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Abstract

The present study aims to evaluate the comparative study of teachers' and
principals' perceptions of leadership style (transformational, democratic,
autocratic, and laissez-faire) and teachers’ performance at government colleges in
Bangladesh. A descriptive research design with a quantitative approach was used
in this study. Two survey questionnaires for teachers and principals with a five-
point Likert scale were employed for data collection. The target population was
2151 teachers and 40 principals and vice principals in Government Colleges. The
sample size was 92 for teachers and 20 for principals and vice-principals. A
simple random sampling technique was used for both data collections in this
study. The Composite Reliability (CR) was 0.895 to 0.954 for teachers and 0.853
to 0.960 for principals, and the Variance Extracted (AVE) was 0.587 to 0.775 for
teachers and 0.503 to 0.799 for principals of these variables. SPSS version 20 and
Smart PLS were used for data analysis. Frequency distribution, mean,
percentages, standard deviation, and t-tests were used in this study. The major
findings were that there is no significant difference between this mean score
about teachers’ performance and principals’ perceptions, and there is a significant
difference between this mean score of democratic leadership of the teachers and
principals’ perceptions. It was also found that there is no significant difference
between the mean score of autocratic leadership of the teachers and principals’
perceptions, and there is no significant difference between the mean score of
laissez-faire leadership of the teachers and principals’ perceptions. Again, it was
found that there is a significant difference between the mean score of
transformational leadership of the teachers and principals’ perceptions. This
research will assist in creating a workshop and training guidelines for teachers
and principals.

Keywords: Leadership, Autocratic Leadership, Democratic Leadership,
Transformational Leadership, Laissez-fair Leadership, Teachers’ Performance

1.1 Introduction

Government Colleges (GC) are playing a vital role in the education sector in
Bangladesh. All government colleges are operating higher secondary certificate
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(HSC) programs, and most of the GCs are running undergraduate and
postgraduate programs. Teachers of GC work as principals, vice principals,
educational leaders, and educational managers. The principal of GC is an
educational leader who must be responsible and accountable for achieving the
goals of his or her organization (Astuti, Aunurrahman, & Wahyudi, 2019). In
the day-to-day school’s operations, school leadership is a significant educational
driver of change, success, and sometimes even a source of failure (Day and
Sammons, 2016). Efficient educational leadership is needed to achieve
educational missions and visions that help build effective educational institutes
(Parveen et al., 2022).

Teachers are the main employees of educational organizations, and their success
depends on teachers' performance (Maesyaroh, Pasaribu, & Guswandi, 2020). A
teacher’s overall performance performs an essential function in accomplishing
first-rate training for the students. A low teacher's overall performance will
lower the first-rate learners (Kailola, 2017). Many aspects, such as teacher
performance overall, transformational, authoritarian, democratic, and laissez-
faire leadership, are crucial to achieving academic organizational goals.
Employee performance enables organizations to achieve both short- and long-
term objectives (Maesyaroh et al. 2020).

The universal process of leadership involves inspiring subordinates to strive for
a common goal (Northouse, 2010). In an educational setting, leadership focuses
on the goal, the motivation, and the teams. While management offers methods
and processes to plan, budget, assess, and carry out daily activities, leadership
specifically helps schools define academic standards, goals, and patterns of
behavior across the entire school community (Coyle, 2012). According to
Hallinger et al. (1996), transformational, autocratic, democratic, and laissez-
faire leadership styles have direct and indirect effects on teacher performance.

One of the most recent concepts in the field of organizational leadership is
transformational leadership (Zareei, 2014). According to Suryo (2010),
transformational leadership is defined as "leadership that inspires and motivates
people to accomplish better achievements than were originally envisaged and
internal rewards." Followers feel trust, adoration, loyalty, and respect for their
superiors, which motivates them to go above and beyond. Tobias (2008), cited
in Tobing & Syaiful (2016), showed research results in Indonesia that
transformational leadership had a significant positive influence on employee
performance. An autocratic leader tends to consolidate power and gain control
over incentives and coercion (Daft, 2008). Due to their strong attention to
completing duties, autocratic leaders are regarded as task-oriented (DuBrin,
2006). The manager has only the authority to make decisions on policies,
strategies for achieving goals, work relationships, and incentives and
punishments (Mullins 2007). Democratic leadership is characterized by
cooperation and collaboration. It is also sometimes called interactive or
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participatory leadership. This kind of leadership describes situations in which a
superior solicits input from a subordinate prior to making a decision (Aunga &
Masare, 2017). According to Aunga and Masare (2017), a manager who
practices laissez-faire, sometimes referred to as hands-off leadership, provides
employees with as much liberty as possible while providing the least amount of
direction. Laissez-faire leaders, who have less control over their employees, give
them the flexibility to conduct their duties without direct supervision (Wu &
Shiu, 2009). Performance is the outcome and conduct at work that are attained
to finish the assigned duties and obligations within the allotted time frame
(Fisher et al. 1993). Mulyasa (2013) states that performance is demonstrated by
a person's actions, looks, and professional accomplishments as a culmination of
their knowledge, abilities, attitudes, and values.

A study conducted in Indonesian educational institutions by Astuti,
Aunurrahman, and Wahyudi (2019) found democratic 39.8%, autocratic 26.5%,
and laissez-faire leadership styles 33.7%, respectively. However, democratic
leadership styles in India are more advantageous to increased academic
performance than autocratic and laissez-faire leadership styles (Tedla et al.,
2021). Again benchmarking and knowledge of effective good leadership and
lasting transformation are crucial for educational leadership (Luedi, 2022).

In Bangladesh, perceptions of teachers and principals are different about
teachers’ performance and principals’ leadership style. This is the debating issue
at the government college level in Bangladesh. There is no in-depth study in this
field in the Bangladesh context. The study's findings will support the
advancement of national educational policy, employee performance, and the
attainment of the sustainable development goal of education. They will also aid
in the development of institutional heads' and teachers' preparedness. So, the
researcher is interested in a comparative study of teachers' and principals'
perceptions of leadership style (transformational, democratic, autocratic, and
laissez-faire) and teachers’ performance at government colleges in Bangladesh.

2.0 Review of Literature
2.1 Leadership Concept

According to Jaques (2017), leadership is defined as a person's ability to
persuade a group to accomplish shared objectives. Leadership is a reciprocal
process in which individuals with specific goals and values, as well as different
economic, political, and other resources, enlist the help of others to accomplish
their own or shared objectives (MacGregor, 1978, as cited in Igwe & Ateke,
2019). The leadership of the principal is crucial in the development of schools,
particularly in guiding the process of collective learning through activities of
collaborative and informed reflection that are pertinent to the needs of the
school (Kovaevi & Hallinger, 2019).
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2.2 Transformational Leadership

Transformational leadership is a style of leadership in which a leader employs
charisma to change and reenergize the organization (Mastur et al., 2022;
Mohzana et al., 2022). According to Yukl (2001), transformational leadership
occurs when leaders and followers work together to raise spirits and motivation.
According to Vipraprastha, Sudja, and Yuesti (2018), transformational leaders
motivate their teams to reach their objectives. According to Bass and Avolio
(1990), the four characteristics of transformational leadership are idealized
influence, inspiring motivation, intellectual stimulation, and individual
consideration. According to Sinaga et al. (2018), transformational leadership has
a direct meaningful impact on employee performance.

2.3 Autocratic Leadership

Wau and Shiu (2009) claim that threats, commands, rules, regulations, penalties,
and instructions are characteristic features of autocratic or authoritarian
leadership. Additionally, autocratic rule presupposes that individuals are largely
unambitious and that their primary motivation is a need for security (Mat, 2008).
According to Boyatzis, Goleman, and Mckee (2002), authoritarian leadership is
the least effective in the majority of circumstances because intimidation causes
followers to become emotionally cold, which has a negative impact on the
workplace environment. However, authoritarian leadership seriously harmed the
organizational environment in the study conducted on eateries in Bangladesh
(Jony et al., 2019).

2.4 Democratic Leadership

Democratic leadership, which is sometimes referred to as participatory
leadership or shared leadership (Khan et al. 2015), describes a scenario in which
followers and leaders make equal contributions (Sarwar et al. 2022). In this
leadership approach, the leader supports social equality and promotes followers'
interests while giving followers the power to make decisions (Sarwar et al.,
2022). Any organization, particularly academic institutions, can benefit from
this style of leadership. With this tactic, the importance of each group member's
input into the decision-making process is highlighted (Sarwar et al., 2022).

2.5 Laissez-Faire Leadership

The laissez-faire leadership style is therefore seen as the antithesis of the
transactional one because it permits the "let everyone do as they wish" mindset
to rule in an organization (Bennet et al., 1994), leading Bass and Avolio (1990)
to refer to it as "the absence of leadership." While it encourages follower
participation, it does not offer guidelines or a framework for helpful
participation (Khan et al., 2016). This leadership style is known as "zero
leadership™ (Yang, 2015) since it empowers the group members to make all
organizational decisions. This leadership style allows for more independence
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within the business and involves less information, direction, and guidance for
the workers. Because they believe that workers can care for themselves, laissez-
faire bosses are instructed not to invest in their professional development (Puni
etal., 2014).

2.6 Teacher’s Performance/Employee Performance

According to Sodik et al. (2019), professional performance, appearance, and
talents are among the teacher performance indicators. Regarding the
significance of evaluating teacher performance, school principals must engage
in continuous supervisory activities in their capacity as supervisors by
enhancing their approach to curriculum supervision. Performing a job or
profession effectively requires meeting certain performance standards within a
given timeframe. Various measures can be used to determine performance.
Employee performance is the result of several factors working together.
Employee performance is particularly impacted by several characteristics, such
as transformational, autocratic, democratic, and laissez-faire leadership, over a
specified period in order to achieve corporate goals (Masrukhin & Waridin, 2006).
The ability to accomplish duties and obligations based on knowledge and
performance indicators determines an employee's performance. Workplace
behavior, individual behavior, and work results are all significant variables.

2.7 Conceptual Framework

Teachers’
Performance

Democratic
Leadership

Autocratic

i Teach
Leadership eachers and

Principals’
perceptions

Laissez-faire
Leadership

Transformational
Leadership

Figure 1: The Conceptual Framework Model for Measuring Leadership Styles
of principals and Teachers performance
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2.8 Formulation of Hypotheses

The following hypotheses are created based on logical construction. All
hypotheses will be tested.

H1. There is no significant difference in teachers’ performance between the
mean score of teachers and principals’ perceptions.

H2. There is no significant difference between the mean score of democratic
leadership of the teachers and principals’ perceptions.

H3. There is no significant difference between the mean score of autocratic
leadership of the teachers and principals’ perceptions.

H4. There is no significant difference between the mean score of laissez-faire
leadership of the teachers and principals’ perceptions.

H5. There is no significant difference between the mean score of
transformational leadership of the teachers and principals’ perceptions.

3.0 Research Methods and Materials
3.1 Research design

A descriptive research design is applied in this study to achieve its objectives. A
descriptive research design is defined by Creswell & Creswell (2017) as both a
manual for collecting data for a study and a framework for conducting research.
It is used because it is effective at providing a picture of the current situation
(Stella, 2014). It is appropriate since it reduces bias and boosts reliability. In
light of this, the design is suitable for data gathering, classification, analysis, and
interpretation.

3.2 The Research Method

The researchers used a quantitative approach in this research. The foundation of
quantitative research is a statistical examination of numerical data that is purely
descriptive and effective in the most straightforward reporting associations
(Boulton & Fitzpatrick, 1997). The fact that this study is based on quantitative
data and human experience makes the researchers think that this approach is
best suited for the assignment.

3.3 Target population

Researchers specifically chose 20 government colleges from 10 divisions in
Dhaka and 10 in Rajshahi for this study. The study's target population consisted
of 40 principals (principals and vice principals) and 2151 teachers from the 20
government colleges where samples were gathered. In 2022, the researchers
compiled a rough roster of teachers at the government colleges they had
targeted.
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3.4 Sampling Procedures and Sample Size

The teacher sample size was determined by the study using a probability random
sampling technique, which gave each participant an equal chance. The following
formula (Cochran, 1977) was used to determine the sample size:

Z2XpXq

no = a2

Ny

n=—————
1+ (ng—1)/N

Where, no= primary estimated sample size; p=the probability; researchers have
not found any probability ratio in the previous research on Bangladesh in this
field. The reverse probability is given by g = (1-p), the area under the standard
normal curve is defined by z, the desired level of precision is given by a, the
population size is given by N, and the sample size is given by n. For teachers

N =2151; Let, P=0 .5, = (1-0.5) = 0 .5, Z=1.96

_ (1.96)* x0.5x0.5

o = (0.10)2 -

Ny _ 96 _
1~ . 96—1

no_
1+=x— 1+3751

=96

92

n=

For Principal or Vic-principal

N= 40 (20 college had one principal and one vice-principal post)
n = 20(50% of population)

Using a simple random sampling method, the researchers selected teachers from
the Government College (GC). On the other hand, researchers purposefully
chose the principal or vice principal for the triangulation of data and verification
of the perceptions of teachers. To gather data associated with the specific
research questions of this study, researchers developed two sets of structured
questionnaires on the basis of a literature review. After considering the scientific
aspects of research work, the researchers used these research methods and the
logic behind selecting them.

3.5 Data collection

In this research, the data collection was carried out through two survey
questionnaires. One questionnaire was used for teachers and one for principals
and vice principals. Researchers developed the questionnaires based on a review
of the literature. Both survey questionnaires comprised several structured
(closed-ended) questions. These were given to different teachers, principals, and
vice principals in the government colleges, who thereafter gave the necessary
information and details. Following three months (November 2022 to January
2023), survey questionnaires were administered, hand-delivered to respondents,
and then collected.
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The survey questionnaires for teachers were also distributed directly to 110
teachers at government colleges. Out of 110 questionnaires distributed, 92
respondents provided data to the researchers, representing 84%. On the other
hand, out of 25 questionnaires of principals and vice principals distributed, 20
respondents were principals or vice principals of sample colleges, representing
80% of the respondents.

3.6 Data collection source

The researchers collected data from primary and secondary sources. The
teachers, principals, and vice principals of 20 government colleges provided the
original data. Secondary data were collected from published reports, books,
journals, and conference papers for this study.

3.6.1 Instruments of data collection

The researchers attentively designed the survey questionnaire for teachers with
the help of a review of literature and some special researchers such as Bass and
Avolio (1990), Carless et al. (2000), and Wirawan (2015). The researchers also
developed the survey questionnaire for principals or vice principals with the
help of Wirawan (2015), Northouse (2018), Bass and Avolio (1990), and
Carless et al. (2000). The tools from the five-point Likert scale (1 = strongly
disagree, 2 = disagree, 3 = neutral, 4 = agree, and 5 = strongly agree) had been
added to this study.

3.6.2 Data analysis techniques and Presentation

Data were carefully examined, revised, tabulated, and analyzed after being
collected from the research region using survey questionnaires. For data analysis
in this study, the researchers used SPSS Version 20 and Smart Pls. Presentation
tables and figures were used for the drawing of the results, along with
descriptive statistics such as frequency distribution, mean, percentages, and
standard deviation, to further examine the results and demonstrate the level of
significance in testing the stated hypotheses with the t test.

3.7 Composite Reliability (CR) and Average Variance Extracted (AVE)
Table 3.1: Composite Reliability (CR) and Average Variance Extracted (AVE)

Teachers’ Perception (N=92) Principals’ Perception (N=20)
3 Average Average
E Cronbach’s Rho A Composite | Variance | Cronbach’s Rho A Composite | Variance
S Alpha — | Reliability | Extracted Alpha — | Reliability | Extracted
> (AVE) (AVE)
AL .860 .876 .895 .587 .852 .879 .889 577
DL .942 .949 .954 775 .856 577 .853 .503
LFL .902 910 .924 671 .962 1.085 .960 .799
TP .920 .928 .933 .609 .887 .949 .913 .643
TL .899 922 921 .661 .893 .916 913 543

In this study, researchers calculated Composite Reliability (CR) for reliability
testing and Average Variance Extracted (AVE) for validity by using smart PLS
3 software. According to Hair et al. (2017), the CR, which measures internal
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reliability, must be greater than 0.7, and a valid instrument has an average
variance extracted (AVE) value greater than 0.5. From table 3.1, the composite
reliability (CR) ratings of teachers and principals were higher than 0.895 to
0.954 and 0.853 to 0.960, and the AVE value was 0.587 to 0.775 for teachers
and 0.503 to 0.643 for principals. As a result, this study meets the criteria of
being significantly reliable and valid.

4.0 Result

4.1 Demographic data

Table 4.1: Respondents’ Demographic Profile

. Teachers Principals
Profile Category
Frequency |Percentage| Category |Frequency |Percentage
Position Professor 35 38.0 Principal 11 55.0
Associate 24 26.1 Vice- 9 45.0
Professor Principal
Assistant 17 185
Professor
Lecturer 16 17.4
Total 92 100.0 20 100.0
Gender Male 62 67.4 Male 12 60
Female 30 32.6 Female 8 40
Total 92 100.0 20 100.0
Age of Below 35 14 15.2 Below 35
Respondents |  35.45 16 17.4 35-45
45-55 31 33.7 45-55 5 25.0
55 & above 31 33.7 55 & above 15 75.0
Total 92 100.0 20 100.0
Education Masters 74 80.4 Masters 13 65.0
Qualification | Mphil 3 3.3 MPhil 3 15.0
PhD 14 15.2 PhD 4 20.0
Post Post
Doctorate 1 11 Doctorate
Total 92 100.0 20 100.0
Working 1-5 years 8 8.7 1-3 years 13 65
Experiences | 6-10 years 18 19.6 4-6 years 7 35
11-15 years 7 7.6 7-9 years
e w | e [
Total 92 100.0 20 100

Source: Field Survey, 2023
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Table 4.2: Comparative analysis of teachers and Principals perceptions

) Group N | Mean Std. Std. Error

Variables Deviation Mean
Teachers |92|3.7717 .65731 .06853

Teachers' Performance
Principals | 20 | 3.7722 .40058 .08957
Teachers |92 |3.6504 .83610 .08717

Democratic Leadership
Principals | 20 | 4.2083 .16109 .03602
Teachers |92 |3.8297 .58834 .06134

Autocratic Leadership
Principals | 20 | 3.6333 47326 .10582
Teachers |92|3.3243 .84456 .08805

Laissez-Fair Leadership
Principals | 20 | 3.1583 .33974 .07597
Transformational Teachers |92 |3.6504 .79608 .08300
Leadership Principals | 20 [4.1417 | 54417 12168

Source: Field Survey, 2023

Table 4.3: Analysis the Equality of Means of the teachers and principals perception

Levene's
Test for
Equality t-test for Equality of Means
of
Variances
95%
_ Sig. - Mean Esrtrfj(;r Confidence
Folsig| t | df |9 <Ipiffere| =TTO" [Interval of the
talled) nce Differe Difference
nce
Lower|{ Upper
Equal
lvariances 1.446.232] -.003 110 .997| -.00048| .1531]-.3039] .3029
Teachers' assumed
Performan
ce Equal
lvariances not -.004) 44.565 .997| -.00048| .1128 -.2277| .2267
assumed
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Levene's
Test for
Equality t-test for Equality of Means
of
Variances

95%
Mean | Std- | Confidence

. Sig. (2-| - Error |interval of the
F|Sig| t of tailed) Differe | ittere Difference

nce
nce

Lower|{ Upper

Equal
\variances 16.756.000 -2.962% 110  .004 -.55797| .1883 -.9312 -.1847
Democrati lassumed
c

LeadershipEqual
variances not -5.916(109.447] 000 -55797| .0943 -.7449 -3710

assumed

Equal
\variances .083].774/  1.396 110 165 .19638 .1407| -.0824) .4752

Autocratic [2ssumed
Leadership

Equal
lvariances not 1.605| 33.130 118 .19638| .1223 -.0524{ .4452
assumed

Equal
. lvariances 12.5011.001 .861 110 391 16594 .1927| -.2159 .5478
Laissez- assumed

Fair
Leadership[Equal
lvariances not 1.427) 75.784 158 .16594| .1163 -.0657| .3976
assumed
Equal
\variances 1.465|.229| -2.625* 110 .010| -.49130| .1871] -.8622 -.1204
Transform [gssumed
ational
LeadershipEqual
\variances not -3.336] 39.028 .002| -.49130| .1473 -.7892 -.1934
assumed

Source: Field Survey, 2023

From Table 4.2, it is found that the mean score of teachers’ performance is
3.771 in the teachers’ perception and 3.742 in the principals’ perception. There
is no significant difference between this mean score of teachers’ performance
and that of the teachers and principals group because the t-test value is -.003 and
p is 0.997 > 0.05 (Table 4.3).
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The mean score of democratic leadership is 3.65 for the teachers and 4.21 for
the principals (Table 4.2). It is found that there is a significant difference
between this mean score of democratic leadership of the teachers and principals
because the t-test value is -2.962 and the p value is 0.004 < 0.05 (Table 4.3).

The mean score of autocratic leadership in the teachers is 3.829 and in the
principals is 3.633 (Table 4.2). It is found that there is no significant difference
between the mean score of autocratic leadership of the teachers and principals’
perceptions because the t-test value is 1.396 and the p value is 0.165> 0.05
(Table 4.3).

The mean score of laissez-faire leadership is 3.324 for the teachers and 3.158 for
the principals (Table 4.2). Table 4.3 shows the t-test value is .861 and the p
value is 0.391> 0.05. So there is no significant difference between the mean
score of laissez-faire leadership of the teachers and the principals’ perception.

The mean score of transformational leadership is 3.65 for the teachers and 4.14
for the principals (Table 4.2). It is found that there is a significant difference
between the mean score of transformational leadership of the teachers and
principals’ perceptions because the t-test value is -.2.625 and the p value is
0.01< 0.05 (Table 4.3).

5.0 Discussion

A principal is a leader who functions as a supervisor, coach, mentor, and advisor
for teachers to upgrade their learning activities (Almusaed, 2020). Principals’
leadership plays a vital role in improving educational organizations, in particular
by leading the combined teaching method that is necessary for educational
institutes (Kovaevi & Hallinger, 2019). Leadership is required to manage
educational organizational development activities and improve positive,
sustainable change in teachers’ performance (Aas & Paulsen, 2019).

According to Table 4.2, it is found that government college principals are
applying leadership styles (autocratic, democratic, laissez-faire, and
transformational) to their college operations. This study found that the majority
of college principals apply a moderately high-level autocratic style of leadership
to operate their institutions based on teachers’ perceptions (Table 4.2). On the
other hand, principals’ perceptions are moderately high but comparatively lower
than teachers’ perceptions of autocratic leadership (Table 4.2). There is no
significant difference between teachers' and principals' (Table 4.3) perceptions
of applying autocratic leadership. This result is supported by LaRaw and
Vinitwatanakhun (2019). In general, teachers do not like the autocratic
leadership style, and there are some limitations to this style. But when prompt
and massive decisions are needed, this style is very essential. In the present
time, the teaching-learning process is rapidly changing at the college level.
Many principals impose the multimedia classroom, creative questions, student-
centered learning, using ICT and smart boards, etc. So, principals have to apply
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autocratic leadership to the development of the college's education and
environment.

From the teachers’ perceptions, the result revealed that the democratic
leadership style is moderately used (3.65) by principals. This result is associated
with the findings of LaRaw and Vinitwatanakhun (2019). On the other hand,
principals think that they highly (4.2) apply this leadership style (Table 4.2). But
there is a significant difference between teachers' and principals’ perceptions
(Table 4.3). Mainly, managers’ or administrators’ perceptions of their leadership
style are higher. This outcome demonstrates that the GC principals are not
regularly and consistently implementing this leadership style. Teachers perform
better when principals involve them in decision-making, speak with them
politely, and properly assign their duties (Sarwar et al., 2022).

In contrast, this study revealed that the laissez-faire leadership style (3.32 and
3.15) is less used by principals at GC (Table 4.2). This result is supported by
Lumumba et al. (2021). There is no significant difference between principals
and teachers’ perceptions (Table 4.3). Sarwar et al. (2022) stated that the laissez-
faire leadership style of the college principal was identified as unhelpful to the
performance of teachers. Puni et al. (2014) claim that the laissez-faire leader
only uses the few available, devoted personnel to complete a task because he
avoids micromanaging his workforce. Bangladesh experiences this situation.
The principle manages to live and operate according to the laissez-faire
philosophy without any goals, ideas, or criticism. Only when essential and
required are goals and objectives formed.

It is found that in the teacher’s perceptions, the transformational leadership style
is moderately (3.65) used by the principal. However, the principals think that
they are highly applying (4.14) this style in their college. This result is not
associated with the results of Meinda and Ye (2020). But there is a significant
difference between teachers' and principals’ perceptions (Table 4.3). Because
leaders always think that their style is proper. But followers do not believe this
perception.

It is found that teachers’ performance is moderately good (Table 4.2). Teachers
perception (3.772) and principals’ perception (3.771) are similar about teachers’
performance. There is no significant difference between principals and teachers’
perceptions (Table 4.3). Teachers’ performance is needed at a higher level for
developing educational institutions. Teachers’ performance is helpful for quality
education (Sugeng, 2022).

5. Conclusion and Recommendation

The purpose of the study is to compare the teacher's and principals' perceptions
of the transformational, democratic, autocratic, and laissez-faire leadership
styles and teachers’ performance at the government college level in Bangladesh.
A descriptive research design and a quantitative approach are applied in this
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study. It has been found that the majority of government college principals
exercise moderately high levels of autocratic leadership. There is no significant
difference between teachers' and principals’ perceptions about applying this
style. There is a significant difference between teachers' and principals’
perceptions of applying Democratic leadership. Laissez-faire leadership is less
used. There is no significant difference between teachers' and principals’
perceptions of applying laissez-faire leadership. There is a significant difference
between teachers' and principals’ perceptions of using transformational
leadership. The teacher's performance at Bangladesh's Govt. College is
moderately good. In terms of teachers’ performance, there is no significant
difference between teachers’ perceptions and principals’ perceptions. This study
will support the development of a workshop and training policy for principals
and teachers.
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