under the basis of their characteristics and the objective of the study to be conducted. Samples in this technique are selected based on the rich information they have about the study in question. Purposive sampling helps the researcher to get more information from rich participants; hence the research may acquire insight and deep understanding of a specific phenomenon (Fraenkel & Wallen, 2006). The appropriate and desired information is obtained from this technique (Kothari, 2004). In this study purposive sampling was used to get a sample of 12 heads of schools because of being in the managerial and administrative titles in the schools where they were viewed as the major concern in organizational communication all the time. 
3.8. Types of Data Collected
Data are evidences, numbers and other interconnected materials developed from the previous or current periods that support as the foundation for detailed examination of study (Krishnaswami, 2002). They are also observations collected regarding to characteristics that a researcher interested to deal with (Agresti & Finlay, 20009). Data collected can be presented as numerical or non-numerical facts depending on the purpose of study. In this study, the researcher collected data of two types namely: qualitative and quantitative. 

3.8.1 Qualitative Data
These kind of data are all facts that cannot indicate ordinal values (Ryan et all, 2001). They are non-numerical data in nature as they are collected by observations, face-to-face interview and focus group discussions all of which cannot be counted, measured or easily expressed in numbers. In this study the researcher collected qualitative data for the sake of judging emotions and perceptions of respondents on the role of leadership and communication in employee well-being. Moreover, the qualitative data enabled the researcher to have detailed information about the study.
3.8.2. Quantitative Data

Unlike qualitative data, quantitative data are those statistical observations that can be quantified based on statistical treatment to prove or disapprove alternative knowledge developed (Creswell, 2003). In this study the researcher gathered quantitative data on the closed-ended questions and content analysis. In that case, the raw data were coded into numerical value and scales so that the researcher attained objective information.
3.9. Data Collection and Instruments
3.9.1. Data Collection Methods

Data collection is the way of obtaining qualitative or quantitative data on particular of interest as a result of providing insights and answers about a certain phenomenon. Data collection can also refer to the process of gathering and put them into operations (Rabinowitz and Fawsett, 2015). Based on this study, the researcher intended to collect data through primary and secondary sources.
Primary Source: From this source of data collection, the researcher succeeded to get afresh data from the first hand source without reviewing from any existing sources. So, this method is original character (Kathori, 2014).
Secondary Source: This method obtained data from materials which have already collected someone else and made available by others. Such data can be extracted from books, journals, newspapers records or records. Secondary data therefore is a past oriented method of data collection (Cohen et all, 2000). Under this method the researcher used to get data from different literatures.
3.9.2. Instruments of Data Collection
These are research tools used to collect. According to Kothari (2009), research instruments are strategies the researcher employs to collect data from respondents. In order to get valid and reliable data of the study a variety of strategies have to be considered (Creswell, 2005). Furthermore, Manion & Morris (2000) added that there is no one strategy that can act in isolation since it can bring about unreliable data that the researcher is finding out. For the purpose of this study, the following instruments were used:
Questionnaire: A questionnaire is a tool consists of a number of questions sate by the researcher in which respondents have to answer either by ticking on boxes provided to each question or writing their opinions (Cohen et al., 2000). It is advantageous to use questionnaires in collecting data as it reduces costs and makes easy for distant respondents to get questions , the questions are standardized, secrecy is guaranteed and are written for particular reason (Opic, 2007: Leedy & Osmrod, 2005). Another advantage is that it serves time during data collection and yet provides useful information (Descombe, 2007; Best & Khan, 2006; Kothari, 2004). According to Dawson (2002), questionnaires are divided into three categories namely: closed-ended, open-ended and mixed questionnaires which are the combinations of closed- ended and open-ended questionnaires. 
In closed questionnaire respondents are limited to answer a fixed set of responses. They are required to answer by selecting from limited number of options and ticking in the boxes provided, usually multiple choice or YES/NO items while the open-ended questionnaire does not contain boxes to tick, but instead leaves a blank space for the respondents to write in an answer. In this type of questionnaire, respondents are required to supply their own answers without being constrained by fixed set of possible questions. Mixed questionnaire on the other hand is the one that consists of closed-ended questions and open-ended questions. In this study the researcher employed the mixed questions type of questionnaire. The researcher started with a series of closed ended questions to obtain demographic data and scales to rank to obtain answers in other variables and ended up with open-ended questions to get more detailed responses especially from District Education Officers and School Quality Assurance. Those kinds of questions are found in Appendix 3 to 5.
Interview: An Interview is an interchange of views between two or more people pertaining to a certain topic in a mutual manner (Best & Kahn, 2006). It is a technique that involves the use of oral or written questions in collecting information from interviewee. Easwaramoorthy & Fataneh (2006) claim that interviews can be grouped into three types: structured, semi structured and unstructured interviews. The structured interview is a set of standard and predetermined questions about a certain topic which respondents need to select answers from a list of options. 
However, the semi-structured interview is the set of prepared predetermined questions which respondents answer in their own words while unstructured interview is the one that has no specific guidelines, restrictions and it is not specific instead the interviewer asks open-ended questions based on a specific research topic and let the interview flow like natural conversation. In this study, semi-structured interview was used to collect data from respondents such as heads of schools and District Education Officers who generated more information by elaborating and giving deep explanations to meet the study objectives.
Observations: According to the Sage Encyclopaedia of Qualitative Research Method (2008), observation is defined as the use of one’s sense to look or listen in a systematic and purposeful way to learn about a phenomenon of interest. This tool is always applied to enable the researcher to enter and understand the situation that is being described (Patton, 2002). By observation, the researcher detects the behaviour of respondents. In this study the researcher physically observed the teachers in their school surroundings and during their classroom instructions where the researcher detected their behaviours such as those related to disappointment and demoralization influenced by leadership and communication. The data collected from observation were related to what was taking place in organization pertaining to the role of leadership and communication in employee well-being.
Focused Group Discussion: Mishra, L. (2016) defines a Focused Group Discussion as a type of in-depth interview accomplished in a group, whose meetings present characteristics defined with regard to the research plan, size, structure and interview plan of action of chosen respondents and organized  by researcher for the sake of making discussions and generate suggestions on something from individuals knowledge on the research problem. It involves a certain number of people discussing together (Saburi, 2002; Bryman, 2004). Johnson and Christensen (2012) content that focused group discussion is useful as a complement to other methods of data collection and it is very useful for providing in depth information in a relatively short period of time and the results are usually easy to understand.
In this study, focused group discussion was used purposely for teachers who formed focused group discussion for the sake of sharing ideas on the role of leadership and communication in employee well-being. The tool was chosen due to the reason that it produced a lot of information from different members of the group and used to identify beliefs and ideas of the community. 
Documentary Analysis: This is a systematic procedure of qualitative research which involves converting collected data from different sources into meaningful information of the study (Bowen, 2009).  It is a review of official documents already written for the purpose of preserving and giving information as evidence, for instance official reports, census, minutes of a meeting, teaching documents and photographs. The researcher was influenced to use documentary analysis in data collection since it enabled him to verify findings based on primary data. 
On top of that written materials can provide important insight in both public and private opinions. Another advantage of documentary analysis is that it is a quickest means of gathering data, hence serves time and money (Ghauri, 2005). Heads of Schools, Education Officers, School Quality Assurance Officers and Ward Educational Coordinators were groups of respondents who suit for documentary analysis since they have offices to keep documents.
3.9 Validity and Reliability of Instruments
3.9.1 Validity

In order to ensure that a research instrument and a research itself is quality enough, the issue of validity is taken into high consideration. Validity is a quality or degree in which the research instruments such as questionnaires and interviews measure what is supposed to measure. It is an accuracy of research instruments. Johnson and Christensen (2012) pointed out that validity is the extent to accurateness of trustworthiness of a conclusion that reached from the outcomes of a study. 
To ensure validity in this study the researcher was interested to use multiple data collection techniques which are sometimes called triangulation method in which more than one method to collect data on the same topic was used. In order to meet the validity of instrument and data the researcher made a review and refine items of research instruments to measure what was intended and counterchecking any contradictory information. 
3.9.2. Reliability

Reliability on the other hand refers to consistency a research instrument or process is. It entails the extent to which a tool gives consistent results across a range of settings and if used by a range of researchers (Wellington, 2000). Therefore, in order to make the research instrument to be effective or of good quality the researcher first prepared instruments and edited them so that ambiguous words and sentences were corrected. The second thing to do was to conduct a pilot in two schools to test reliability of instruments before conducting the real research. The piloted schools were excluded in the final data collection.
3.10 Data Analysis Procedure
 Data analysis is a process of arranging and assembling of crude information intentionally for developing the valuable data (Smith, 2011). This process involves software to analyze data and display them into different forms such as charts, graphs, tables and quotes. Data analysis in most cases is done under the support of Statistical Package for Social Science- SPSS as Martin and Acuna (2003) observe that SPSS is able to handle large amount of data and given its wide spectrum of statistical procedures purposefully designed for social science. It is also quite efficient. In other words, data analysis is a scientific process which involves separating, categorizing and sorting of the useful data which can enable to bring about reasonable results of the study. 
According to Kothari (2004), data analysis is a process of editing, coding, classifying and tabulating of collected data. Data analysis also is the systematic process for searching and arranging interview transcripts, field notes, data and other materials obtained from the field with the aim of increasing and understanding of them to others. Data analysis is important in the study since it provides the meanings from the raw data collected through the measuring instruments (Coldwell & Herbst, 2012). This study employed both qualitative and quantitative research approaches to analyze data. With the use of qualitative approach, the researcher succeeded to assess opinions, behaviours and attitudes of respondents towards the role of leadership and communication in employee well-being and with quantitative data analysis approach the researcher measured the role of leadership and communication in employee well-being the use of tables, graphs and charts.
3.10.1 Qualitative Data Analysis
Rossman (1999) defines qualitative data analysis as the reduction and interpretation of data collected from the study. Through qualitative analysis, the researcher may extract rich descriptions and explanations that demonstrate the chronological flow of events as well as often leading to chances findings (Gray, 2004). The researcher in this study passed the following steps to analyze qualitative data. 
Step 1. Transcribing data: After collecting data through the interview and Focused Group Discussion (FGD), the researcher converted them into written form. This transcription involved close observation of data by editing; omitting unnecessary things to make sure that data collected are accurate, consistent and systematically arranged to help in coding and tabulating (Bailey, 2008).
Step 2. Organizing data: This is the process of classifying of collected data into similar groups so as to get meaningful relationships. It is also the process of arranging data into class based on common characteristics. In this case, the researcher had organized data through the use of tables and diagrams
Step 3. Coding of data: Creswell (2012) defines data coding as the procedure of breaking down and classifying text to form explanations and comprehensive themes in the data. It is also the process through which the researcher gathers the content related to specific themes or ideas (Attride-Stirling, 2001). In this step the researcher grouped and assigned values of responses from questionnaires which ultimately determined generated themes.
Step 4. Summarizing data: This is the conclusion of qualitative data analysis where the researcher states the findings and the outcomes of the research in relation to research objectives. Furthermore, the researcher will find the valid link between analyzed data and the research questions. This step also includes the summary of research process, methods used as well as implications of research findings.
3.10.2. Quantitative Data Analysis

Quantitative data analysis is the way of studying, measuring and understanding of data through mathematical and statistical procedures (Kenton, 2019). This process involves cleaning, transforming and modelling data into meaningful and useful information. In analysing the collected data in this study the researcher three major important steps:
Step 1; Data Validation: In this step the researcher made a check up to ascertain the correctness of data collection process which included the actual number of respondents interviewed or given questionnaires, the right way of selecting respondents according to sampling techniques
Step 2; Data Editing: This is another step where the researcher determined some errors based on omission or skipping of some important things, particularly on filling questionnaire which might course incorrect information
Step 3; Data Coding: This is the last step in which the researcher arranged and grouped data into similar characteristics and assigned values so as to get a meaningful information. In this step the researcher also computed data by use of Statistical Package for social Science and then the research findings were organized and presented inform of tables and figures.
3.11 Ethical Considerations
This study paid much attention on moral principles, norms, rules and guiding conducts of respondents and the society as a whole. This was to ensure that safety of respondents was safeguarded. The researcher also maintained confidentiality of responses all the time during and after the research process as one of the important ethics of researcher.
CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND INTERPRETATION

4.1 Introduction

This chapter presents, analyzes and interprets the research findings in connection to the study objectives on the role of leadership and communication in employee well-being particularly in Bukombe district secondary schools. It is organized under two sections which include demographical characteristics of respondents and presentation of findings and analysis of data.
4.2. Demographic Characteristics of the Respondents

This part presents demographic characteristics of respondents which include Sex, Age, Marital status, Education, Contract terms of service, Length of time in public service and Length of time in current station. The total numbers of respondents surveyed in this study were one hundred, whereby sixty-nine (69%) was males and thirty-one (31%) were females. Respondents had different categories in age brackets as follows; fifty-nine (59%) aged between 30-40, twenty-five (25%) aged between 41-50, nine (9%) aged between 51-60, and seven (7%) aged below 30. 
Another characteristic of respondents was observed on marital status as follows: eighty-eight (88%) were married, eight (8%) were unmarried, three (3) were divorced and one (1%) was widowed.  Respondents’ education background varies as follows: sixty-seven (67%) had bachelor degree, twenty-one (21%) had diploma in education, nine (9%) had certificate and three (3%) had master degree. In terms of service, permanent respondents were ninety-one (91%) while nine (9%) were temporary employees. The respondents’ length of time in public service showed the difference as follows: forty-four (44%) were retained between 11-15 years, twenty-three (23%) were retained between 6-10 years, twenty-one (21%) were between 16-20 years, seven (7%) were between 21-25 years, and four (4%) were between 0-5 and 26 and above. Lastly, the respondents’ lengths of service in current station were as follows: forty-eight (48%) were retained between 6-10 years, forty-four (44%) were between 11-15 years, thirty-five (35%) were between 0-5 years, four (4%) were between 20 years and above and two (2%) were 16-20 years.
4.3. Presentation of Findings and Analysis as per Study Objectives

 4.3.1 Leadership Practices in the Study Area
In order to identify leadership practices employed in Bukombe district secondary schools, the study investigated practices of leadership. The study respondents were asked to rate each item by using five points in Likert Scale in which 1=Strongly Agreed, 2=Agree, 3= Not sure, 4=Disagree and 5=Strongly Disagree. The obtained data was so applicable in identifying the most useful practices as shown in Table 4.1.

The data collected from respondents as shown in the table below are summarized in the form of frequency and percentage. 
Table 4.1: Leadership Practices      
	Responses
	Distribution of Responses

	
	Frequency
	Percentages

	Agree
	26
	26.0

	Not sure
	7
	7.0

	Disagree
	67
	67.0

	Total
	100
	100


Source: Field Data, (2020)
The Table 4.1 shows that 67% of respondents were disagreed followed by 26% agreed and 7% not sure. Such findings revealed that leaders or head of secondary schools in Bukombe district were not effectively communicating with their subordinates as inclusive leaders which in turn may cause misunderstanding and poor employee well-being.
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Figure 4.1: Distribution of Respondents on Leadership Practices 

Source: Field Data, 2020
These results are in line with Baldoni (2003) who claimed that leaders of organizations who keep everything inside or cannot communicate a message leave individuals to their devices to try and figure out what they may, or may not want, this is a failure of leadership and communication. Although the different behaviors of the leaders are important for organizational effectiveness (Nguni, 2005) and employee well-being, the data obtained from the focused group discussion between the researcher and teachers shows that the leadership that was practiced by the heads of schools was not inclusive. During the focused group discussion, it was revealed that leaders of schools were neither open towards the school objectives nor listen to employees’ problems. One of the teachers from the group had this to say:

….” It is true that we are not the part and parcel of the school in all processes of making organization decisions, because we use much of our time receiving instructions from head of school for the day- to -day activities.”
The research which was conducted by Kindiki (2009) in Kenya about effectiveness of communication on student discipline in secondary schools discovered that ineffective communication mostly leads to conflict, chaos, misunderstanding and lack of confidence in school administrators. This was also justified by the School Quality Assurance Officer, when he was interviewed he said that: 
“When I was inspecting secondary schools in Bukombe district last year I observed that many administrative problems were originated from poor communication between heads of schools and other teachers and non-teaching staff. Heads of schools normally used to force employees in attainment of certain activities and not convincing them.”
Similarly, one of the Ward Education Officers was quoted as saying: 
“I have been visiting secondary schools in my Ward but I rarely not found the minutes of staff meetings pertaining evaluation of school development as a way of setting new strategies for further development. Therefore, there was no clear organizational vision and objectives to be achieved by employees.”
 Faraz  (2013) argued that lack of staff meetings leads in organization failure of employees to learn to work together better, failure to manage conflicts more constructively and difficult to show respect to their friends, co-workers and customers. Such situation normally happens when there is an inadequate experiencing decision making, thus resulted to communication breakdown between top management and employees at the work place. In his words, Daft, et al.,  (2010) proved that effective communication both within the organization and with people outside the company is a major challenge and responsibility for managers. Ineffective communication can cause significant problems such as poor morale, lack of innovation, decreased performance and a failure to respond to new threats or opportunities in the organization. 

When the researcher interviewed again with another head of school, he explained about the reasons which encouraged him to force employees to perform   different tasks in the school. In his explanation he insisted that normally leaders have full control and power over the followers. Therefore, as a leader he has to exercise full power to make sure that followers are doing perfectly whether they like or not.
Another head of school supported the other head’s statement with these words:

….“Teachers need to be forced to ensure that all the given activities in the school are done effectively and efficiently, but when teachers are given freedom and opportunities in everything  taking place in the school, they fail to perform as expected.” 
In his study about how ineffective leadership behavior affects individual and organization performance, Aboyasin (2013) concluded that there is a statistical significant impact of ineffective leadership caused by lack of shared strategic vision, ineffective leadership characteristic, and negative on labor relationship and ethical violation on individual and organizational performance.  Bad practices of leadership generally impede organization functions as Toor and Ogunlana (2009) say that wrongful use of leadership power, poor communication and low experience are the leading practices which can make organization leaders appear incompetent and ineffective in the workplace. 
4.3.2 The Association between Communication Practices and Employee Well-being
The study also sought to examine the association between communication practices and employee well-being. In order to realize the association respondents were asked to explain their feelings towards the leaderships in six months of the stay at their schools. To capture the intended feelings of employees, the researcher used 6 items in which the respondents were required to rate each of them by using Likert Scale to indicate that; 1= Agree, 2=Strongly Agree, 3=Neutral, 4= Disagree and 5= Strongly Disagree. Table 4.2 shows the responses. 

Referring to the research findings of the above, the most respondents who were 63% disagreed to feel motivated, energetic, enthusiastic, lively joyful and cheerful in the past six months, followed by 25% agreed respondents and finally 12% respondents who were not sure. These findings evidenced that there was no association between communication practices of leaders and employee well-being in Bukombe secondary schools.
Table 4.2: The Association between Communication Practices and Employee Well-being
	Responses
	Distribution of Responses

	
	Frequency
	Percentages

	Agree
	25
	25.0

	Not sure
	12
	12.0

	Disagree
	63
	63.0

	Total
	100
	100


Source: Field Data, 2020
These results evidenced that employees were not satisfied and not enjoyed the leadership practiced by heads of schools. That is to say ineffective communication automatically cannot enhance employee well-being. These results are in line with Heponiemi, et al., (2011) whom suggested that the consequences of lack of effective communication can impact employees’ well-being which is the most reliable indicator of employees’ attitude and behavior in the workplace.
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Figure 4.2: Association between Communication Practices and Employee well-being
Source: Field Data, 2020
Again, Anne Kinsey, (2019) argued the same concept when he said that poor communication is said to be a root cause of many problems such as stress, unmet expectations, relational breakdown, low morale, dissatisfied employees and health concerns. In the interview one of the employees said:
“I have been here for four years now, but I have never seen any kind of appreciation provided to employees from the school management, despite that employees are sometimes working for long hours and face health problems.”
These statements are matching with the view of Pfeffer (2014) who contended that long working hours are associated with adverse health including cardiovascular disease, diabetes and disability. Therefore, employers need to acknowledge and encourage workers whenever they perform outstandingly and tell them to leave after their work day so as to give opportunity to enjoy time with families and friends without the stigma often associated with leaving early.
When another teacher was interviewed about the association between communication and employee well-being through motivation, she demonstrated her feelings as she said:

“I often feel de-motivated and demoralized to perform my duties since our head of school always does not involve us in all school issues. He does not communicate and discuss with any employee in the school. Generally, our head of school is not paying attention to what we are doing. “
The statement was supported by the conclusion made by Gothenburg (2015) who said that fuzzy information flow can lead to discomfort at work which also may lead to psychological and correspondingly problems in knowledge sharing can also affect employee well-being. Therefore, addressing the information flow system and knowledge sharing was beneficial for the organization not only to achieve goals but also to improve employee wellbeing.
4.3.3 The Relationship between Leadership and Communication on Employee well-being
The study sought to assess the impact of leadership and communication on employee well-being in Bukombe district secondary schools. The researcher set 9 statements to determine the views of respondents on employee innovative behavior as one of important element which shows the impact of leadership and communication on employee well-being.
To realize the impacts, respondents were required to rate each statement by using the Likert Scale to indicate that 1= Agree, 2= Strongly Agree, 3=Neutral, 4=Disagree, 5=Strongly Disagree. The table below shows the responses. The distribution of respondents by the impact of leadership and communication on employee well-being was also summarized in table of frequency and percentage as shown below.
Table 4.3: The Relationship between Leadership and Communication on Employee well-being

	Responses
	Distribution of Responses

	
	Frequency
	Percentages

	Agree
	24
	24.0

	Not sure
	10
	10.0

	Disagree
	66
	66.0

	Total
	100
	100


Source: Field Data, 2020
From the findings analyzed above, the study results revealed that leadership and communication which were being practiced in secondary schools did not promote employee innovative behaviour in Bukombe secondary schools. Findings of the study indicated that majority of respondents who were 66% disagreed against the notion that leadership promotes employees well-being, followed by 24% who were agreed and 10% of respondents were not sure. 
These results are similar to the word of Daft et al. (2010) who claims that effective communication both within the organization and with people outside the organization is a major challenge and responsibility for leaders. Ineffective communication can cause significant problems. Some of the problems include poor employee morale, lack of innovation, decreased performance and failure to respond to new threats or opportunity in the environment.
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Figure 4.3: Relationship between Leadership and Communication on Employee well-being

Source: Field Data, (2020)
The findings also are contrary to Michael D. Mumford (2002) who maintained that innovative behaviours depend on not only the cognitive style, intrinsic motivation, psychological capital but also the effective stimulation from the external environment, especially the leadership and motivation. Communication is the main way that leaders transfer the managerial concept to the employees and effects employee’s behaviour, which is more useful than other forms of communication (Wang Yongyne, 2005). Finally, leadership improves employees’ innovative behaviour through direct encouragement or setting the goal of innovation for employees (Wang and Duan, 2014). 
From these points, it implies that leadership has a significant impact on employee innovative behaviour (Liu et al., 2017) and that ineffective leaders cannot bring about innovative behaviour for employees. This view was not far from that provided by one of the non-teaching staff who said that:
“Our headmaster is rigid and not creative since he cannot seek and agree contribution of advices from his subordinates with the assumption that they can weaken his strong leadership.”
According to Hooff and Ridder (2004), knowledge sharing is a process where individuals exchange knowledge which consists of ability to communicate his or her knowledge with members of organization, the manifestation of respect among members of organization and the behaviour of organization in consultation with each other about the intellectual capital. Therefore, knowledge sharing aims at increasing the effectiveness of the organization through innovation from the old practices (Mc Shane & Von Glinow, 2011). Based on these views it is clear to deduce that without knowledge sharing in organization leaders cannot promote employee innovative behaviour.
Another statement was expressed by an interviewee who thought that:
 “One of the big challenges of heads of schools for their leadership is provision of motivation to their teachers who are striving to promote students’ academic performance. Heads of schools are not creative enough to find out the best ways of motivating their subordinates. They normally tend to maintain the status quo and resisting invention of new ideas.”
This statement is supported by Ericsson et al. (2018) who explain that the working routine degree exhibited by leaders would influence employee well-being. At the high rates of routine and repetition, employees who often work according to the rules would form a solidified thought and their innovation intention is very low and very difficult to promote the innovative behaviour (Michael Ericsson, 2018). The researcher wanted to understand more about the attitude of school leaders towards their subordinates by asking why school members are not enthusiastic for innovation for the benefit of organization. 
The response given from one of the education officers was this: 
“Most of school leaders have a negative attitude towards their subordinates, teachers in particular. They normally tend to despair and neglect new ideas from other teachers with the assumption that taking more consideration and value of subordinates’ ideas is to expose leaders’ incompetence which can weaken their power and authority.”

This view was also supported by Wilson (2009) who claimed that negative attitudes which have been shown by leaders towards subordinates fail to promote team work, productivity and employee morale, Furthermore, Davis (2007) supported the claim by saying that leaders with a negative attitude are not good communicators and do not create atmosphere for good communication within the work group and no regular updates are given to employees concerning organization. This leads to un-conducive work place, low staff morale, job un-satisfaction and poor team cohesion. Furthermore, Clawson (2009) argues that leaders cannot achieve organization’s transformation without followers, and yet followers cannot help if they feel powerless.
CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1. Introduction


This chapter presents three main important areas: the summary of study which briefly explains about the results obtained in regard to the study objectives; the conclusion where the researcher emphasizes the major findings of the study; and the implications as addressed   in discussion part of the research. The last area is recommendation which gives suggestions on how improvements can be made in order to solve the problems based on study findings.
5.2. Summary of the Main Findings
The main findings of the study have been summarized according to the given study objectives which include: identifying the leadership practices, examining the association between communication practices and employee well-being, and impacts of leadership and communication on employee well-being. These findings from those objectives are elaborated below.
5.2.1. The Leadership Practices
In order to get the leadership practices, the study measured 8 items on qualities which have been demonstrated by leaders during the time when they were communicating with subordinates in schools. However, after the analysis of collected data the findings indicated that leadership practices used by heads of schools mostly were not characterized by the state of openness, attentiveness, and even consultation between leaders and employees was very difficult.
Based on effectiveness of leadership, the findings also revealed that most respondents were disagreed defending that leaders in general were not open to what is taking place in organization and also they were not ready to hear new ideas from other teachers nor be available for making consultation with teachers who have some problems. On top of that respondents lamented that leaders of schools did not encourage their subordinates when they performed well in their assigned duties.
5.2.2. The Association between Communication Practices and Employee well-being

The study sought information concerning the association between communication and employee well-being in Bukombe district secondary schools. To obtain the required responses, respondents were asked to explain their feelings towards the communication practices used by heads of schools in the last 6 months.  Generally, the findings showed that employees had felt uncomfortable, meaning that they were not motivated, joyful, cheerful and in enthusiastic mood.
5.2.3. The impacts of Leadership and Communication on Employee Well-being

In order to justify those impacts, the researcher intended to make an assessment to measure that factor by using 9 items. The findings came up with the conclusion that employee innovative behaviours were not promoted by leaders since there was a lack of employee support from leaders. Again, innovative ideas were not integrated into useful application for improvement of organizations.

5.3. Conclusion

5.3.1. The Role of Leadership, Communication and Employee Well-Being
The objective of this study was to examine the role of leadership and communication in employee well-being in Bukombe district secondary schools and this has already been studied. The study questions concerned three main aspects: inclusive leadership, employee well-being and employee innovative behaviour. Therefore, the study questions were focused on capturing the following information: 

i. Identification of inclusive leadership practices
ii. Association between communication practices and employee well-being

iii. The impact of leadership and communication on employee well-being 

The first conclusion made by the researcher was that effective relationship practices are mostly dependent on effective communication between leaders and other employees. This conclusion is supported by a research conducted by Femi (2014) who concluded that the relationship between communication and employee performance as effective communication creates mutual understanding between management and workers which in turn helps in building genuine relationship among parties in organization. Through effective communication an organization can run well and successful (Muhammed, 2011).
Another conclusion which has been drawn by the researcher is that the successful functions of organization also depend on the styles of leadership as James A. K. and George, G. (2018) agree that leadership styles that are more rational such as transformational leadership show consistent advantages in terms of reducing stress, turnover, absenteeism, productivity and better well-being. Moreover, the research conducted by Choi, et al., (2017) found that there was a positive relationship between the role of leadership and communication on employee well-being and organization as a whole.
The study also concluded that leadership influences an employee innovative behavior which finally affects employee well-being. Likewise, Liu et al. (2017), supported by concluding that leadership as an important organizational scenario variable has an impact on employee innovation behaviors. Thus it is clear from the fact that among the factors affecting employee innovation behavior is the type of leadership in the sense that the leader in organization is the key person who sets goals, introduces new ideas and encourages employee to take initiatives to innovate (Janssen, et al., 2004).
5.4 Recommendations 

Through the findings on the literature reviews and conclusion of this study, the researcher suggests the following things: first, besides, introducing school leaders’ seminars and training programs at the national level, the government should also initiate school leaders’ training programs in lower levels such as regional, district, ward and even in-house training at school levels. Second, the department of school quality assurance in zonal and district levels which are responsible to assure the quality of education should be availed with enough funds for capacity building programs which will enable them to conduct workshops, seminars and other short courses in their areas. 
Third, the Ministry of Education, Science and Technology in collaboration with the Prime Minister’s office Regional Administration and Local Governments and other institutions of education quality should insist that all appointed heads and other education leaders be trained on how to lead, manage and supervise educational organizations. Fourth, in order to enhance employee well-being in school organization, leaders should promote effective communication which is an important mediator between leadership and employee well-being.
5.5 Areas for Further Studies

This study focused on the role of leadership and communication in employee well-being in Bukombe district secondary schools. The study involved only 12 sampled secondary schools in which findings obtained from these schools cannot be generalized to be the conclusion of the study problem. Therefore, it is reasonable to conduct another study using quantitative approach with survey design which will involve a large sample so as to establish the magnitude of the problem which in turn will be able to generalize the findings. Additionally, other variable which might affect communication and employees well being might also be added.
Furthermore, some of the important participants of study such as members of school boards and parents who are much familiar with on goings of the schools were left out. This leads to lack of in-depth information on how heads of schools lead their schools. Hence, it is suggested that further studies could include all key players of the school setting.
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APPENDICES

Appendix 1: Questionnaires for Participants
I, Wambali Shija Mhande, a post graduate student of the Open University of Tanzania, pursuing Masters Degree of Education in Administration, Planning and Policy Studies. I am conducting a research under the title: The Role of Leadership and Communication in Employee well-being in Bukombe District secondary schools. This questionnaire therefore, is designed to collect your views and perceptions on the mentioned title. Thus, you are kindly requested to answer the questions below so as to help me accomplish my academic requirements. Please feel free to give me the relevant views and reliable information on that subject. I assure you that the given information is only for academic purpose and that your answers will be treated as confidential and not otherwise.

PART A:  DEMOGRAPHIC DATA
Please put a tick (√) where you find convenience

1. Sex:  Male ( ), Female  (  )

2. Age: 18-25 (  ), 26-35  (  ), 36-45  (  ), 45-50  (   ), 50 and Above

3. Marital status: married (   ), Single   (   ), 

4. Education level: Form Four (   ), Form six  (   ), Diploma  (   ), Bachelor  (  ), Masters  (  )Others (  )

5. How long have you been working in public service? 0-5 yrs (  ), 6-10 yrs (  ), 11-15 yrs ( ), 16 and above yrs ( )

6. How long have you been working in your present station? 0-5 yrs (  ), 6-10 yrs (  ), 11-15 yrs ( ), 16 and above yrs ( )
 Questionnaire Items for Teachers and Non-Teaching staff
	S/N
	Variable
	Items
	Likert Scale

	
	
	The scoring is 1=strongly Disagree; 2=Disagree: 3=Neither disagree nor Agree; 4=Agree: 5=Strongly Agree
	1
	2
	3
	4
	5

	1
	Inclusive Leadership
	My manager is open to hearing new ideas
	
	
	
	
	

	
	
	My manager is attentive to new opportunities to improve work process
	
	
	
	
	

	
	
	My manager is open to discuss the desired goals and new ways to achieve them    
	
	
	
	
	

	
	
	My manager is available for consultation on problems
	
	
	
	
	

	
	
	My manager is an ongoing ‘presence’ in the term- someone who is readily available
	
	
	
	
	

	
	
	My manager is available for professional questions I would like to consult with him/her.
	
	
	
	
	

	
	
	My manager is ready to listen to my requests
	
	
	
	
	

	
	
	My manager encourages me to access him/her on emerging issues
	
	
	
	
	

	2.
	Employee well-being
	In the past 6 months, I have felt motivated

	
	
	
	
	

	
	
	In the past 6 months, I have felt energetic
	
	
	
	
	

	
	
	In the past 6 months, I have felt enthusiastic
	
	
	
	
	

	
	
	In the past 6 months, I have felt lively
	
	
	
	
	

	
	
	In the past 6 months, I have felt joyful
	
	
	
	
	

	
	
	In the past 6 months, I have felt cheerful
	
	
	
	
	

	3.
	Employee innovative behavior
	I create new ideas for difficult issues
	
	
	
	
	

	
	
	I search out new working methods, techniques or instruments
	
	
	
	
	

	
	
	I generate original solutions for problems
	
	
	
	
	

	
	
	I mobilize support innovative ideas
	
	
	
	
	

	
	
	I acquire approval for innovative ideas
	
	
	
	
	

	
	
	I make important organizational members enthusiastic for innovative ideas
	
	
	
	
	

	
	
	I transform innovative ideas into useful applications
	
	
	
	
	

	
	
	I introduce innovative ideas into the work environment in a systematic way
	
	
	
	
	

	
	
	I evaluate the utility of innovative ideas.
	
	
	
	
	


Thanks for your cooperation
Appendix 2: Interview Items for Heads of Schools 
1. How old are you?

2. What is your level of education?

3. For how long have been working in Public service?

4. For how long have you been working in current station?

5. What is your marital status?

6. How frequent are you motivating and inspiring your subordinates?

7. How much do you pay attention to employee suggestions?

8. How satisfied are you with your existing leadership effectiveness on achieving the overall goals of your organization?

9. How are you supporting employees to enhance innovative behaviour?

10. Briefly explain how your leadership improves employee well-being in your organization?
Appendix 3: Interview Items for Education Officials
1. How old are you?

2. What is your level of education?

3. For how long have been working in Public service?

4. For how long have you been working in current station?

5. What is your marital status?

6. How are the heads of schools attentive, open and available for consultation on solving employees’ problems?

7. How do the heads of schools motivate the best working employees in school organization?
8. What leadership practices are demonstrated to support employee innovative behaviours?
9. What extent do heads of schools transfer innovative ideas into useful applications?

10. What can be done to improve leadership and communication in enhancing employee well-being?
Appendix 4:  Focused Group Discussion checklist for Teachers
1. Does the head of school consider other employees to seek advices for the best ways of running the school?
2. Does the head of school provide motivations for those who are better performing employees in the work place?

3. What school activities are you involved in at your workplace?

4. What can you say about the leadership practices demonstrated by your head of school?
5. How the mission and vision of the school are being defined by the head of school to make them clear to all employees?

6. What major means of communication are employed in order to address important issues at school?

7. Do you think communication between head of school and other employees is effective to bring about a mutual relationship at the school?

8. What do you suggest the best way to improve both leadership and communication in employee well-being?
Appendix 5: Introduction Letter





Leadership


Inclusive


Transformational


Democratic


Participative


Transactional





Communication


Listening


Clarity


Honesty


Patience


Team work


Empathy


Adaptability











Employee well-being











