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ABSTRACT

The purpose of this quantitative, correlational study is to explore the relationship between
principals’ leadership styles and teachers’ job satisfaction in private elementary schools for girls
in Jeddah, Saudi Arabia. In this study, I measure two main constructs: leadership styles and job
satisfaction. Within leadership style, I measure three sub-constructs: transformational leadership,
transactional leadership and passive-avoidant leadership. This study is motivated by two research
questions aimed at identifying the primary leadership style adopted by school principals and the
relationship between principals’ leadership styles and teachers’ job satisfaction in private
elementary schools for girls in Jeddah, Saudi Arabia. Correlational analysis results are based on
quantitative survey data from a sample of principals and teacher pairs from 55 schools. I discuss
implications of my findings and provide suggestions for future research.
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Chapter 1
Introduction
According to Northouse (2012), leadership was initially defined as the centralization of
power and the domination of subjects or followers. Gradually, scholars began to develop theories
of leadership focused more on influence than domination. Although numerous models have been
created to describe the various dimensions of leadership, there is no universal definition of this
concept. Ultimately, scholars have agreed that leadership is best defined as: “a process whereby
an individual influences a group of individuals to achieve a common goal” (Northouse, 2012, p.
5).
Although countless empirical studies have been conducted on the topic of leadership,
little reliable empirical research has been performed in Arab countries (especially Saudi Arabia)
to test theories of principal leadership styles and management culture (Moideenkutty & Schmidt,
2011). Most studies related to principal leadership in the Arabian Gulf states have been
performed for one (or more) of three purposes: (a) to test the influence of core cultural values on
principal leadership behavior, (b) to understand cross-national variations in principal leadership
styles, and/or (c) to test for behavioral homogeneity. In an education setting, the principal serves
as the professional leader. Positive perceptions of a principal’s leadership behavior and decision
making process are believed to develop teachers’ interest in school activities, loyalty and job
satisfaction (Amin, Shah, & Tatlah, 2013). This underscores the need to examine the relationship
between principals’ leadership behaviors and teachers’ job satisfaction in the Arabian context,
particularly in Saudi Arabia.
In 2010, the labor participation rate among women in Saudi Arabia was reported to be
14.4% (Musa, 2011). Among researchers, there is growing interest in issues concerning Arab
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women who work outside the home, including their job satisfaction (Musa, 2011). A variety of
factors affect job satisfaction, including demographic factors such as age, gender and education,
and other workplace factors, such as organizational involvement and relationships with
colleagues. In general, women have been found to be more easily satisfied in the workplace
compared to their male counterparts (Bender, Donohuey, & Heywood, 2005; Dencker, 2008).
Moreover, the boss-employee relationship is a significant factor affecting women’s job
satisfaction (Musa, 2011).
A number of studies performed in a variety of cultural contexts and both educational and
non-educational settings have revealed a significant relationship between certain leadership
styles (particularly the transformational leadership style) and job satisfaction (Amin et al., 2013).
Despite amassed evidence on the effects of transformational leadership on job satisfaction in
business, military and health service settings, more research is needed on the effects of
transformational school leadership on teachers’ job satisfaction (Nguni, Sleegers, & Deneseen,
2006). Furthermore, most evidence on the relationships between leadership styles and job
satisfaction is situated within Western cultural contexts; thus, more research is needed in nonWestern contexts.
Like many countries in the world, Saudi Arabia allocates more than 20% of its national
budget to the promotion and development of its education system (Almutairi, 2013). In order to
make the most of this investment and provide a more effective and productive learning
experience for students, the job satisfaction of academic staff must be considered because
satisfied employees generally are productive employees (Almutairi, 2013). Evidence from a
study performed in Punjab shows that school effectiveness is related to teachers’ overall job
satisfaction, which includes their satisfaction with coworkers, superiors and the work itself
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(Khan & Mirza, 2012). The importance of studying job satisfaction is underscored by the critical
role played by teachers in shaping their communities, and ultimately, society (Alzaidi, 2008).
Despite these findings, few researchers have investigated the relationship between job
satisfaction and leadership behaviors, especially within the educational context of Saudi Arabia
(Alzaidi, 2008). This study is aimed at addressing this critical research gap.
Background
Leadership involves fostering a vision, purpose or goal, and implementing the necessary
strategies to achieve related objectives (Long & Thean, 2011). A leader motivates and influences
other individuals to exert the effort required to achieve the goals of the group or organization.
Leadership is important because a good leader builds effective relationships with stakeholders,
thereby facilitating required organizational changes with minimal resistance (Al-Khasawneh &
Futa, 2013). Good leaders can motivate and encourage followers in a manner that also results in
higher levels of satisfaction, commitment and organizational citizenship (Voegtlin, Patzer, &
Scherer, 2012). However, the application of leadership may vary according to individually-held
cultural values. For instance, Sheikh, Newman, and Al Azzeh (2012) found that the cultural
value orientations of individuals moderate the relationship between leadership behaviors and
employee job performance in Middle Eastern countries. As such, there is a need to study
organizational management and leadership styles within individual contemporary regional
contexts (Randeree & Chaudhry, 2012).
Job satisfaction is a dominant topic in leadership-focused studies in the organizational
behavior literature, largely due to its impact on productivity (Almutairi, 2013). While there is no
universal definition of the term job satisfaction (Oplatka & Mimon, 2008), Spector (1997)
defined it as “the degree to which people like their jobs and different aspects of their job” (as

4
cited in Khamisa, Peltzer, Ilic, & Oldenburg, 2014). In the educational context, three general
factors affect job satisfaction: (a) environmental factors, including the work itself; (b)
psychological factors, such as the teacher’s personality, behavior and attitudes; and (c)
demographic factors, such as gender or age (Alzaidi, 2008). Environmental factors include the
type of supervision; thus, one could conclude that a principal’s leadership style affects teachers’
job satisfaction. The results of a meta-analysis of research findings in Turkey indicate that a
transformational leadership style is positively correlated with the job satisfaction and
organizational commitment of teachers (Aydin, Sarier, & Uysal, 2013). As administrators’
leadership styles evolved from transactional (i.e., using performance-based rewards or
punishments) to transformational (i.e., focusing on collaboration, creativity and motivation),
teachers’ levels of job satisfaction and organizational commitment increased. Since job
satisfaction is culturally-situated, there is a need to investigate the relationship between teachers’
job satisfaction and principals’ leadership styles in specific contexts.
Purpose
The purpose of this quantitative, correlational study is to explore the relationship between
principals’ leadership styles and teachers’ job satisfaction in private elementary schools for girls
in Jeddah, Saudi Arabia.
Research Questions and Hypotheses
RQ1. Which leadership styles are commonly adopted by principals in private elementary
schools for girls in Jeddah, Saudi Arabia?
RQ2. What is the relationship between the principals’ leadership styles and teachers’ job
satisfaction in private elementary schools for girls in Jeddah, Saudi Arabia?
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H10: Principals’ transformational leadership style scores are positively correlated with
teachers’ job satisfaction in private elementary schools for girls in Jeddah, Saudi Arabia.
H1a: Principals’ transformational leadership style scores are negatively correlated with
teachers’ job satisfaction in private elementary schools for girls in Jeddah, Saudi Arabia.
H20: Principals’ transactional leadership style scores are positively correlated with
teachers’ job satisfaction in private elementary schools for girls in Jeddah, Saudi Arabia.
H2a: Principals’ transactional leadership style scores are negatively correlated with
teachers’ job satisfaction in private elementary schools for girls in Jeddah, Saudi Arabia.
H30: Principals’ passive-avoidant leadership style scores are positively correlated with
teachers’ job satisfaction in private elementary schools for girls in Jeddah, Saudi Arabia.
H3a: Principals’ passive-avoidant leadership style scores are negatively correlated with
teachers’ job satisfaction in private elementary schools for girls in Jeddah, Saudi Arabia.
H40: Principals’ leadership styles do not account for differences in teachers’ job
satisfaction in private elementary schools for girls in Jeddah, Saudi Arabia.
H4a: Principals’ leadership styles account for differences in teachers’ job satisfaction in
private elementary schools for girls in Jeddah, Saudi Arabia.
H50: Principals’ leadership style scores do not predict teachers’ job satisfaction in private
elementary schools for girls in Jeddah, Saudi Arabia.
H5a: Principals’ leadership style scores predict teachers’ job satisfaction in private
elementary schools for girls in Jeddah, Saudi Arabia.
Justification for the Study
It is important to study the concept of job satisfaction as it manifests among teachers in
private elementary schools for girls, because resources are being expended to promote and
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develop the educational system in Saudi Arabia. Since teachers play a critical role in shaping
their communities and society (Alzaidi, 2008), teachers’ job satisfaction is critically important.
Administrators can use the results of this study to modify their leadership styles and behaviors in
order to increase teachers’ job satisfaction and performance, and ultimately create more effective
and productive learning environments for their students.
Methodology
The purpose of this quantitative, correlational study is to explore the relationship between
principals’ leadership styles and teachers’ job satisfaction in private elementary schools for girls
in Jeddah, Saudi Arabia. In line with this purpose, I formulated two research questions aimed at
determining: (a) the most adopted leadership style among the principals in the sample
population; and (b) the existence and nature of the relationship between the principals’
leadership styles and teachers’ job satisfaction among members of the sample population.
Conceptual Framework
In this study, I measure two main constructs: leadership styles and job satisfaction.
Within leadership style, I measure three sub-constructs: transformational leadership,
transactional leadership and passive-avoidant leadership. Based on the existing literature,
principals’ transformational and transactional leadership style scores are expected to be
positively correlated with teachers’ job satisfaction scores; in contrast, principals’ passive
avoidant leadership style scores are expected to be negatively correlated with teachers’ job
satisfaction scores. Figure 1 depicts the expected relationships between leadership style scores
and job satisfaction. It is therefore expected that the results of the Pearson’s correlation analysis
will indicate a positive correlation between job satisfaction scores and transformational
leadership scores, and job satisfaction scores and transactional leadership scores, and a negative
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correlation between job satisfaction scores and passive avoidant leadership scores. In addition, as
shown in Figure 2, this study is based on the conceptual framework showing that principals’
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Figure 1. The relationships between leadership styles and job satisfaction.
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Figure 2. The relationship between principals’ leadership styles and teachers’ job satisfaction.
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Design, Population, and Sample
This study is based on a quantitative, correlational design. This study design is
appropriate because participants’ numerical data are used to determine the existence and nature
of statistically significant relationships between the variables of interest. The target population
for this study is comprised of principals and teachers who work in 194 private elementary
schools for girls in Jeddah City, Saudi Arabia. Based on the results of the power analysis with a
medium effect size, a desired error probability of 0.05, and a desired power of 80%, the
minimum sample size was set to 55 schools to ensure generalizability of the results to the target
population. I used a convenience sampling strategy to recruit study participants.
Study Instruments
The participants completed the following instruments: a demographics survey instrument
created by the researcher, the Multifactor Leadership Questionnaire 5x-Short (Avolio & Bass,
1995) to collect data on leadership styles from the principals and teachers, and the Job
Satisfaction Survey (Spector, 1994) to collect data on job satisfaction from the teachers. All
instruments were translated into Arabic.
Variables of Interest
I used the Multifactor Leadership Questionnaire 5x-Short (MLQ 5x-S) (Avolio & Bass,
1995; Appendix A) to collect data from the principals and teachers about the principals’
leadership styles. The data from this instrument are transformed into three separate scores
operationalized as continuous variables corresponding to each of the three leadership styles:
transformational, transactional, and passive-avoidant. The MLQ 5x-S is an established measure
of transformational leadership; among a sample of 3,000 raters, reliability analysis resulted in an
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alpha value of 0.86, and internal consistency ratings ranging from 0.64 to 0.92, indicating
statistically acceptable construct validity and internal consistency (Saxe, 2011). I used the scores
from this instrument in the Pearson’s correlation analysis and as the independent variable in the
regression analysis.
I used the Job Satisfaction Survey (JSS) (Spector, 1994; Appendix B) to collect data from
the teachers about their levels of job satisfaction. As with the MLQ 5x-S, the total scores from
this instrument are operationalized as a continuous variable; for the purposes of this study, I
excluded subscale scores. The validity and reliability of the JSS is well established; among a
sample of 3,067 individuals, the instrument was shown to have an average internal consistency
of 0.70 and alpha values higher than the minimum accepted value of 0.70 for all nine scales
(Khamisa et al., 2014). I used the JSS total score in the Pearson’s correlation analysis and as the
dependent variable in the regression analysis.
Procedures
The data collection phase of the study was comprised of the following steps:
1. Obtained approval from Penn State’s Institutional Review Board (IRB) (see
Appendix C).
2. Met with school principals to submit a letter of informed consent (see
Appendix D) and seek permission to conduct the study and collect data.
3. Asked principals to sign the permission letter.
4. Left the study instruments (see Appendices A and B) with letters of informed
consent for teachers attached (see Appendix E).
5. After one week, collected completed surveys.
6. Discarded surveys without signed letters of informed consent.
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7. Encoded participants’ responses into an SPSS v. 21.0 spreadsheet.
Analytical Methods
To determine the existence and nature of the relationship between principals’ leadership
styles and teachers’ job satisfaction in private elementary schools for girls in Jeddah, Saudi
Arabia, I performed a Pearson’s correlation analysis. The resultant correlation coefficients and
significance values address this research question. I also performed linear regressions to identify
predictive relationships between the variables using leadership style scores as the independent
variables and job satisfaction scores as the dependent variable. I used an independent sample ttest to determine whether principals’ predominant leadership styles account for statistically
significant differences in the job satisfaction scores of the teachers in the sample.
Limitations
This study is limited to a particular population—specifically, teachers and principals in
private elementary schools for girls in Jeddah, Saudi Arabia. Since the concept of job satisfaction
differs greatly depending on culture and context (Musa, 2011; Oplatka & Mimon, 2008), the
results of this study are only applicable to schools and teachers within the geographical area
covered in this study. Moreover, job satisfaction is affected by a variety of factors (Alzaidi,
2008; Musa, 2011), but this study only accounts for leadership style as an influence on job
satisfaction.
Organization of the Study
The rest of this dissertation is organized as follows. In Chapter 2, I review academic
literature related to my research in order to provide a foundation for exploring the relationship
between principals’ leadership styles and teachers’ job satisfaction in Jeddah, Saudi Arabia.
Findings are presented related to job satisfaction in general and teachers’ job satisfaction in
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particular before exploring findings on specific factors that affect teachers’ job satisfaction. I
complete my literature review by presenting findings on how specific leadership styles affect job
satisfaction in educational settings. In Chapter 3, I describe the methods I employed in this study;
specifically, I provide detailed explanations of my research design; sampling, instrumentation
and operationalization techniques; data collection and analysis procedures; and validity and
reliability assessments. In Chapter 4, I present the findings, which I discuss and interpret in depth
in Chapter 5. I discuss implications, note limitations and make recommendations for future
research before concluding with some final remarks.
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Chapter 2
Literature Review
Job satisfaction is linked with teacher effectiveness, which ultimately has an impact on
students’ learning processes (Klassen & Chiu, 2010). In recent years, increased turnover and
burnout rates among teachers indicate that job satisfaction may be low, which could negatively
impact student learning outcomes. As a result, job satisfaction is now one of the most studied
concepts in the education sector. In this chapter, I begin by reviewing academic literature on job
satisfaction in general before focusing on studies related to job satisfaction among teachers and
the factors that affect it. Then, I explore literature related to the effects of principals’ leadership
styles on teachers’ job satisfaction. The literature presented here provides a foundation for
exploring the relationship between principals’ leadership styles and teachers’ job satisfaction in
private elementary schools for girls in Jeddah, Saudi Arabia.
Job Satisfaction
Job satisfaction is a multifaceted and multidimensional idea (Klassen & Anderson, 2009);
thus, job satisfaction can mean different things to different people. Researchers consider job
satisfaction to represent the extent to which a job is perceived as supporting the material,
emotional, and psychological needs of the individual (Moè, Pazzaglia, & Ronconi, 2010; Sharma
& Jyoti, 2009; Viel-Ruma, Houchins, Jolivette, & Benson, 2010) and meeting his or her
expectations (Collie, Shapka, & Perry, 2012). Job satisfaction is a mixture of the positive and
negative emotions associated with work (Sharma & Jyoti, 2009) and an employee’s sense of
achievement (Noordin & Jusoff, 2009). Essentially, job satisfaction represents an individual’s
feelings and attitudes about his or her work and work environment (Ilies, Wilson, & Wagner,
2009; Kepler, 1994).
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Job satisfaction directly affects an employee’s behavior in the workplace (Collie et al.,
2012). Although job satisfaction has been associated with motivation, the nature of the
relationship has not been clarified (Ilies et al., 2009). High levels of job satisfaction are generally
associated with high levels of employee productivity and well-being (Noordin & Jusoff, 2009)
and increased efficiency and effectiveness in an organization (Morris & Venkatesh, 2010). In
general, employees with high levels of job satisfaction are motivated, inspired, and committed to
delivering high quality performance (Furnham, Eracleous, & Chamorro-Premuzic, 2009).
Employees with high levels of job satisfaction enjoy their work, do it well, and are rewarded for
their efforts (Sharma & Jyoti, 2009). More satisfied workers tend have optimistic attitudes and to
be more ingenious, inventive, flexible, and loyal (Klassen & Anderson, 2009), thus adding more
value to the organization (Furnham et al., 2009; Ilies et al., 2009). Job satisfaction also is a major
factor affecting recognition, promotion, and employees’ sense of fulfillment (Noordin & Jusoff,
2009). Moreover, job satisfaction is linked to a healthier labor force (Fischer & Sousa-‐Poza,
2009) and is a good indicator of company longevity (Cole, Daly, & Mak, 2009).
Given these positive organizational outcomes associated with high levels of job
satisfaction and the negative consequences of job dissatisfaction (e.g., lack of loyalty, motivation
and effort; increased employee burnout, increased absenteeism, decreased effectiveness and
efficiency, etc.) (Aziri, 2011; Furnham et al., 2009; Tack & Patitu, 1992), it is not surprising that
many companies focus on improving employees’ job satisfaction by recognizing their personal
needs and desires (Danish & Usman, 2010). Job satisfaction can be influenced by several factors,
including relationships with managers, coworkers and subordinates, the nature of the work, and
compensation, among others (Sabharwal & Corley, 2009). Improving the quality of an
individual’s work life helps increase his or her productivity, in terms of both quantitative and
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qualitative outputs (Furnham et al., 2009). Many organizations subscribe to the logic that a
satisfied individual is a happy individual and a happy individual is a successful individual;
successful individuals contribute to the success of an entire organization (Danish & Usman,
2010).
Teachers’ Job Satisfaction
For the purposes of this study, job satisfaction is defined as the degree to which teachers
feel positive about their work, the teachers with whom they work, and the organizations or
environments in which they work. This means that when teachers feel positive about their jobs
or facets of their jobs, they are satisfied. On the other hand, when teachers feel negative about
their jobs or facets of their jobs, they are dissatisfied.
Job satisfaction can be measured in a number of ways. Typically, school administrators
assess job satisfaction through personal conversations with teachers in order to obtain direct
feedback about factors affecting their job satisfaction. The goal is to identify the policies and
factors that support teachers’ job satisfaction so they can be expanded and nurtured, as well as
those that undermine their job satisfaction so they can be changed and improved (Evans, 1997).
A number of formal measures of job satisfaction also exist, such as questionnaires, surveys and
ratings systems (Evans, 1997). All of these measures assess job satisfaction at the individual
level. In general, results are more reliable when multiple measures are used (Evans, 1997).
Almost all of the existing studies related to job satisfaction have been performed in
organizational and industrial settings. Few researchers have investigated job satisfaction in the
education field; only 13.7% of all studies on satisfaction pertain to faculty job satisfaction
(Sabharwal & Corley, 2009). Interestingly, Pearson and Seiler (1983) claimed that faculty job
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satisfaction has not been given adequate attention because it is generally presumed that job
satisfaction does not occur in the academic setting.
A teacher is an essential medium in the transmission of knowledge to children (Brackett,
Palomera, Mojsa-‐Kaja, Reyes, & Salovey, 2010). Being a teacher is a demanding job, at any
level and within any subject area (Skaalvik & Skaalvik, 2011). A teacher’s work extends beyond
the typical workweek of employees in other professions (Klassen & Chiu, 2010). In the United
States, this is partially due to high expectations for student achievement and rigorous state and
national standards (Skaalvik & Skaalvik, 2011). Job satisfaction is associated with teachers’
work performance, which includes commitment and motivation, while job dissatisfaction is
associated with teacher absenteeism and even a tendency to leave education for careers in other
fields (Wagner & French, 2010). Identifying factors that affect job satisfaction in educational
settings can help administrators and policymakers understand the needs of current and future
teachers to ensure the retention of highly qualified professionals.
For the past two decades, scholars have tried to ascertain the sources of job satisfaction
and dissatisfaction among teachers. Most studies reveal a clear association between intrinsic
motivation and job satisfaction (Klassen & Chiu, 2010; Sharma & Jyoti, 2009). Relationships
with students are another major source of job satisfaction among teachers (Wagner & French,
2010). Major sources of job dissatisfaction among teachers include overwork, awareness of how
teachers are viewed and valued in society, and poor pay (Viel-Ruma et al., 2010).
Factors Affecting Teachers’ Job Satisfaction
Overall, researchers have found that differences in teachers’ job satisfaction levels can be
attributed to a wide variety factors (Collie et al., 2012; Klassen & Anderson, 2009; Klassen &
Chiu, 2010; Moè et al., 2010; Noordin & Jusoff, 2009; Sharma & Jyoti, 2009; Skaalvik &
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Skaalvik, 2011). These factors can be divided into three main categories: student-related factors,
instructor-related factors, and institution-related factors. In this section, I review literature
describing some of the most important factors affecting teachers’ job satisfaction in each of these
three categories.
Student-related factors. Researchers have found a positive correlation between faculty
satisfaction and student performance (Sloan Consortium, 2006). In schools where student
performance is higher, the level of faculty satisfaction is also higher (Fredericksen, Pickett, Shea,
Pelz, & Swan, 2000). When educators feel that they are promoting increased student academic
achievement, their level of satisfaction is positively influenced (Sloan Consortium, 2006). This is
understandable, because when student performance is higher, teachers feel that they have
succeeded.
Instructor-related factors. Job satisfaction criteria can vary widely from individual to
individual. For some, intellectual challenge is an important factor (Panda & Mishra, 2007), while
others seek self-gratification (Rockwell, Schauer, Fritz, & Marx, 1999). However, two
instructor-related factors have been identified in multiple studies as affecting teachers’ job
satisfaction more broadly: level of academic preparation and demographic characteristics. I
describe relevant findings in detail in the subsections that follow.
Level of academic preparation. A teacher’s level of academic preparation is directly
related to his or her overall job satisfaction (Cockburn, 2000). Teachers enter the profession with
widely varying levels of job preparedness. Some have had extensive in-service training with
good mentor teachers who have guided them carefully through the art of teaching, while others
enter the field with almost no practical training experience whatsoever. Teachers with extensive
academic preparation, especially those who have participated in classroom observation and
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internships, might therefore be able to deliver more effective classroom lessons, and thus have
higher levels of job satisfaction.
Research findings on the relationship between level of academic preparation and job
satisfaction are mixed. Interestingly, some researchers have found that better-qualified teachers
are more dissatisfied and more likely to leave the profession than less qualified teachers (Klassen
& Anderson, 2009). This may be partially due to the fact that teachers with better qualifications
perceive alternative opportunities to teaching that would lead them to be more satisfied. In
contrast, however, teachers with greater teaching competence tend to be more satisfied than their
counterparts.
Teacher shortages also play an indirect role in job satisfaction. In some countries,
uncertified teachers are hired due to shortages of certified teachers. The salaries of these
uncertified teachers are significantly lower than the salaries of certified teachers (Klassen &
Chiu, 2010), which may affect their job satisfaction.
Demographic characteristics. Several demographic characteristics of teachers have been
shown to be linked to job satisfaction. Most existing research on teachers’ job satisfaction
emphasizes the functional relationship between gender and satisfaction (August & Waltman,
2004; Bilimoria et al., 2006; Callister, 2006; Hagedorn, 2000; Hult, Callister, & Sullivan, 2005;
Okpara, Squillace, & Erondu, 2005; Olsen, Maple, & Stage, 1995; Oshagbemi, 1997; RopersHuilman, 2000; Sax, Hagedorn, Arredondo, & Dicrisi, 2002; Settles, Cortina, Malley, & Stewart,
2006; Tack & Patitu, 1992; Ward & Sloane, 2000), yet the effects of gender on job satisfaction in
the literature are inconsistent. While the majority of researchers have found that male teachers
tend to be more satisfied than female teachers (Bilimoria et al., 2006; Callister, 2006; Hult et al.,
2005; Olsen et al., 1995; Settles et al., 2006; Tack & Patitu, 1992), others have found the

18
opposite (Sharma & Jyoti, 2009; Wagner & French, 2010). This inconsistency might be
attributed different definitions of job satisfaction and different research considerations. For
instance, Tack and Patitu (1992) suggested that women’s non-work duties have the greatest
effects on job satisfaction, indicating that they considered factors beyond the workplace.
Likewise, Ward and Sloane (2000) found job satisfaction differences specifically among women
faculty, with engineers being the most satisfied and social scientists being the least satisfied,
even though no relationship had been found between academic discipline and teachers’ job
satisfaction in other studies (Hagedorn, 2000; Olsen et al., 1995).
Beyond gender differences, younger teachers are less satisfied and more likely to leave
their schools than older teachers (Viel-Ruma et al., 2010). Marital status is also a factor related
to teacher satisfaction. Researchers have found marriage to have a positive relationship with
teacher job satisfaction (Sabharwal & Corley, 2009; Sharma & Jyoti, 2009). In one study,
married women over 40 years of age were the most satisfied teachers (Noordin & Jusoff, 2009).
Institution-related factors. Faculty satisfaction is relatively high when educational
institutions value their presence and devise supportive policies. Some of the institutional policies
that most affect job satisfaction relate to compensation, school environment and employee
recognition and advancement. Relevant findings are discussed in the subsections that follow.
Compensation. Compensation is considered to be one of the most important criteria
affecting teachers’ job satisfaction (Cockburn, 2000; Simonson, Smaldino, Albright, & Zvacek,
2009). Compensation is not just the salary a teacher receives; it includes benefits such as health
insurance premiums, deductibles, retirement plans, paid sick leave, and incentives such as
college or course credit reimbursements and relocation reimbursement. However, receiving
benefits (e.g., being reimbursed for relocation expenses) may not be sufficient to overcome the
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negative of receiving a low salary on job satisfaction. Teachers must receive adequate salaries to
cover their expenses in order to justify all the hard work involved in the profession (Dinham,
1995); otherwise, job satisfaction may decrease. When teachers feel that the amount of time and
effort they put into their jobs is directly reflected in their compensation, they tend to have higher
levels of job satisfaction (Cockburn, 2000; Dinham, 1995). Often, a teacher’s level of
compensation is directly related to his or her level of job satisfaction and performance
(Cockburn, 2000). However, if compensation is tied to an educator’s field or based on the
importance of his or her work, job dissatisfaction is more likely (Morse, 1953).
School environment. A number of factors related to school environment affect job
satisfaction (Cockburn, 2000; Finnegan, 2010). These include external environmental factors
such as a community’s socioeconomic status and level of diversity, as well as internal
environmental factors influenced to a great extent by school leadership (Finnegan, 2010).
Policies that do not support positive learning outcomes in the classroom may lead to lower job
satisfaction among teachers, whereas adequate levels of support can bolster teachers’ job
satisfaction by alleviating stress. For example, if testing is not viewed in a positive light or if
adequate learning resources are not available, a teacher may feel dissatisfied (Cockburn, 2000).
In university settings, the extent to which intellectual property rights are secure affects faculty
members’ level of satisfaction (Panda & Mishra, 2007). Access to modern infrastructure and
technological facilities also boosts job satisfaction among educators (Betts, 1998; Bower, 2001;
Palloff & Pratt, 2001; Panda & Mishra, 2007; Rockwell et al., 1999; Simonson et al., 2009;
Sloan Consortium, 2006). Studies also show that when institutions offer continuing professional
development and research opportunities, teachers’ job satisfaction is likely to be higher (Betts,
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1998; Bower, 2001; Palloff & Pratt, 2001; Panda & Mishra, 2007; Rockwell et al., 1999;
Simonson et al., 2009; Sloan Consortium, 2006).
School leaders can directly support job satisfaction by fostering a positive school climate,
teamwork and respect (Cockburn, 2000; Dinham, 1995). This can be accomplished, for instance,
by coordinating social activities before and after school, offering free meals or coffee from time
to time, giving discounts to events, or implementing a casual dress option on Fridays. It is also
important for principals to be open to change (Finnegan, 2010). In addition, the physical space
must be safe and conducive to collaboration, with a room where teachers can meet and unwind
and simply get to know one another, and a common eating area where teachers can discuss job
and social concerns (Dinham, 1995).
Recognition and advancement. Recognition and opportunities for advancement (i.e.,
promotion and tenure) are important factors that affect educators’ job satisfaction (Bower, 2001;
Cockburn, 2000; Dinham, 1995; Rockwell et al., 1999; Simonson et al., 2009; Sloan Consortium,
2006; Skaalvik & Skaalvik, 2011). If a teacher’s job becomes too routine with no chance to
advance or be rewarded, this can lead to unhappiness and even a change of profession (Dinham,
1995). Teachers in the United States are evaluated every year, and the results determine the rate
at which they advance through the ranking system. They typically are evaluated by peers and
administrators on their moral standing, teaching competence, and professional achievements
(Skaalvik & Skaalvik, 2011). The ranking system is a formal mechanism by which teachers’
skills and competence are recognized. Teachers who are recognized for their achievements have
higher levels of job satisfaction (Rockwell et al., 1999; Simonson et al., 2009; Sloan Consortium,
2006).
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Principal’s Leadership Style and Teachers’ Job Satisfaction
Research has shown that principals directly influence school effectiveness; effective
schools have strong, effective principals. As the chief developers of school culture, principals
direct cultural transformation. In the absence of an involved leader, organizational culture is
expected to suffer. Culture is very important to employees (Gardner and Schermerhorn, 2004).
Those who quit their jobs often cite cultural reasons such as communication styles, feedback
mechanisms and transparency (Bono & Judge, 2004)—factors controlled largely by managers.
Given the strength of this influence, researchers have examined how principals’ leadership styles
affect teachers’ job satisfaction. Education scholars have identified a number of leadership styles
commonly exhibited by principals worldwide. In this section, I present research findings
pertaining to the three leadership styles that are the focus of this study: transformational,
transactional and passive-avoidant.
Transformational leadership. Those who adopt a transformational leadership style
focus on collaboration, creativity and motivation and try to increase followers’ awareness of
what is right and important in order to motivate followers to exceed expectations (Bass &
Avolio, 1997; Muenjohn, 2008). Transformational leadership is evident when followers and
leaders help each other increase motivation and morale. Through the power of their personality
and vision, transformational leaders are capable of inspiring followers to modify perceptions,
expectations and motivations for working toward mutual objectives (Cicero & Pierro, 2007). A
leader who adopts this leadership style recognizes the transformation required, builds a vision for
guiding the transformation and inspires team members to align their activities accordingly, and
implements the transformation with the help of dedicated team members. Essentially,
transformational leadership involves building a vision and motivating followers to address issues
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related to its realization. This leadership style relies on the leader’s ability to inspire team
members to raise standards, increase their motivation, and develop a sense of trust and loyalty
(Avolio, Walumbwa, & Weber, 2009). Transformational leaders inspire and stimulate followers
to accomplish extraordinary results while building their own leadership capabilities.
Transformational leaders help followers develop and grow into leaders by reacting to the needs
of individual followers and aligning their goals and objectives with the group, the leader and the
company (Cicero & Pierro, 2007). It has been observed that this leadership style could have a
constructive impact on a team. Groups led by transformational leaders perform better and are
more content than groups led by other kinds of leaders (Avolio et al., 2009).
In educational settings, the transformational leadership style has been shown to be
positively related with teachers’ job satisfaction. In a study exploring the factors that promote
teacher job satisfaction in Tanzania, it was discovered that the transformational leadership style
exhibited by principals strongly influenced teachers’ job satisfaction. Likewise, in Pakistan,
Amin et al. (2013) found that the transformational leadership style has the most significant and
strong positive relationship with teachers’ job satisfaction.
Transactional leadership. Those who exhibit a transactional leadership style use
performance-based rewards or punishments (Darvish & Pour, 2013). Transactional leadership is
the most widely adopted leadership approach, with an emphasis on the fundamental management
procedures of controlling, short-term planning and organizing (Cicero & Pierro, 2007). Political
leaders such as de Gaulle and McCarthy employed this leadership style. Transactional leadership
is based on directing and motivating followers by appealing to their self-interest (Avolio et al.,
2009). Transactional leaders’ power arises from their responsibility and formal authority in work
settings (Bono & Judge, 2004). Followers’ chief objective is to obey the leader’s instructions.
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Transactional leaders motivate team members through a system of punishment and rewards. If a
team member does what is anticipated, a reward follows. However, if a team member does not
meet the leader’s expectations, a punishment follows. Furthermore, it is assumed that followers
are not self-motivated. They are viewed as needing to be properly controlled and monitored in
order to complete tasks.
In school settings, the transactional leadership style is adopted by principals in contexts
characterized by a general lack of change. This leadership style tends to be applied in institutions
with fixed procedures that need to be carried out in a particular way every time.
Passive-avoidant leadership. Passive-avoidant leaders tend to avoid identifying
potential problem areas, setting standards and scrutinizing results. This style has been shown to
have the most negative effect on leadership results (Sarver & Miller, 2014). Passive-avoidant
leaders avoid outlining agreements, providing objectives and standards and clarifying
expectations for followers (Cicero & Pierro, 2007). There are two main types of passive-avoidant
leadership: management-by-exception and laissez-faire. Leaders who employ management-byexception take remedial actions when issues occur (Rukmani, Ramesh, & Jayakrishnan, 2010).
They focus on monitoring task implementation for any issue that might arise and modifying
those issues to maintain current outcomes (Bono & Judge, 2004). The laissez-faire approach is
essentially the absence or avoidance of leadership. Passive-avoidant leaders are likely to respond
only after serious issues arise and ultimately might fail to take any corrective actions at all.
In educational settings, the passive-avoidant leadership style is seldom employed by
principals. It could be wrongly believed that this leadership style is an operational style of
management and therefore not applicable in school settings (Gardner & Schermerhorn, 2004).
Principals who do adopt this style might be trying to avoid being seen as micromanagers.
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Although the passive-avoidant leadership style might appear to be a perfect compromise between
staff members who desire greater autonomy at work and supervisors with busy schedules, the
consequences of not taking an engaged, active role in the team are quite harmful (Avolio et al.,
2009). Teachers hardly ever hold positive views of passive-avoidant leaders. Teachers with
passive-avoidant leaders tend to believe that their schools have little regard for their welfare and
fail to provide support that is essential for progress (Cicero & Pierro, 2007).
Summary and Conclusion
The literature clearly shows that job satisfaction is associated with teachers’ work
performance. Highly satisfied teachers are the most effective. Teachers’ job satisfaction is
affected by student-related factors (i.e., student performance), instructor-related factors (i.e.,
level of academic preparation, demographics), and institution-related factors (i.e., compensation,
school environment, and recognition and advancement). One specific institution-related factor
related to school environment that has been shown to have a major influence on teachers’ job
satisfaction is the principal’s leadership style. Several major leadership styles in education
include the transformational, transactional, and passive-avoidant styles. These styles have been
shown to influence teachers’ job satisfaction.
Job satisfaction is culturally-situated, and little research has been performed in nonWestern contexts, especially in education settings. In this study, I investigate the effects of
principals’ leadership styles on teachers’ job satisfaction in private schools for girls in Jeddah,
Saudi Arabia. In the chapters that follow, I present my methodology and findings before
discussing their implications. In so doing, I hope to shed light on how principals’ leadership
styles affect teachers’ job satisfaction in this specific cultural context.
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Chapter 3
Methodology
The purpose of this quantitative correlational study is to explore the relationship between
principals’ leadership styles and teachers’ job satisfaction in private elementary schools for girls
in Jeddah, Saudi Arabia. In line with this purpose, I formulated the following research questions
and hypotheses:
RQ1. What leadership styles are commonly adopted by principals in private elementary
schools for girls in Jeddah, Saudi Arabia?
RQ2. What is the relationship between the principals’ leadership styles and teachers’ job
satisfaction in private elementary schools for girls in Jeddah, Saudi Arabia?
H10: Principals’ transformational leadership style scores are positively correlated with
teachers’ job satisfaction in private elementary schools for girls in Jeddah, Saudi Arabia.
H1a: Principals’ transformational leadership style scores are negatively correlated with
teachers’ job satisfaction in private elementary schools for girls in Jeddah, Saudi Arabia.
H20: Principals’ transactional leadership style scores are positively correlated with
teachers’ job satisfaction in private elementary schools for girls in Jeddah, Saudi Arabia.
H2a: Principals’ transactional leadership style scores are negatively correlated with
teachers’ job satisfaction in private elementary schools for girls in Jeddah, Saudi Arabia.
H30: Principals’ passive-avoidant leadership style scores are positively correlated with
teachers’ job satisfaction in private elementary schools for girls in Jeddah, Saudi Arabia.
H3a: Principals’ passive-avoidant leadership style scores are negatively correlated with
teachers’ job satisfaction in private elementary schools for girls in Jeddah, Saudi Arabia.
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H40: Principals’ leadership styles do not account for differences in teachers’ job
satisfaction in private elementary schools for girls in Jeddah, Saudi Arabia.
H4a: Principals’ leadership styles account for differences in teachers’ job satisfaction in
private elementary schools for girls in Jeddah, Saudi Arabia.
H50: Principals’ leadership style scores do not predict teachers’ job satisfaction in private
elementary schools for girls in Jeddah, Saudi Arabia.
H5a: Principals’ leadership style scores predict teachers’ job satisfaction in private
elementary schools for girls in Jeddah, Saudi Arabia.
In this chapter, I describe the methodology I used to achieve the purpose of the study and address
the research questions and hypotheses.
Research Design
This study is based on a quantitative correlational design. I chose a quantitative
methodology because the purpose of my research is to determine the existence of statistically
significant relationships between variables (Cozby, 2007). Specifically, a correlational design
enables the existence and magnitudes of relationships between specific variables to be quantified
(Howell, 2010). Once variables are quantified, a variety of analysis procedures can be used to
specify the associations between them (Burns & Grove, 2005). Thus, a quantitative correlational
design is appropriate for determining whether and which leadership styles account for
differences in teachers’ job satisfaction in private elementary schools for girls in Jeddah, Saudi
Arabia.
Population and Sampling
In Saudi Arabia, there are 619 elementary schools that employ 10,493 teachers. The 194
elementary schools in Jeddah comprise the setting for the study. The study sample was drawn
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from the population of principals and teachers employed at these schools. To determine the
optimal sample size for this study, I performed a power analysis, taking several factors into
consideration: a medium effect size, a desired error probability of 0.05, a desired power of 80%
and a desire to use correlation and regression statistical tests (Faul, Erdfelder, Buchner, & Lang,
2009). The result of the power analysis indicated an optimal sample size of 55 (i.e., scores from
principals and teacher pairs from 55 schools for data analysis purposes).
To recruit participants, I used a non-probability convenience sampling strategy,
accounting for cultural factors that may have affected the decision to participate in this study. I
sent separate invitation letters to principals and teachers (see Appendices D and E, respectively)
who worked in private elementary schools for girls in Jeddah. All the participants for this study
were females. Participation was completely voluntary. A total of 55 principals and 110 teachers
from 55 schools volunteered to participate in the study.
Instrumentation
I used three instruments to collect data for the demographic, dependent and independent
variables of this study. To collect data for the demographic variables, I designed a demographics
survey instrument to collect information including age, place of employment and years of
experience from principals and teachers.
To collect data for the dependent variable, I used the Job Satisfaction Survey (Spector,
1994; see Appendix B), an instrument designed to evaluate an individual’s job satisfaction. Each
JSS subscale has four items, and the instrument is comprised of a total of 36 items. Participants
responded to the items using a 6-point Likert-type scale, ranging from 1 (disagree very much) to
6 (agree very much). The subscales correspond to nine facets of job satisfaction: pay, promotion,
supervision, fringe benefits, contingent rewards, operating conditions, co-workers, nature of the
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work and communication (Khamisa et al., 2014). Together, these items reveal an individual’s
overall level of satisfaction with his or her job. An Arabic version of the questionnaire is
available for use. Since the focus of this study is the job satisfaction of teachers (not principals),
only teachers completed this instrument.
To collect data for the independent variables, I used the Multifactor Leadership
Questionnaire 5x-Short (Avolio & Bass, 1995; see Appendix A) to evaluate the extent to which
principals used three leadership styles: transformational, transactional and passive-avoidant. The
items in the MLQ 5x-S measure leadership behavior in seven areas: idealized influence,
inspirational motivation, intellectual stimulation, individualized consideration, contingent
rewards, management-by-exception, and laissez-faire. Scores in these seven areas reveal whether
a person’s leadership behavior is predominantly transformational, transactional or passiveavoidant (Saxe, 2011). The leader/self form can be used to measure individuals’ perceptions of
their own leadership behaviors and the rater form can be used to measure others’ perceptions of a
leader’s behaviors. It can be completed in approximately 15 minutes and requires participants to
respond to various statements related to leadership behavior using a 5-point rating scale: 0 = not
at all, 1 = once in a while, 2 = sometimes, 3 = fairly often, and 4 = frequently, if not always. In
this study, principals evaluated their own leadership styles using the leader/self form and
teachers evaluated their principals’ leadership styles using the rater form. Since the study was
performed in Jeddah, Saudi Arabia where the primary language is Arabic, I used an Arabic
translation provided by Mind Garden, Inc. (2014), the distributor of the instrument.
Operationalization of Variables
To answer my research questions, I collected data for demographic variables, the
dependent variable of job satisfaction and the independent variables related to principals’
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leadership styles (transformational, transactional and passive-avoidant). I collected data for three
demographic variables using the demographics survey instrument: age (in years),
operationalized as a continuous variable; current school, operationalized as a categorical
variable, in order to match scores for teachers and principals by school for data analysis
purposes; and years of experience (total and in the current school), operationalized as a
continuous variable. I operationalized job satisfaction as a continuous variable based on
teachers’ total scores from the 36-item JSS. I operationalized leadership styles as a categorical
variable based on principals’ MLQ 5x-S scores. While labeling individuals with specific
leadership styles is not recommended (Mind Garden Inc., 2014), the scores were used only to
classify principals’ leadership styles for the purposes of this study. I classified a principal’s
predominant leadership style based on his or her highest score from among the three specific
leadership style scores described below. I used the predominant leadership style scores as the
independent variable for the t-test to address Hypothesis 4 during data analysis.
I operationalized the specific leadership styles as continuous variables based on total
scores for items related to specific leadership areas to which participants responded using a 5point scale ranging from 0 to 4. To calculate a participant’s transformational leadership score, I
summed his or her scores for idealized attributes (items 10, 18, 21, 25), idealized behaviors
(items 6, 14, 23, 34), inspirational motivation (items 9, 13, 26, 36), intellectual stimulation (items
2, 8, 30, 32) and individualized consideration (items 15, 19, 29, 31) (Saxe, 2011). I used
transformational leadership scores in the Pearson’s correlation analysis for Hypothesis 1 and as
an independent variable for the linear regression analysis for Hypothesis 5. To calculate a
participant’s transactional leadership score, I summed his or her scores for contingent rewards
(items 1, 11, 16, 35) and management-by-exception (active) (items 4, 22, 24, 27). I used
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transactional leadership scores in the Pearson’s correlation analysis for Hypothesis 2 and as an
independent variable in the linear regression analysis for Hypothesis 5. To calculate a
participant’s passive-avoidant leadership score, I summed his or her scores for management-byexception (passive) (items 3, 12, 17, 20) and laissez-faire (items 5, 7, 28, 33). I used passiveavoidant leadership scores in the Pearson’s correlation analysis for Hypothesis 3, and as an
independent variable in the linear regression analysis for Hypothesis 5.
Data Collection Procedures
Prior to the initiation of data collection, I obtained approval from Penn State University’s
Institutional Review Board to perform the study (see Appendix C). I submitted a consent form to
the school principals along with a letter inviting them to participate in the study and requesting
permission to collect data from teachers in their schools. The invitation letter (see Appendix D)
included a brief summary of the study, including its purpose and the associated research
questions and hypotheses. In it, I explained the types of data that would be collected from the
principals and the teachers and how the data would be used in the study. I concluded the letter by
informing the principals that they could request a copy of the final study results for their own
professional development. I attached a copy of the informed consent form and the form granting
permission to collect data to the letter. I met with the principal of each school in the sample to
deliver the invitation letter and personally request permission to collect data for the study. After
the principals signed the permission letters, I left the study instruments (with informed consent
forms for teachers attached to each, see Appendix E) with them for distribution. I collected the
completed surveys after one week. After discarding surveys without signed informed consent
forms, the final sample included 55 principals and 110 teachers from 55 schools. I encoded the
data using SPSS v. 21.
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Data Analysis Procedures
During the preliminary data analysis phase, I used frequency analysis for principals’
leadership style, and current school. I calculated descriptive statistics (means and standard
deviations) for age and years of experience, as well as the other continuous variables of the
study, including job satisfaction based on JSS scores, and the three specific leadership styles
(i.e., transformational leadership, transactional leadership, passive-avoidant leadership) based
on MLQ 5x-S scores.
I used four data analysis procedures to answer the research questions and test the
hypotheses of this study. Answering the first research question required identifying the
leadership styles adopted by principals of private schools for girls in Jeddah. I used frequency
analysis to determine which leadership style is most common among the principals who
participated in the study. To answer the second research question on the relationship between
principals’ leadership styles and teachers’ job satisfaction, I created five null and alternate
hypotheses.
The first three hypotheses examine the relationship between specific leadership styles and
job satisfaction. To test these hypotheses, I used Pearson’s correlation analysis to determine the
existence and nature of the relationships between the study variables based on r-values or
Pearson’s correlation coefficients. A positive r-value indicates a positive relationship between
the variables, while a negative r-value indicates an inverse relationship between the variables; a
p-value of less than .05 indicates a statistically significant relationship (Garson, 2012).
To test the fourth hypothesis, I used an independent sample t-test to identify statistically
significant differences in teachers’ job satisfaction scores based on their principals’ leadership
styles. To test the fifth hypothesis and determine whether principals’ leadership style scores
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predict teachers’ job satisfaction scores, I performed multiple regression analysis to “account for
the variance in an interval dependent variable, based on linear combinations of interval,
dichotomous, or dummy independent variables” (Garson, 2013, p. 9); the results reveal
statistically significant predictors of job satisfaction, as well as the overall significance of the
proposed model.
Reliability and Validity
Both the MLQ 5x-S and the JSS are established instruments that have been used in
previous studies. The MLQ has been researched and validated as a measure of transformational
leadership and has “undergone multiple revisions to better identify the component factors and
address shortcomings of the psychometric properties” (Saxe, 2011, p. 80). The psychometric
properties of the MLQ 5x were validated using a sample of 3,000 raters, and it was found that the
instrument differentiates nine factors in the Full Range of Leadership Model (Northouse, 2012).
The MLQ has a Cronbach’s alpha value of 0.86, greater than the minimum required value of
0.70 indicating that the instrument is reliable for statistical testing (Muenjohn, 2008). A test of
internal consistency revealed ratings ranging from 0.64 to 0.92 for the transformational scales,
indicating that the MLQ has statistically acceptable construct validity and internal consistency
(Saxe, 2011). Similarly, the reliability and validity of the JSS was tested using a sample of 3,067
individuals; Cronbach’s alpha coefficients for all nine scales of the JSS were found to be higher
than the minimum accepted value of 0.70 (Khamisa et al., 2014), with an average of 0.70 for
internal consistency.
Summary
I identified a quantitative correlational research design as being most appropriate for
investigating the relationship between principals’ leadership styles and teachers’ job satisfaction
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in private elementary schools for girls in Jeddah, Saudi Arabia. I collected data for the
demographic (age, current school, years of experience), dependent (job satisfaction) and
independent (leadership style) variables of this study from 55 principals and 110 teachers
employed at 55 schools using three instruments: a demographic survey, the MLQ 5x-S and the
JSS, which have been shown to have acceptable reliability and validity in the literature. I used
frequency analysis, Pearson’s correlation analysis, independent t-tests and multiple regression
analysis to analyze the data. The results of these data analysis procedures are presented in the
next chapter.
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Chapter 4
Results
The purpose of this quantitative, correlational study is to explore the relationships
between principals’ leadership styles and teachers’ job satisfaction in private elementary schools
for girls in Jeddah, Saudi Arabia. My first research question is aimed at identifying the
leadership styles utilized by principals in the sample. To answer this research question, I
performed a frequency analysis to determine which leadership style is most commonly exhibited
by principals who participated in the study. The second research question focuses on the
relationships between principals’ leadership styles (i.e., transformational, transactional, and/or
passive-avoidant) and teachers’ job satisfaction. I formulated null hypotheses for the existence of
a positive correlation, and alternative hypotheses for the existence a negative correlation. In
order to answer these research questions and test my hypotheses, I collected data from a sample
of principals and teachers in private schools for girls in Jeddah, Saudi Arabia. Participants
completed survey instruments designed to assess the predominant leadership styles exhibited by
principals and the existence and nature of the relationships between the principals’ leadership
styles and teachers’ job satisfaction.
In this chapter, I present the results of the study. I analyzed the data using frequency
tables, Pearson’s correlation analyses and multiple regression analyses to examine the
relationships between principals’ leadership styles and teachers’ job satisfaction. Before I present
the results of the inferential statistical tests, I provide descriptive statistics for the demographic
and study variables.
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Descriptive Statistics
Demographic variables. For each of the 55 schools in the study, the principal and two
teachers who were chosen by the principal completed surveys. The average principal age was
44.1 years (SD = 6.0), the average number of months of experience as a principal was 98.4 (SD
= 68.4), and the average number of months of experience as a principal in their present school
was 71.8 (SD = 57.9). Among the 55 pairs of teachers, the average number of months of
experience as a teacher was 50.6 months (SD = 39.5) for Teacher 1, and 59.6 months (SD =
37.1) for Teacher 2. The average number of months each teacher had been employed at her
present school was 32.6 (SD = 28.3) for Teacher 1 and 40.4 (SD = 30.0) for Teacher 2. The
average age for Teacher 1 was 31.2 (SD = 5.6), and 33.9 (SD = 6.6) for Teacher 2.
Table 1 presents the descriptive statistics for each demographic variable. Since variability
(indicated by standard deviation values) is high for all of the variables except age, I also report
median values.
Table 1
Descriptive Statistics for Demographic Variables (n = 55)
Variable
Principal
Experience as a principal (months)
Experience in present school (months)
Age (years)
Teacher 1
Experience as a teacher (months)
Experience in present school (months)
Age (years)
Teacher 2
Experience as a teacher (months)
Experience in present school (months)
Age (years)

Mean (Median)

SD

Min

Max

98.4 (87.0)
71.8 (51.0)
44.1

68.4
57.9
6.0

6
6
33

364
364
64

50.6 (40.0)
32.6 (24.0)
31.2

39.5
28.3
5.6

1
1
21

216
132
44

59.6 (51.0)
40.4 (36.0)
33.9

37.1
30.0
6.6

6
2
23

168
132
54
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Study variables. To explore the relationships between principals’ leadership styles and
teachers’ job satisfaction, participants responded to the MLQ 5x-S, which is designed to assess
the extent to which principals exhibited three different types of leadership styles
(transformational, transactional and passive-avoidant). Teachers also completed the JSS, which
is designed to assess their job satisfaction. The leadership style scores for each principal and job
satisfaction scores for each teacher were operationalized as continuous variables. Job satisfaction
scores were then averaged for each pair of teachers to create one score. The principal and teacher
responses for each subscale item for transformational leadership (Tables G1–G5), transactional
leadership (Tables G6–G7) and passive-avoidant leadership (Tables G8–G9) are presented in
Appendix G. In Table 2, I present descriptive statistics for the leadership style and job
satisfaction scores.
Table 2
Descriptive Statistics for Study Variables (n = 55)
Variable
Mean
SD
Min
Max
Leadership style scores
4.75
Transformational
3.91
0.30
3.35
5.00
Transactional
4.22
0.28
3.38
3.38
Passive-avoidant
2.63
0.36
2.00
3.69
Job satisfaction scores
3.17
0.20
2.47
Note: The response scale for the MLQ was: 0 (not at all), 1 (once in a while), 2 (sometimes), 3
(fairly often), and 4 (frequently, if not always). The response scale for the JSS was: 1 (disagree
very much, 2 (disagree moderately), 3 (disagree slightly), 4 (agree slightly), 5 (agree
moderately), and 6 (agree very much).
Statistical Results
Research question 1. To identify the leadership styles commonly utilized by principals
in private elementary schools for girls in Jeddah, Saudi Arabia, I created a frequency table of
leadership style scores. As shown in Table 3, the vast majority of principals used a transactional
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leadership style (90.9%, n = 50), whereas very few exhibited transformational (7.3%, n = 4) or
passive-avoidant (1.8%, n = 1) leadership. Thus, most principals in the sample practiced a
leadership style based on the use of rewards and punishments to motivate behavior.
Table 3
Leadership Style Frequency (n = 55)
Leadership style
Transformational
Transactional
Passive-avoidant

N
4
50
1

%
7.3
90.9
1.8

Research question 2. To investigate the relationship between principals’ leadership
styles and teachers’ job satisfaction in private elementary schools for girls in Jeddah, Saudi
Arabia, I used Pearson’s correlations to assess the direction and magnitude of the relationships
between the three different leadership style scores and job satisfaction scores. As shown in Table
4, results of the correlations show that the transformational leadership style scores are not
significantly correlated with job satisfaction (r(53) = .22, p = .10) and the passive-avoidant
leadership style score shows a marginally significant negative association (r(53)= -.26, p > .054).
Conversely, transactional leadership style scores are significantly and positively correlated with
job satisfaction (r(53) = .29, p = .03). These results show that the null hypothesis is not rejected
for transformational leadership and for passive-avoidant leadership. However the null hypothesis
is rejected for transactional leadership. This implies that the transactional leadership style scores
of principals are positively correlated with the job satisfaction of teachers in private elementary
schools for girls in Jeddah, Saudi Arabia. Table 4 shows the results of the correlations.
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Table 4
Correlations between Principals’ Leadership Styles and Teachers’ Job Satisfaction (n = 55)
Leadership style
Transformational
Transactional
Passive-avoidant

N
4
50
1

r(53)
.22
.29
.26

P
.102
.032
.054

Note. p = .054 could be interpreted as marginally significant.
Then, I created a multiple regression model to determine the extent to which principals’
leadership style scores explain the variance in job satisfaction for teachers. This model controls
for the total number of months of experience as a teacher and teacher age (averaged between the
two teachers for each principal). Results show that when controlling for teacher experience, only
the passive-avoidant style predicts job satisfaction (b = -0.3, t(51) = -2.1, p = .04) (see Table 5).
This implies that for H5, the null hypothesis can be rejected only partially, since only passiveavoidant leadership style scores predict/explain variability in job satisfaction for teachers in
private elementary schools for girls in Jeddah, Saudi Arabia.
Table 5
Multiple Linear Regression for Job Satisfaction (n = 55)
Variable
Transformational style
Transactional style
Passive-avoidant style
Average teaching experience
Average teacher age
Constant
R2 = 0.40
Adj R2 = 0.08

B
0.130
0.090
-0.170
0.001
-0.003
2.760

SE
0.150
0.150
0.080
0.001
0.007
0.460

β
0.20
0.13
-0.30
0.09
-0.07

t
0.93
0.62
-2.12
0.57
-0.46
5.93

Sig. (p)
.3590
.5370
.0400
.5720
.6510
<.0001

I also tested the multiple regression normality and linearity assumptions, and tested for
multicollinearity using VIF and the condition index. The probability plot of the model residuals

39
in Figure 3 shows that the model may violate the normality assumption, since some of the
residuals do not fall along the diagonal line. A plot of the model residuals versus predicted
values in Figure 4 shows the residuals are randomly distributed, forming a horizontal band
around the 0 line, thus meeting the linearity assumption. The covariate VIF values range from
1.0 to 2.7, suggesting that multicollinearity is not a problem. However, condition numbers range
from 1.0 to 68.9, with high values for the passive-avoidant leadership style (40.6) and average
teaching experience (68.9), suggesting some multicollinearity.

Figure 3. Normal probability plot of model residuals.
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Figure 4. Plot of model predicted vs. residual values.

Summary
The purpose of this quantitative, correlational study is to explore the relationship between
principals’ leadership styles and the job satisfaction of teachers in private elementary schools for
girls in Jeddah, Saudi Arabia. With regard to my first research question, the results of data
analysis show that the vast majority of principals in the sample (90.9%) exhibited the
transactional leadership style, which is based on rewards or punishment to motivate behavior.
With regard to my second research question: the transformational leadership style is not
significantly correlated with teachers’ job satisfaction, thus H10 is not rejected (r(53) = .22, p =
.10); the transactional leadership style is significantly and positively correlated with teachers’ job
satisfaction (r(53) = .29, p = .03), thus H20 is rejected; and the passive-avoidant leadership style
has a marginally significant negative association with teachers’ job satisfaction (r(53) = -.26, p >
.054), thus H30 is not rejected.

41
Chapter 5
Discussion
Saudi Arabia allocates more than 20% of its national budget to improving its education
system (Almutairi, 2013). Policymakers should consider that improving teachers’ job
satisfaction could help improve the education system by improving the quality of classroom
instruction (Almutairi, 2013). Since the 1990s, scholars have tried to identify the sources of job
satisfaction and dissatisfaction among teachers. Teachers’ job satisfaction is associated with
several important aspects of learning and teaching, including work performance, teaching
effectiveness and teaching quality, commitment and motivation (Wagner & French, 2010).
Beyond these institutional-related factors, it is important to understand factors that affect
teachers’ job satisfaction because of the critical role played by teachers in shaping their
communities and society (Alzaidi, 2008).
Despite evidence of the importance of teachers’ job satisfaction, few have investigated
how principals’ leadership behaviors affect it, especially within the Saudi educational context
(Alzaidi, 2008). To fill this important research gap, I performed a quantitative correlational study
to investigate the impact of principals’ leadership styles on teachers’ job satisfaction in private
schools for girls in Jeddah, Saudi Arabia. The results reveal that the vast majority of principals
who participated in the study practiced a transactional leadership style based on the use of
rewards and punishments to motivate behavior. Additionally, evidence shows that the
transactional leadership style is positively correlated with teachers’ job satisfaction in the study
context. The passive-avoidant leadership style has a marginally significant negative relationship
with teachers’ job satisfaction and the transformational leadership style is not significantly
related to teachers’ job satisfaction among participants in this study.
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Interpretation of the Findings
I interpret my findings with regard to the two research questions that guided the study.
The first research question was aimed at identifying principals’ leadership styles in private
schools for girls in Jeddah, Saudi Arabia. The second research question focused on the
relationship between principals’ leadership styles and teachers’ job satisfaction in the study
context.
Research question 1. The results reveal that the vast majority of principals in the sample
exhibited the transactional leadership style (90.9%, n = 50), followed by the transformational
(7.3%, n = 4), and passive-avoidant (1.8%, n = 1) leadership styles. The results suggest that the
majority of principals used rewards and punishments to motivate teachers in their schools. This
finding supports those reported in existing literature.
Research question 2. I created five sets of null and alternative hypotheses related to my
second research question. The first set of hypotheses relates to the effects of transformational
leadership on teachers’ job satisfaction:
H10: Principals’ transformational leadership style scores are positively correlated with
teachers’ job satisfaction in private elementary schools for girls in Jeddah, Saudi Arabia.
H1a: Principals’ transformational leadership style scores are negatively correlated with
teachers’ job satisfaction in private elementary schools for girls in Jeddah, Saudi Arabia.
Since transformational leadership style scores are not significantly correlated with job
satisfaction (r(53) = .22, p = .10), both H10 and H1a are rejected. This finding contradicts the
results of previous studies, in which principals’ transformational leadership style has been found
to be significantly and positively related to teachers’ job satisfaction (Amir et al., 2013;
Moolenaar, Daly, & Sleegers, 2010; Nguni et al., 2006; Oğuz, 2010). This finding also
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contradicts the conceptual framework for the current study (see Figure 1). A positive
relationship was expected between transformational leadership scores and teachers’ job
satisfaction.
The second set of hypotheses relates to the effects of transactional leadership on teachers’
job satisfaction:
H20: Principals’ transactional leadership style scores are positively correlated with
teachers’ job satisfaction in private elementary schools for girls in Jeddah, Saudi Arabia.
H2a: Principals’ transactional leadership style scores are negatively correlated with
teachers’ job satisfaction in private elementary schools for girls in Jeddah, Saudi Arabia.
Since transactional leadership styles are significantly and positively correlated with job
satisfaction (r(53) = .29, p = .03), H20 is accepted and H2a is rejected. This finding supports
those reported in previous studies (Oğuz, 2010) and supports the conceptual framework for this
study (see Figure 1).
The third set of hypotheses relates to the effects of passive-avoidant leadership on
teachers’ job satisfaction:
H30: Principals’ passive-avoidant leadership style scores are positively correlated with
teachers’ job satisfaction in private elementary schools for girls in Jeddah, Saudi Arabia.
H3a: Principals’ passive-avoidant leadership style scores are negatively correlated with
teachers’ job satisfaction in private elementary schools for girls in Jeddah, Saudi Arabia.
Since passive-avoidant leadership style scores show a marginally significant negative
correlation with job satisfaction (r(53) = -.26, p = .054), H30 is rejected and H3a is accepted.
This finding supports most findings in the existing literature and the conceptual framework for
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the study (see Figure 1), but contradicts the finding reported by Ali and Dahie (2015), that the
passive-avoidant style is positively associated with teachers’ job satisfaction.
The fourth set of hypotheses relates to the extent to which principals’ leadership styles
influence teachers’ job satisfaction:
H40: Principals’ leadership styles do not account for differences in teachers’ job
satisfaction in private elementary schools for girls in Jeddah, Saudi Arabia.
H4a: Principals’ leadership styles account for differences in teachers’ job satisfaction in
private elementary schools for girls in Jeddah, Saudi Arabia.
Since principals’ leadership styles do not account for differences in teachers’ job
satisfaction (F(2, 52) =0.58, p = .56), H40 is accepted and H4a is rejected. Moreover, this finding
does not support the conceptual framework for this study; it was expected that principals’
leadership style scores would explain differences in teachers’ job satisfaction scores. This
finding extends knowledge about teachers’ job satisfaction, because to my knowledge, scholars
have not yet explored whether principal leadership styles account for differences in teachers’ job
satisfaction.
The fifth set of hypotheses relates to the extent to which principals’ leadership styles
predict teachers’ job satisfaction scores:
H50: Principals’ leadership style scores do not predict teachers’ job satisfaction in private
elementary schools for girls in Jeddah, Saudi Arabia.
H5a: Principals’ leadership style scores predict teachers’ job satisfaction in private
elementary schools for girls in Jeddah, Saudi Arabia.
Since only the passive-avoidant style score predicts job satisfaction, b = -0.2, t(51) = -2.1,
p = .04, H50 is accepted and H5a is rejected. This finding also extends knowledge about whether
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principals’ leadership style scores predict teachers’ job satisfaction. In previous studies, scholars
focused solely on determining the existence of a relationship between principals’ leadership style
scores and teachers’ job satisfaction, not whether leadership style actually predicts job
satisfaction.
Implications of the Findings
A transactional leadership style was found to be directly correlated with the job
satisfaction of teachers in this study. Moreover, the passive-avoidant leadership style was found
to predict job satisfaction among teachers in this study. By applying the findings of this study,
principals can help improve job satisfaction and address high turnover rates among teachers by
adapting their leadership styles. Specifically, principals in Saudi Arabia should employ a
transactional leadership style to support teachers’ job satisfaction. Increasing teachers’ job
satisfaction could help improve teacher performance and ultimately create more effective and
productive learning environments for their students.
The findings of this study also contribute to the existing education literature by revealing
the effects of specific leadership styles on teachers’ job satisfaction in Saudi Arabia, thereby
filling an important research gap; very few studies have been performed on this topic in nonWestern contexts. The findings are both consistent and inconsistent with the conceptual
framework, which is based on findings from previous research performed primarily in Western
contexts. While the findings that the transactional leadership style is significantly and positively
related to teachers’ job satisfaction, and that the passive-avoidant leadership style has a
marginally significant negative relationship with teachers’ job satisfaction are consistent with the
conceptual framework, the finding that the transformational leadership style is not significantly
related to teachers’ job satisfaction is inconsistent with the conceptual framework. Moreover,
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the finding that principals’ leadership styles do not account for differences in teachers’ job
satisfaction is inconsistent with the conceptual framework. Nevertheless, the passive-avoidant
style was found to predict teachers’ job satisfaction.
Limitations of the Study
The limitations of a study indicate inherent reservations, exceptions, and qualifications.
This study has several limitations. First, the population and sample of the study included only
teachers and principals in private elementary schools for girls in Jeddah, Saudi Arabia. Since job
satisfaction differs greatly depending on culture and context (Musa, 2011; Oplatka & Mimon,
2008) and the sample is not representative of teachers from different geographic locations, the
results of this study might not be generalizable to other populations. The use of a correlational
design also limits the generalizability of the findings. Correlations may be attributable to
similarities among participants in a particular cultural, institutional or geographic setting, not the
specific phenomena under investigation. The use of quantitative methods is another limitation of
the current study. A quantitative methodology was chosen because it is more aligned with the
purpose of the study, which is to determine the existence and the nature of the relationship
between principals’ leadership styles and teachers’ job satisfaction. However, using another
method could have yielded more detailed findings related to the relationship between principals’
leadership styles and teachers’ job satisfaction. The use of survey data is another limitation of the
current study; the accuracy and validity of the findings depend greatly on participants’ honesty
when self-reported data are used. Moreover, while job satisfaction is affected by a variety of
factors (Alzaidi, 2008; Musa, 2011), this study only accounts for leadership style. Finally, each
school prinicipal chose the two teachers from the school to participate in the study. Thus,
personal relationships might have affected the teachers’ answers.
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Recommendations for Future Research
There are many opportunities for future research in this area. Given the lack of existing
research in non-Western contexts, further investigation into the effects of principals’ leadership
styles on teachers’ job satisfaction in Saudi Arabia is warranted. In addition, researchers should
attempt to identify other factors that contribute to teachers’ job satisfaction in Saudi Arabia;
some potential factors to be explored include demographic characteristics of teachers such as
age, gender, civil status, educational background and years of experience, and job-related
characteristics such as work environment and salary. This study could also be extended to other
populations in the future by recruiting participants from other geographies. Moreover, a
qualitative methodology could be used to help explain the relationship between principals’
leadership styles and teachers’ job satisfaction. Data from interviews, personal observations, and
documents could help explain the relationship between principals’ leadership styles and teachers’
job satisfaction.
Summary and Conclusions
The purpose of this quantitative, correlational study was to explore the relationship
between principals’ leadership styles and teachers’ job satisfaction in private elementary schools
for girls in Jeddah, Saudi Arabia. To fulfil this purpose, I designed a quantitative correlational
study and collected data from a sample of 55 principals and 110 teachers from 55 schools, using
the MLQ 5x-S and the JSS. I used correlation and regression techniques to analyze the data and
address the research questions and hypotheses of the study.
Based on findings in the existing literature, I created a conceptual framework for the
study, expecting that transformational leadership and transactional leadership would have a
positive relationship with teachers’ job satisfaction and passive-avoidant leadership styles would
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have a negative relationship with teachers’ job satisfaction. This framework also was based on
the expectation that all three leadership styles would predict teachers’ job satisfaction. However,
the results reveal that only the transactional leadership style is positively correlated with
teachers’ job satisfaction in private schools for girls in Jeddah, Saudi Arabia; the
transformational leadership style was found to not be correlated with teachers’ job satisfaction.
The passive-avoidant leadership style was found to have a negative relationship with teachers’
job satisfaction, but with only marginal significance. Moreover, only the passive-avoidant
leadership style predicts teachers’ job satisfaction in this setting.
The results of the study reveal that the vast majority of principals who participated in the
study practiced the transactional leadership style, which is based on the use of rewards and
punishments to motivate behavior; this leadership style was found to be positively correlated
with teachers’ job satisfaction. Furthermore, the passive-avoidant leadership style significantly
predicts job satisfaction among teachers in Saudi Arabia. These findings may facilitate positive
social change by helping principals adapt their leadership styles in order to improve teachers’ job
satisfaction.
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Appendix B: Job Satisfaction Survey
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Agree very much
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Agree moderately

12
13

Agree slightly

7
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9
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11

Disagree slightly

6

Disagree moderately

1
2
3
4
5

PLEASE CIRCLE THE ONE NUMBER FOR EACH
QUESTION THAT COMES CLOSEST TO REFLECTING
YOUR OPINION
ABOUT IT.
I feel I am being paid a fair amount for the work I do.
There is really too little chance for promotion on my job.
My supervisor is quite competent in doing his/her job.
I am not satisfied with the benefits I receive.
When I do a good job, I receive the recognition for it that I
should receive.
Many of our rules and procedures make doing a good job
difficult.
I like the people I work with.
I sometimes feel my job is meaningless.
Communications seem good within this organization.
Raises are too few and far between.
Those who do well on the job stand a fair chance of being
promoted.
My supervisor is unfair to me.
The benefits we receive are as good as most other organizations
offer.
I do not feel that the work I do is appreciated.
My efforts to do a good job are seldom blocked by red tape.
I find I have to work harder at my job because of the
incompetence of people I work with.
I like doing the things I do at work.
The goals of this organization are not clear to me.

Disagree very much
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Agree very much
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26

Agree moderately

20
21

I feel unappreciated by the organization when I think about
what they pay me.
People get ahead as fast here as they do in other places.
My supervisor shows too little interest in the feelings of
subordinates.
The benefit package we have is equitable.
There are few rewards for those who work here.
I have too much to do at work.
I enjoy my coworkers.
I often feel that I do not know what is going on with the
organization.
I feel a sense of pride in doing my job.
I feel satisfied with my chances for salary increases.
There are benefits we do not have which we should have.
I like my supervisor.
I have too much paperwork.
I don't feel my efforts are rewarded the way they should be.
I am satisfied with my chances for promotion.
There is too much bickering and fighting at work.
My job is enjoyable.
Work assignments are not fully explained.

Agree slightly

19

Disagree slightly

ABOUT IT.

Disagree moderately

PLEASE CIRCLE THE ONE NUMBER FOR EACH
QUESTION THAT COMES CLOSEST TO REFLECTING
YOUR OPINION

Disagree very much
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Appendix D: Informed Consent (Principals)
Dear Elementary School Principals,
My name is Nesreen Abdulghani and I am a doctoral student at The Pennsylvania State
University. I am writing to request your assistance. You are being contacted about participating
in a research study that will examine the relationship between principals’ leadership styles and
teacher job satisfaction. This research will focus on elementary private schools principals and
teachers. I understand how valuable time is for educators and would truly appreciate any time
you could offer in support of this research. Completion will take no longer than 10-15 minutes.
Participation in this study is voluntary. If you choose to participate, you will complete a
multifactor leadership questionnaire (MLQ) and a short survey about yourself and your current
school. You may choose to skip or not respond to any questions for any reason. The information
gathered will remain confidential and only I will be able to access the data. No teacher or school
names will be used in reporting results. The researcher will come to collect the surveys after a
week.
Thank you in advance for your cooperation.
If you have any questions about this study, please contact me at nka109@psu.edu.
Sincerely,
Nesreen Abdulghani
Principal Investigator
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Appendix E: Informed Consent (Teachers)
Dear Elementary School Teachers,
My name is Nesreen Abdulghani and I am a doctoral student at The Pennsylvania State
University. I am writing to request your assistance. You are being contacted about participating
in a research study that will examine the relationship between principals’ leadership styles and
teacher job satisfaction. This research will focus on elementary private schools principals and
teachers. I understand how valuable time is for educators and would truly appreciate any time
you could offer in support of this research. Completion will take no longer than 5-10 minutes.
Participation in this study is voluntary. If you choose to participate, you will complete a
short Job satisfaction (JSS) survey and questionnaire about yourself and your current school.
You may choose to skip or not respond to any questions for any reason. The information
gathered will remain confidential and only I will be able to access the data. No teacher or school
names will be used in reporting results. The researcher will come to collect the surveys after a
week.
Thank you in advance for your cooperation.
If you have any questions about this study, please contact me at nka109@psu.edu.
Sincerely,
Nesreen Abdulghani
Principal Investigator
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Appendix G: Subscale Responses
Table G1
Distribution of Principals’ and Teachers’ Responses to Items for the Idealized Attributes
Subscale of Transformational Leadership (N = 55)

0
1
2
Not at
Once in
Item
all
a while Sometimes
Q1_10: I instill pride in others for being associated with me.
Principal
0.0%
1.8%
7.3%
Teacher 1
0.0%
1.8%
38.2%
Teacher 2
0.0%
1.8%
47.3%

3
Fairly
often

4
Frequently,
if not always

52.7%
47.3%
41.8%

38.2%
12.7%
9.1%

Q1_18: I go beyond self-interest for the good of the group.
Principal
0.0%
0.0%
9.1%
Teacher 1
0.0%
5.5%
38.2%
Teacher 2
1.8%
10.9%
58.2%

60.0%
49.1%
25.5%

30.9%
7.3%
3.6%

Q1_21: I act in ways that build others’ respect for me.
Principal
23.6%
40.0%
Teacher 1
0.0%
3.6%
Teacher 2
0.0%
5.5%

3.6%
25.5%
34.5%

20.0%
56.4%
54.5%

12.7%
14.5%
5.5%

Q1_25: I display a sense of power and confidence.
Principal
60.0%
34.5%
Teacher 1
0.0%
1.8%
Teacher 2
0.0%
5.5%

3.6%
14.5%
32.7%

1.8%
60.0%
50.9%

0.0%
23.6%
10.9%
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Table G2
Distribution of Principals’ and Teachers’ Responses to Items for the Idealized Behaviors
Subscale of Transformational Leadership (N = 55)
0
1
2
Not at
Once in a
Item
all
while
Sometimes
Q1_6: I talk about my most important values and beliefs.
Principal
0.0%
0.0%
0.0%
Teacher 1
0.0%
1.8%
52.7%
Teacher 2
0.0%
5.5%
47.3%

3
Fairly
often

4
Frequently, if
not always

70.9%
41.8%
36.4%

29.1%
3.6%
10.9%

Q1_14: I specify the importance of having a strong sense of purpose.
Principal
0.0%
0.0%
3.6%
Teacher 1
0.0%
0.0%
29.1%
Teacher 2
0.0%
1.8%
49.1%

61.8%
58.2%
34.5%

34.5%
12.7%
14.5%

Q1_23: I consider the moral and ethical consequences of decisions.
Principal
0.0%
1.8%
5.5%
Teacher 1
0.0%
0.0%
23.6%
Teacher 2
0.0%
7.3%
23.6%

60.0%
54.5%
60.0%

32.7%
21.8%
9.1%

Q1_34: I emphasize the importance of having a collective sense of mission.
Principal
0.0%
1.8%
9.1%
50.9%
Teacher 1
0.0%
0.0%
29.1%
52.7%
Teacher 2
0.0%
3.6%
23.6%
60.0%

38.2%
18.2%
12.7%
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Table G3
Distribution of Principals’ and Teachers’ Responses to Items for the Inspirational Motivation
Subscale of Transformational Leadership (N = 55)
0
1
Not at
Once in a
Item
all
while
Q1_9: I talk optimistically about the future.
Principal
0.0%
0.0%
Teacher 1
0.0%
0.0%
Teacher 2
0.0%
1.8%

2
Sometimes

3
Fairly
often

4
Frequently, if
not always

5.5%
36.4%
40.0%

52.7%
52.7%
49.1%

41.8%
10.9%
9.1%

Q1_13: I talk enthusiastically about what needs to be accomplished.
Principal
0.0%
1.8%
3.6%
Teacher 1
0.0%
0.0%
49.1%
Teacher 2
0.0%
3.6%
52.7%

56.4%
38.2%
32.7%

38.2%
12.7%
10.9%

Q1_26: I articulate a compelling vision about the future.
Principal
69.1%
16.4%
Teacher 1
0.0%
1.8%
Teacher 2
0.0%
1.8%

12.7%
25.5%
32.7%

1.8%
50.9%
54.5%

0.0%
21.8%
10.9%

Q1_36: I express confidence that goals will be achieved.
Principal
0.0%
0.0%
Teacher 1
0.0%
1.8%
Teacher 2
0.0%
5.5%

10.9%
27.3%
25.5%

54.5%
50.9%
58.2%

34.5%
20.0%
10.9%
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Table G4
Distribution of Principals’ and Teachers’ Responses to Items for the Intellectual Stimulation
Subscale of Transformational Leadership (N = 55)
0
1
2
3
4
Not at Once in a
Fairly
Frequently,
Item
all
while
Sometimes
often
if not always
Q1_2: I re-examine critical assumptions to question whether they are appropriate.
Principal
0.0%
0.0%
1.8%
29.1%
69.1%
Teacher 1
0.0%
3.6%
65.5%
29.1%
1.8%
Teacher 2
0.0%
1.8%
67.3%
25.5%
5.5%
Q1_8: I seek differing perspectives when solving problems.
Principal
0.0%
0.0%
5.5%
Teacher 1
0.0%
3.6%
43.6%
Teacher 2
1.8%
1.8%
45.5%

63.6%
50.9%
45.5%

30.9%
1.8%
5.5%

Q1_30: I get others to look at problems from many different angles.
Principal
0.0%
1.8%
14.5%
Teacher 1
0.0%
5.5%
23.6%
Teacher 2
1.8%
5.5%
27.3%

45.5%
50.9%
54.5%

38.2%
20.0%
10.9%

Q1_32: I suggest new ways of looking at how to complete assignments.
Principal
0.0%
0.0%
10.9%
52.7%
Teacher 1
0.0%
5.5%
23.6%
50.9%
Teacher 2
1.8%
5.5%
27.3%
54.5%

36.4%
20.0%
10.9%
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Table G5
Distribution of Principals’ and Teachers’ Responses to Items for the Individualized
Consideration Subscale of Transformational Leadership (N = 55)

0
1
2
Not at Once in
all
a while Sometimes
Item
Q1_15: I spend time teaching and coaching.
Principal
0.0%
1.8%
21.8%
Teacher 1
0.0%
3.6%
34.5%
Teacher 2
0.0%
10.9%
41.8%

3
Fairly
often

4
Frequently, if
not always

41.8%
54.5%
41.8%

34.5%
7.3%
5.5%

Q1_19: I treat others as individuals rather than just as a member of the group.
Principal
0.0%
1.8%
7.3%
63.6%
Teacher 1
1.8%
3.6%
32.7%
49.1%
Teacher 2
1.8%
10.9%
58.2%
25.5%

27.3%
12.7%
3.6%

Q1_29: I consider an individual as having different needs, abilities and aspirations from
others.
Principal
0.0%
0.0%
12.7%
60.0%
27.3%
Teacher 1
3.6%
5.5%
25.5%
50.9%
14.5%
Teacher 2
5.5%
7.3%
34.5%
49.1%
3.6%
Q1_31: I help others develop their strengths.
Principal
0.0%
Teacher 1
0.0%
Teacher 2
1.8%

0.0%
3.6%
5.5%

9.1%
27.3%
29.1%

50.9%
54.5%
56.4%

40.0%
14.5%
7.3%
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Table G6
Distribution of Principals’ and Teachers’ Responses to Items for the Contingent Rewards
Subscale of Transactional Leadership (N = 55)

0
1
2
Not at
Once in
Item
all
a while Sometimes
Q1_1: I provide others with assistance in exchange for their efforts.
Principal
0.0%
0.0%
0.0%
Teacher 1
0.0%
5.5%
72.7%
Teacher 2
0.0%
3.6%
74.5%

3
Fairly
often
38.2%
21.8%
14.5%

4
Frequently, if
not always
61.8%
0.0%
7.3%

Q1_11: I discuss in specific terms who is responsible for achieving performance targets.
Principal
0.0%
0.0%
7.3%
67.3%
25.5%
Teacher 1
1.8%
1.8%
40.0%
43.6%
12.7%
Teacher 2
0.0%
14.5%
36.4%
38.2%
10.9%
Q1_16: I make clear what one can expect to receive when performance goals are achieved.
Principal
0.0%
1.8%
1.8%
56.4%
40.0%
Teacher 1
0.0%
0.0%
38.2%
56.4%
5.5%
Teacher 2
1.8%
3.6%
47.3%
40.0%
7.3%
Q1_35: I express satisfaction when others meet expectations.
Principal
0.0%
0.0%
10.9%
Teacher 1
0.0%
1.8%
23.6%
Teacher 2
0.0%
5.5%
29.1%

52.7%
54.5%
54.5%

36.4%
20.0%
10.9%

79
Table G7
Distribution of Principals’ and Teachers’ Responses to Items for the Management-by-Exception
(Active) Subscale of Transactional Leadership (N = 55)

0
1
2
3
4
Not at Once in
Fairly Frequently, if
all
a while Sometimes often
not always
Item
Q1_4: I focus attention on irregularities, mistakes, exceptions and deviations from standards.
Principal
0.0%
0.0%
5.5%
74.5%
20.0%
Teacher 1
0.0%
7.3%
54.5%
36.4%
1.8%
Teacher 2
3.6%
3.6%
56.4%
29.1%
7.3%
Q1_22: I concentrate my full attention on dealing with mistakes, complaints and failures.
Principal
0.0%
0.0%
9.1%
65.5%
25.5%
Teacher 1
0.0%
7.3%
23.6%
49.1%
20.0%
Teacher 2
0.0%
1.8%
38.2%
52.7%
7.3%
Q1_24: I keep track of all mistakes.
Principal
Teacher 1
Teacher 2

0.0%
1.8%
1.8%

0.0%
1.8%
0.0%

3.6%
23.6%
38.2%

56.4%
49.1%
49.1%

40.0%
23.6%
10.9%

Q1_27: I direct my attention toward failures to meet standards.
Principal
0.0%
7.3%
27.3%
Teacher 1
0.0%
1.8%
25.5%
Teacher 2
0.0%
5.5%
34.5%

56.4%
49.1%
50.9%

9.1%
23.6%
9.1%
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Table G8
Distribution of Principals’ and Teachers’ Responses to Items for the Management-by-Exception
(Passive) Subscale of Passive-Avoidant Leadership (N = 55)

0
1
2
3
4
Not at Once in a
Fairly Frequently, if
all
while
Sometimes often
not always
Item
Q1_3: I fail to interfere until problems become serious.
Principal
38.2%
52.7%
9.1%
0.0%
0.0%
Teacher 1
14.5%
38.2%
43.6%
3.6%
0.0%
Teacher 2
21.8%
34.5%
41.8%
1.8%
0.0%
Q1_13: I talk enthusiastically about what needs to be accomplished.
Principal
0.0%
1.8%
3.6% 56.4%
Teacher 1
9.1%
45.5%
21.8% 20.0%
Teacher 2
0.0%
3.6%
52.7% 32.7%

38.2%
3.6%
10.9%

Q1_17: I show that I am a firm believer in “If it ain’t broke, don’t fix it.”
Principal
0.0%
0.0%
5.5% 50.9%
Teacher 1
1.8%
20.0%
50.9% 23.6%
Teacher 2
1.8%
30.9%
49.1% 14.5%

43.6%
3.6%
3.6%

Q1_20: I demonstrate that problems must become chronic before I take action.
Principal
0.0%
1.8%
9.1% 63.6%
Teacher 1
5.5%
10.9%
38.2% 36.4%
Teacher 2
3.6%
10.9%
38.2% 41.8%

25.5%
9.1%
5.5%
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Table G9
Distribution of Principals’ and Teachers’ Responses to Items for the Laissez-Faire Subscale of
Passive-Avoidant Leadership (N = 55)

0
1
2
Not at Once in a
Item
all
while
Sometimes
Q1_5: I avoid getting involved when important issues arise.
Principal
52.7%
43.6%
1.8%
Teacher 1
16.4%
56.4%
12.7%
Teacher 2
23.6%
32.7%
32.7%

	
  
	
  

3
Fairly
often

4
Frequently, if
not always

0.0%
12.7%
9.1%

1.8%
1.8%
1.8%

Q1_7: I am absent when needed.
Principal
45.5%
Teacher 1
21.8%
Teacher 2
23.6%

38.2%
52.7%
47.3%

0.0%
18.2%
21.8%

12.7%
7.3%
7.3%

3.6%
0.0%
0.0%

Q1_28: I avoid making decisions.
Principal
0.0%
Teacher 1
20.0%
Teacher 2
20.0%

1.8%
34.5%
41.8%

18.2%
23.6%
25.5%

60.0%
14.5%
9.1%

20.0%
7.3%
3.6%

Q1_33: I delay responding to urgent questions
Principal
0.0%
0.0%
Teacher 1
10.9%
40.0%
Teacher 2
10.9%
38.2%

14.5%
23.6%
29.1%

50.9%
18.2%
20.0%

34.5%
7.3%
1.8%
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