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ABSTRACT 

Research on work engagement, authentic leadership and psychological capital in Hoima 

District public secondary schools was the emphasis of this dissertation. The investigation 

looked at the association of psychological capital, authentic leadership and work engagement 

in Hoima's public secondary schools. The combined impact of psychological capital and 

authentic leadership on work engagement in Hoima's public secondary schools was also 

evaluated in this study. This research adopted a cross sectional, quantitative research design. 

The study considered teachers in five public schools in Hoima district which constituted the 

study population. The teachers were both the unit of analysis and inquiry. The population was 

240 teachers and a sample of 148 teachers was taken for this study. Usable and complete 

questionnaires were solicited from 125 teachers representing 84.5% response rate.  Data was 

analyzed through correlation coefficients and regressions using SPSS V.23. 

 

The results of the study demonstrate that psychological capital and authentic leadership 

partake a substantial positive link with work engagement, contributing up to 47% of the 

variance. The results indicate that institutions can improve employee engagement at work by 

providing training or job growth opportunities. Furthermore, it can be accomplished by 

assigning and rewarding difficult tasks, which will boost perseverance, hope, and optimism in 

completing the work. School administrations also could aim at hiring employees with high 

psychological capital and work engagement. This is vital because entities suffer with 

disengaged employees. Known that psychological capital enhances employee’s engagement, 

administration can exploit summarized forms of psychological capital and engagement 

measures in the process of selection. In the process, management should gather preliminary 

input regarding the psychological capital and engagement levels of candidates. Also, the 

evaluation of the qualities of authentic leaders of secondary schools should be encompassed 

in the performance appraisal and incorporating assessments of authentic leadership attributes 

into the selection and recruitment and succession planning may be necessary in public 

service. 
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CHAPTER ONE 

INTRODUCTION 

1.1 Background of the Study 

Worldwide, there has been a rising interest in the field of work engagement because existing 

studies stipulate that employees who are hopeful, efficacious, resilient, transparent and self-

aware are psychologically and physically engaged (Khusanova, Kang and Choi, 2021). 

Ozturk-Ciftci & Erkanli (2020), argued that employees who persevere are passionate and 

relate with other colleagues in the work they do, have improved work engagement. 

According to Du Plessis & Boshoff (2018), one of the ways to achieve happiness and a key 

component of human flourishing at work is through work engagement. The author further 

emphasizes that peak performance can only be achieved by a workforce that is engaged at 

work, and that engagement not only improves key organizational outcomes but also has a 

favorable impact on workers' psychological wellbeing. Workers who show high intensity of 

work engagement have the capacity to operate at their best because they feel a strong 

connection to their jobs and can see challenging situations as opportunities to learn and grow 

(Niswaty et al., 2021). Thus, as work engagement grows, companies gain from their workers' 

whole effort, which in turn affects company success (Ozturk Ciftcia & Erkanlib, 2020). 

In Africa work engagement was first revealed as a concept in 1990’s management 

theory (Wang & Liu, 2018). It became more widely used in in Africa’s big companies such as 

MTN and airtel in 2000 though it remains contested by different scholars. This is because, 

there is no clear association between work engagement and previous constructs like morale 

and job satisfaction. In spite of the academic criticisms, internal communications and human 

resource management are two fields where work engagement techniques are well-established. 

Zafar, (2018) argued that if workers are passionate and dedicated to their work, they are 

engaged. 
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Psychological capital is defined by Du Plessis and Boshoff (2018) as a psychological 

technique used in the workplace to assess individual psychological capability so that it can be 

quantified and enhanced for better work performance. When someone can maximize 

psychological capital, they can help themselves to perform better. For instance, when they 

believe they can succeed, they can take the chance (Sarwar, et al., 2023). 

The work engagement situation in Uganda today can be well articulated using the theory of 

social exchange which suggests that the foundation of a connection between two people is 

mutual reciprocity and trust (Ahmad et al., 2023). Mutual benefits describe these reciprocity 

and trust, which arise from interactions between leaders and employees. For the sake of this 

study, however, genuine leadership and psychological capital will be taken into account as 

pillars supporting job engagement among Hoima public secondary school teachers. Workers 

feel indebted to respond to the leaders’ behavior with fruitful work-related outcomes when 

they have a positive perception of their leaders, which reinforces social exchange relationship 

and helps them build trust with their leader (Cropanzano et al.,2017).  

Adding on the theory of social exchange, academics have also explained employee-employer 

connections at workplace (Ahmad et al., 2023; Cropanzano et al., 2017). Employees at 

Hoima secondary schools look forward to emotional and relational fulfillment in addition to 

material fulfillment when evaluating the benefits of working there (Duhaga Secondary school 

annual report 2020). Drawing upon social exchange theory, Ahmad et al., (2023) suggested 

that employee’s relational satisfaction (trust in administration and team working) was 

positively related with work engagement. Nonetheless, most of these studies have been 

carried out in isolation and in more developed countries than the developing ones like 

Uganda and Hoima city specifically hence the need for this study in Hoima city. 
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1.2 Statement of the problem 

Organizations with an engaged work force ably thrives and flourishes. However, the inability 

to guarantee teachers’ engagement in Uganda’s public secondary schools has continued to 

adversely affect service delivery over the years especially in Hoima District. For instance, the 

District Education Officer’s report (2022), indicated high cases of chronic absenteeism, staff 

teaching in multiple schools, non-completion of study syllabus, failure to make lesson plans, 

late reporting and early exit from work, to mention but a few, which are all clear signs of a 

disengaged work force.  

As a result, the performance of public secondary schools in both UCE and UACE has 

remained relatively low compared to other districts such as Kampala, Wakiso, Mukono, 

Masaka, Bushenyi, Jinja among others. It is not clear whether these low levels of engagement 

among teachers could be attributed to lack of authentic school leaders and lack of self-

efficacy, optimism, resilience and hope among the staff themselves. Unless interventions are 

devised, the quality of secondary education among the public schools in Hoima District might 

continue to deteriorate. Therefore, the drive of the current study was timely to develop work 

engagement in Hoima District's public sec schools. 

1.3 Study Purpose 

The purpose of the study is to find out the relationship between authentic leadership, 

psychological capital and work engagement in Hoima public secondary schools.  

1.4 Objectives of the Study 

i.) To examine authentic leadership and work engagement in public secondary schools in the 

Hoima District. 

ii.) To establish the connection between psychological capital and work engagement in 

Hoima District public secondary schools. 
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iii.) To evaluate the combined effect of authentic leadership and psychological capital on 

work engagement in Hoima District public secondary schools. 

1.5 Study Questions 

i.) What is the connection between authentic leadership and work engagement among 

public secondary schools in Hoima District?  

ii.) What is the relationship between psychological capital work engagement among 

public secondary schools in Hoima District?  

iii.) What is the combined effect of authentic leadership and psychological capital on work 

engagement among public secondary schools in Hoima District? 

1.6 Study Scope 

1.6.1 Content Scope  

This study focused on three variables, that is: authentic leadership, psychological capital and 

work engagement. Herein, authentic leadership and psychological capital were studied as the 

independent variables. Besides, work engagement was examined as the dependent variable. 

This study focused on examining the relationships between studied variables among public 

secondary schools in Hoima. 

1.6.2 Geographical Scope 

The study focused on public secondary schools in Hoima District.  

1.6.3 Time Scope  

The study was cross section in nature. It was carried out at one point in time. 

1.7 Significance of the Study 

The results herein enriched Hoima District Education office with information regarding 

engagement levels for teachers. This could guide management in formulating better strategic 

decisions regarding engagement levels. 
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This study unveiled to school management in Uganda, East Africa and Africa the relevance 

of authentic leadership and psychological capital in improving work engagement in schools 

Such information contained herein is likely to enhance confidence and build trust among 

teachers and management which is bound to increase their productivity. 

The study could provide policy makers like the Ministry of Education and sports with 

scientific information about employee engagement and guide on how to formulate policies 

such as those related to engagement in the schools set up. Thus, the findings of the study 

could improve school management styles and enhance work performance of employees 

within public secondary schools in Uganda.  

The study could beef other institutions both public and private to seek best employee 

engagement strategies for improving engagement at the workplaces. This is bound to increase 

productivity and hence performance within the country. 

Future researchers could use the content presented herein as a source of reference as they 

carry out similar studies in a different context.  
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1.8 Conceptual Framework                                        

 

 

 

  

 

 

 

 

 

Source : (Luthans et al., 2017 ; Rego et al., 2012 ; Zubair & Kamal, 2017; Schaufeli et al., 

2002) 

Explanation of the Conceptual Model 

Authentic leadership (balanced processing, relational transparency, internalized moral 

perspective and Self-awareness) and psychological capital (Self-efficacy, Hope, Resiliency, 

Optimism) are the independent variables while work engagement among teachers 

(Dedication, Vigor, Absorption) is the dependent variable of the study as demonstrated in 

figure 1. As a result, genuine leadership affects and inspires workers to accomplish goals 

through their sincerity and good moral perspective. This is made possible by increased 

awareness and balanced thinking, which raises employee engagement levels at work. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.1 Theoretical Review 

One of the best theories to analyze behavior at work is social exchange theory (SET). 

According to Cropanzano et al. (2017), the SET consists of three components: (i) an actor's 

initiation toward the target, (ii) a reciprocal attitude or behavior reaction from the target, and 

(iii) the relationship that results. Relationships are becoming increasingly difficult in the 

corporate climate of today (Chernyak-Hai and Rabenu, 2018). Thus, it is imperative to 

apprise SET in light of the increasing difficulty of human behavior and corporate operations 

(Cooper-Thomas and Morrison, 2019). 

Relating to the Social Exchange Theory, persons in a reciprocal state of dependency create 

obligations through a sequence of interactions (Homans, 1961). It contends that, if all sides 

follow reciprocity or repayment guidelines, professional relationships develop over time into 

ones that are mutually dependable, devoted, and trusting. For instance, workers may feel 

obligated to "repay" their employer when they obtain specific resources from it (such as a 

competitive compensation, recognition, and growth possibilities) (Blau, 1964). The idea of 

reciprocity explains the theory (Molm et al., 2000). 

According to Molm et al. (2000), there are two different kinds of reciprocity: expected 

mutuality, which is the belief that if someone does something for another, they should soon 

reap the benefits of their actions, and responsibility to reciprocate, which is the belief that 

someone will return a favor or engage in a behavior because they feel obligated to do so. 

Workers will behave consistent with the social exchange (Lawler et al., 2000). According to 

Molm et al. (2000), an individual's degree of participation is one way they can give back to 

their organization. Put another way, workers will decide how much and to what extent to 

involve themselves based on the resources that their company provides. Furthermore, the 
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flow of resources among the leader and associate elucidates the connection between the 

supervisor and the worker (Lee and Duffy, 2019).  

In relation to our study, when the management of the secondary schools is genuine, 

transparent, makes fair decision, cares and supports all staff, it builds trust and as a result the 

teachers reciprocate by engaging in their work. Similarly, when management of public 

secondary schools inspire and nature hope, resilience, self-efficacy and optimism among their 

staff they respond by engaging in their work thus the social exchange theory was relevant in 

explaining our study variables. 

2.2 Work Engagement 

There is enormous empirical literature which indicates that work engagement is a concept 

investigated in positive organizational behaviour that has positive meanings once applied at 

work (Bakker & Albrecht, 2018). Ozturk Ciftcia & Erkanlib, (2020) and Tamar, Wirawan, & 

Bellani, (2019), characterize work engagement as a dynamic concept connected to fulfilling 

work-related mindsets of people. Percunda and Putri (2020) state that engagement is often 

defined as a desired state with an organizational goal and that involves both behavioral and 

attitudinal components. It also implies involvement, dedication, passion, enthusiasm, and 

focused effort and energy. 

According to scholarly research, there are three distinct forms of engagement that are 

included in the multidimensional construct of job engagement: trait engagement, state 

engagement, and behavioral engagement (Khusanova, Kang, and Choi, 2021). They show 

that there are different conceptualizations in each sort of engagement. For instance, trait 

engagement can be used to describe proactive personality, state engagement to describe 

involvement, and behavioral engagement to describe organizational citizenship. Every sort of 

engagement builds on the one before it, until total engagement is reached. In identifying with 

their work, engaged individuals are therefore don’t feel stress while being immersed in the 
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demands of their jobs (Mehdad & Sajadi, 2019). High degrees of vigor, excitement, and task 

identification are also indicative of engaged workers (Khusanova, Kang, and Choi, 2021).  

Vigor 

According to research, vigor is referred to as an individual's energy and mental robustness at 

work (Ancarani, 2018). However, according to Yalabik, Rayton, and Rapti (2017), vigor is 

characterized as being energetic, mentally strong, resolute, and exerting consistent effort at 

work. Thus, it describes a person's will and effort to put in a lot of effort into a task even in 

hard times (Yan et al., 2019). Stewart, Verbos, Birmingham, and Black (2017) contend that 

vigor stems from Atkinson's theory, which defines motivation as the ability to perform well at 

work or the ability to resist doing so. According to Yan et al. (2019), motivated people with 

high vigor exhibit high levels of resilience and energy when working. Previous researchers 

have not determined the degrees of employee energy toward work in Hoima secondary 

schools. Thus, this research contextualized Vigor based on factors influencing authentic 

leadership, psychological capital and work engagement among public secondary schools in 

Hoima. 

Dedication 

As expressed in literature According to Yalabik, Rayton, and Rapti (2017), devotion is all 

about being enthused, motivated, and deeply engaged in your work. According to Mehdad & 

Sajadi (2019), zeal and commitment are thought to be the essential elements of job 

engagement. Mehdad & Sajadi (2019) define devotion as the ability to be fully present in 

one's job while experiencing inspiration, challenge, excitement, pride, and a sense of 

significance. According to (Niswaty et al., 2021), commitment is the capacity of an 

individual to be inspired and challenged by their work, as well as to feel that their work has 

meaning for them. According to Boikanyo & Heyns (2019), people who are very dedicated to 

their profession feel a strong sense of identity with it since it is hard, inspiring, and important. 
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Boikanyo & Heyns (2019) deduce that committed people typically experience excitement and 

pride regarding their profession as a result. As evidenced by previous scholars including 

Niswaty et al., (2021); Mehdad & Sajadi, (2019) among others, that there was knowledge gap 

on the levels of staff dedication among secondary school teachers in Hoima district in context 

of authentic leadership, psychological capital, and work engagement. Thus, this study 

covered the knowledge gap.  

Absorption 

Mehdad & Sajadi (2019) define absorption as the happy state of mind that a person 

experiences when they are completely absorbed in work-related activity. This is what Li, 

Yang, and Akhtar (2022) refer to as an inner satisfaction linked to a decrease in self-

consciousness at work. Therefore, being completely focused and cheerfully absorbed in one's 

activity is what defines absorption. According to Stewart, Verbos, Birmingham, and Black 

(2017), when a person is happily engaged and absorbed at work, they will feel as though time 

is going by rapidly and find it difficult to step away from the task at hand. The purpose of this 

study is to determine the staff absorption levels of secondary school teachers in Hoima in 

relation to psychological capital, job engagement, and authentic leadership.  

2.3 Authentic leadership 

Self-awareness 

According to Novitasari et al. (2020), self-awareness is a state-like construct that is essential 

to a person's comprehension of their knowledge of their true self. How one derives and 

creates sense of the world, and how that process affects one self-concept, is the definition of 

self-awareness in connection to authentic leaders (Ellis, Nifadkar, Bauer, & Erdogan, 2017). 

According to this viewpoint, self-awareness is connected to the process of creating meaning 

and the influence that one's worldview has on one's sense of self. 
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Relational Transparency 

Relational transparency, or putting it another way, expressing oneself to others by being open 

about one's thoughts and emotions Relational orientation is comparable to Luthans and 

Youssef-Morgan (2017)'s model of authenticity. Authenticity is self-referential and 

essentially "true to self," which suggests a serious problem for the reciprocal interaction 

between a leader and a follower (Akhtar et al., 2022). While honesty and frankness are 

interpersonal components of relational transparency, the existing authentic leadership model 

varies in how it portrays an individual in intrapersonal connections. 

Balanced Processing 

"Impartial processing" is thought to symbolize classic models of genuine leaders, the 

objective processing of self-relevant information without distortion, exaggeration, or 

purposeful ignorance. The ability of people to objectively consider important facts before 

taking a decision" was better described as balanced processing, as beings are not entirely 

impartial, logical, and objective information processors (Coetzer, Bussin, & Geldenhuys, 

2017). 

Internalized moral perspective. 

This is referred to as one's behavior self-regulated by internal moral norms (Percunda & 

Putri, 2020). For instance, according to Akhtar et al. (2022), real leaders are allegedly 

directed within than outside forces. The reasoning is valid for a reliable person, but ignores 

the deeply nested nature of leadership, thus emphasizes surrounding stakeholders in addition 

to individual traits (Akhtar et al., 2022). 

2.4 Psychological Capital.  

According to literature, a person's psychological capacities that rely on optimistic job-related 

cognitions, such as optimism about one's career goals, the capacity to overcome challenges, a 

cognitive assessment of a bright future, and self-assurance, are referred to as psychological 
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capital. Saleh, Tamar, and Wirawan (2020). According to Risma, Hillman, Haedar, Said, and 

Dahyar (2021), Psychological Capital may give people the mental toughness they need to 

handle the challenges of their jobs. Hobfoll's notion of psychological resources of 

individuals, particularly in relation to goal achievement activities, has a significant influence 

on psychological capital. 

Self-efficacy 

It is referred to a somebody’s confidence in their capacity to influence events that have an 

impact on their life at a particular level. Munyaka, Pietersen, Boshoff, and Snelgar (2017). 

Perception and interpretation of events are influenced by self-efficacious ideas (Purwanto et 

al., 2021). According to Wuwu et al. (2020), optimism is a positive anticipation about results 

that is not related to personal ability, whereas self-efficacy is the view or belief about 

utilizing personal abilities. Employees are more likely to think they can perform a task again 

if they can finish it effectively or adjust to change. Consequently, highly effective workers 

are defined by their unwavering pursuit of goals and their conviction in their own 

achievement (Mahembe & Associates, 2020).   

According to Bakker & Albrecht (2018), efficacy can be increased by mastering experiences, 

making observations, and getting encouraging feedback from others. It can also be increased 

by wellbeing and physiological and/or psychological stimulation. Novitasari et al. (2020) 

concur that a self-efficacious person is more likely to become psychologically immersed in 

achieving the goal without becoming sidetracked from what they are doing due to their sense 

of mastery in completing professional activities. 

Optimism 

As expressed in literature According to Zubair and Kamal (2017), optimism is a measure of 

how much people have broad aspirations for the future. Optimists, according to Alessandri, et 

al., (2018), typically approach work and employment obstacles with the expectation of 
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success. According to Alessandri et al. (2018) and Luthans & Youssef-Morgan (2017), an 

optimistic person will have high levels of psychological readiness, or absorption, as a result 

of this talent.  More so, according to Zubair and Kamal (2017), optimism is a measure of a 

person's level of aspiration for the future. According to research by Alessandri et al., (2018), 

optimists frequently approach job and work-related obstacles with the hope of succeeding. 

According to Alessandri et al. (2018) and Luthans & Youssef-Morgan (2017), an optimistic 

person will have higher levels of psychological availability, or absorption, as a result of this 

talent. 

Hope 

According to Purwanto et al. (2021), hope is defined as a positive motivational state based on 

routes (making plans to achieve goals) and an interactively generated sense of successful 

agency (goal-directed energy). According to this definition, agency the drive or determination 

to pursue ways to get alternate routes to goals in the face of difficulties are the two main 

components that Luthans and Youssef-Morgan (2017) contend comprise hope. According to 

Novitasari et al. (2020), hope gives people the conviction that good things can happen. As 

people become aware of their ability to positively impact their life, it therefore promotes a 

feeling of personal empowerment (Kim, Kim, & Reid, 2017). Furthermore, hopeful people 

work toward achieving their goals even in the face of setbacks and difficulties (Bakker & 

Albrecht, 2018). According to Munyaka, Boshoff, Pietersen, and Snelgar (2017), there is a 

link between organizational commitment, satisfaction and hope. According to Tamar, 

Wirawan, and Saleh (2020), optimistic employees are more adept at handling problems and 

have maintained focus, which leads to the accomplishment of objectives. 
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Resilience 

Resilience assets, according to Grobler and Joubert (2018), are safeguards that lower risk for 

both an individual and their surroundings in the workplace. According to these authors, traits 

that contribute to resilience could be emotional stability, initiative, positive attitude on life, 

temperament, spirituality, cognitive ability, sense of humor, and cognitive ability (Grobler & 

Joubert, 2018). A person's ability to recover positively from difficult, unclear, conflicted, or 

stressful situations is known as resilience. In addition to being able to proactively learn and 

develop via overcoming difficult circumstances, resilient people also learn improved coping 

mechanisms for errors, failures, and setbacks (Munyaka et al., 2017). These academics agree 

that resilient people take on challenges and learn from their failures rather than being 

emotionally sidetracked. According to Alessandri, Consiglio, Luthans, and Borgogni (2018), 

people are more willing to take the chance of trying new behaviors or looking into new 

(career-related) prospects if they can handle setbacks better. Moreover, Alessandri et al. 

(2018) show that resilience and self-efficacy have an underlying tenacity component that 

drives endurance in the face of adversity. They think that resilience is comparable to the 

pathway's hopeful element. But whereas resilience lacks an agency component, hope does. 

2.5 Authentic Leadership and Work Engagement 

Genuine leaders improve their followers' engagement at work in addition to giving them 

more authority. Positive and a measure of worker well-being, WE is a psychological state of 

mind associated to work (Towsen, Stander and Vaart, 2020). Three factors make up work 

engagement: vigor, dedication, and absorption (Antoniou, Charitaki and Mastrogiannis, 

2023). The level of robustness a worker is keen in their job is operationalized as vigor 

(Ahmad and Gao, 2018). An employee with vigor can use mental resilience to overcome 

obstacles in the workplace (Bakker & Albrecht, 2018).  
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The degree to which an employee values his or her work is operationalized as dedication 

(Ahmad and Gao, 2018). Employees that are dedicated to their work encounter a desirable 

level of challenge, as measured by WE. Being totally absorbed in or focused on one's job to 

the point where one could experience a state of "flow" is how absorption is defined and 

operationalized (Ahmad & Gao, 2018). Genuine leaders use identification, as well as 

inspiring optimism, trust, and good feelings, to affect their followers' work attitudes, or 

engagement. Put another way, when followers feel more positive emotions, are more hopeful, 

trust their leader, and can relate to the leader and the team, they become more involved in 

their work. Despite an extensive empirical literature on school leadership, there is still much 

to learn about school leaders in poor countries and what makes some school teachers more 

engaged with their work than others. 

According to Wirawan et al.'s (2020) analysis of the connections between genuine leadership 

and worker engagement, employee confidence is positively correlated with authentic 

leadership, and employee confidence is unquestionably correlated with worker engagement. 

The same authors then verified that genuine leadership actions that are consistent foster 

confidence between the leader and the workforce, which raises worker engagement even 

more (Wirawan et al., 2020). Finally, a recent study conducted on major South Korean 

organizations verified that followers' work engagement is greatly enhanced by the genuine 

leadership of Korean corporate executives (Oh, Cho, & Hun, 2018; Ntunes, Caetano, & Pina, 

2017). 

Authentic leadership and work engagement are positively correlated, according to all of the 

aforementioned research. Although research indicates that genuine leadership enhances 

employee engagement at work, there aren't enough studies in the education sector to support 

this claim, thus more research is required to establish optimism in this area. 
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According to a different study on the relationship between job engagement and the perception 

of authentic leadership, genuine leadership develops genuine connections that encourage 

worker engagement. The finding showed that dependable leadership is positively correlated 

with work engagement which also partially mediates the link between authentic leadership 

and job satisfaction. These findings led Mehdad and Sajadi (2019) to conclude that the 

growth of a relationship between an authentic leader and his or her followers is crucial for 

work engagement. According to Niswaty et al. (2021) and other research, the influence of 

frank leadership leads to increased levels of work engagement and dedication. While there is 

an abundant literature about how school processes, programs, and structures affect work 

engagement, much less is known about how head teachers undertake engagement strategies at 

work. 

2.6 Psychological Capital and Work Engagement. 

People are driven to preserve their existing resources and look for additional ones in 

accordance with the 26 principles (Kang & Busser, 2018). According to Tamar, Wirawan, 

and Saleh (2020), resources are things, traits, circumstances, or energies that hold 

significance for a particular person. Resources are significant factors for an individual in this 

sense. According to Saleh et al. (2020), personal resources are those facets of oneself that are 

connected to resilience and effective environment control. Saleh et al. (2020) define 

psychological capital as the mental resources that support personal development (Daraba et 

al., 2021). Moreover, the primary presumptions that people look for and gather resources in 

order to avoid and manage unfavorable consequences (Sarwar, Aamir, Bichao & Chen, 

2023). Second, resources produce other resources, which in turn form a resource caravan, 

according to the social exchange theory (Ahmed et al., 2023). Positive workplace wellbeing 

can therefore add up to well-being in all other spheres of life because of the positive caravans 

in the social exchange hypothesis (Ahmad et al., 2023). The research mentioned above, 
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however, indicates that none of the studies were conducted in Uganda or within the setting of 

schools. Consequently, the study investigations were drawn towards the understudied 

relationship between psychological capital and teacher involvement in Uganda's public 

secondary schools. 

According to Percunda & Putri (2020), the transition to a positive paradigm is the source of 

both psychological capital and work engagement, which are relatively recent concepts. An 

individual's personal and physical resources are represented by their psychological capital 

(Sarwar et al., 2023). According to Ozturk Ciftcia and Erkanlib (2020), a motivational 

concept known as "work engagement" pushes individuals to utilize their own resources to 

finish tasks related to their occupations.  

Numerous investigations reveal a favorable correlation between PsyCap and employee 

engagement at work. According to Ozturk Ciftcia & Erkanlib (2020), literature proposes 

individual resources as important in explaining the psychological mechanisms that underlie 

the Job Demand Resources (JD-R) model, particularly in the connection between job 

resources and engagement at work. Work engagement is positively correlated with personal 

resources such as locus of control, self-efficacy and self-esteem (Du Plessis & Boshoff, 

2018). According to a study on work engagement by Luthans & Youssef-Morgan (2017), 

personal resources influence performance levels by connecting job resources with 

engagement; this suggests positive relationship between PsyCap and work engagement. 

Although psychological capital has been associated with high levels of involvement, the 

education system has not thoroughly investigated these linkages, particularly at lower levels, 

such as secondary schools. 
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2.7 Authentic Leadership, Psychological Capital and Work Engagement 

Studies on the antecedents of work engagement have revealed that resilience, optimism, and 

self-efficacy are significant background of work engagement (Du Plessis & Boshoff, 2018). 

These personal tools help motivated workers take charge of and positively influence their 

workplace (Alesandri, Consiglio, Luthans, & Borgogni, 2018). Since resilience, optimism, 

and self-efficacy are all characterized as PsyCap dimensions, it follows that psychological 

capital may also be a precondition for work engagement. Munyaka et al. (2017) examined the 

hypothesis and established an association between work engagement and psychological 

capital aspects. Research has demonstrated that authentic leadership is a strong predictor of 

work engagement (Du Plessis & Boshoff, 2018). Furthermore, Oh, Cho, and Lim (2017) 

discovered that when workers saw their boss exhibiting genuine leadership behavior, work 

engagement levels were higher.  While this study looked at how psychological capital and 

authentic leadership can help teachers become more engaged in their work, teacher education 

programs haven't given teachers the tools they need to become more proactive or to be able to 

use proactive coping mechanisms when faced with obstacles at work. Hence this study 

gathered scientific information about the research problem contextualizing Public Secondary 

schools in Hoima as a case study.   
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CHAPTER THREE 

METHODOLOGY 

3.1 Research Design  

Cross-sectional design was adopted and quantitative data was gathered from a representative 

of the populace and analyzed to test research questions or hypotheses (Owens, 2002). This 

design helped the researcher to obtain quantitative data from the sample that increased the 

validity and generalizability of the study findings.  The cross-sectional design made sure that 

data were taken from a sample chosen to represent at one particular point in time.    

3.2 Study Population  

According to Mugenda and Mugenda (2003), a population is the complete group that the 

researcher is interested in or that the researcher wants to make conclusions about. In the 

ministry of education and sports records, there are 5 public secondary schools in Hoima with a 

total population of 240 secondary school teachers. Therefore, the study targeted a population 

of 240 secondary school teachers in 5 public secondary schools in Hoima district. Hoima 

district was selected because the performance of their public secondary schools in both UCE 

and UACE has remained relatively low compared to other private secondary schools and 

districts such as Kampala, Wakiso among others. 

3.3 Sample size determination 

Sample size was based on confidence interval of 95% with a marginal error of 5% as 

proposed by Krejcie and Morgan (1970) table. Accordingly, with a population of 240, a 

sample size of 148 is representative enough. From these schools, the researcher was 

interested in teachers. These targeted participants were considered as the unit of inquiry. 
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Table 1:  Teacher population and sample  

SCHOOL TEACHER POPULATION SAMPLE 

Kitara secondary school 50 31 

Duhaga secondary school 45 28 

Sirtitowinny secondary school 45 28 

Bwiikya secondary school 43 27 

St Andrea Kaahwa 57 35 

TOTAL 240 148 

Source: Ministry of Education 2022 

3.4 Sampling method  

A purposive and simple random sampling techniques were used to choose the schools that 

would take part in the study. The researcher deliberately contacted public secondary schools 

in Hoima, given their limited number, and selected participants from each of the chosen 

institutions. To select the participants, simple random sampling was applied. Precisely, a 

lottery method was employed to select the number of public secondary school teachers 

required. A list of all teachers was obtained, and all teachers were assigned a number which 

were written on small pieces of papers. They were placed in a small box and the researcher 

picked one by one without replacing until 148 teachers were reached. Those that remained 

were not considered in the study. 

3.5 Unit of analysis 

This is the major entity “what or whom” that is being studied (Babbie & mounton, 2001) for 

the purposes of the proposed study, the unit of analysis was public secondary schools in in 

Hoima.  

3.6 Unit of inquiry 

The items you measure, collect, or observe in order to gain insight into the unit of analysis 

are referred to as the unit of inquiry. The unit of inquiry designed for this research involved 

public schools’ secondary teachers in Hoima. Teachers were reached because they are the 

ones who have the right information on work engagement as employees. 
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3.7 Validity and Reliability  

The research instrument was tested for both reliability and Validity. 

3.7.1 Validity  

To Saunders et al. (2015), validity is the question of whether the results actually relate to 

what they seem to. It established the veracity of the research findings or whether the study 

actually measured what it was supposed to. Validity was tested using content validity through 

expert evaluation. The instrument was pretested as well. Items that were vague and unclear 

were corrected or removed accordingly to ensure clarity and ease of use of the questionnaire.  

3.7.2 Reliability  

According to Saunders et al. (2015), it refers to an instrument's capacity to yield the same 

outcomes in a different study with comparable conditions.  Decoster & Lambart (2005) state 

that the best estimates for determining the level of consistency in the data are the Cronbach 

Alpha estimates. The measurement items were tested for consistency in this study to ensure 

reliability.  Cronbach Alpha measures the internal steadiness to show how narrowly related 

are items as a group. Additionally, Nunnally (1978) argues that a scale is deemed reliable if 

the Cronbach is above 0.7 (α = > 0.7). The results in table 3.2 indicate that the Cronbach 

alpha for all variables were more than 0.7 implying that there was consistency.  

Table 2: Showing Validity and Reliability results 

  

Variables CVI Cronbach’s Alpha N of Items 

Authentic leadership .812 .848 16 

Psychological capital .804 .852 24 

Work engagement .871 .851 17 

Source: Primary data 
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3.8 Measurement of variables 

The study variables and their constructs have been included in the table 3 below.  

Table 3: Measurement of variables  

Variable  Constructs  Sample questions  

Authentic 

leadership  

Self-awareness, Relational 

transparency, 

Balanced processing, Internalized moral 

perspective scale by (Walumbwa, 

Avolio, Gardner, Wernsing & Peterson, 

2008).  

I consult with others before 

forming my own conclusions. 

I was honest about how I felt 

with other people. To others, I 

own up to my errors. 

Psychological 

capital 

Measured with scales adopted from 

Luthans, et al. (2007) who measured 

psychological capital using self-

efficacy, hope, resiliency, and optimism 

"I have multiple ways to 

achieve the work goal," "I 

believe that all problems 

occurring at work always have 

a bright side," "I am confident 

in my performance. 

“I can work under stress and 

challenging circumstances," 

and "Even though having too 

much responsibility at work 

makes me awkward, I can go 

through to work successfully." 

Work 

engagement  

Vigor, dedication and absorption which 

were developed by Schaufeli & Baker 

(2003). 

 

"I find that my work has a lot 

of meaning and purpose," "I 

feel strong and energetic at 

work," and "I forget 

everything else around me 

when I'm working." 

 

3.9 Data Collection Methods and Instruments. 

3.9.1 Data Collection  

An introduction letter was requested from the institution, which introduced the researcher to 

the several call schools, upon submitting the revised study project. Subsequently, the 

researcher requested official consent from the school administration to gather information 

from the teachers. Before distributing the questionnaires, the researcher made respondents 

consent. The completed questionnaires were picked up by the researcher after they were 

filled.  
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3.9.2 Primary Data  

The study used primary data. A questionnaire based on the research variables was self-

administered to a sample of respondents in order to collect primary data. This data was 

collected from the selected secondary school teachers. The primary data collected enabled the 

researcher to answer all the research questions.  

3.10 Data Collection Instrument  

A structured “5-point Likert scale” questionnaire anchored on strongly agree (5) - strongly 

disagree (1) was developed to collect the required data on the study variables, that is, 

Authentic leadership, psychological capital, and work engagement. According to (Saunders, 

Lewis, Thornhill, & Bristow, 2015), Five-point scale provide a high degree of validity, 

discriminating power, and dependability and are simple to use.  The questionnaire contained 

close ended statements for easy scoring by the respondents. The questionnaire was divided 

into parts; (a) covers the demographic information of respondents, (b) authentic leadership, 

(c) psychological capital and (d) work engagement. The questionnaire items were created 

using known scholarly scales, as evidenced by the variable measurement.  

3.11 Data Processing, Analysis and Presentation  

The information gathered from the surveys was coded to ensure correctness, 

comprehensiveness, and significance. The Statistical Package for Social Scientists (SPSS) 

version 23.0 was used to tabulate and enter the data. To characterize the study's sample 

characteristics, descriptive statistics analysis was performed. The study employed inferential 

statistics analysis to address its research issues. Using Pearson's correlation analysis, the 

correlations between the research variables were examined. Regression analysis will be 

performed to determine how the independent factors affect the dependent variable. 



24 
 

3.12 Ethical Considerations  

The researcher conducted the study in compliance with Bryman and Bell's (2007) guidelines 

and with ethical standards for social science research. These included guidelines including 

getting participants' permission, recruiting respondents voluntarily, protecting respondents' 

confidentiality, preserving integrity and reliability throughout the study, and guaranteeing 

respondents’ anonymity. 
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CHAPTER FOUR 

ANALYSIS, PRESENTATION AND INTERPRETATION OF FINDINGS 

4.0 Introduction 

This displays the outcomes and interpretation of responses from the collected data. It presents 

the respondent characteristics; descriptive statistics; correlation results of the study objectives 

and the regression results. The research objectives guided the presentation, interpretation, and 

analysis of the findings.  

4.1 Sample characteristics 

Numerous demographic factors were taken into account, all of which were crucial for 

understanding the responses provided. The respondent’s characteristics included the gender 

and age of the respondent, education, marital status, teaching experience and responsibility at 

school.  

Table below indicates that most of the respondents were male (77.6%). This implies that most 

teachers in Hoima government schools are majorly males compared to females. The results 

also show that most of these teachers are married (69.6%) and this can create stability at 

work. Many of the respondents were aged between 30-39 years (40%), then those below 30 

years (34.4%) and then those above 40 years implying that the degree of employee retention 

could be high and also, these schools have young people in the profession. In terms of 

teaching working experiences, most of them have been in the schools for more than 7 yrs. 

The experience specifies that the respondents had sufficient knowledge to give reliable data.  

Most of the respondents were graduates implying that they were in a position to understand 

the questions asked in the questionnaire. Most of respondents were heads of departments and 

classroom teachers.  
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Table 4: Showing respondent characteristics 

 

Variables Frequency Percent 

Gender 

Male 97 77.6 

Female 28 22.4 

Total 125 100.0 

Marital status 

Married 87 69.6 

Single 38 30.4 

Total 125 100.0 

Age bracket of the 

respondent 

Less than 30 yrs 43 34.4 

30-39 yrs 50 40.0 

40-49 yrs 19 15.2 

Total 125 100.0 

Education Level 

Diploma 31 24.8 

Bachelors 86 68.8 

Post graduate 8 6.4 

Total 125 100.0 

Teaching experience 

Less than 1 yr 13 10.4 

1-2 yrs 14 11.2 

2-4 yrs 11 8.8 

4-6 yrs 14 11.2 

Above seven years 73 58.4 

Total 125 100.0 

Responsibility at 

school 

Subject teacher 40 32.0 

Class teacher 33 26.4 

Head of department 47 37.6 

Head teacher 5 4.0 

Total 125 100.0 

Source: Primary data 

4.2 Descriptive among study variables 

Descriptive statistics are shown in Table 5 below. Mean values were computed from data 

coded from SD (1) to SA (5). Basing on the mean which is above the average and standard 

deviation which is close to 0 them being close to one another it means that the practice of 

authentic leadership, psychological capital and work engagement still needs improvement in 

Hoima secondary schools.  
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Table 5: Showing descriptive Statistics 
 

Variables Min Max Mean Std. Deviation 

International Moral Perspective 1.00 5.00 4.0920 .73543 

Balanced Processing 1.00 5.00 3.8740 .82832 

Relational Transparency 1.00 5.00 3.7400 .77538 

Self-awareness 1.00 5.00 4.0700 .66493 

Authentic Leadership 1.00 4.81 3.9440 .59467 

Resilience 1.00 5.00 4.0040 .58217 

Hope 1.00 5.00 4.1760 .54350 

Self-efficacy 1.00 5.00 4.0147 .62001 

Resilience 1.00 5.00 3.9307 .60767 

Psychological capital 1.00 5.00 4.0313 .49744 

Dedication 1.00 5.00 4.0848 .60762 

Vigor 1.00 5.00 3.9240 .65017 

Absorption 1.00 5.00 3.7027 .72697 

Work engagement 1.00 4.73 3.9038 .54638 

 Source:  primary data   

4.3 Correlation analysis 

Pearson correlation coefficients among the study variables is revealed in the table 6. In 

connection to the study's stated objectives, the results show the conclusions of the analysis of 

the connection between the variables using the Pearson correlation coefficient. 

4.3.1 Authentic Leadership and Work Engagement  

The correlations result in table 8 reveals a positive significant association between authentic 

leadership and work engagement (r = 0.585**, p < 0.01). Meaning, an increase in authentic 

leadership results into an improvement in work engagement.  Likewise, all the constructs of 

authentic leadership are positive and significantly related to work engagement. This suggests 

that people will be encouraged to find meaning and purpose in their job when they are 

employed by an organization and have a clear sense of who they are, what they believe, and 

how they behave. They will also be seen as having awareness of their values by others.   
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 4.3.2 Psychological Capital and Work Engagement  

The correlations outcome in table 6 reveals a positive and significant relationship between 

psychological capital and work engagement (r=0.666**, p<0.01). This means that a school 

that has staff who are optimistic about what will happen to them in the future as it pertains to 

work as well as confident in their performance that they can work under pressure and 

challenging circumstances, their level of engagement at work increases. Resilience, hope, 

optimism and self-efficacy are also found to have a positive and significant relationship with 

work engagement.  

Table 6: Correlation analysis results 

Variables 1 2 3 

Authentic Leadership 1 
  

Psychological capital .611
**

 1 
 

Work engagement .585
**

 .666
**

 1 

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

Source: Primary data 

4.4 Regression analysis 

The regression model was used to determine extent to which authentic leadership and 

psychological capital predict work engagement. The results are presented in the Table 7.  

The results show that authentic leadership and psychological capital predict 48.6% of the 

variance in work engagement in Hoima government aided secondary schools (Adjusted R 

Square =.486). This indicates that additional factors account for the remainder of the 

variation in work engagement. Every researcher would prefer for the value of adjusted R2 to 

be the same as or very close to the value of R2 since it provides an insight of how well the 

regression model generalizes the study variables. However, the modified R2 was employed as 

a more accurate goodness of fit metric because R2 is highly sensitive to sample size (Field, 

2009). The table shows how well the independent variables predict the outcome variable in 

this case work engagement. They predict this outcome very well 5% or better. The results 
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also show which variable(s) in the set is the best predictor of work engagement. 

Psychological capital is the best predictor of work engagement (β = .492). None the less all 

the variables (authentic leadership and psychological capital) are positive and significantly 

related with work engagement.  

Table 7: Regression analysis results 

Variables 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

(Constant) .694 .297 
 

2.338 .021 

Authentic Leadership .262 .075 .285 3.501 .001 

Psychological capital .540 .089 .492 6.047 .000 

R = 0.703 

R2 = 0.494 

Adj. R2 = 0.486 

F = 59.607 

a. Dependent Variable: Work engagement 

Source: Primary data  
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CHAPTER FIVE 

DISCUSSION OF FINDINGS, CONCLUSIONS AND RECOMMENDATIONS 

5.0 Introduction 

The previous chapter presented data analysis and interpretation of the findings. This chapter 

discusses the findings as per results of correlation and regression model guided by the 

research questions obtained from the study objectives: 

i) To examine the relationship between authentic leadership and work engagement 

among public secondary schools in Hoima. 

ii) To examine the relationship between psychological capital and work engagement 

among public secondary schools in Hoima 

iii) To assess the combined effect of authentic leadership and psychological capital on 

work engagement among public secondary schools in Hoima 

Further, the chapter derives conclusions and suggests recommendations as well as the 

limitations of the study and suggests areas for further research.  

5.1 Discussion of findings 

This study aimed at examining the relationship between authentic leadership, psychological 

capital and work engagement among public secondary schools in Hoima District.  This aim 

was achieved through three objectives whose results are discussed below.  

5.1.1 Authentic leadership and work engagement 

According to the study's findings, work engagement is positively and significantly predicted 

by authentic leadership. This means that staff members will feel invested in their work when 

school administrators seek out other people's perspectives before forming their own, pay 

close attention to the opinions of those who disagree with them, avoid elevating their own 

viewpoint at the expense of others', and carefully consider the opinions of others before 

making decisions. These outcomes agree with those of Prochazka et al. (2017) and Daraba et 
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al., (2021). According to Du Plessis and Boshoff (2018), followers who work with authentic 

leaders are also more likely to be engaged since these leaders have a tendency to shape their 

followers' values and behaviors in order to help them be honest, equitable, moral, and ethical. 

Genuine leaders strive for honesty and transparency in their interactions with subordinates 

and exhibit behaviors that are consistent with their own beliefs. They lead by example and 

make decisions in a straightforward manner, demonstrating their dedication to their 

profession. This acts as a guideline for employees to continue being emotionally and 

physically invested in their work, which raises work engagement levels (Ozturk-Ciftci & 

Erkanli, 2020). 

Work engagement is likely to increase for school administrators that have a high degree of 

balanced processing behavior, relational transparency, internalized morality, self-awareness, 

and overall authentic leadership behaviors. It can be argued that teachers share the belief that 

school administrators have a high degree of authentic leadership behaviors (Basaran & Kiral, 

2020). For the atmosphere of the school, this is crucial. Research indicates that when schools 

display authentic leadership characteristics, work engagement rises (Kulophas et al., 2018). 

Mehdad and Sajadi (2019) discovered that in the Iranian cultural setting, psychological 

ownership self-efficacy and belongingness were influenced by relational transparency and 

self-awareness of authentic leadership.  Additionally, a number of research have provided 

empirical evidence to support the hypothesis that genuine leadership and job engagement are 

related (Sarwar, et al., 2023). For instance, Sawar et al. (2023) discovered a relationship 

between high job performance and authentic leadership and work engagement. Additional 

research supported the notion that followers' work engagement is much enhanced by the 

genuine leadership of Korean corporate executives (Oh, Cho & Lim, 2018). The findings, 

however, conflict with those of Maximo, Stander, and Coxen (2019), who discovered that 

genuine leadership does not significantly predict employee engagement at work.   
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5.1.2 Psychological capital and work engagement  

The study's findings indicate a strong and positive correlation between psychological capital 

and work engagement. These findings imply that while workers' psychological capital was 

higher, their level of engagement was also higher. These findings concur with those of 

Percunda and Putri (2020). In their investigation into psychological capital, Mehdad & Sajadi 

(2019) discovered that psychological capital had a positive impact on employee attitudes. 

Workers with greater psychological capital are more likely to have optimistic outlooks on life 

Kelly (2023), feel capable of achieving their own goals (efficacy), think positively at work 

(optimism), and be resilient in the face of adversity (Kelly,2023).  

Because they are more intrinsically motivated, workers with high psychological capital are 

more likely to exhibit traits like fulfillment, vigor, devotion, and absorption. These traits lead 

to higher worker productivity, decreased absenteeism, and lower turnover (Mehdad & Sajadi, 

2019).  The study found out that an individual’s work engagement can be highly predicted by 

the combined value of psychological capital's durability, hope, and optimism, and that a 

person's work engagement can also be increased by high expectations and endurance 

(Mehdad & Sajadi, 2019). Another study (Khaleghkhah, Babelan, & Karmianpour, 2017) 

discovered that there were noteworthy positive correlations between employees' work 

engagement and psychological capital and hardiness. It also discovered that 55% of 

employment management was derived from these factors. Additionally, Luthans & Borgogni 

(2018) discovered a positive association between psychological capital and work 

engagement, meaning that a person's work engagement increases with their psychological 

capital value. 
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5.1.3 The combined effect of authentic leadership and psychological capital on work 

engagement among public secondary schools in Hoima.  

The study's findings demonstrate the importance of psychological capital and authentic 

leadership in predicting employee engagement at work. Moreover, a favorable association 

has been seen between psychological capital and work engagement, as well as between 

authentic leadership and work engagement (Hsieh and Wang, 2015).  This indicates that a 

higher level of work engagement is correlated with an employee's opinion of the employer's 

real leadership (Tuan, 2018). Work engagement increases with an employee's impression of 

psychological capital. People are more likely to be engaged at work (vigor, devotion, and 

absorption) when they work with authentic leaders and possess strong psychological capital. 

Employers can encourage a work ethic in their workforce and encourage creative behavior by 

implementing psychological capital and authentic leadership (Novitasari et al., 2020).  

Our findings support the idea that good psychological states among employees are primarily 

influenced by leadership. The impact of leaders' positive behaviors and psychological states 

may vary depending on the setting, such as business, education, or hospitality Niswaty et al., 

(2021), and may also rely on how subordinates value certain resources (Niswaty et al., 2021). 

Moreover, workers may go to leaders during a crisis for greater help than they do from 

personal resources (Niswaty et al., 2021). How followers view their leaders shapes the 

enormously favorable effects of authentic leadership, psychological capital and work 

engagement (Mehdad & Sajadi, 2019). Employees would have enough resources to handle 

the demands of their jobs even though numerous duties exposed them, which ultimately led 

to an increase in involvement. 

A trustworthy and reputable leader gives workers job resources (like leadership support) and 

psychological tools (like efficacy) to help them succeed in their everyday tasks. Numerous 

research have revealed that psychological capital enhances employee engagement and offers 
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personal resources for workers outside of the leadership role (Mehdad & Sajadi, 2019). 

Psychological capital is the term used to describe the psychological resources of employees. 

Psychological capital continuously offers support to employees in many organizational 

circumstances, independent of the type of organization. Positive psychological states may be 

influenced by authentic leadership, which would then lead to numerous positive employee 

outcomes, including work engagement. Therefore, despite having a little less impact than 

authentic leadership, psychological capital should be regarded as a key predictor of workers' 

work engagement. 

4.2 Conclusions  

The study purpose was to look into how authentic leadership and psychological capital affect 

work engagement. The study's findings reveal that authentic leadership and psychological 

capital both accurately predict how engaged employees will be at work. The psychological 

capital of subordinates is developed in large part by authentic leadership. Leaders with real 

traits also give their staff the required tools needed to handle their challenging jobs. Authentic 

leaders can shield followers from more resource loss by modeling supportive supervision. 

Additionally, real leaders support staff in preserving their resources so they can handle 

challenging assignments in the workplace. 

4.3 Recommendations 

The evaluation of authentic leadership attributes ought to be incorporated into the 

performance review process for secondary school administrators. For public service, it might 

be required to include assessments of true leadership qualities in succession planning, 

recruitment, and selection processes. 

The hiring process at schools may focus on selecting candidates with strong levels of 

psychological capital and engagement. This is crucial because when workers become 

disengaged from their jobs, businesses suffer.  
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Management can use condensed versions of the psychological capital and engagement scales 

throughout the selection process since psychological capital increases employee engagement. 

By doing this, management can get a preliminary assessment of a candidate's psychological 

capital and involvement. 

Companies should improve employee engagement at work by providing training or job 

growth opportunities. Furthermore, it can be accomplished by assigning and rewarding 

difficult tasks, which will boost perseverance, hope, and optimism in completing the work.  

Establishing and preserving an atmosphere that fosters psychological capital should be a 

policy for schools since it encourages cooperation and communication among team members, 

reduces the need for constant supervision, and emphasizes mutual trust. 

4.4 Study limitations 

Methodology has several short comings; 

Initially, the study sample comprised a set of participants who shared comparable 

demographic attributes: secondary school teachers in Hoima district. More precisely, the 

majority of the highly qualified teachers in government-aided schools make up the study's 

sample. Future studies should involve teachers from a variety of backgrounds, particularly in 

donor-funded and private institutions. Future research comparing the study constructs in 

various cultural contexts (such as all of Uganda's districts) is also necessary for cross-cultural 

verification. To increase the generalizability of the current study, additional research across a 

wider range of enterprises and demographic groups is also necessary. Secondly, this cross 

sectional survey method allows for conjecture regarding the causal relationship between the 

variables because it depends on instructors' self-reported responses. Further multi-source 

longitudinal studies are recommended in the future to address the aforementioned  

methodology limitations. 
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Appendix ii: Research Questionnaire 

 Questionnaire Form 

Dear Respondent,  

I am a student at Makerere University Business School pursuing a Master’s degree of 

Business Administration (MBA). As one of the requirements for being awarded with this 

qualification, I am conducting a study on a topic entitled, “Authentic leadership, 

physiological capital and work engagement among secondary school Teachers in Hoima 

Uganda.” You have been selected as one of the creative participants in this research. I’m 

requesting you to answer the questions as truthful as possible to facilitate reliable conclusions 

and recommendations. All replies will be kept anonymous and confidential, and they will 

only be used for academic research. 

SECTION A: DEMOGRAPHIC CHARACTERISTICS 

1. Gender  

Male Female 

1 2 

 

2. Marital Status 

Married Single  

1 2 

 

3. Age Bracket 

<30 years 

30-39 

years 

40-49 

years 

50-59 

years 

1 
2 3 4 

4. Education Level 

Diploma   Bachelors Post 

graduate 

1 2 3 
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5. Teaching experience? 

Less than 

1year 

1-2years 2-4years 4-6years Above 7years 

1 2 3 4 5 

 

6. Responsibility 

Subject teacher Class teacher  

Head of department 

 

Head/Deputy 

Teacher 

1 2 3 4 

 

SECTION B:  

This part has statements about authentic leadership, psychological capital and work 

engagement. You are provided with 5 options from which you are supposed to tick (√) one in 

every question. Key: 1-Strongly Disagree (SD), 2- Disagree (D), 3- Not Sure (NS), 4- Agree 

(A) and 5 represents Strongly Agree (SA). 

 AUTHENTIC LEADERSHIP SD D NS A SA 

 Authentic leaders are those who are aware of their 

identity, beliefs, and behavior, and who are seen by 

others as having a strong sense of moral principles. 

     

 Balanced Processing 

AL1 I consult with others before forming my own 

conclusions. 

1 2 3 4 5 

AL2 I pay serious attention to what those who disagree with 

me have to say. 

1 2 3 4 5 

AL3  I do not prioritize my opinions over those of others. 1 2 3 4 5 

AL4 I give other people's opinions a great deal of attention 

before making decisions. 

1 2 3 4 5 

 Relational Transparency 

RT1 I communicate my emotions to people honestly. 1 2 3 4 5 

RT2 I am honest with people about my true self. 1 2 3 4 5 
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RT3 I seldom put on a "false" front for other people. 1 2 3 4 5 

RT4 To others, I own up to my errors. 1 2 3 4 5 

 Internalized Moral Perspective 

IMP1 My behavior reflects my basic principles. 1 2 3 4 5 

IMP2 I resist letting peer pressure rule my actions. 1 2 3 4 5 

IMP3 Others are aware of my position on contentious matters. 1 2 3 4 5 

IMP4 What I do as a leader is guided by my morals. 1 2 3 4 5 

       

 Self-awareness      

SW1 I can enumerate my top three shortcomings. 1 2 3 4 5 

SW2 I can enumerate my top three strengths. 1 2 3 4 5 

SW3 I look for input to help me better understand myself as a 

person, and I accept the feelings I have about myself. 

1 2 3 4 5 

SW4 I can enumerate my top three shortcomings. 1 2 3 4 5 

       

 PSYCHOLOGICAL CAPITAL SD D NS A SA 

 A positive state-like capacity or a person's positive 

psychological growth state is known as psychological 

capital. .  

     

 Self-efficacy 

SE1 

I'm comfortable examining a persistent issue and coming 

up with a workable solution. 

1 2 3 4 5 

SE2 

I feel comfortable discussing issues with anyone outside 

the organization, such as suppliers and customers. 

1 2 3 4 5 

SE3 

If I put in the required effort, I can solve the majority of 

difficulties. 

1 2 3 4 5 

SE4 

I know I can do well enough to handle difficult 

situations and pressure. 

1 2 3 4 5 

SE5 

I have faith in my ability to reach my professional 

objectives. 

1 2 3 4 5 

SE6 I'm sure I could handle unforeseen circumstances well. 1 2 3 4 5 

 Hope 

HP1 I'm now working hard to achieve my career ambitions. 1 2 3 4 5 
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HP2 I have multiple options for achieving the work objective. 1 2 3 4 5 

HP3 I am excited about what is ahead in my life. 1 2 3 4 5 

HP4 I feel motivated now to complete the task at hand. 1 2 3 4 5 

HP5 When I make plans and set goals for myself, I will work 

hard to reach those objectives. 

1 2 3 4 5 

HP6 I strive to achieve the objectives guided by the notion 

that "Where there is a will, there is a way." 

1 2 3 4 5 

 Resilience 

RS1 I typically find a solution to problems at work. 1 2 3 4 5 

RS2 Generally, I handle challenging situations at work with 

grace. 

1 2 3 4 5 

RS3 Even though my work has failed, I'll keep trying till it 

succeeds. 

1 2 3 4 5 

RS4 Even though I feel uncomfortable when I have too much 

responsibility at work, I can still complete my tasks 

successfully. 

1 2 3 4 5 

RS5 I'm not giving up and prepared to handle challenges at 

work. 

1 2 3 4 5 

RS6 At work, I experienced disappointment, but I was able to 

bounce back swiftly. 

1 2 3 4 5 

 Optimism      

OP1 Regarding my career prospects, I have hope for the 

future. 

1 2 3 4 5 

OP2 I usually find that there is a solution to any issue at 

work. 

1 2 3 4 5 

OP3 I think there's always a silver lining to any issue that 

arises at work. 

1 2 3 4 5 

OP4 If I have to deal with a difficult situation, I think things 

will get better. 

1 2 3 4 5 

OP5 Success in the current endeavor will, in my opinion, 

come later. 

     

OP6 I have persistently pursued the issue and discovered that 

it is powerless to solve. 

1 2 3 4 5 
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Thank you very much for participating! 

 

 

 

 WORK ENGAGEMENT 

 Please circle what applies to you 

 Dedication 

D1 I find great significance and purpose in the things I 

undertake. 

1 2 3 4 5 

D2 I have passion for what I do. 1 2 3 4 5 

D3 My work motivates me. 1 2 3 4 5 

D4 I take pride in the work I accomplish. 1 2 3 4 5 

D5 I find my work to be tough. 1 2 3 4 5 

 Vigor 

VI1 I'm brimming with enthusiasm at work. 1 2 3 4 5 

VI2 I feel strong and energized at work. 1 2 3 4 5 

VI3 I enjoy coming to work when I get up in the morning 

and I can work for extended amounts of time. 

1 2 3 4 5 

VI4 I am incredibly resilient mentally at work. 1 2 3 4 5 

VI5 I constantly keep going at work, even when things don't 

go as planned. 

1 2 3 4 5 

VI6 I'm brimming with enthusiasm at work. 1 2 3 4 5 

 Absorption      

AB1 Working makes the time move fast. 1 2 3 4 5 

AB2 I lose track of everything else when I'm working. 1 2 3 4 5 

AB3 When I am working hard and am fully engaged in my 

task, I get excited and lose myself in it. 

1 2 3 4 5 

AB4 It is challenging for me to step back from my work. 1 2 3 4 5 

AB5 Working makes the time fly by. 1 2 3 4 5 

AB6 It is difficult to detach myself from my job 1 2 3 4 5 


