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Coordinators’ leadership styles and teachers’ perceived level of job performance and job

satisfaction in primary private school in Lebanon
Farah Hably
ABSTRACT

Leadership style is defined as a leader’ characteristic behaviours when working with a group of
people. At school, coordinators might have different leadership styles they use with teachers. An
effective leadership style would increase employees’ satisfaction and enhance their performance
level. The purpose of this study is to investigate how teachers perceive their job performance and
satisfaction according to two different leadership styles: transformational and

transactional. Quantitative and qualitative data were collected through a questionnaire and an
interview. Participants consisted of 31 teachers working at the elementary level in a private
school in Beirut. Results were mostly comparable, showing that teachers feel satisfied and
perform better when working with a coordinator who has a transformational leadership style. That
is, one who recognizes that teachers have different abilities and needs, who spends time coaching
and training, who communicates a common vision and mission, who projects confidence that
goals can be achieved, who talks optimistically about future goals, and who gets teachers to look
at problems and solve them from multiple perspectives. Further research is needed on a larger

scale to confirm these results.

Keywords: Transformational Leadership Style, Transactional Leadership Style, Coordinators,

Elementary School
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Chapter One

Introduction

Schools are institutions that have as primary mission to assure teaching and learning
to all students. Within the school system, the coordination between instructional and
administrative tasks can succeed depending largely on human factors (Baptiste, 2019).
Teachers and coordinators in schools play an important role in students’ education. They are
considered basic aspects of quality for assuring an effective education to all students (Ch et
al., 2017; Mark, 2015). Moreover, the relation between school coordinators and teachers can
affect positively or negatively the schools’ environment and teachers’ performance which
will indirectly influence the achievement of students (Ch et al., 2017). In this context,
education needs improvement by enhancing the skills, the attitudes, and the behavior of
people (Long et al., 2014). In order to achieve these stated objectives, the school coordinator
has a major role to play. He/she must provide effective leadership because it leads to better
performance among teachers. As Alhourani (2013) stated, as a leader, the school coordinator
will carry out his/her duties depending certainly on his/her applied leadership style.

According to Cansoy (2019), school leadership has been discussed as a research topic
since the 20™ century due to the need of reform and improvement of schools (Wachira et al.,
2017). Looking back at the leadership literature, one notices that the main factor that can lead
to school improvement is having an effective leadership (Ch et al., 2017).

As Aunga and Masare (2017) stated, the leadership style is an important element that
determines the success or failure of an institution and it has been facing different challenges

due to its effects on employees’ job satisfaction, performance, and on the work climate and



atmosphere. In an environment that faces constant changes in social, technological and
economic aspects, leadership is an important factor for management (Atsebeha, 2016).
Improving the quality of teachers is one major factor for improving education and teaching
because their role is essential in educating (Nazim, 2016). Ch et al. (2017) and Atsebeha
(2016) have found that effective school coordinators’ leadership style leads to a better
performance in teachers. Moreover, Bogler (2001) and Ejimofor (2007) have found that when
school leaders empower teachers, and develop supportive and trustful culture, teachers’
satisfaction and their performance will increase. Imhangbe et al. (2019) reported that teachers
who are satisfied in their work are more enthusiastic and perform better.

1.1 Research Problem

The leadership style of coordinators should be identified and described because it
allows better communication, assessment of employees’ needs and the forging of productive

relationships. Coordinators’ leadership style influences two major factors: job satisfaction and
job performance of teachers. Few guidelines and recommendations are provided for school
coordinators. The problem is that despite the different limited professional development
workshops and courses offered to school coordinators in Lebanese private schools to enhance
their leadership style, there are no clear standards addressed to coordinators in order to know
which leadership style they should practice. It is the investigator’s firm belief that
coordinators should have a clear understanding on which leadership style can positively
influence teachers’ job satisfaction and performance and how each leadership style practiced
influence teachers’ job performance and satisfaction. Not having a clear idea on how each
leadership style practiced influence teachers and not knowing which one is the most effective
one to practice in order to enhance the performance and the satisfaction of teachers will
escalate the problem. Therefore, this thesis investigates on two leadership styles practiced by

school coordinators and their influence on teachers’ job satisfaction and job performance.



1.2 Purpose of the Study

The purpose of this study is to investigate the leadership styles (transformational and
transactional) used by school coordinators in a Lebanese primary private school in the Beirut
district, and the relationship between these two leadership styles of school coordinators and
teachers’ perceived job performance and job satisfaction. Thus, this study aims to provide a
clearer view on which leadership style is effective to use in order to enhance the performance
and satisfaction of teachers. Finally, this thesis helps to gain more understanding on how
teachers perceive their job performance and satisfaction according to the leadership style of
the coordinator. From teachers’ perceptions, school coordinators will have a clearer idea on

which leadership style is the most effective to use.

1.3 Research Questions

This study aims at answering the following research questions:

1. How does the coordinator’s transformational leadership style relate to teachers’ job
performance and job satisfaction in Lebanese primary private school in Beirut district?
2. How does the coordinator’s transactional leadership style relate to teachers’ job

performance and job satisfaction in Lebanese primary private school in Beirut district?

1.4 Rationale

Many studies have addressed the relationship between transformation and transactional
leadership styles and teachers’ job satisfaction and job performance, but few studies were
conducted in Lebanese primary private schools. Therefore, there is a need to provide data on

this topic for setting helpful standards for appointing qualified coordinators as well as



improving the leadership style of private schools’ coordinators in Lebanon.

1.5 Significance

There was a clear need to conduct this study because it aims to fill the gap in research
by analyzing how the transformational and the transactional leadership styles of school
coordinators influence the job performance and the job satisfaction of teachers in Lebanese
primary private school in Beirut district. The study findings first provided guidelines for
school coordinators on which leadership style is more effective to use with teachers to
enhance their job performance and satisfaction in Lebanese primary private schools. Second,
it provided guidelines to school directors concerning the need to do professional development
for school coordinators in order to enhance their leadership skills and styles. Third, the
findings shed light on issues in the educational setting in Lebanese primary private schools.
The results showed where the problem and the gap are in Lebanese primary private schools.
Finally, the results of the study helped coordinators enhance their leadership style in order to
build high-performing schools and assure that teachers perform at their maximum of

capabilities as well as students.
1.6 Definition

e Transformational leadership style:
It is a leadership style in which leaders inspire the employees to perform at their best
and encourage them to work for the sake of the institution rather than for their own
interest and benefit (Chully & Sandhya, 2014).
e Transactional leadership style:
It is a leadership style in which leaders deal with the exchange between them and the
employees and in which leaders make the employees work by enhancing their

motivation based on compensation and rewards (Chaudhry, & Javed,2012).



e Job satisfaction:
It is defined as people’s attitudes toward their job, if they like it or not. It is the
fulfillment, and the happiness teachers find in their job (Josanov-Vrgovic, &
Pavlovic,2014).
e Job performance:
Teachers’ job performance involves planning, organizing and monitoring (Saleem et
al.,2020).
1.7 Division of the Study
This study consists of six chapters. The first chapter is the introduction, and it includes
the research problem, the purpose of the study, the significance, the rationale, the research
questions, and the definition of terms. The second chapter is the literature review that
consists of previous studies conducted on the topic of this study which is the
transformational and transactional leadership styles and teachers’ job satisfaction and job
performance. The third chapter is a description of the methodology that was used in this
study where the participants, the school context and the instruments are discussed. The
fourth chapter presents the findings. The fifth chapter includes the discussion of the
findings. Finally, the sixth chapter is the conclusion where the recommendations for
practice, recommendations for further research and limitations are discussed.
In the next chapter, the literature of previous studies on transformational and transactional

leadership styles and teachers’ job satisfaction and job performance is reviewed.



Chapter Two

Literature Review

This chapter presents a review of the literature teachers’ perceptions of their job
satisfaction and job performance when working when working with transformational and
transactional coordinators. This study’s literature review is divided into three parts. The first
section discusses the history of leadership that started in the 1960s and was launched in 1978
in a descriptive research on political leaders. It includes the names of the pioneers in the field
of leadership such as Bass, Avolio, and Burns. The second part will be about the
characteristics of the transformational leadership and will examine teachers’ perceived level
of job performance and job satisfaction under the transformational leadership style. The third
part will be about the characteristics of the transactional leadership examine teachers’
perceived level of job performance and job satisfaction under the transactional leadership
style. Two frameworks will be provided: Studies in college, schools and universities from
studies done in different western and eastern countries (United Arab Emirates, Iran, Lebanon,

Egypt, Saudi Arabia and Lebanon) are assimilated.

Transformational and transactional theories support the current study because they
state that employees’ level of motivation, performance, satisfaction, and commitment depend
highly on the leadership style practiced by the leader. A study conducted in Lebanon and
Egypt by Al Hourani (2013) showed that the influence of the leadership style on employee’s
job performance and satisfaction have been more concentrated in western world and showed
that leadership can affect the organizational performance and can influence individual’s
satisfaction (Alhourani, 2013). Most of the research had associated leaders’ leadership style
with employee’s performance (Chully & Sandhya, 2014). The researchers Bass & Riggio

(2010) believed that transformational leadership style is the most effective to increase



employees’ productivity.

Mahdinezhad et al. (2013) observed the influence of transactional leadership style on team
performance and job innovation and concluded that there is a positive relation between both.
Wachira et al. (2017) showed that a leader with the transactional leadership significantly

affected the job performance of the teachers.
2.1 History of Leadership

Leadership has been an interesting topic of research for many years. It is a role that is
difficult to evaluate and to define. Earlier studies differentiated between leaders and non-
leaders based on personal differences in personality traits, but later leadership theories placed
more emphasis on leadership relations which encourages a collaborative work environment
and involves leaders, followers, and everyone in the organization in decision-making.
According to Wagas (2012), effective leaders have different traits and behaviours.

According to Amirul & Daud (2012), Burns was the first to establish the concept of
transformational leadership in his descriptive research on political leaders in 1978, but its
application has moved into organizational psychology and management. According to the
pioneer Burns, transformational leadership occurs when leaders and employees support each
other to develop to a higher degree of morale and motivation (Odumeru & Ogbonna, 2013).
Burns found it difficult to distinguish between management and leadership but maintained
that the distinctions were due to differences in characteristics and behaviours. From this point
he established two concepts “transforming leadership” and “transactional leadership” which
are mutually exclusive styles.

In 1985, the researcher Bass expanded on Burns' work by discussing the
psychological principles and mechanisms that underlie transforming and transactional

leadership, and he used the term "transformational™ rather than "transforming™ (Amirul &



Daud, 2012). Bass provided elements that help in understanding how transformational

leadership may be measured and how it influences employee’s motivation and performance.

Leadership theory began in the twentieth century with the Great Man or Trait-based
theory which has been transformed later into transformational leadership theory in the
twenty-first century. The most commonly used old leadership style was transactional
leadership, which centered on the leaders making decisions without involving the team
members; however, transformational leadership was built on team work rather than working
alone.

According to Amirul & Daud (2012) the researchers Avolio and Bass (1991) were the
first to focus on examining which leadership style between transformational and transactional
is the most effective one to use (Alhourani, 2013). Based on their research, they found out
that effective leaders should empower the employees and reinforce their participation in
leadership. Moreover, researchers agreed that leadership is a process of interaction and
influence between people in order to achieve a certain objective or goal (Ejimofor, 2007). It
is defined as the ability to complete tasks with the collaboration of everyone in the school
system because an organization cannot be effective without a good performance from all
parties (Adeyemi, 2010).

In addition, research showed that leaders have a responsibility to make their
employees work at their best in order to achieve the desired results and goals, and that their
responsibility differs based on their leadership style (Mahdinezhad et al., 2013). Eventually,
there has been more focus on the effectiveness of transformational leadership by comparing it
to transactional leadership. Previous research confirmed that the leadership style of a school
coordinator/principal is the most important factor influencing school effectiveness and
teachers’ job performance and satisfaction as they showed that a poor teachers’ job

performance is related to a poor coordinator’s/principal’s leadership style (Aunga & Masare,



2017; Machumu & Kaitila, 2014). According to studies, an effective coordinator's/
principal’s leadership style can transform a school that lacks direction and purpose into a

pleasant, goal-oriented, and productive school (Paracha et al., 2012).
2.2 Characteristics of Transformational leader:

Leaders with transformational leadership style are known for being a source of
inspiration for the employees as they bring a vision to the institution in which they make
positive changes for a better organization (Oino & Asghar, 2018). This leadership style
consists of four factors: idealized influence or charisma, individualized consideration,
intellectual stimulation, and individual attention. Transformational leaders have charisma,
which allows them to behave admirably and serve as role models for their employees. They
have inspirational motivation by which they articulate a vision and inspire the employees
with optimism about future goals. Also, they have intellectual stimulation by which they
encourage the development of creativity to solve obstacles. They have an individual attention
by which they make sure to attend the need of each employee, act as mentors and enhance
individual’s self-fulfillment and self-worth (Ejimofor, 2007).

2.3 Characteristics of Transactional leader:

Leaders with transactional leadership style give clear instructions about the required
task, consider that the employees are responsible of their work and that they do not have the
right to interfere in the decision making (Nazim, 2016). These leaders are more concerned in
task-oriented goals rather than in people although they focus also on the satisfaction of the
employees and promote development in exchange with their performance (Bogler, 2001).
Transactional leaders, as opposed to transformational leaders, are reactive, and this leadership

style is a positive predictor of the employee’s performance (Adeyemi, 2010).

Transactional leadership style consists of three factors: contingent rewards, passive-

management by exception and active —management —by-exception (Mahdinezhad et al.,



2013). Transactional leaders give rewards based on the accomplishment of a goal and based
on the performance. When the employees’ performance quality isn’t upon the standard,
punishments are given to them. These punishments are often handed down on a management-
by-exception (active or passive) basis in which the exception is something going wrong. In
the active management-by-exception transactional leaders continually look at each
employee’s performance and make changes to his/her work to make corrections throughout
the process. Contrary, in the passive management-by-exception transactional leaders wait for
issues to come up before fixing the problems (Atsebeha, 2016; Paracha et al., 2012).
2.4 Teachers’ job performance and job satisfaction under transformational leadership
style:

The study of Wachira et al. (2017) showed that coordinators who have
transformational leadership style are considered more effective than those who have a
transactional leadership style because they create an atmosphere where teachers are more
satisfied and motivated to go above and beyond their abilities to attain the desired goals.
Using the Multi Factor Questionnaire, the researcher Bass claimed that the transformational
leadership style is the most effective since it gives the employee a sense of self-worth
(Obiwuru et al., 2011). According to Aunga and Masare (2017), the transactional leadership
is suitable in stable environments, while transformational leadership is suitable in turbulent
ones.

Prior research showed that the transformational leadership style positively contributes
to job satisfaction, motivation and commitment of teachers (Battaglia & Battaglia, 2016;
Nazim, 2016). The research argued that transformational leadership has overall positive
results because it enhances organizational performance and the productivity of all employees
in the institution (Ejimofor, 2007; Thakur, 2014). The results of the dissertation of

Abdulghani (2016) conducted in the Saudi Arabia and the findings of the dissertation

10



conducted by Al-Hummadi (2013) in United Arab Emirates, showed that transformational
leadership style boosts employees job satisfaction, as well as their performance, more than

any other type of leaders.

Coordinators having the transformational leadership style have charisma, they
motivate, encourage and inspire the employees to achieve challenging tasks by sharing their
strategies and acting as role models (Idealized influence) (Eliophotou-Menon & loannou,
2016). In the study of Paracha et al. (2012), the employees showed that they prefer to work
with charismatic leaders because they think they are symbol of success. Moreover, the study
clarifies that transformational leaders intellectually push their workers to solve challenges
and problems in novel and creative ways because they are considered as mentors and
facilitators (Intellectual stimulation), which will consequently enhance the performance of
the teachers (Machumu & Kaitila, 2014; Mahdinezhad et al., 2013). According to Ejimofor
(2007), transformational leaders use their intellectual stimulation to inspire the employees
and develop their potential and abilities (Intellectual stimulation). They motivate them and
create in them the ability to solve problems using logical thinking (Eliophotou-Menon &

loannou, 2016).

Moreover, according to Odumeru and Ogbonna (2013), transformational leaders
inspire teachers with optimism about future goals (Inspirational Motivation), which will
enhance their job satisfaction. Also, transformational leaders empower people and align the
institution's goals with those of the employees which leads to an increasing in job satisfaction
among followers (Muliati et al., 2020). Leaders with transformational leadership style
encourage teachers to achieve beyond expectation and to develop their capabilities
(Inspirational Motivation) (Thakur, 2014). According to Chully and Sandhya (2014), a high

level of performance in teachers can be attained through a transformational leadership

11



because these two variables are positively related (Obiwuru et al., 2011; Kiboss & Jemiryott,

2014).

In addition, studies found that transformational leaders can easily share their
knowledge among teachers and can enhance their morale, their motivation, and their
performance. They work on a vision that focuses on the need of each employee and develop
the sense of teamwork (Individualized consideration) where all teachers feel that they are
motivated to perform at their best and even more than what is expected from them (Paracha et
al., 2012; Atsebeha, 2016; Wagqas, 2012). They urge and motivate employees to look above
their own interests for collective purpose (Al Hummadi, 2013). In the study of Cansoy
(2019), the interviews with teachers showed that they prefer to work with transformational
leaders and feel more satisfied and committed when they have supportive leaders who work
under a vision which increase their level of job satisfaction as well as their performance
(Paracha et al., 2012). Transformational leaders boost teacher’s satisfaction by developing a
shared vision (Battaglia & Battaglia, 2016). According to the study of Hamidifar conducted
in the Islamic Azad University Branches in Iran, the individualized is a strong predictor of
job satisfaction when measured in terms of compensation, promotion, supervision, fringe
benefits, recognition, operational procedures, co-workers, nature of the work, and

communication.

Eliophotou-Menon and loannou (2016) state that teachers' job satisfaction was related
to their job perceptions and to the transformational leadership. Transformational leadership
had an impact on job satisfaction, both directly and indirectly, through teachers’ perceptions
about their job. Also, according to Aunga & Masare (2017), the results of a study conducted
by Bateh and Heyliger (2014) on Academic Administrator Leadership Styles and the Impact
on Faculty Job Satisfaction in Florida showed that the employees who work with

transformational leaders have higher performance.

12



Moreover, transformational leaders let employees participate in decision-making
(Intellectual stimulation). Research showed that the two elements: the ability to involve
teachers in decision-making and the ability to provide chances for teacher professional
development, both significantly influenced teachers' work satisfaction (Adeyemi, 2010). The
results of the study of Ejimofor (2007) revealed that teachers who had their leaders involve
them in school-related decision-making were more satisfied with their jobs; teachers'
participation in decision-making was a factor of work satisfaction. The study of Ejimofor also
revealed that teachers whose coordinators created possibilities for them to develop their
abilities and their teaching skills as is the case of transformational leaders, were more
satisfied with their job.

The study of Wachira et al. (2017) showed that principals who have transformational
leadership style are considered more effective than those who have a transactional leadership
style because they create an atmosphere where teachers feel more satisfied and motivated to
make extra efforts to get desired goals. The study of Hijazi et al. (2016) conducted in the
United Arab Emirates, showed that transformational leadership increases staff efficiency and
production through behavioural traits. The findings of the study of Al Hummadi (2013)
showed that teachers' job satisfaction is always linked to the respect, confidence, motivation,

innovation, and individual consideration that leaders share with their employees.

2.5 Teachers’ job performance and satisfaction under transactional leadership style:
Odumeru and Ogbonna (2013) stated that transactional leaders enhance the
performance of the employees by giving contingent rewards. Wagas (2012) explained that
leaders having the transactional leadership style encourage teachers to perform according to
their expectation and in return teachers get rewards and promotions (Contingent reward)
which leaders consider it a way to let them stay motivated. Research have suggested that

small institutions use the transactional leadership style, but also other practices should be
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adopted to increase employees’ job performance (Mahdinezhad et al., 2013; Wachira et al.,
2017). Transactional leaders manage in a traditional way in which they reward or punish
according to the employee’s performance (Contingent reward), this will eventually push the
employees to perform better (Adeyemi, 2010). Moreover, Mahdinezhad et al. (2013) argued
that the contingent reward behaviour that a transactional leader use will ultimately improve
the job performance of the employees because they will only focus on enhancing their
productivity in order to get a reward and not be punished. If they find their job fulfilling and
rewarding, they tend to be more satisfied with their jobs. According to the study of Hamidifar
conducted in the Islamic Azad University Branches in Iran, the transactional contingent
reward factor is a strong predictor of job satisfaction as measured by supervision. The
findings of the dissertation conducted by Al-Hummadi (2013) showed that the
implementation of contingent reward enhances the employee’s job satisfaction and

performance.

However, other studies claimed that exchanging the benefits between leader and
employees does not motive employees to show their full capacity and ability to do the job
which let them only to work at the level required to gain the extrinsic rewards and avoid
penalties. Hijazi et al. (2016) study showed that teachers disfavoured the leaders’ emphasis
on rewards and punishments in some situations. Employees were neither motivated nor
satisfied by the reward and punishment system, which monitored and controlled them to get
the task done and traced their flaws. These behaviours lead to reduced job satisfaction, which
in turn leads to lower employee’s performance. Atsebeha (2016) and Thakur (2014) argued
that although there is a positive correlation between the transactional leadership style and job
performance, but the performance level is low as compared to transformational leadership
because employees will feel less relaxed when there is a punishment or when the leader only

rewarded them for their good performance which will decrease their satisfaction as well as
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their performance.

Moreover, Wachira et al. (2017) and Nazim (2016) showed that leaders having the
transactional leadership style do not take into consideration teachers’ suggestions in decision
making unlike transformational principals. This makes teachers lose their interest and
satisfaction in the job, which indirectly decrease their productivity and performance (Bogler,
2001).

In addition to that, Mahdinezhad et al. (2013) and Thakur (2014) showed that
employees perform better when the leader attends their mistakes and failures to meet the
standards (Active management by exception). The leader keeps track of the accomplishments
of the employees and brings the changes in the work of the employees for making the
corrections. He/she puts pressure to correct actions and recover the performance of the
employees. However, this causes less satisfaction for the employees because the leader will
only focus his/her attention on irregularities, faults and deviations from standards. This will
not give the chance of change and teamwork collaboration (Nazim,2016; Chully & Sandhya,

2014).

On the other hand, Oino and Asghar (2018), as well as Kiboss and Jemiryott (2014)
stated that there is no important correlation between the transactional leadership style of
leaders and teachers’ job satisfaction which means that this leadership style does not improve
or lower teachers’ job satisfaction. This result is proven by Bass, the pioneer of leadership
styles who said that this leadership style does not improve the job satisfaction of the
employees (Machumu & Kaitila, 2014). The employees will not be happy in their work
because they do not receive any type of support and change so they will only be working to
gain something at the end. Transactional principals are more concerned with task-oriented
goals rather than in people, so they focus on the work more than satisfying the abilities of the

workers and developing their capabilities. By that, teachers will not be satisfied in the
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institution since they are not receiving any morale support.

According to Odumeru and Ogbonna (2013), transactional leaders don’t interfere
unless the performance is not effective, and goals are not achieved (Passive Management by
exception). The results of the studies of Obiwuru et al. (2011) and Wagas (2012), showed that
employees don’t perform better nor feel satisfied when the leader waits until the problems
become severe before attending to them and intervening. By that, the employees preferred to
have a leader who gives feedbacks and support through the way and be proactive. Such
leaders don’t create a positive environment in an institution, there is no sense of team, of
collaboration, and innovation (Bateh & Heyliger, 2014; Kiboss & Jemiryott, 2014). The
study of Hijazi et al. (2016) showed that the employees were dissatisfied with the leader who
took actions only when problems arise, or the situation grew critical; someone who could use
punishment to fix the situation. They added that this behaviour could put them under
pressures.

Past research argued that transactional leadership style may not be effective in all
situations but in some (Chaudhry & Javed, 2012). Studies have shown that transactional
leadership style is the least effective to be used by leaders in schools if they want to change
and improve the productivity of teachers because it assumes that the employees are motivated
by simple rewards or punishments unlike the transformational leadership style that is highly
related with innovation and changes (Atsebeha, 2016; Cansoy, 2019). Also, teachers
consider and view this leadership style as a sort of managing that focuses on short-term tasks
rather than a true leadership style (Paracha et al., 2012; Wagas, 2012). In addition, the
literature has noted that this leadership style has different limitations for knowledge-based
and creative-work, but many leaders and organizations still use it. According to Wagas
(2012), the transactional leadership style has several defects because these leaders may fail if

the employees are not satisfied by the received rewards. The study of Hijazi et al. (2016)
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showed that the transformational leadership has higher influence on employees’ job

satisfaction than transactional style.
2.6 Theoretical Framework

Herzberg's two factor theory supports the study because it says that there are certain
factors that cause job satisfaction such as challenging work, recognition for one’s
achievement, responsibility, opportunity to do something significant, personal growth,
involvement in decision making, and sense of importance to an organization (Alshmemri et
al., 2017). This theory resumes that these factors have to be present in the job in order to
make employees satisfied. This is linked to the idea that leaders should give the chance to the
employees to be challenged at work, recognized, responsible, give them the opportunity to
develop their abilities and to be involved in decision making. Leaders having the leadership
style that encourage this can make their employees satisfied.

The self-determination theory also supports this study because it states that people need to
feel in control of their own goals and behaviours(competence), they need to experience a
sense of belonging and connection with other people(relatedness) and they need to gain
mastery and control of their environment and lives(autonomy). Self-determination drives
decision-making and motivates employees to work harder to achieve their goals (Deci &
Ryan, 2012). This is linked to the idea that leaders should give employees positive feedback
on a task to fulfill their need of competence, give them choices, options and rewards to fulfill
their need of autonomy and take into consideration their interests and abilities to fulfill their

need of relatedness, as well being able to enhance their performance.
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Chapter Three

METHOD

A mixed method sequential research design was implemented in this study to address
the research questions. This section aims at presenting a description of the procedures that
followed in this study. It will provide a detailed explanation of the research design, sampling

method, participants, the context of the study, data collection, and instruments.

3.1 Type of Method/Research Design/ Design of the Study

The aim of the mixed method sequential research design is to gather quantitative and
qualitative data to provide answers to the research questions (Atsebeha, 2016). The mixed —
method sequential design consists of two phases: quantitative data collection and analysis
followed by qualitative data collection and analysis with a final phase of integration or
linking of data from the two separate strands of data (Cameron, 2009). In other words, the
qualitative data is used in the process of interpretation and clarification of the results derived
from the analysis of the quantitative data. This design was chosen because it allows for the
collection and analysis of quantitative data first, followed by qualitative data analysis
(Tashakkori & Teddlie, 2003).
A questionnaire and a semi-structured interview were used to collect information about
teachers’ perceived level of their job performance and job satisfaction related to the

leadership style practiced.

The data gathered from the semi-structured interviews was collected and analyzed in the
second phase to support the data collected from the questionnaire (Atsebeha, 2016). |
collected data via questionnaires filled by teachers to have access to more data, then
supported the information gathered from these questionnaires by conducting semi- structured

interviews in order to do an in-depth analysis (Battaglia & Battaglia, 2016).
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3.2 School Context

The study took place in one private school in Beirut, Lebanon, that follows the
Lebanese, American, and IB educational systems. The school is considered a high-socio-
economic school, having educators from medium/high socio-economic classes. | used the
convenience sampling technique to choose the school. Also, I chose this school because
teachers deal with at least 3 different coordinators, each one may have different leadership
style. This school recruits a coordinator according to the years of experience and based on

standards.
3.3 Participants and Sampling Method

This study targeted primary homeroom teachers working in 1 Lebanese private
school. I chose the purposive sampling technique to choose teachers teaching at the

elementary level because at this level teachers deal with three coordinators.

A total number of 31 homeroom teachers were selected from one school to participate
in this study and to complete the questionnaire. The teachers have to teach primary grade
levels (grade 1-5). Participants received a link in order to access the survey through google
form and they needed around 15 minutes to complete the questionnaire.

In addition, 15 teachers from the total sample of 31 homeroom teachers were chosen
randomly using the simple random sampling technique to be interviewed.

The purpose of interviewing teachers is to support their answers in the questionnaire by
giving examples from experience. This will help me support the results obtained from the
questionnaire with the examples given by the teachers in the interview.

Interviews were held through zoom due to the COVID-19 pandemic and lasted about 30
minutes. Participants were given the freedom to answer the questions and to give examples.

After obtaining the participants' permission, the semi-structured interviews were recorded.
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Prior to conducting the interviews, a consent form was given to the participating teachers that
stated the purpose of the study and the procedures followed to maintain confidentiality of the
data. Then, the recorded interview was transcribed for data analysis and all recordings were

destroyed after transcription.
3.4 Instruments

Two instruments were used in this study. The first one is an online questionnaire that
is addressed to teachers. This questionnaire provides close-ended responses about the
perceived level of job performance and job satisfaction of teachers according to the
transactional and transformational leadership styles.

The second instrument is a semi-structured interview that was addressed to teachers to
elaborate their answers about their perceived level of job performance and job satisfaction

based on the transactional and transformational leadership styles.

The teachers’ questionnaire (Appendix A) was inspired from the multifactor
leadership questionnaire (MLQ 5x Short) adopted from Avolio and Bass (2004) for
transformational and transactional leadership styles (Oino & Asghar, 2018). This
questionnaire includes 12 questions to investigate on teachers’ perceived level of job
performance and satisfaction according to the transformational and transactional leadership
styles of the coordinator: 5 questions on transactional leadership style and 7 questions on
transformational leadership style. The questionnaire served the purpose of this study because
it helped me to know the perceived level of teachers’ job performance and job satisfaction
according to the leadership style practiced. This questionnaire is built on 5-point Likert scale
going from “Strongly disagree” to “Strongly agree”.

The purpose of the semi- structured interview (Appendix C) is to support the data
gathered from the questionnaire (Battaglia & Battaglia, 2016) by interviewing teachers and

asking them about their perceived level of job performance and job satisfaction according to
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the transformational and transactional leadership style by giving examples. | chose semi-
structured interviews because it serves the research questions as it helps in exploring the
perceptions of the participants by letting them give examples that support their responses.
The semi-structured interview consists of pre-determined set of open-ended questions. The
interview consisted of 11 questions that will be addressed to 15 teachers.
3.5 Validity and Reliability

The questionnaire items were developed and inspired from the multifactor leadership
questionnaire (MLQ 5x Short) adopted from Avolio and Bass (2004) for transformational and
transactional leadership styles (Oino & Asghar, 2018), in addition to changes in items
included for the purpose of this study. Before data collection, the questionnaire was piloted
on three teachers before implementation to ensure its content validity. The purpose of piloting
was to make any necessary modifications and changes before sending the questionnaire to the
participants. By that, | eliminated the obstacles that participants might face while responding.
As well, the interview questions were piloted on two teachers, who don’t work in the same
school.
3.6 Data Analysis

The data was coded for the purpose of analysis using Excel. Descriptive statistics of
the data consisted of percentages and tables related to each item of the questionnaire. For the
interviews, | recorded the online interviews, took notes to facilitate further data analysis and
transcribed what was said by the teachers to support the questionnaire’ responses with the
examples given during the interviews. The data obtained from the qualitative results was then
sorted under categories.
3.7 Ethical Considerations

The ethical principles that are required from the Institutional Review Board (IRB) at

the university were followed. First, | got their approval on the criteria and questions to make
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sure that they are ethical (Appendix E). Second, | took the permission from the school director
to be able to send the online questionnaire to teachers, as well to get the approval to make them
fill it out. I made the purpose of completing the questionnaire clear to the participants, and the
teachers had the option to decline filling out the form if they don’t want to be part of the
research (Kiboss & Jemiryott, 2014). The questionnaire was anonymous, and the participants
were informed that the data they provided would be kept private. The findings of the study
were exclusively used for academic purposes. As for the interviews, confidentiality was
assured in order to prevent possible threats. Participants had the right to resign at any time of

the interview if they feel that they don’t want to continue.

This chapter presented the methodology in terms of the design of the study, school context,
participants, instruments, and the validity and reliability of the study. The following chapter

presents the quantitative and qualitative results of this study.

22



Chapter Four

Results

The purpose of this study was to investigate teachers’ perceived level of job
satisfaction and job performance according to the transformational and transactional
leaderships styles of coordinators. Consequently, the study followed a mixed-method
sequential research design, that included quantitative and qualitative data collected through a
questionnaire and interviews.

After data cleansing, 31 responses from teachers teaching at the elementary level
were retained and 15 interviews in total were conducted with 15 teachers at the elementary
level, chosen randomly. This chapter presents the results from each method separately. The
overall results are then summarized. The objective of this chapter is to answer the following

research questions:

1. How does the coordinator’s transformational leadership style relate to teachers’ job
performance and job satisfaction in Lebanese primary private school in Beirut district?
(Questionnaire and interview)

2. How does the coordinator’s transactional leadership style relate to teachers’ job
performance and job satisfaction in Lebanese primary private school in Beirut district?

(Questionnaire and interview)
4.1 Quantitative Results

Percentages and frequencies were calculated using Excel to analyse the data obtained from
the 31 questionnaires completed by teachers. The data obtained was computed through

percentages and frequencies. Descriptive analyses yielded the results presented below.
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Variables

This section presents the variables data of the 31 questionnaires completed by the teachers. It
includes the following variables: position, grades level, number of coordinators working with,
years of experience.

Results from the questionnaire revealed that all the 31 teachers who responded are homeroom
teachers that work with three different coordinators, and they teach elementary grade levels.

Figures 1,2 and 3 outline the data obtained from the questionnaire.

Participants were asked also to indicate the years of experience that they have. Data analysis
showed that 3 participants (9.7%) have experience of 0-3 years, 4 participants (12.9%) have
experience of 7-10 years, 5 participants (16.1%) have experience of 4 to 6 years and 19
teachers (61.3%) have experience of more than 10 years. Figure 4 illustrate the data obtained

from teachers for this variable.

®0-3
®4-6
7-10
@ more than 10 years

Y

Figure 1. The years of experience of
the participating teachers.

4.1.1 Teachers’ perceptions of their job performance and job satisfaction according to

the transformational leadership style practiced by the coordinators.

This subsection provides answers to the research questions “How does the
coordinator’s transformational leadership style relate to teachers’ job performance and job

satisfaction?” and “How does the coordinator’s transactional leadership style relate to

24



teachers’ job performance and job satisfaction?”” These answers were extracted from the
responses to questionnaire items.

A. Involve teachers in decision-making

Responding to the question that teachers feel more satisfied when the coordinator involves
them in decision-making, most of the participating teachers believed that they are satisfied to
work with a coordinator who involves them in decision-making. 21 teachers (67.7%)

responded “Strongly Agree” and 10 teachers (32.3%) responded “Agree”.

| feel more satisfied when my coordinator involves me in decision-making.
31 responses

@ Strongly disagree
@ Disagree
Neutral
@ Agree
@ Strongly agree

B. Show confident that goals can be achieved
Responding to the question that indicates that teachers perform better when the

coordinator expresses confidence that they can achieve the goals, all the participating
teachers believed that they perform better when their coordinator show them confidence
that they can achieve the goals. That is, 23 teachers (74.2%) responded as “Strongly

Agree” and 7 teachers (22.6%) responded as “Agree”.

| perform better when my coordinator expresses confidence that | can achieve the goals.

31 responses

@ Strongly disagree
@ Disagree
Neutral
® Agree
@ Strongly agree
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C. Get teachers to look at different perspectives
The majority of teachers (n=28) agreed or strongly agreed that they perform better when

the coordinator gets them to look at problems from different angles and perspectives.
Only 3 participants (9.7%) disagreed or strongly disagreed with this statement.

| perform better when my coordinator gets me to look at problems from different angles and
perspectives.

31 responses

@ Strongly disagree
@ Disagree
Neutral
@ Agree
@ Strongly agree

D. Consider teachers as having different needs
Almost all the participants (25) believed that they feel more satisfied when the

coordinators consider them as having different needs, abilities and aspirations from
others. 52.6% answered as “strongly agree” and 29% answered as “agree”, while only 4
teachers (12.9%) believed that their satisfaction won’t change according to if the

coordinators consider them as having different needs and abilities or not.

| feel more satisfied when my coordinator considers me as having different needs, abilities and

aspirations from others.
31 responses

@ Strongly disagree
® Disagree
Neutral
@ Agree
@ Strongly agree

W/

E. Talk optimistically and share a collective mission and vision
Almost all the participating teachers (90.3%) believed that they feel more satisfied

when coordinators talk optimistically about the future and specify the importance of
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having a collective sense of mission and vision. Only 3 teachers (9.7%) believe that

they neither feel satisfied nor dissatisfied.

| feel more satisfied when my coordinator talks optimistically about the future and specifies the
importance of having a collective sense of mission and vision.

31 responses

@ Strongly disagree
@ Disagree
Neutral
® Agree
@ Strongly agree

F. Go beyond self-interest
The results showed that 28 participants, which is more than half of the participants
agreed or strongly agreed that they feel more satisfied when coordinators go beyond
self-interest for the good of the group, whereas the remaining participants had neutral

views about this statement.

| feel more satisfied when my coordinator goes beyond self-interest for the good of the group.

31 responses

@ Strongly disagree
@ Disagree
Neutral
@ Agree
@ Strongly Agree

G. Spend time coaching and teaching teachers
When teachers were asked if they perform better when coordinators help them to
develop their strengths and spend time coaching and teaching them, 12 teachers

(38.7%) responded “Strongly Agree” and 19 teachers (61.3%) responded “Agree”.
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That is, all teachers believed with this statement, that they perform better when
coordinators help them to develop their strengths and spend time coaching and

teaching them.

| perform better when my coordinator helps me to develop my strengths and spend time teaching
and coaching.

31 responses

@ Strongly disagree
@ Disagree
Neutral
® Agree
@ Strongly Agree

4.1.2 Teachers’ perceptions of their job performance and job satisfaction according to
the transactional leadership style practiced by the coordinators.

A. Wait till problems become severe
When participating teachers were asked if they feel more satisfied when their coordinator

waits till problems become severe before taking action, 6 teachers (19.4%) strongly
disagreed, 4 teachers (12.9%) disagreed and 6 teachers (19.4%) responded as “Neutral”,

while 11 teachers (33.5%) agreed and 4 teachers (12.9%) strongly agreed.

| feel more satisfied when my coordinator demonstrates that problems must become severe
before taking action.

31 responses
@ Strongly disagree
@ Disagree
Neutral
® Agree
@ Strongly agree

Q 19.4%

B. Keep track of all teachers’ mistakes

The results showed that 10 teachers (32.3%) believed their performance neither improve nor
decrease if coordinators keep track of all their mistakes, whereas 12 teachers (38.7%) agreed
or strongly agreed that they perform better when they work with coordinators that keep track
of all their mistakes. In addition, 9 of the participating teachers (29.1%) disagreed or strongly
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disagreed with this statement.

| perform better when my coordinator keeps track of all mistakes.

31 responses

@ Strongly disagree
@ Disagree

Neutral
® Agree
@ Strongly Agree

19.4%

C. Use rewards and punishments with teachers

More than half of the participating teachers (77,4%) disagreed or strongly disagreed with the
statement that they perform better when coordinators use rewards and punishments to
motivate them. However, 8 teachers (25.8%) agreed or strongly agreed with this statement.

Only 4 teachers (12.9%) answered as “neutral” for this question.

| perform better when my coordinator uses rewards and punishments to motivate me.

31 responses

@ Strongly disagree
@ Disagree

Neutral
@ Agree
@ Strongly agree

D. Concentrate on dealing with mistakes and failures

About half of the participants (51.6%) believed that they don’t feel comfortable when
coordinators concentrate their full attention on dealing with mistakes, complaints, failures
and irregularities, whereas 10 participants (32.3%) agreed and strongly agreed with this
statement. 5 teachers (16.1%) answered as neutral to this question, as they neither feel
comfortable nor uncomfortable when working with coordinators that concentrate on dealing
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with mistakes and failures.

| feel more comfortable when my coordinator focuses on dealing with mistakes, complaints,
failures and irregularities.

31 responses

@ Strongly disagree

@ Disagree
Neutral

@ Agree

@ Strongly Agree

E. Provide assistance in exchange to teacher’ efforts

The results showed that 13 participating teachers (42%) disagreed or strongly disagreed with

the statement that indicates that they feel more satisfied when coordinators provide them with
assistance only exchange for their efforts. Whereas 8 teachers (25.8%) had neutral views and

also 8 teachers (25.8%) agreed with this statement.

| feel more satisfied when my coordinator provides me with assistance only in exchange for my

efforts.
31 responses

@ Strongly Disagree
25.8% @ Disagree
Neutral
@ Agree
@ Strongly Agree

1
AV

F. Provide reward only when the teacher meets expectations
Responding to this question, most of the teachers (n=19) (61.3%) disagreed or strongly
disagreed with the statement that states that they feel more satisfied when coordinators

reward them only when they meet expectations, whereas 8 teachers (25.8%) believed that
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they feel more satisfied when coordinators reward them only when they meet expectations.

| feel more satisfied when my coordinator rewards me only when | meet expectations.
31 responses

@ Strongly disagree
@ Disagree
Neutral
@ Agree
@ Strongly agree

48.4% @

4.2 Summary of quantitative results

Quantitative data can be summarized in major points. First, the majority of teachers believed
that they feel more satisfied when working with coordinators that involve them in decision
making, and consider them as having different needs, abilities and aspirations from others.
Second, most of the participants believed that they also feel more satisfied when working
with coordinators who talk optimistically about the future and specifies the importance of
having a common sense of mission and vision. Third, teachers believed that they feel more
satisfied when coordinator go beyond self-interest for the good of the group and spend time
developing their strengths by teaching and coaching them. Fourth, teachers believed that their
performance enhances when working with coordinators who get them to look at problems
from different angles and perspectives and project confidence that they can achieve all the
goals. Fifth, the percentage of teachers who believed that they feel satisfied when
coordinators demonstrate that problems must become severe before taking action and those
believing that they won’t feel more satisfied was almost the same. As well, the percentage of
teachers who believed that they perform better if coordinators keep track of all their mistakes

and the ones who did not believe so was also almost the same.

Sixth, most of the teachers believed that they don’t feel comfortable and satisfied when

working with coordinators who concentrate their full attention on dealing with mistakes, who
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reward teachers only when they meet expectations and who help only in exchange to their
efforts. Finally, teachers believed that they won’t perform better if coordinators use rewards
and punishments when working with them. In sum, most of the teachers perceived the
advantages of having coordinators with transformational traits enhance their satisfaction and

their performance than having coordinators with transactional traits.

4.3 Qualitative Results

Qualitative results were extracted from the interviews conducted with 15 teachers at
one private school. The data collected through interviews was transcribed, read and then
analyzed. | identified different categories and organized them under general themes. The
general themes are as following: Transformational leadership style, Transactional leadership

style, and characteristics of an effective coordinator.
4.3.1 Transformational leadership style

Analysis of the data collected from interviews with the fifteen teachers showed that
participants identified several influences on their job performance and satisfaction when
working with a transformational coordinator.

a) Influence on teachers’ satisfaction

Data from the interviews conducted with the fifteen teachers revealed that working
with a coordinator that emphasizes on the importance of having a common and collective
sense of mission and vision is crucial for enhancing their job satisfaction. Teachers
mentioned that “when the coordinator has these traits, teachers intrinsically inherent these
traits from him/her and it becomes embedded within them so they will really look at any
practice or instructional design from the view of the mission of the school and what we are
doing to achieve the vision”. In addition, all the participating teachers added that “when the
leadership team, including the coordinator, have the same vision and mission that teachers

have, this will build on teachers’ career and will give them a sense of satisfaction that they
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are working in the right career”. Teachers also indicated that “talking about a common vision
and mission is a teamwork, it is working hand in hand. It can give clearer view of the
expectations and can help teachers establish goals in a better way so not everybody will be
going in different direction”. For instance, teachers can understand the big picture, what is the
vision and can apply it in the classroom with the students. Another finding, almost most of
the teachers mentioned that “when working with a coordinator who have a futuristic view,
leads towards the future, towards improvement and growth, teachers feel satisfied that they

are working at the same evolution of the century, of the world”.

In addition to that, most of the teachers believed that they feel more satisfied when
working with an optimistic coordinator. Many teachers mentioned that “being optimist is the
key to achieve any goal and the basic stones on which teachers can build everything in a good
environment”. They stated that “we all need positivity, the more optimist the coordinator is,
the more he/she makes teachers believe in themselves and in him/her”. They also added that
“optimism is the first, the belief is the second step then everything else will fall in place”.
Teachers believed that “a coordinator who is positive for the future makes teachers work
harder, because this makes them feel satisfied and that they are in the right path with
him/her”, whereas working with someone who is negative in the way he/she works, teachers
will feel down then. However, only one teacher stated that “some coordinators are way too
optimistic, and they build very high expectations, so they don’t even see the practical of what
is happening”. In this case, teachers won’t be satisfied.

Similarly, most of the participating teachers stated that they feel more satisfied when
working with a coordinator who exudes confidence that they can achieve goals and transcend
his self-interest for the benefit of the group. Teachers believed that when the coordinator
expresses something for the good of the students or for the class, this will bring satisfaction to

the teacher. Moreover, when he/she shows confidence, in that way “he/she can also build
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teachers’ confidence in themselves which is an important strategy for all to achieve the
goals”. In other terms, the confidence that the coordinator expresses might be transmitted to
the teachers, which will increase their confidence and motivation in achieving the goals. On
other hand, a coordinator going beyond self-interest is crucial for teachers’ satisfaction
because “it is a team effort and spirit, where everyone can feel impressed in themselves and
what they are doing”. However, one teacher mentioned that sometimes “coordinators set
goals out of the world, so even if he/she is confident that they could be achieved, teachers
might not be confident because they know what is happening on the ground”.

On the other hand, all participating teachers mentioned that they feel more satisfied
when working with a coordinator who considers each teacher as having different needs and
abilities. For instance, teachers stated that “it makes all teachers happy and satisfied at their
work when a coordinator is really able to differentiate between the team members in terms of
knowledge and ability, and to push them forward”. This means that he/she does really care
about the progress of everyone in the team. They added that, knowing each one’s abilities and
needs can make coordinators “assign the needed workshop for each teacher, rather than make
all teachers attend the same workshop”. Teachers mentioned that “once the coordinator
differentiates, and understands the needs of each teacher, then he/she will take out the best of
the teacher and empower him/her instead of leaving them behind. To add on this, teachers
believed that “a coordinator who can see the different needs, can also see the different
potentials, abilities and capabilities, which will make every teacher feel happy and satisfied at
work”. In other terms, someone who works on improving the needs of each teacher, will, at
the same time, appreciate his/her potentials. Two teachers had neutral views, as they

mentioned that they will neither feel satisfied nor dissatisfied.
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b) Influence on teachers’ performance

Based on teachers’ perceptions, their performance improves when they work with a
coordinator who helps them develop their strengths and spend time teaching and coaching
them. All teachers agreed that coordinators might have “a more professional way of the
teaching styles that they can transmit to teachers so they can learn and improve themselves
and their career”. They also mentioned that teachers need a mentor, because they are always
open to new information and tend to learn from each other. In fact, while coaching, the
coordinator doesn’t have to tell teachers about everything they have to do, rather, coach them
to help them improve, be there to find ways for improvement and develop the strengths of
teachers. They added that teachers should always have someone “who is putting effort into
their learning and who has different perspectives of what is happening in the classroom,
because this improves their performance”. Like teachers, who facilitate for students how to
think for example, coordinators should be the same for teachers. Another teacher confirmed
that a coordinator who “works on teacher’ professional development, assists and guide
him/her, gives him/her from his/her expertise, let the teacher perform better”. However, one
teacher affirmed that coordinators should teach and coach “in practice and action, not just
give theories, because a teacher “cannot grow by being said you should or you shouldn’t do
that, rather, he/she can improve by observing and practicing. Similarly, another teacher
claimed that “coordinators must bring additional knowledge to teachers while teaching
them”. Two teachers stated that coaching and teaching is crucial for better performance, to a

certain limit and not all the time.

Based on the interview data, the results showed that teachers consider working with a
coordinator who gets them to look at problems from different perspectives makes them
perform better. As one participant stated, “this is how the coordinator instils and develop the

growth mindset among the team members”. Also, working with such coordinator can make
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teachers become more goal-oriented because they will see problems in different ways and
perspectives and think more of what can be done. Participants perceived that such coordinator
is “someone open-minded and who thinks of other possibilities so he/she will be modelling
and teaching the teacher how to look at things from different angles, which will make the
teacher perform better”. Sometimes, teachers get overwhelmed by the amount of work they
have to complete, so they will no longer see the mistakes that they are doing. Working with
someone who makes you look at the bigger picture and in different perspectives, make you
perform better and “open your eyes a little bit more”. A teacher claimed that sometimes “a
problem can be solved in different manners, so having someone who helps to see the different
ways to solve with the problem can lead to better performance”, rather than having someone
who acts like there is only one solution to solve it.

Another teacher believes that the coordinator who gets teachers to look at problems and
things from different angles, can make them perform better because he/she can notice one
mistake and try to convince you that it can be done better in another way. Then, you might
really notice that this way is better. Similarly, one participant added that if the teacher is the
type of person who gets very worried if he/she did a mistake, this coordinator can make
him/her think about how to change things so the teacher can always improve his/her

performance.

4.3.2 Transactional leadership style

Analysis of the data collected from interviews with the fifteen teachers showed that
participants identified several influences on their job performance and satisfaction when

working with a transactional coordinator.
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a) Influence on teachers’ satisfaction

Based on the interview data, the results showed that most of the teachers does feel
satisfied when working with a coordinator who expresses satisfaction and rewards them when
they meet the expectations so that “the teacher feels that he/she is on the right track”, But it
shouldn’t be the case, to be rewarded only when they meet the expectations. They believed
that an effective coordinator should “push, support and encourage the team members to go
further, and show satisfaction and appreciation whether the teacher met the expectations or
not, and to help and push those who haven’t”. They added that coordinator’s satisfaction
should be rather related to the learning journey of the teacher, how is he/she growing and
what is he/she working on to improve him/herself. The participants also agreed that they
prefer to work with a coordinator that approaches them in a respectful manner and work
together on the next steps to meet the expectations. A teacher mentioned that it is more
satisfying to work with someone “who provides constructive criticism” rather than working
with someone “who expresses satisfaction only when the teacher is doing well, as it is not a
collaborative work”. Coordinators’ job is to show satisfaction, appreciation and proud for the
hard work and trying that the teacher is doing and give guidelines and guidance in order to
make all teachers meet the expectations. As one participant stated that she feels more
satisfied when the coordinator shows standards of the expectations and guide her through the
process. Most of the teachers perceived that “the coordinator should make teachers feel safe
and capable of meeting the expectations and not feel pressured so they can stay motivated to
work towards the goals”.

Half of the participants claimed that they feel more comfortable and satisfied when
they work with a coordinator who waits for things to become wrong before taking any action
because it leaves the space for the teacher to deal with everything in his/her own unless it

becomes unacceptable and severe. One teacher mentioned that this shows kind of “trust and
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that the coordinator believes in teachers potential’”. Another teacher said that the coordinator
should only interfere when the teacher feels that he/she needs him/her for help. The second
half of the teachers believed that they don’t feel more comfortable and satisfied when
working with such coordinator. Rather, they prefer to work with someone who “is always
taking action from the first steps and who will help teachers in order to avoid doing
something wrong”. They agreed that the coordinator shouldn’t wait until things go wrong but
be proactive, follow up and guide and lead throughout the way because it might be too late if
they wait. The coordinator should always see what teachers are doing and give feedback.
They added that he/she doesn’t have to allow mistakes to happen, “they have to anticipate
what can go wrong and try to avoid as possible of mistakes”. For this, it is essential to always

have an open communication between the teacher and the coordinator.

The results showed that most of the teachers don’t feel comfortable and satisfied
when working with a coordinator who concentrates only on dealing with mistakes, faults,
failures and irregularities. Most of the teachers agreed that “such coordinator usually think at
short-term goals”. There will be no clear strategy to solve the problems that are recurring.
Moreover, he/she makes the environment so negative with no place for learning by
experimenting and growing. There will be only place for learning by reflecting and looking
back instead of forwards”. Such coordinator sees only the mistakes and the complaints rather
than the success and the overall progress. Also, balance is crucial, as the coordinator
concentrates on everything, on positive things and negative things such as appreciating,
giving positive feedbacks, tell when the teacher is not working properly... Also, teachers
agreed that when “the coordinator sees the positive, teachers will be motivated to avoid
making mistakes to stay highly appreciated by the coordinator”. One teacher mentioned that
“such coordinator makes teachers feel that they don’t trust them, nor trust their abilities”. The

participants also believed that the coordinator should “celebrate the good things before the
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negative because it gives motivation to the teacher to listen to the negative feedbacks without
turning him/her off. However, few teachers claimed that this coordinator shows care when

he/she concentrates on all the mistakes and complaints.
b) Influence on teachers’ performance

Half of the teachers agreed that they perform better if the coordinator keeps track of
all their mistakes because it means that he/she can also be able to “keep track of all their
progress and monitor the learning”. One participant added that the coordinator should always
be the 3" eye and see everything that is going wrong. One teacher mentioned that when
teachers feel that there are someone supervising and will notice the mistakes, they would like
to prove themselves and to perform better. Also, when the coordinator keeps track of the
mistakes, both the coordinator and the teacher can see the improvement and move further
accordingly. The other half of the teachers stated that they won’t perform better if the
coordinator keeps track of their mistakes because “everyone makes mistakes” and from these
mistakes they might learn and improve. Someone who is keeping track of all the mistakes is
someone who is destroying teachers’ self-esteem and putting them under pressure. As one
teacher said, “keeping an eye on all the mistakes will turn the teacher off”. But all
participants agreed that it depends on the approach of the coordinator and the reason behind
tracking mistakes. For instance, if he/she is keeping track only to be negative, or for
constructive criticism, to provide feedback, so the teacher can correct and reflect on his/her
practices.

Based on the collected data from the interviews, most of the participants also believed
that they don’t perform better when the coordinator provides them with assistance/with
reward only in exchange to their efforts. Rather, they would feel more motivated to perform
better when the coordinator provides assistance unconditionally. Teachers believed that the

coordinator’s role is to guide and assist without any return. Teachers added that sometimes
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the coordinator doesn’t see all the efforts that a teacher is doing, so this would be unfair. One
teacher claimed that “the coordinator might judge the teacher without knowing the efforts
he/she is making”. Few participants stated that they perform better when the coordinator
assists them only as an exchange to their efforts because then they will seek to work right and
better so that they gain the assistance of the coordinator. One teacher mentioned that “this is a
way to motivate and encourage teachers to perform better and to make more efforts in order
to be rewarded by the assistance of the coordinator”. For instance, if a teacher is not doing an

effort, he/she doesn’t have to wait from the coordinator to assist him/her.
4.4 Characteristics of an effective coordinator

Based on the interview data, the results showed that teachers believed that a
coordinator who is supportive, positive, open-minded to different perspectives and ideas can
make them feel more satisfied and push them to perform better at work. As well, they
believed that a good coordinator should coach, mentor, facilitate things and be always there
to help. As one teacher claimed, “the coordinator has to take baby steps and to guide teachers
until they achieve the goals”. He/she should transmit and share all his/her knowledge with
teachers. But also, always work on his/her professional growth to learn and teach teachers as
well. Teachers mentioned that a good coordinator praises teachers when they are doing well
and know how to approach them when they are not doing well in order to enhance their
performance. The coordinator should be “a good listener and communicator because
whenever there is positive communication, there is improvement”. As teachers mentioned,
“an effective coordinator is someone who knows how to delegate and not to be a one man
show or someone who dictates his role”. Rather, the coordinator satisfies teachers and push
them to work with him/her when he/she try to listen to teachers’ opinions and try to convince
them in his/her own opinion. They preferred to work with a coordinator who understands that

teachers may not always think in the same manner as him/her. A purposeful coordinator who
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communicates the expectations to teachers ahead of time and train them until achieving the
goals can absolutely make them perform better. One teacher said that “it is important that the
coordinator and the teachers have the same mission and vision more than the experience and
the knowledge of the coordinator”.

The results also showed that teachers believed that they prefer to work with a coordinator
who has a self-awareness, a mindedness of what is going around and is reflective which
means he/she observes, collects information, assesses the output, and takes a decision
accordingly. A teacher claimed that a coordinator who has a mindset that they all learn
together, pushes teachers to be more satisfied and pushes them to perform better as well.
Further here, one teacher said that “the transformational leadership style is a tailor maid
because each employee will feel that he/she is unique”. Teachers agreed that their job
satisfaction enhances when they have a coordinator who knows that each teacher is unique in
his/her special way and helps each one to grow in their own way.

4.5 Summary of Qualitative Results

The qualitative results first showed that teachers believed that working with a
coordinator that emphasizes on the significance of having a common and collective mission
and vision is crucial for enhancing their job satisfaction because talking about a common
vision and mission is a teamwork and it helps them to get a clearer view of the expectations.

Second, teachers believed that they feel more satisfied when working with a
coordinator who always communicates optimistically. In their opinion, an optimist
coordinator makes them believe in themselves and in him/her and that optimism is the key to
achieve any goal.

Another important thing that makes teachers feel more satisfied is working with a
coordinator who expresses confidence that they can achieve goals and takes into

consideration the good of the group before his/her own self-interest. They believed that the
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confidence the coordinator projects will be transmitted to the teachers, which will increase
their confidence and motivation in achieving the goals. Also, such coordinator will make
them feel that they work as a team and one spirit, where everyone can feel impressed in what
they are doing.

Third, the results showed that it is essential for teachers’ satisfaction to have a
coordinator who considers each teacher as having different needs and abilities because such
coordinator will take out the best of the teacher and empower him/her. He/she can also see
the different potentials, abilities and capabilities of the teacher and not only their needs.

Fourth, the qualitative results showed that teachers’ performance enhances when they
work with a coordinator who helps them develop their strengths and spend time teaching and
coaching them because they always need a mentor and someone who has different
perspectives.

Fifth, teachers perform better when working with a coordinator who gets them to look
at challenges and problems from different perspectives and views because such coordinator is
open-minded and thinks of different possibilities to solve a problem so he/she will be

modelling and teaching the teacher how to look at things from different angles.

On the other hand, the results reported that teachers feel satisfied when working with
a coordinator who expresses satisfaction when they meet the expectations but that shouldn’t
be the case; to express it only when they meet the expectations. They agreed that the
coordinator should push, help and support teachers till they reach the expectations and show

satisfaction whether they met them or not.

Sixth, teachers agreed that they don’t feel comfortable and satisfied when working
with a coordinator who focuses on dealing with mistakes, complaints, failures and

irregularities. In their opinion, balance is crucial, as the coordinator should concentrates on
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everything. A coordinator who concentrates on mistakes and failures only makes teachers

feel that they are not trusted and there will be no place for learning by reflecting.

The qualitative results also showed that half of teachers feel more comfortable and
satisfied when they work with a coordinator who takes action only when things go wrong
because it gives them a sense of trust, that the coordinator trusts their abilities. The other half
don’t feel comfortable when working with such coordinator because they prefer to work with
someone who is proactive, anticipates problems, follows up, guides and leads throughout the
way.

Seventh, half of the teachers agreed that they perform better if the coordinator keeps
track of all their mistakes because the coordinator should be the 3™ eye and see what is going
wrong and then both the coordinator and the teacher can realize the improvement and move
further accordingly. The other half of the teachers don’t perform better if the coordinator
keeps track of their mistakes because it destroys teachers’ self-esteem and put them under
pressure. But it always depends on the approach of the coordinator.

Teachers believed that they don’t perform better when the coordinator provides them
with assistance/ with reward only in exchange to their efforts because the coordinator has to
provide assistance unconditionally especially because sometimes the coordinator doesn’t see
the efforts that a teacher is putting, whereas few teachers agreed that they perform better if
they work with such coordinator because then they will seek to work right and better in order
to gain the assistance of the coordinator.

In sum, teachers believed that working with a coordinator who is a good listener,
communicator, supportive, and open minded, can improve their job satisfaction as well as
their job performance. They added that they prefer to work with someone who pays attention

to each teacher’s need, who makes them look at problems from different angles and spend
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time coaching and mentoring them. It is also crucial that the coordinator be positive,

optimistic, and reflective.
4.6 Comparison between quantitative and qualitative results

Both qualitative and quantitative data yielded complementary results. Most of the participants
feel more satisfied and perform better when they work with a coordinator who expresses
confidence that they can achieve goals, someone who goes beyond self-interest for the benefit
of the group, who considers each teacher as having different needs and abilities, who always
talks optimistically with them and who emphasizes on the importance of having a common
and collective sense of mission and vision. Most of the teachers perform better when they
work with a coordinator who gets them to look at problems from different angles and
perspectives, who helps them develop their strengths and spend time teaching and coaching.
In addition, both qualitative and quantitative showed similar results that half of the teachers
perform better if the coordinator keeps track of all their mistakes, half of teachers feel more
comfortable and satisfied when they work with a coordinator who waits for things to go
wrong before taking action.

The qualitative and the quantitative results showed that almost half of the teachers don’t feel
satisfied when the coordinator provides them with assistance/ with rewards only in exchange
to their efforts and more than the half don’t feel satisfied when working with a coordinator
who expresses satisfaction when they meet the expectations.

The qualitative and the quantitative results were not similar for one statement. The
quantitative results showed that half of the teachers don’t feel comfortable when the
coordinator concentrates his/her full attention on dealing with mistakes and failures, but the
qualitative results showed that all teachers agreed that they don’t feel comfortable when

working with such coordinator.
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In conclusion, most of the participants perceived that they perform better and feel more
satisfied when they work with a coordinator having the transformational leadership style

traits.
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Chapter Five

Discussion

The purpose of this study was to investigate teachers’ perceived level of job
satisfaction and job performance according to the transformational and transactional
leaderships styles of coordinators. The study followed a mixed-method sequential research
design, that is, a survey and an interview were addressed to collect data. The survey provided
results that were used to support the qualitative analysis. The interview was used to address
the research questions via semi-structured questions conducted with elementary teachers at
one private school in Lebanon. Findings of this study revealed that the participants perceived
that their job performance and job satisfaction enhance when working with a coordinator
having a transformational leadership style. This chapter discusses the major findings of this

research considering the relevant literature.

5.1 Transformational leadership style and teachers’ job satisfaction and job
performance based on the research and literature

The results of this study align with the literature in several ways. First, the
quantitative findings reinforced the importance of having a transformational coordinator.
Also, both qualitative and quantitative findings are compatible with previous studies that
investigated similar issues.
That is, teachers found that their job satisfaction increases when working with coordinators
who emphasize on the importance of having a common and collective sense of mission and
vision (Inspirational Motivation). As in previous studies, this study findings showed that
teachers feel more satisfied when working with coordinators who always talk optimistically
about future goals and inspire teachers with optimism (Inspirational Motivation) (Odumeru

and Ogbonna, 2013).
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Second, the results showed that teachers’ job satisfaction enhances when working
with coordinators who consider each teacher as having different needs and abilities and create
opportunities for teacher professional development (Individualized consideration).The
literature showed similar results that teachers’ job satisfaction increases when coordinators
develop a common vision that focuses on the need of each employee and develop the sense of
teamwork where all teachers feel that they are motivated to perform at their best (Paracha et
al., 2012; Atsebeha, 2016; Wagqas, 2012; Battaglia & Battaglia, 2016).

Third, the results of the findings and the literature found that teachers perform better
when coordinators create opportunities to teach and coach them, to develop their abilities and
their capabilities (Individualized consideration) (Ejimofor, 2007).

Fourth, the findings of this study were compatible with previous research that showed
that teachers’ job satisfaction increases when coordinators inspire teachers by sharing their
strategies and show them confidence that they can achieve challenging tasks and goals
(Idealized influence) (Eliophotou-Menon & loannou, 2016; Paracha et al., 2012; Wachira et
al.,2017).

Fifth, in this study, the results showed that teachers perform better when they work
with coordinators who get them to look at problems from different angles and perspectives
(Intellectual stimulation). That is, in the literature, Paracha et al. (2012), Machumu & Kaitila
(2014), Mahdinezhad et al. (2013) and loannou (2016), clarified that teachers’ performance
enhance when working with coordinators who intellectually stimulate teachers to solve
challenging problems in a creative way and in different ways and who can transmit to

teachers the ability to solve problems using logical thinking.
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5.2 Transactional leadership style and teachers’ job satisfaction and job performance

based on the research and literature

The results of this study align with the literature in several ways. First, the results of
this study showed that teachers believed that they don’t perform better when the coordinator
provides them with assistance only in exchange to their efforts (Contingent reward).
Atsebeha (2016) and Thakur (2014) studies support these results as they argued that the
performance level of teachers is low as compared to transformational leadership when
teachers work with such coordinator.

Teachers agreed that they don’t feel comfortable and satisfied when working with a
coordinator who concentrates his/her full attention on dealing with mistakes, complaints,
failures and irregularities. In previous research (Nazim,2016; Chully & Sandhya, 2014), the

results were the same as the employees will not be working in a positive environment.

On the other hand, some results in this study were incompatible with previous
research. In this study, half of the teachers agreed that they feel more comfortable and
satisfied when they work with a coordinator who waits for things to go wrong before taking
action (Passive management by exception). Odumeru and Ogbonna (2013), Obiwuru et al.
(2011) and Waqas (2012) didn’t found the same results; teachers don’t feel satisfied when the
leader waits until the problems become severe before attending to them or intervening.
According to the teachers, coordinators should be proactive and give support through the
way.

Another point, the findings of the study showed that half of the teachers agreed that
they don’t perform better if the coordinator keeps track of all their mistakes to recover
performance (Active management by exception). However, Mahdinezhad et al. (2013) and
Thakur (2014) studies claimed that the leader pushes the employees to perform better when

he/she brings the changes in the work of the employees for making the corrections.
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The findings of this study showed that half of the teachers feel more satisfied when
working with a coordinator who expresses satisfaction or reward teachers when they meet
expectations (Contingent reward). However, the study of Hijazi et al. (2016) showed that
employees are not satisfied by the reward and punishment systems which monitored and

controlled them to get the work done and traced their flaws.

5.3 The link between the findings and the theoretical framework

The findings of this study supported the theoretical framework that transformational
leaders shift people from low level to high level of needs according to “Herzberg’ two factor
theory”. The results showed that transformational coordinators give the opportunity to
employees for self-growth, to take responsibility, to be involved in decision making and to be
recognized. That’s it, the employees’ satisfaction will increase because they are having the
opportunity to fulfill their needs.

The results also supported the theoretical framework according to the self-
determination theory. Teachers need to experience a sense of relatedness, of autonomy and of
competence. The study showed that employees perform better when they are led by
transformational leaders because they give them choices, take into consideration their
abilities and interests and provide positive feedbacks. That’s it, these three needs can be

fulfilled only when working with a transformational coordinator.
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Chapter Six

Conclusion

This study aligns with the literature in support of the benefits of having a
transformational coordinator on teachers’ job satisfaction and job performance. The results of
this study clarified that teachers’ job performance and job satisfaction are related to the
leadership style practiced by the coordinator. The transformational leadership style nurtures
involvement and shared commitments to greater goals which enhance the satisfaction and
performance of teachers. Also, teachers believed that they prefer to work with a visionary,
optimistic, creative, and charismatic person. In conclusion, the findings of this study and
previous research support the claim that teachers perform better and feel more satisfied when
they work with a coordinator who adopt the transformational leadership style.

6.1 Recommendations for Practice

- The school coordinators need to know the importance of having an effective leadership
style because it affects the job satisfaction and performance of teachers.
Transformational leadership style has positive effects on job satisfaction and job
performance; therefore, it is recommended that leadership style be considered in the
process of selection and recruitment of coordinators, as well, in-service training and
seminars be prepared to improve the leadership qualities of the coordinators.

- Itis recommended that style of transformational leadership style be considered by
coordinators in educational sector (Nazim, 2016).

- Principals should benefit from the current transformational leaders in their institutions

and use them as mentors, who help them with training and mentoring and provide
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professional development for present and future leaders in all areas of the
transformational leadership.

6.2 Recommendations for Future Research

The recommendations extracted from the results of this study are:

- For further studies it is desirable to have a larger sample representative of the population to

respond to the questionnaire and to be interviewed in order to get wider responses and to be

able to generalize the results.

- Further research should investigate one aspect of the job performance and examine how it is

influenced by the leadership style practiced by the coordinator.

- In the upcoming research, other instruments should be used for data collection such as

interviews with coordinators in order to know how coordinators perceive their leadership

style.
6.3 Limitations
The limitations of the study are the following:

- | conducted the study in only one school which is a limitation because the results
obtained from the teachers on how they perceive their job satisfaction and job
performance according to the two leadership styles cannot be generalized.

- The study examined the perceived level of performance of teachers according to the
leadership style. | had difficulties finding articles for the literature review about this
relation since the word job performance is broad. Most of the articles were about the
leadership style and teachers’ job satisfaction.

- The interviews were held via Zoom and took time longer than expected

due to technical issues.

51



References

Abdulghani, K. N. (2016). 4 correlational study of principals’ leadership styles on teachers’
job satisfaction in girls’ private elementary schools in Saudi Arabia (Doctoral
dissertation, The Pennsylvania State University).

Adeyemi, T. O. (2010). Principals’ leadership styles and teachers job performance in
senior secondary schools in Ondo State, Nigeria. International Journal of
Educational Administration and Policy Studies, 2(6), 83-91.
https://doi.org/10.5897/IJEAPS10.019

Alhourani, L. G. (2013). Leadership effectiveness of university deans in Lebanon and Egypt:
A study of gender and leadership style (Doctoral dissertation, Capella University).

Alshmemri, M., Shahwan-Akl, L., Maude, P. (2017). Herzberg’s two-factor theory. Life
Science Journal, 14(5).

Al-Hummadi, B., (2013). Leadership, employee satisfaction and turnover in the UAE public
sector (Dissertation, The British University in Dubai).

Amirul, S. R., & Daud, H. N. (2012). A study on the relationship between leadership styles
and leadership effectiveness in Malaysian GLCs. European Journal of Business and
Management, 4(8), 193-201.

Atsebeha, A. T. (2016). Principals’ leadership styles and their effects on teachers’
performance in the Tigray region of Ethiopia (Doctoral thesis, University of South
Africa: Pretoria, South Africa).

Aunga, D. A., & Masare, O. (2017). Effect of leadership styles on teacher’s performance in
primary schools of Arusha District Tanzania. International Journal of Educational
Policy Research and Review, 4(4), 42-52. https://doi.org/10.15739/IJEPRR.17.006

Avolio, B. J., & Bass, B. M. (1991). The full range of leadership development. Binghamton,
NY: Bass, Avolio & Associates.

Avolio, B. J., & Bass, B. M. (2004). Multifactor leadership questionnaire (TM). Mind
Garden, Inc.Menlo Park, CA.

52



Bass, B. M., & Riggio, R. E. (2010). The transformational model of leadership. In G.
Hickman (Ed.), Leading organizations: Perspectives for a new era (2" ed., pp.76-86).
SAGE Publications.

Baptiste, M. (2019). No teacher left behind: The impact of principal leadership styles on

teacher job satisfaction and student success. Journal of International Education and
Leadership, 9(1), nl. Retrieved from https://eric.ed.gov/?id=eJ1212519

Bateh, J., & Heyliger, W. (2014). Academic administrator leadership styles and the impact on
Faculty Job Satisfaction. Journal of Leadership Education, 13(3), 34-49.
https://doi.org/10.12806/v13/i3/r3

Battaglia, D., & Battaglia, J. (2016). Faculty mentoring in communication sciences and
disorders: Case study of a doctoral teaching practicum. Academy of Educational
Leadership Journal, 20(3), 1.

Bogler, R. (2001). The influence of leadership style on teacher job satisfaction. Educational
Administration Quarterly, 37(5), 662-683.
https://doi.org/10.1177/00131610121969460

Cameron, R. (2009). A sequential mixed model research design: Design, analytical and
display issues. International Journal of Multiple Research Approaches, 3(2), 140-152.
https://doi.org/10.5172/mra.3.2.140

Cansoy, R. (2018). The relationship between school principals’ leadership behaviours and
teachers’ job satisfaction: A systematic review. International Education Studies, 12(1),
37. https://doi.org/10.5539/ies.v12n1p37

Ch, A.H., Ahmad, S., Malik, M., & Batool, A. (2017). Principals' leadership styles and
teachers' job satisfaction: A correlation study at secondary level. Bulletin of

Education and Research, 39(3), 45-56. Retrieved from
https://eric.ed.gov/?id=EJ1210232

Chaudhry, A. Q., & Javed, H. (2012). Impact of transactional and laissez faire leadership
style on motivation. International Journal of Business and Social Science, 3(7).

Chully, A. A., & Sandhya, N. (2014). Impact of transformational leadership style: A review
of global studies in the past 5 years. International Journal of Science and Research
(1JSR), 3(8), 791-798.

Deci, E. L., & Ryan, R. M. (2012). Self-determination theory. Handbook of Theories of
Social Psychology: Volume 1, 416-437. https://doi.org/10.4135/9781446249215.n21

Ejimofor, F. O. (2007). Principals' transformational leadership skills and their teachers' job
satisfaction in Nigeria (Master’s dissertation, Cleveland State University).

Eliophotou-Menon, M., & loannou, A. (2016). The link between transformational leadership
and teachers' job satisfaction, commitment, motivation to learn, and trust in the leader.

53



Academy of Educational Leadership Journal, 20(3), 12.

Hamidifar, F. (nd). A study of the relationship between leadership styles and employee job
satisfaction at Islamic Azad University branches in Tehran, Iran (Doctoral thesis).

Hijazi, S., Kassim, A., & Daud., Y. (2016). Leadership styles and their relationship with the
private university employees’ job satisfaction in United Arab Emirates. Journal of
Public Administration and Governance, 6(4), 2161-7104.
http://dx.doi.org/10.5296/jpag.v6i4.10347

Imhangbe, O. S., Okecha, R. E., & Obozuwa, J. (2018). Principals’ leadership styles and
teachers’ job performance: Evidence from Edo State, Nigeria. Educational
Management Administration & Leadership, 47(6), 909-924.
https://doi.org/10.1177/1741143218764178

Josanov-Vrgovic, |., & Pavlovic, N. (2014). Relationship between the school principal

leadership style and teachers' job satisfaction in Serbia. Montenegrin Journal of
Economics, 10(1), 43-57.

Kiboss, J. K., & Jemiryott, H. K. S. (2014). Relationship between principals’ leadership
styles and secondary school teachers’ job satisfaction in Nandi South District,
Kenya. Journal of Education and Human Development, 3(2), 493-5009.

Long, C. S., Yusof, W. M. M., Kowang, T. O., & Heng, L. H. (2014). The impact of
transformational leadership style on job satisfaction. World Applied Sciences
Journal, 29(1), 117-124. https://doi.org/10.5829/idosi.wasj.2014.29.01.1521

Machumu, H. J., & Kaitila, M. M. (2014). Influence of leadership styles on teachers’ job
satisfaction: A case of selected primary schools in Songea and Morogoro Districts,

Tanzania. International Journal of educational Administration and policy
studies, 6(4), 53 -61. https://doi.org/10.5897/IJEAPS12.036

Mahdinezhad, M., Bin Suandi, T., Bin Silong, A. D., & Binti Omar, Z. (2013).
Transformational, transactional leadership styles and job performance of academic
leaders. International Education Studies, 6(11). https://doi.org/10.5539/ies.v6n11p29

Mark, A. (2015). Factors Influencing Teachers’ Motivation and Job Performance in Kibaha
District, Tanzania (Doctoral dissertation, The Open University of Tanzania).

Muliati, M., Sudirman, S., & Fahruddin, F. (2020). The effect of principal leadership style to
teacher job performance. International Journal of Multicultural and Multireligious

54



Understanding, 7(6), 66. https://doi.org/10.18415/ijmmu.v7i6.1635

Nazim, F. (2016). Principals' transformational and transactional leadership style and job
satisfaction of college teachers. Journal of Education and Practice, 7(34), 18-22.
Retrieved from https://eric.ed.gov/?id=EJ1126682

Obiwuru, T. C., Okwu, A. T., Akpa, V. O., & Nwankwere, I. A. (2011). Effects of leadership
style on organizational performance: A survey of selected small-scale enterprises in
Ikosi-Ketu council development area of Lagos State, Nigeria. Australian Journal of
Business and Management Research, 1(7), 100-111.
https://doi.org/10.52283/nswrca.ajbmr.20110107a1l

Odumeru, J. A., & Ogbonna, I. G. (2013). Transformational vs. transactional leadership
theories: Evidence in literature. International Review of Management and Business
Research, 2(2), 355.

Oino, I., & Asghar, S. (2018). Leadership styles and job satisfaction. Market Forces, Journal
of Management, Business and Economics, 13(1).

Paracha, M. U., Qamar, A., Mirza, A., Hassan, I. U., & Waqas, H. (2012). Impact of
leadership style (transformational & transactional leadership) on employee
performance & mediating role of job satisfaction. Study of private school (educator)
in Pakistan. Global Journal of Management and Business Research, 12(4), 55-64.

Saleem, A, Aslam, S., Yin, H.-biao, & Rao, C. (2020). Principal leadership styles and
teacher job performance: Viewpoint of Middle Management. Sustainability, 12(8),
3390. https://doi.org/10.3390/su12083390

Tashakkori, A., & Teddlie, C. (2003). Issues and dilemmas in teaching research methods
courses in social and behavioural sciences: US perspective. International Journal of
Social Research Methodology, 6(1), 61-77. https://doi.org/10.1080/13645570305055

Thakur, G. R. (2014). Transformational and transactional leadership of principals in colleges
of education. European Academic Research, 2(3), 4428-4442.

Wachira, F. M., Gitumu, M., & Mbugua, Z. (2017). Effect of principals’ leadership styles on
teachers’ job performance in public secondary schools in Kieni West Sub-County.
International Journal of Humanities and Social Science Invention, 6(8), 72-86.

Wagas, H. (2012). Impact of Leadership Style (Transformational & Transactional) on
Employee Performance & Mediating Role of Job Satisfaction. Available at SSRN
2486605.

55



Appendix A

(Teachers’ questionnaire)

1. Are you a homeroom teacher?
a. Yes
b. No

2. Do you teach primary grades?
a. Yes
b. No

3. Do you work with three different coordinators?
a. Yes
b. No

Indicate the years of experience:
0-3

4-6

7-10

more than 10 years

oo s

Check the box that best reflects your views on the following statements:

Strongly Disagree Neutral Agree Strongly
disagree agree

| feel more satisfied when
my coordinator rewards
me only when | meet
expectations.

| feel more satisfied,
when my coordinator
provides me with
assistance in exchange for
my efforts.

| feel more satisfied when
my coordinator
demonstrates that
problems must become
severe before taking
action.

| feel more comfortable
when my coordinator
focuses on dealing with
mistakes, complaints,
failures and irregularities.

| perform better when my
coordinator keeps track of
all mistakes.
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| perform better when my
coordinator uses rewards
and punishments.

| feel more satisfied when
my coordinator considers
me as having different
needs, abilities and
aspirations from others.

| perform better when my
coordinator gets me to
look at problems from
different angles and
perspectives.

| feel more satisfied when
my coordinator talks
optimistically about the
future and specifies the
importance of having a
collective sense of
mission and vision.

| perform better when my
coordinator exudes
confidence that | can
achieve the goals.

| feel more satisfied when
my coordinator goes
beyond self-interest for
the good of the group.

| feel more satisfied when
my coordinator involves
me in decision-making.

| perform better when my
coordinator helps me to
develop my strengths and
spend time teaching and
coaching.

5. If you are interested in further participating in this research by sitting for an
interview, kindly write your email address:
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APPENDIX B

Consent to participate in a Survey

! wowld like to invite you bo participate in o research project by completing the following survey. | am
o student gt the Lebanese American Uiniversity, and | am completing this research project as part of
my Master’s in Education degree requirements. The purpose of this survey oims to investigate
teachers’ perceived level of job performance and satisfoction reloted to the leadership style of the

coordingtor.

There are na known risks, horms or discomforts associoted with this study beyond those encountersd
in normal daily life. The information you provide will be wsed to enhance and improve ouwr knowledge
on the perceived level of teachers’ job performance and satisfoction related to the leadership style of
the coordinator. You will not directly benefit from porticipation in this study. The study will involve 31
participants. Completing the sunvey will toke 15 minutes of your time.

By continuing with the survey, you agree with the following stotements:

1. [ howe been given sufficient information about this research project.

I understand thaot my answers will not be relegsed to anyone, and my identity will remain
ananymous. My name will not be written on the questionnaire nor be kept in any other records.

3. When the results of the study are reported, | will not be identified by nome or any other
information that cowld be used to infer my identity. Only researchers will have access to wew any
dgta collected during this research however dota cannot be linked to me.

4. | understond that | may withdrow from this research any time | wish and that | have the right to
skip any guestion | don't want to answer.

5 lunderstand that my refusal to participate will not result in any penalty or loss of benefits to which
[ otherwise am entitled to.

&. [ hawe been informed that the research abides by all commaonly acknowledged ethical codes and
that the research project has been reviewed and approved by the Institutional Review Board at the
Lebanese American University.

7. [ understand that if | have any additional questions, | can ask the research team listed below.

& | hove read and understood ol statements on this form.

2 [ voluntarily ogree to toke part in this research project by completing the following survey

If you have any guestions, you may contact:
Name {Fi) Phone number Email address
Farah Habiy 75658919 Farah. haobly @lou.edu

If you have any questions about your rights as @ participant in this study, or you want to talk to
someone outside the research, plegse contoct the:

Institutional Review Board Office, ﬁ : '..-. h -hl: .
Lebanese American University e R R

3 Floor, Dorm A, Byblos Campus 18M.. AL |
Tel: 00 961 1 786456 ext. (25446

. r =

irb @Iy edu. ib APPROVED]
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10.

Appendix C

Interview questions

Do you feel more satisfied when working with a coordinator that expresses
satisfaction/ reward you only when you meet expectations? Why? Can you give an
example?

Do you feel more satisfied, and do you perform better when you work with a
coordinator who provides you with assistance in exchange to your efforts? Why? Can
you give an example?

Do you feel more comfortable when you work with a coordinator who demonstrates
that problem must become severe before taking action? Why? Can you give an
example?

Do you feel more comfortable when you work with a coordinator who concentrates
his/her full attention on dealing with mistakes, complaints, failures and irregularities?
Why? Can you give an example?

Do you perform better when you work with a coordinator who keeps track of all
mistakes? Why? Can you give an example?

Do you perform better when you work with a coordinator who helps you develop your
strengths and spend time teaching and coaching you? Why? Can you give an
example?

Do you feel more satisfied when you work with a coordinator who considers you as
having different needs, abilities, and aspirations from others? Why? Can you give an
example?

Do you perform better when you work with a coordinator who gets you to look at
problems from different angles and perspectives? Why? Can you give an example?

Do you feel more satisfied when you work with a coordinator who talks optimistically
about the future and specifies the importance of having a collective sense of mission
and vision? Why? Can you give an example?

Do you feel more satisfied when you work with a coordinator who expresses
confidence that goals will be achieved and goes beyond self-interest for the good of

the group? Why? Can you give an example?
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11. In your opinion, which leadership style is the most effective to practice in order to
enhance the job performance and job satisfaction of teachers? Why?
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APPENDIX D

Consent to parficipate in an Interview

Coordinators’ leadership styles and teachers® perceived level of job performance and job

satisfaction in primary private school in Lebanon

Twould Iike te invite you fo participate in a research project by completing an interview. I am a student
ai the Lebanese American University, and I am completing this research project as part of my Master’s
in Education degree requivements. The purpose of this interview is fo fimvestigate feachers ' perceived

level af job paformance and safisfaction related to the leadership style of the coordinator.

There are no kmown risks, harms or discomforts associated with this study bevond those encountered in
normal daily life. The mformation you provide will be wsed to enhance our Imowledgze on the perceived
level af teachers” job performance and satisfaction related to the lendership stvle af the coordinator. You
will nat directly bengfit from participation in this study. The study will imvelve 31 participants. Completing
the interview will fake 30 minutes of your fime.

By confinuing with the interview, you agree with the following statements:

1. T'have been given sufficient information about this research project.

2. Tunderstand that my answers will not be released fo anyone and my identity will remain anomymons.
My name will not be wititen on the quastionnaire nor be kept in any other records.

3. When the resulis of the study are reporiad, I will not be identified Iy name or any other information
that could be used to imfer my identity. Only researchers will have access to view any data collected
during this research however data cannot be linked to me.

4 Tunderstand thar I meay withdrow from this research any fime Iwish and that I have the right fo skip
any gquestion I don't want fo answer:

5. Tundersiand that my refusal to pamiicipate will not result in any penalfy or loss of bengfits fo which 1
otherwise am entitled to.

6. I have been informed that the research abides by all commenly acimowlzdged ethical codes and that
the research project has been reviewed and approved by the Instimtional Review Board af the
Lebanese American University

7. Tunderstand that i I have any additional questions, I can ask the research team listed below.

& I'have read and undersiood all statements on this form.

9 I'veluntarily agree to take part in this research profect by completing the following infarview.

CONSENT TO ALLOW AUDIO BEECORDING DURING INTERVIEW

I freely give my consent to allow the research team to record noy interview. All of my questions
regardmg the recordings have been answered to my satisfaction. I know that I may refiise to allow my
mpmtoda}tﬂheremrdbdma.u}rwa}rmdthmlnn} withdraw from the session at any time.
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I freely give my consent to allow my input to be recorded through audio-recordings.
[ agree to have nyy interview audio-recorded I:]

[ do NOT agree to recording, and request note-taking only |:|

CONSENT TO TARE PART IN THE STUDY

I have carefully read the above information about this study. All of my questions have been answered to
my satisfaction I know that I may refuse to take part in or withdraw from the study at any time. T freely
approve the content of this form and give my consent to take part in this studv. [wnderstand that by
signing this form I am agreeing to take part in the study. [ have received a copy of this form to take with
.

Name of Participant

Signature of Paricipant Date (dated by the participant)

STATEMENT OF PERSON OBTAINING CONSENT

I certify that T have fully explained to the person taking part in the study the natire of the above research
study. the potenfial risks and benefits and T have offered to answer any question that he/she may have.

Signature of Principal Investigator Desimate Date

Name of Principal Investigator Desionate

Ifyou have any questions about this study, you may contact:
Name (FI) Phone mmber Email nddress
Farah Hably 76638919 Farah. hablylme edu

Ifyou have any quesiions about your righis as a participant in this study, or you want te talk fo someone
outside the research, please contact the:

[T T e v e o
Institutional Review Board Office, b oath, i At an Ll TRAY
Lebmese Amearican University 1§
3 Floor, Dorm A, Byblos Campus
Tel: 00 961 1 786436 ext. (2346) ApPPRROV ED
irbiaday edu.lb AL

Page 2 of2
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"Gl P | et P |
Lebanése Amefican '.-rl-er:ll'..

Iegtitatiomnd Beoien Board (IRE) L

NOTICE OF IRE APPROVAL

To: Ms. Farah Habh._r . APPROVAL ISSUED: 18 March 2022
Dr. Ahmad Cusini ExPiRaTION DATE: 18 March 2023

Assoriate Professor REWVIEW TY¥PE: EXPEDITED — Initial
School of Arts and Sciences

Date: March 18, 2022

RE: IRB & LAU.SAS . A01 18/Mor/2022
Protocol Title: Coordinators’ Leodership Styles and Teochers' Perceived Level of Job Performance and Job
Sgtisfoction in Primary Private School in Lebanon

The above referenced research project has been approved by the Lebanese American University,
Institutional Review Board [LAU IRB). This approval is limited to the activities described in the
Approved Research Protoco] and all submitted documents listed on page 2 of this letter. Enclosed with
this letter are the stamped approved documents that must be used.

Approval ConDiTions FOR ALL LAU ApPrRoOVED HUMAN RESEARCH PROTOCOLS

LAL RESEARCH POLICIES & PROCEDURES: All individuals engaged in the research project must adhere to the
approved protocol and all applicable LAU IRE Research Policies & Procedures. PARTICIPANTS must NOT
be involved in any research reloted activity prior to IRB approval date or after the expiration dote.

PROTOCOL EXPIRATION: The LALIRE approval expiry date is listed above. The IRE Office will send an email
at least 45 days priov to protocol epproval expiry - Request for Continwing Review - in order to ovaid
any temporary hold on the initiel protocol approval. It is your responsibility to apply for continuing
review amnd receive continwing approval for the duration of the research project. Failure to send Reguest
for Continuation before the expiry dote will resuwit in suspension of the approval of this research project
on the expiration date.

MODIFCATIONS AND AMENDMENTS: All protocol modifications must be opproved by the IRB prior to
implementation.

NOTIFCATION OF PROVECT COMPLETION: A notification of research project closure and a summary of
findings must be sent to the IRB office upon completion. Study files must be retained for @ period of 3
wears from the dote of notification of project completion.

IN THE EVENT OF NON-COMPLIANCE WITH ABOVE CONDITIONS, THE PRINCIPAL INVESTIGATOR SHOLULD MEET WITH THE
IRE ADMINISTRATORS IN ORDER TO RESOLVE SUCH CONDITIONS. [RE APPROVAL CANNOT BE GRANTED UNTIL NON-
COMPLIANT ISSLUIES HAWE BEEN RESOLVED.

If you hawe any questions conceming this information, please contact the IRB office by email at
irb@lau.eduw.lb

MEW YOI OFFICE
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The IRE operates in complionce with the national reguiations pertoining to research under the Lebanese Minister
of Public Health's Decision No.141 daoted 27/1/2016 under LAU IRB Authorizotion reference 2016/3708, the
international guidelines for Seod Clinical Proctice, the US Office of Human Research Protection (45CFR45) and the
Frod and Drug Administrotion (21CFRS56). LAWY IRE LS. identifier as an international institution: FWAGDO14723
and IRE Registrotion # IRBOOOOSSS54 LALIRER

O lpseph Stephan
Chiair, Institutional Review Board
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LALY IRE Exempt Application
Research Proposal

Letter to School Coordinator
Informed Consent for Interviews
Interview Questions

Informed consent for survey
Link to online survey
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