Application of McGregors’s XY leadership theory in education management: investigation of the

link between preferred leadership style, intrinsic motivation and turnover intention

Abstract

The relationship between leadership style and turnover intention was investigated, with the potential
mediating effect of intrinsic motivation. The sample was consisted of 100 high school teachers from various
high-schools on the territory of the city of Skopje, who completed a quantitative questionnaire on trust in
organization, XY leadership preferences, satisfaction with organization, turnover intention and socio-
demographic characteristics. The research findings suggested that XY leadership is related to turnover
intention, while intrinsic motivation is related to tenure, age and wage of employees. Furthermore, intrinsic
motivation fully mediated the relationship of satisfaction with organization with turnover intention and
partially mediated the relationships of trust in organization with turnover intention. The results suggested
that the motivation of teachers to work can be targeted trough adapting leadership styles and certain

organizational characteristics and benefits provided to the employees.

Keywords: education, leadership, intrinsic motivation, turnover

Introduction

The very first appearance of leadership is closely related to the primeval feeling of humans for belonging
to a certain group and the necessity to be led by one person who has the ability to accomplish tasks related
to a certain group cause. History has shown countless types of historical situations where leadership is
performed from different aspects (Bass and Avolio, 1994) It is generally considered that one of the main
principles in evolution of human rights worldwide is directly related to the concept of leadership, but it also
refers to actions in the past which are focused on marginalization of members of different societies, which
were led by leaders who had focused on repressions with ideological background of one nation over another
(Lord and Hall, 2003) Furthermore, the general conclusion implies that “Leadership” and the manner of its
practice are related to various processes of the world historical evolution and creation of the basic principles
of human rights (Tomasevski, 1989)



Teachers’ turnover intention

The employee turnover is in general defined as “amount of movement of employees in and out of an
organization” and the turnover rate is the rate at which “employees in an organizational level are replaced
by other individuals employed by the organization” (Reinfort and Van Fleet, 1998) Employee turnover has
always been a critical concern to employers, since it carries the potential in the loss of valuable
organizational knowledge. Teacher turnover is a significant phenomenon, and a dominant factor behind the
demand for new teachers and the difficulties schools encounter adequately staffing classrooms with
qualified teachers. Crossman and Harris (2006) highlighted the importance of investigating teacher turnover
because of the potential negative consequences of teacher shortages on the organizational effectiveness and
the educational industry as a whole.

There is never a sole factor that impacts employee’s intention to leave the current employer, therefore an
enormous number of studies and surveys explored the key drivers of turnover of teachers. One of the most
important factors influencing teacher’s turnover is that it is strongly correlated with the characteristics of
the teaching field with mathematics, special education and science being the fields with highest teacher
turnover (Ingersoll, 2001) Another important aspect is that the decision to leave the job is closely associated
with teacher’s age. This relationship is U-shaped resulting in decreasing risk to leave the job in mid-life and
increasing risk to leave the job near the end of the professional working life (Bobbitt, Leich, Whitener and
Lynch, 1994; Boe, Bobbitt, Cook, Barkanic and Mailsin, 1998)

However, although significant, this research has some important limitations. It analyses the turnover
intention in light of the demographic characteristics of the teachers and their field. However, they do not
analyze the concept in relations to the management and leadership of the educational institution. In
example, McNeilly and Goldsmith (1992) claimed that employee turnover is related to whether a manager
is an adapter or innovator. With a manager who is an adapter, the chances of employees leaving a position
are less likely if they have good relations with their co-workers. With a manager who is an innovator, if
employees are pleased with the salary they are receive, then there is less of a chance to leave the position.

Therefore, this research will analyse the relationship between turnover intention of teachers and leadership.

Job satisfaction of teachers
Woods and Weasmer (2002) have emphasized that allowing the teachers to have more opportunities to
express their personal thoughts in evolving and achieving the organizational targets increases their personal

investing in the organization, their motivation and job satisfaction as well.

One other point which additionally leads us to the fact that the principles of Theory Y are the crucial ones

which lead towards teachers’ greater motivation and job satisfaction comprises the five important



organizational factors recognized by Firestone and Rosenblum (1989), being: the teachers’ sense of purpose
about the work, mutual respect and affiliation, administrative support, and opportunities for decision-
making. The factors mentioned arise from the individual relationship between each teacher and the principal
of the school - reflecting on the way in which the principal is perceived by the teachers and is related to the
degree of support, management, or control provided. This means that the way of providing leadership by
the principal is crucial for teachers’ satisfaction and commitment (Lee et al. 1989; Firestone and

Rosenblum, 1989; Miskel, Fevurly, and Stewart, 1979; and Nidich, 1986)

Bogler (1999) considers that the degree of teachers’ job satisfaction is directly related to the way in which
they perceive their principal meaning that they manifested greater satisfaction in their work when they
perceive their subordinate as a person who is more likely to share information with, keeps open

communication and reallocates authority.

Goodlad (2004) stressed that it is doubtless that the degree of job satisfaction and morale among teachers
increases if the teachers are viewed by their subordinates as professionals they perceive themselves to be.
However, he believes that it would be a great mistake to see the principal as a crucial factor which impacts
the teachers’ job satisfaction, and he highlights the fact that the principals’ leadership style is one of the
many factors which influence job satisfaction. Bass and Avolio (1994) have concluded that certain
leadership style cannot be strictly related to every single situation, but some are more effective than others
in the process of keeping the teachers’ morale at satisfactory level, and Full Range Leadership Model
(1999) considers leadership as a system which is made up of many inputs such as people, timing and
resources, processes such as interactions with people and resources and finally outcomes which include
level of motivation and performance. Regarding the principles of this theory, each aspect of the previously

mentioned system incorporates and interacts with each of the other aspects.

Intrinsic motivation

Although the concept of intrinsic motivation has been widely present in the literature, the intrinsic
motivation of teachers has not been extensively investigated. According to Ryan and Deci (2000) intrinsic
motivation is an individual’s inherent inclination from which stems his/her tendency to learn about
particular areas of life regardless of the presence of external enticements. The authors highlight that intrinsic
motivation encourages people to assimilate, control, generate spontaneous interests and to research which
makes it essential for the individual’s social and cognitive development while on the other hand it represents

the fundamental source of personal satisfaction and life energy.



Implementing McGregor's theories in managing high school teachers

When in 1960 Douglas McGregor established Theory X and Theory Y, he appointed that the leader needs
to have the ability a adjust its type of leadership towards the inherent characteristics which subordinates
have in order to achieve productive and satisfied employee (Berry and Seltman, 2008) Theory X leaders
assume that the average employee inherently is not fond of work and will gladly avoid it if possible, and
because of this the employees must be controlled, directed, threatened with punishment in order to
accomplish their tasks and the average employee feels comfortable in being directed and not to have any
responsibility and his overall goal is job security (Hendel, 2003) Theory X is largely practiced in factories
and encourages employers to demonstrate masculine management style. While analyzing the human aspects
of functioning in organization he emphasized a new aspect of the communication bond between the
managers and their subordinates. Namely, instead of commanding and controlling the subordinates
McGregor stressed a new role for managers which is consisted of assisting of the subordinates in reaching
their full potential. In their abstract Douglas McGregor's Theory X and Y: Toward a Construct-valid
Measure (2008) point out that the basis of this McGregor’s Theory Y is the assumption that employees are
capable of achieving their prime goals in the organization having in consideration that they are not lazy,
fully capable of self - directing and initiative in providing initiative ideas and suggestions in order to
improve organizational effectiveness. This theory also supports the idea that with suitable managerial
practices such as providing objectives, rewards and participation in the decision making processes within
the organization, goals could be easily achieved.

Considering the topic of this thesis, there are some academic researches which represent the way of
accepting of the different points of the X and Y theories in terms of management of high school teachers,
and their perception of the different aspects of these theories. Pagano (1989) has done a research in
discovering leadership styles in randomly selected high schools in the state of Pennsylvania and surveyed
116 randomly selected teachers assessing the leadership behavior of their principal. The final outcome of
the study appointed two different types of leadership styles. Namely one is more concerned about the
production and the other about the people. Pagano (1989) also discovered that in the middle schools, the
teachers answered that they have more freedom to participate in the decision making processes while their
principal showed greater willingness in creating changes.

Woods and Weasmer (2002) have appointed that allowing the teachers to have more opportunities to express
their personal thoughts in evolving and achieving the organizational targets increases their personal
investing in the organization, their motivation and job satisfaction as well. According to the research made
by Vickie Tantee Randolph-Robinson (2007) the old fashioned traditional way of leadership is increasingly

neglected, and the school leaders need to focus on taking actions which are far more honest, not only in



their external deeds but also in their internal organizational and motivation politics. Furthermore, researches
have shown that the principle is the most responsible for the degree of teachers’ morale and high degree of
morale results with high productivity and high student achievement. Furthermore, while analyzing the
available research, including Anderman (1991), Leithwood, et al. (1992), and Stiles (1993), it can be
concluded that the practicing of Theory Y principles is crucial for achieving positive results in managing of
the high school organizations. Anderman (1991) appoints analyses which refer to the relationships between
teachers' perceptions of school leadership, school culture, and teacher satisfaction and commitment and he
discovered that a school culture that stresses accomplishment, recognition, and affiliation is related to
satisfaction and commitment, while a stress on power and competition leads to decreased feelings of teacher
commitment.

One other point which also leads us to the fact that the principles of Theory Y are the crucial ones which
lead towards teachers’ greater motivation and job satisfaction are the five important organizational factors
recognized by Firestone and Pennel (1993), such as: the teachers’ sense of purpose about the work, mutual
respect and affiliation, administrative support, and opportunities for decision-making. The mentioned
factors arise from the individual relationship between each teacher and the principal of the school -
reflecting on the way in which the principal is perceived by the teachers and is related to the degree of
support, management, or control provided. This means that the way of providing of the leadership by the
principal is crucial for teacher satisfaction and commitment (Firestone and Pennel, 1993)

However, Theory Y does encourage a leader to practice a participative, soft management style and is more
applicable to the field of education than Theory X. It is believed that because principals and school leaders
assume that teachers have chosen the field of education because “they want to make a difference in the lives
of young people”. Administrators who assume that workers dislike work, are lack initiative, and resist
change hold Theory X assumptions about workers have predisposition to be directive and authoritarian
leaders, and it is also significant to have in mind that such term as “formal authority” is limited in
educational organizations (Blase and Kirby, 2009, p. 93; Whitaker, Whitaker, and Lumpa, 2009) Berry and
Seltman (2008) point out that Theory Y leaders assume that employees use the identical amount of physical
and mental energy as well in accomplishing their activities at work, as they do outside of their working
space, if the employee is motivated enough it will have the initiative to work in achieving the goals of the
organization and this type of employee does is not motivated by punishment but the intrinsic value of the
work does, the employee is willing to learn and feel responsible in achieving its working duties, employees
possess creativeness and are creative and possess uniqueness and their skills help to improve the function
of the organization, while the job satisfaction is the key factor to engaging these employees and ensuring

their commitment to work (Berry and Seltman, 2008)



Theoretical model

Based on the existing academic discussion, the exploration of McGregor’s theory X/Y suggests the
necessity to investigate influencing factors from the following dimensions: job satisfaction (JS), turnover
intention (TI), trust in company (TC) and intrinsic motivation (IM) as well as socio-demographic

characteristics of respondents such as age, gender, tenure and wage.

" Intrinsic motivation |

‘ X/Y leadership preferences

‘ Trustin organization | | Turnover intention

‘ Satisfaction with organization

Socio-demographic characteristics H2, H3, H4, HS
of employees . 4
* Gender i
* Age

* Wage
* Tenure

Consequently, the following hypotheses are formulated:

H1: There is a significant relationship between preferred X/Y leadership style and turnover intention of
high-school teachers

H2: There is no significant difference in the respondents’ gender and intrinsic motivation
H3: There is no significant difference in the respondents’ tenure and intrinsic motivation
H4: There is no significant difference in the respondents’ age and intrinsic motivation

HS5: There is no significant difference in the respondents’ wage and intrinsic motivation

Methodology

The study utilizes a quantitative approach using a questionnaire as the main research instrument. The

guestionnaire is distributed to high-school administrative and teaching staff.

Sampling



Convenience sampling was used to select the participants because the questionnaires have been distributed
on immediate way which means by direct approaching to the respondents and delivering them on hand.
Convenience sampling involves selecting randomly those cases that are easiest to obtain for the sample
(Saunders et al., 2003) The questionnaires are delivered in schools, among regular professors and few
management members which at the same time work as professors. The full number of distributed and
collected questionnaires was 100 samples. The questionnaires were delivered in-hand and were returned in
special box for the purpose of anonymity. They also consist special clause which inform the respondents

that the questionnaire is anonymous and that it would be used for an educational study.
Instrument

The delivered questionnaire is consisted of 51 questions which are divided in six sections. The questions
have been selected based on previous research. The questionnaire begins with 26 questions which are
related to X/Y leadership. These questions which are borrowed from Kopelman, Protas and Falk's paper
“Construct validation of a Theory X/Y behavior scale” (Kopelman, Protas and Falk 2009) They mostly
refer on the perception which the most of the employees have towards the work processes, their inside
motivation, their loyalty, the level of fantasy and creativity while preforming their work, self - control and
initiation. These questions do provide the answers about the possible type of leadership which is applicable
for practicing among the selected samples (is it more Theory X or Theory Y oriented) The next section is
consisted of 6 questions (from 27 to 32) which are related to intrinsic motivation. It is significant to be
stressed that intrinsic motivation refers to behavior that is driven by internal rewards and in other words,
the origin of the motivation in certain behavior from the individual itself in order to achieve personal
satisfaction (Cherry, 2017) Questions from 33 to 37 the turnover intention (Kuvaas,2008) The turnover
intention is researched with the help of questions which refer on will of the respondents to quit their job,
the time frame in which they would eventually quit, as well as their point of view regarding their
perspectives in the particular company. The fourth section refers to trust in an organization and is consisted
of 3 questions (38-40) that were extracted from Cook and Wall (1980) These questions do refer on the level
of trust which the respondents have towards their company. The fifth segment from 41- 43 is
consisted of questions which refer to satisfaction with the company by Hackman and Oldham (1975) These
questions cover the general satisfaction of the respondents from their job, the company in which they
perform their work, as well as their personal opinion about how their colleagues perceive their job. All
answers were recorded on a five point Likert - style response rating scale (I strongly disagree; | do not
agree; I don’t know; I agree and I strongly agree) The final section is consisted socio - demographic data
for the respondents such as gender, age, education, number of employees in the organization, internship in

the company, size of the wage, etc.



Translation of the instrument

The original questions were designed in English, but for the purpose of the study it had to be translated to
Macedonian. Using the method of “forward-backward” translation the questionnaire was translated from
English to Macedonian by one professional translator and then from Macedonian to English by another
professional translator. The comparison between the two English versions was made by a third party to

identify potential discrepancies. The final version is in both English and Macedonian.
Demographic profile of the sample

The majority of the respondents were male (54%), aged 30-39 years (36%), with bachelor degree
(59%), working 5-8 years in the institution and receiving a wage of 20.000-30.000 denars (65%) (Table 1)

Table 1- Demographic profile of research participants

Male 54
Gender | Female 46
<20 1
20-29 13
30-39 36
40-49 31
Age 50 and above 19
Elementary
High School
College 5
University 59
Masters 36

Education | PhD

less than 1 year 2
1-3 years 15
3-5 years 18
5-8 years 29
more than 8

Tenure | years 36

Wage <12.000 den 2




12.000-20.000 8
21.000-30.000 65
31.000-40.000 23
41.000 and

above 2

Results

A summarized presentation of the results is availbale in Annex 1, while the detailed distribution of
responses to each question is presented in Table 3. The findings suggest that the majority respondents are
characterized with Y style leadership preference (M=3.5) The mean intrinsic motivation is positive
(M=3.55), while the turnover intention is relatively low (2.37) but not negligible. Employees’ responses

suggest trust and satisfaction with the organization.

To determine if significant differences exist between teacher preferred leadership style and their reported
turnover intention, an analysis using t-test was carried out. The results of the t-test indicated significant
differences (t = 3.10, Df = 247, p. < .005) between leadership style and their turnover intention. Thus

hypothesis 1 was accepted.

To test to what degree differences exist between the attitudes of the respondents’ characteristics and their
intrinsic motivation, ANOVA was employed. The independent variables tested are: gender (hypothesis 2),
tenure (hypothesis 3), age (hypothesis 4) and wage (hypothesis 5) They were computed and the result
showed that significant differences existed in the respondents’ opinion based on their gender (f =2.50, p <
.000), tenure, age and wage. In other words, from the result, female teachers derived greater job satisfaction
than their male colleagues. Likewise, there was a high statistical difference between age of teachers and
their reported intrinsic motivation. Teachers between the ages of 20-30 showed a greater intrinsic than those
ages 31-40 and 41-50 (f = 2.47; p < .000) Also teachers with salaries 30.000 denars and above, showed
higher intrinsic motivation compared to their colleagues who received lower wages (f=2.57; p<0.000)
Furthermore, teachers who spent 1-3 years and 8 or more year in their job, showed higher intrinsic

motivation compared to their colleagues (f=2.17, p<0.000)



Table 2-Hierarchical Regression Results Testing Mediation of Intrinsic Motivation Between

Satisfaction with Organization and Turnover Intention

Intrinsic
Turnover Intention Motivation
Variable Step 1 Step 2
B 95%Cl B 95%Cl B 95%ClI
Gender? 0.09 —-.18,.26 | 0.13 —.06, .21 -0.8 -.22,.07
Age =.25% | —.45,-.04 —.42,-.08 -.21,.10
Job tenure 0.15 -.06, .31 | 0.08 -11,.29 | 0.12 —-.06, .26
Satisfaction with organization —.26% .05, 45| -0.9 -.21,.31 | 0.63* .54, .89
Intrinsic Motivation .36* .15, 68
R2 A5* 22% S51*

2 1 =male, 2= female. *p <.05.

Satisfaction with organization was related to turnover intention (Table 3) There was a significant

relationship between intrinsic motivation and turnover intention, however the beta for variety was no

longer significant when intrinsic motivation was entered into the regression. There was also a strong

relationship between satisfactions with organization and intrinsic motivation. The results of the Sobel test

confirmed the mediator effect (z=3.01, p<0.01)

Table 3-Hierarchical Regression Results Testing Mediation of Intrinsic Motivation Between Trust

in Organization and Turnover Intention

Turnover Intention

Intrinsic Motivation

Variable Step 1 Step 2
B 95%Cl B 95%Cl B 95%Cl
Gender? A2 -.12,.31 A2 —.06, .30 -0.9 —.19,.04
Age —25% | —.45,-.04| 0.18* | —.42,—-.08 | -0.05* -.21,.10
Job tenure 0.15 —-.06,.31 | 0.08 -.11, .29 0.12 -.06, .26
Trust in organization —42%* .08, .42 | -31* -.19, .41 -49* A8, .75
Intrinsic Motivation .28* .18, 66




R2 .28* 29% 27

& 1=male, 2 =female. *p<.05.

Table 4 demonstrates the hierarchical regressions for trust in organization. Trust in organization was
significantly related to turnover intention. The beta for intrinsic motivation was significantly related to
turnover intention, and the relationship between trust in organization and turnover intention declined but
remained significant when the mediator was entered. The relationship between trust in organization and
intrinsic motivation was also significant. Taking into account that the three criteria for the mediator effect
of intrinsic motivation were met, the Sobel test confirmed that the indirect effect was significant (z=2.83,
p<0.01)

Discussion

This study explored McGregor’s theory of X and Y leadership within the high-school education
environment. To improve understanding on the X/Y leadership preferences, the research explored intrinsic
motivation, trust in organization, satisfaction with organization and turnover intentions, as well as socio-
demographic characteristics of respondents. For the purpose of the research, data were collected from 100
teachers working in secondary schools. The crucial findings that resulted from the research indicate that the
majority of participants in the research provided answers which are more closely related to the postulates
provided by Theory Y than Theory X and generally have positive perception towards the possibility for
employees’ participation in the decision making processes in the organization. Namely, regarding their
personal opinions towards the possible positive impact of the employees towards achieving a constructive
ideas in the organization, the majority agreed that employees’ ideas often result in development of useful
suggestions, and none of the respondents strongly disagreed with this statement. This statement is closely
related to the postulates of Theory Y and 50% of the respondents declared that they agree with this
statement, while 36% stated that they strongly agree with it.

Sarafidou and Chatziioannidis (2013) are trying to define a path from "decision making" to
"teachers’ success," and stressed that more participation by teachers in decisions, regarding teachers’ issues,
is directly related to teachers' insights of better leadership in schools, and has immediate impact on both
teachers' sense of success and job satisfaction. Furthermore, Arefnejad and Rastegar (2016) implies that the
ability to decide how to manage the class and having the necessary knowledge on manipulating the

appropriate teaching methodologies are some of the indicators for the level of success of each teacher.

Moreover, many studies have shown that in schools with high-quality teaching and learning,
distributed leadership is one of the key factors for stable performance of leadership tasks by interaction

between teachers and school leaders (Harris and Brown, 2013; Spillane, 2009) In accordance with this, "



the principal is responsible for providing her/his staff with opportunities for participating in decision
making, working with them as partners and devolving authority and power, thus building leadership
capacity for all " (Sarafidou and Chatziioannidis, 2013, p. 180) In its theoretical origin, the concept of
distributed leadership represents a more radical reframing of how leadership is understood and sees
leadership as an emergent phenomenon that arises through complex, interactive processes involving formal

leaders and non-leaders across groups of the school organization (Bolden, 2011; Woods and Woods, 2013)

Furthermore, from intrinsic motivation aspect, the results of this research indicate that the
employees are mainly motivated by the essence of the job they are performing, so 59% of the participants
agreed that their job is so interesting that it is motivation for itself, while 16% of the respondents answered
that they strongly agree with it. A significant majority of 69% of the participants agreed that they are doing
a significant job. However, according to the Chi square analyses performed in this thesis, they indicate that

the turnover intention variable depends on the wage parameters.

Mittal and Chhabra (1989) concluded that teachers working in private schools were significantly
more motivated to work than their counterparts working in government managed schools and the gender of
the teachers had no significant influence on the teachers’ motivation to work. Teachers who perceive less
disengagement, less psycho-physical hindrance, more sprite and more humanized thrust dimensions of the
school organizational climate, we found them to be more work motivated. Hoffman (1989) compared
factors which motivate students’ professors and professional teachers to teach and that the work itself and

achievement most strongly motivate both types of teachers to pursue a career in teaching.

Gupta and Gehlawat (2013) while performing a study on work motivation among teachers and
teacher performance in senior secondary schools of Delhi, revealed that teachers in government senior
secondary schools in general possessed work motivation to the same extent and no significant difference
was found in the overall work motivation of male and female teachers. Saeed and Muneer (2012) in a study
of work motivation of male and female secondary school teachers in Karachi revealed that female teachers
were more motivated in their work than male teachers, which actually contradicts with the findings in the
research performed in this thesis where the gender variable did not have any significant effects on the

intrinsic motivation of the teachers in general.

Conclusion

The study supports the assumptions that the existence of the preferred leadership style is related to turnover
intention among teaching staff. In addition the results of the study do not differ significantly from other
findings in the literature. In example, the study found that there is a significant relationship between intrinsic

motivation of teachers and their age, wage, gender and tenure. Additionally, the findings suggest that



factors such as trust and satisfaction with organization, X/Y leadership preferences and certain socio-
demographic characteristics may explain the intrinsic motivation of teachers. In addition, to an indirect
effect through intrinsic motivation, trust in organization and satisfaction with organization may also have
direct effects on turnover intention. These findings have a strong implication for practice. They suggest
that teachers turnover intentions of teachers can be lowered if their leadership preferences and intrinsic

motivation are managed in accordance to their socio-demographic characteristics.
Limitations of the research

The main limitation of the research is its cross-sectional design that does not allow for generizability of
data. Also the small sample size is another limitation and further research should aim to include a larger
sample size of respondents. Finally, we should consider the lack of conscientious responses (Debois, 2016)
Even though we might hope that the respondent will provide us with the most conscientious response as
possible, the reality is that it is quite possible that the respondent hasn't completely thought the question
through before answering it. The subjectivity in perceiving certain situation is also one of the limitations
which must be taken in consideration. Answers which are provided as a result of the respondent being
influenced by the more social acceptable acting rather than its own personal point of view also leads to

certain limitations.

References

Anderman, E. M. (1991) Teacher Commitment and Job Satisfaction: The Role of School Culture and

Principal Leadership.

Arefnejad, L., and Rastegar, A. (2016) The Effect of Class Management Styles on Academic Motivation
and Students’ Academic Performance (Case Study: Islamic Azad University of Kazeroon). Journal of

Administrative Management, Education and Training, 12(4), 764-774.

Bass, B. M. & Avolio, B. J. (1994) Improving Organizational Effectiveness through Transformational
Leadership. Thousand Oaks, CA: Sage Publications.



Berry, L.L. and Seltman. K.D. (2008) Management lessons from Mayo clinic: Inside one of the world’s

most admired organizations. New York:McGraw Hill.

Birkinshaw, J. and Mark, K., 2015. Key MBA models: The 60+ models every manager and business student

needs to know. Pearson UK.

Blase, J., and Kirby, P. C. (2008) Bringing out the best in teachers: What effective principals do. Corwin
Press.

Bobbitt, S., Leich, M., Whitener, S. and Lynch, H. (1994) Characteristics of stayers, movers, and leavers:
Results from the teacher follow up survey, 1991-92. Washington, DC: National Center for Education

Statistics.

Boe, E., Bobbitt, S., Cook, L., Barkanic, G. and Maislin, G. (1998) Teacher turnover in eight cognate areas:
National trends and predictors. Philadelphia, PA: University of Pennsylvania, Center for Research and

Evaluation in Social Policy.

Bolden, R. (2011) Distributed leadership in organizations: A review of theory and research. International

Journal of Management Reviews, 13(3), 251-269.

Firestone, W. A., and Pennell, J. R. (1993) Teacher commitment, working conditions, and differential

incentive policies. Review of educational research, 63(4), 489-525.

Gupta, M., and Gehlawat, M. (2013) Job satisfaction and work motivation of secondary school teachers in

relation to some demographic variables: a comparative study. Educationia Confab, 2(1), 10-19.

Harris, L. R., and Brown, G. T. (2013) Opportunities and obstacles to consider when using peer-and self-
assessment to improve student learning: Case studies into teachers' implementation. Teaching and Teacher
Education, 36, 101-111.

Hoffman, M. L. (1990) Empathy and justice motivation. Motivation and emotion, 14(2), 151-172.

Ju, S., Zhang, D., and Pacha, J. (2012) Employability skills valued by employers as important for entry-
level employees with and without disabilities. Career Development and Transition for Exceptional
Individuals, 35(1), 29-38.

Latham, G.P. and Ernst, C.T. (2006) Keys to motivating tomorrow's workforce. Human Resource
Management Review, 16(2), pp.181-198.

Leithwood, K. A. (1992) The principal’s role in teacher development. Teacher development and

educational change, 86-103.



Lord, R. G., & Hall, R. (2003) Identity, leadership categorization and leadership schema. In D. van
Knippenberg & M.A. Hogg (Eds.), Leadership and power: Identity processes in groups and organizations
(pp. 48-64). London: Sage

McGregor, D., (1960) Theory X and theory Y. Organization theory, 358, p.374.

Mittal, M., and Chhabra, S. (2011) A Study of Emotional Labour and Burnout Symptoms in

Teachers. Global Management Review, 5(4)

Mobey, W.H., Griffeth, R. W., Hand, H.H. and Meglino, B.M. (1979)Review and conceptual analysis of
the employee turnover process. Psychological Bulletin, Vol. 86 (3), p. 493-522.

Morton, D. J. (1975) Applying theory Y to library management. College and Research Libraries, 36(4),
302-307.

Morton, D. J. (1975) Theory Y is not participative management. Human Resource Management (pre-
1986), 14(4), 25.

Ngima, W. M., and Kyongo, J. (2013) Contribution of motivational management to employee

performance. International Journal of Humanities and Social Science, 3(14), 219-239.
Randolph-Robinson, V. T. (2007) Leadership behaviors that contribute to teacher morale.

Reinfort, F. and Van Fleet, D. (1998) Work injuries and employee turnover. American Business Review,
Vol. 16 (2), p. 9.

Ryan, R. M., and Deci, E. L. (2000) Intrinsic and Extrinsic Motivation: Classic Definitions and New
Directions. Contemporary Educational Psychology, 25, 54-67.

Saeed, A., and Muneer, R. (2012) Work maotivation of male and female secondary school teachers in

Karachi. Interdisciplinary Journal of Contemporary Research in Business, 4(6), 462-67.

Sarafidou, J. O., and Chatziioannidis, G. (2013) Teacher participation in decision making and its impact on

school and teachers. International Journal of Educational Management, 27(2), 170-183.

Spillane, J. P. (2009) Managing to lead: Reframing school leadership and management. Phi Delta
Kappan, 91(3), 70-73.

Stiles, W. B. (1993) Quality control in qualitative research. Clinical psychology review, 13(6), 593-618.

Tomasevski, K. (1989) Development aid and human rights. London: Pinter



Weasmer, J., and Woods, A. M. (2002) Introduction: Teaching: An All-Terrain Career Path. The Clearing
House, 75(4), 172-174.

Whitaker, T., Whitaker, B., and Lumpa, D. (2013) Motivating and inspiring teachers: The educational

leader's guide for building staff morale. Routledge.

Woods, P. A., and Woods, G. J. (2013) Deepening Distributed Leadership: A democratic perspective on
power, purpose and the concept of the self. Leadership in Education (Vodenje v vzgoji in izobrazevanju), 2,
17-40.

Annex 1- Summary of findings

X/Y Leadership
Mean Std. Deviation Minimum/Maximum
X oriented Y X Y X Y
oriented | oriented | oriented | oriented | oriented
2.49 3.5 ,138 ,128 1.77/3.41 | 2.71/4.19
Overall score Overall score Overall score
2.995 714 2.49/3.5
g_trongly Disagree | Neutral | Agree Strongly
isagree agree
I\_/Iost people will try to do as 20% 39% 14% 18% 9%
little work as possible
Employges prefer opportunity 506 41% 14% 330 70
to security
Most employees must be
closely supervised to get them 12% 51% 13% 16% 8%
to perform up to expectations
Employe(_es_possess imagination 1% 10% 270 49% 13%
and creativity
Most employees actually prefer
to be told exactly what to do 0 0 0 0 0
rather than having to figure it % 22% 9% 4r% 15%
out for themselves
The average person can be 1% 6% 33% 5204 8%
trusted
Most people will not use their
own initiative or do thln_g_s that 896 39% 10% 38% 504
they have not been specifically
assigned to do




Money is not the major
motivator of human behavior in
the industrial setting

8%

18%

5%

49%

20%

Most employees have little
ambition

11%

26%

18%

37%

8%

Employees enjoy meaningful
work

1%

7%

5%

50%

37%

Employees generally do not

have much to contribute when
asked to participate in making
decisions or solving problems

33%

49%

11%

6%

1%

The average person can and
will exercise self-direction and
self-control

2%

11%

30%

50%

7%

It is just basic human nature —
people just naturally dislike
work

38%

46%

8%

6%

2%

Employees’ ideas often result
in the development of useful
suggestions

0%

3%

11%

50%

36%

Most employees will not
exercise self-control and self-
motivation — managers must do
this for them

27%

55%

9%

9%

0%

Employees have considerable
ambition

1%

5%

16%

54%

24%

Most employees can’t be
trusted

9%

58%

24%

7%

2%

Most people do want
responsibility

3%

23%

18%

48%

8%

Most employees prefer to have
someone else set their goals
and objectives

11%

41%

6%

35%

7%

For most people, work is as
natural as play or recreation

12%

25%

28%

25%

10%

Most people work to eat and
pay their bills rather than
because they need to solve
problems and be creative

15%

44%

16%

21%

4%

Most employees prefer
supervising themselves rather
than close supervision

3%

6%

18%

49%

24%

Most people are lazy and do
not want to work

40%

51%

3%

21%

2%




Most employees would prefer
increased responsibility to
increased job security

7%

46%

22%

19% 6%

Most employees do not care
much about the organization’s
goals

12%

46%

24%

14% 4%

Intrinsic Motivation

Mean Std. Deviation Minimum/Maximum
3.55 420 2.77/4.00
g_trongly Disagree | Neutral | Agree Strongly
isagree agree
My job _is SO inj[eresting soit’s 1% 21% 3% 59% 16%
motivation for itself
My job is very exciting 1% 24% 7% 56% 12%
I enjoy my job 0% 14% 13% 53% 20%
I work a significant job 1% 5% 6% 69% 19%
The thing which my job is
consisted of are leading force in 2% 22% 15% 42% 19%
my working
Sometimes my job inspires me
so much that I forget about 19% 34% 7% 31% 9%
everything else

Turnover Intention

Mean Std. Deviation Minimum/Maximum
2.37 171 2.15/2.6
3_trongly Disagree | Neutral | Agree Strongly

isagree agree
There is a great possibility for
me to look for another job the 24% 34% 25% 12% 5%
following year
Maybe I will quit my job in the 25% 39% 29% 12% 204
next 12 months
I will actively look for a new 0 0 0 0 0
job in the following three years 23% 26% 39% 8% 4%
I often_thlnk about quitting my 29% 47% 896 1296 4%
actual job
I don’t see much perspective
about myself if | stay in this 14% 46% 13% 20% 7%
company

Trust in Organization

Mean Std. Deviation Minimum/Maximum

3.19 ,032 3.17/3.23
S_trongly Disagree | Neutral | Agree Strongly
disagree agree




| believe that my company will

make a reasonable decisions in 8% 7% 46% 32% 7%
future

I believe that my company will

always try to treat me as fair as 7% 11% 47% 28% 7%
possible

I can rely on my company for 6% 14% 41% 34% 504

acting in my best interest

Satisfaction wi

th Organization

Mean Std. Deviation Minimum/Maximum
3.39 ,104 3.32/3.51
g_trongly Disagree | Neutral | Agree Strongly
isagree agree
I’m generally satisfied with my 6% 20% 15% 54% 50
company
I’m generally satisfied with the 0 0 0 0 0
job I do in this company 4% 17% 10% 62% %
Most of my colleagues
appreciate the job that they 3% 10% 43% 38% 6%
have




