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ABSTRACT 
 

 

 

 

Malaysian Government launched the Malaysia Education Blueprint in 2013 to outline 

the course of education transformation over the next period and to respond to many of 

the challenges encountered by the system. Although the application of 

transformational leadership in schools was a subject of investigation for decades, still 

the theory and practice of the role of transformational leadership remains to be an 

important issue. Hence, the main purpose of this study is to investigate the validity of 

the proposed practices of transformational leadership in Malaysian secondary schools 

from school leaders‘ and teachers‘ perspectives. The precise objectives were to 

estimate the model, to measure the influence of transformational leadership practices 

on teachers‘ job satisfaction and its relationship with Islamic Leadership core values. 

Seven hundred (N=700) questionnaires were administered to teachers and school 

leaders from four types of secondary schools (SMK; SMKA; SMS and MRSM) in 

Selangor, Malaysia. Out of the total questionnaires distributed (N=700), only 547 

questionnaires were collected. Structural Equation Modeling (SEM) and Confirmatory 

Factor Analysis (CFA) are used to examine the direct effects of transformational 

leadership practices and Islamic leadership core values on teacher‘s job satisfaction. 

Structural equation modeling hypothesis-testing procedures indicated an acceptable fit 

revealing that the practice of transformational leadership such as setting direction, 

helping people and redisigning the organization has an effect on teachers‘ job 

satisfaction. The causal relationship is relatively high with standardized direct effect 

of  0.410 (CR >1.96). Also, Islamic leadership core values significantly influenced 

teachers‘ job satisfaction with staderdized direct effect of 0.599 (CR>1.96). The 

estimation indicates that the practice and belief of Islamic leadership such as tawhid, 

khalifah, amanah and adalah by teachers themselves contribute immensely to their 

job satisfaction. Transformational leadership practices has a significant relationship 

with Islamic leadership core values with standardized correlational effect of 0.556. 

The current study explored how this style of leadership contributes in upholding the 

teachers‘ trustworthiness on their school leaders andproposed a model. The statistical 

findings were corresponding with research objectives and the research questions were 

answered with respect to statistical validations portraying with AMOS graphic. 
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خلاصة البحث 
 

Ab in 

م لغرض تحديد مسار التحول 2013لقد أطلقت الحكومة الداليزية مخطط التعليم الداليزي في عام 
وعلي الرغم . التعليمي خلال الفترة الدقبلة واستعدادا لدواجهة الكثير من التحديات التي يواجهها النظام

من ان تطبيق القيادة التحويلية في الددارس كان موضع البحوث والتحقيق منذ عقود، إلا أن النظرية 
ومن ثم، فان الغرض الرئيسي من ىذه . والدمارسة الدتعلقة بدور القيادة التحويلية لا يزال مسالة ىامة

الدراسة ىو التحقيق في صحة الدمارسات الدقترحة للقيادة التحويلية في الددارس الثانوية الداليزية من وجهة 
ثير ممارسات القيادة أوكانت الأىداف المحددة ىي تقدير النموذج، وقياس ت. نظر قادة الددارس والدعلمين

التحويلية علي رضا الدعلمين عن العمل وعلاقتو بالقيم الأساسية للقيادة الإسلامية لقد تم إعداد وتوزيع 
الددارس )على الددرسين وقادة الددارس من أربعة أنواع من الددارس الثانوية  (N=700)سبعمائة استبيان 

، الددارس الثانوية الخاصة (SMKA) الددارس الثانوية الدينية الوطنية K(SMK)الثانوية الوطنية 
(SMS)  ومدارس إم آر إس إم(MRSM) 547ولم يتم جمع سوى . بولاية سلانجور، ماليزيا 

وتم استخدام منهجية نماذج الدعادلات الذيكلية  (N=700)استبيانا من لرموع الاستبيانات الدوزعة 
وتحليل العوامل التأكيدية لدراسة الآثار الدباشرة للممارسات القيادية التحويلية والقيم الأساسية للقيادة 

وأشارت الدعادلة الانشائية نمذجة الفرضية إجراءات الاختبار إلى . الاسلامية علي رضا الدعلمين عن العمل
وجود توافق مقبول تفيد بأن ممارسة القيادة التحويلية مثل تحديد الاتجاه، ومساعدة الناس وإعادة الترتيب 

والعلاقة السببية مرتفعة نسبيا مع الأثر الدباشر الدوحد . التنظيمي لو تاثير على رضا الدعلمين تجاه العمل
0.410( CR>1.96) . كما أثرت القيم الأساسية للقيادة الإسلامية تأثيرا كبيرا علي رضا الدعلمين

وتشير التقديرات إلى ان ممارسة واعتقاد القيادة . (CR>1.96 )0.599 عن العمل بالأثر الدباشر ل
الإسلامية مثل التوحيد ومسؤولية الخلافة في الأرض، والأمانة والعدالة من جانب الدعلمين أنفسهم كلها 

وللممارسات القيادية التحويلية علاقة ىامة مع القيم الأساسية . تسهم بشكل كبير في رضاىم عن العمل
كشفت الدراسة الحالية كيف . 0.556ثير الدعياري الدرتبط بالعلائقية البالغ أللقيادة الإسلامية ذات الت

. أسهم ىذا الأسلوب من القيادة في دعم جدارة الددرسين بالثقة في قياداتهم الددرسية واقترحت نموذجا
وكانت النتائج الاحصائية مناظرة لأىداف البحث وتمت الإجابة علي اسئلة البحث فيما يتعلق بإظهار 

 (.AMOS) أموس نموذجالتأكيد الإحصائي مع 
 ARABIC 
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CHAPTER ONE 

INTRODUCTION 
 

 

 

 

1.1 BACKGROUND OF THE STUDY 

Malaysia as developing country is moving towards the vision 2020 in order to achieve 

the developed nation. Thus, in order to materialize this vision the Government not 

only needs to transform its economy but also education to ensure quality and 

excellence at International standard. To facilitate the quality of education and foster 

the process of transformation, the Ministry of Education (MOE) has set a plan 

(Malaysia Education Blueprint 2013-2025) for schools. Malaysian Education 

Blueprint is based on the mission of the MOE which is to advance a top class quality 

education system that brings about the full potential of individuals and realize the 

ambition of the Malaysian nation (Zanariah et al., 2011). Malaysian Education 

Blueprint implicitly imposes on the importance of schools improvement, parents‘ 

involvement, students‘ performance, teachers‘ career satisfaction and enhancement of 

leaders managing and leadership skills. Therefore, there is a growing concern about 

educational leadership and it is considered one of the important factors in managing 

schools currently. It is the quality of educational leadership that fosters amplified 

achievement for all students to meet the restraints of their learning with the challenges 

of contemporary life (Leithwood, Aitkent & Jantzi, 2006). 

As technology and global economy are developing, the demand of society in 

the change of education increases. Thus, there must be a change in educational 

leadership as leadership requirements of school leaders are important for schools‘ 

effectiveness and educational reforms (Leithwood, 1994). In fact, the school 
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leadership is ―a key factor for the school‘s quality‖ (Huber, 2004:3). The importance 

of school leadership reforms for the quality and development of the school is 

increasing in a growing number of countries (Huber, 2004). 

Leadership in schools is very different than in other institution or organization. 

Schools have unique goals, unusually committed employees and highly permeable 

frontiers that make it different from other type of organizations (Leithwood & Jantzi, 

2005). Leadership in schools is usually viewed as an influential factor in the 

achievement of desired objectives. It involves inspiration, motivation, support, 

development and articulation of a vision for school which is based on personal and 

professional values (Bush & Glover, 2003). Accordingly, it is a complex concept 

where the values, goals, beliefs and decision-making skills of the leader give purpose 

and meaning to the policies and procedures which are required to be carried out 

(Sergiovanni, 2000). 

Providing human resource for economic demand and good citizens requires 

effective and efficient leadership. Thus, the most common leadership requirement is 

having effective commitment and collaboration between leaders and followers. The 

commitment and collaboration, establishing goals and vision, providing a strong and 

embedding culture are the aims of every school leader. They play a vital role in 

identifying and implementing initiatives in order to continuously improve the quality 

of learning, teaching and achievement of higher results in their schools. Thus, they are 

expected to have strong and effective leadership style at this level to work effectively 

and pay careful attention in commitments among the teachers and to the society. 
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1.2 SCHOOL LEADERSHIP STYLES 

School leaders are more effective and innovative when they follow or practice a 

particular leadership style. With a particular leadership style the school leaders can 

empower and motivate their staff. School leaders who have clear vision will transfer 

their effects in action. Thus, teachers‘ job satisfaction is tightly related to leadership 

style of a leader. Leadership style in its general and natural meaning is the way to 

provide direction, implement plans, and motivate people to work harder (Burgoyne, 

Hirsh & Williams, 2004). The leaders apply different leadership styles according to 

the situation, their beliefs, personal and professional values and worldview (Hicks, 

2002; Bush & Glover, 2003). Leadership style is ―the kind of behavior and abilities 

which the manager has and which enables him to interact with the employees to 

achieve goals‖ (Hesham, 2010:39). 

Leadership styles in education always alternate and refines because of social, 

cultural, political and economic changes. These changes eventually effects schools 

and their leaders and require them to have strong sense of purpose in pursuing vision 

and mission of leading schools. The current strains for increased school capability to 

escalate student achievement and promote teachers professionalism and career 

satisfaction made the school leaders to change from a transactional leader to a 

transformational leader. As a result, the importance of representing a leadership style 

that certainly effects school enhancement is vital. 

However, it is not the case that other leadership styles are no capable, but 

rather they are useful in different contexts. There are two leadership styles that need to 

be identified in order to build a basis for the leadership style component of the 

conceptual framework. These two leadership styles include transactional leadership 

and transformational leadership. 
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Bass and Riggio (2006) labeled a hierarchy of leadership models, with laissez-

faire leadership being characterized as sub-optimal, transactional leadership being 

characterized as a mid-level or base level of acceptable leadership, and 

transformational leadership representing the highest level of the leadership structure 

and the most effective leadership process. 

 

1.2.1 Transactional Leadership 

Transactional leadership is well-defined by Avolio and Bass (2004) as setting up and 

defining arrangements or contracts to attain specific work objectives, discovering 

individuals‘ capabilities, and postulating the reparation and rewards that can be 

expected upon successful completion of the tasks. According to reviewed literature, 

transactional leadership is similar to authoritarian, hierarchical style of leadership 

which is task-oriented (Kathlene, 2011). Thus, transactional leadership is based on the 

mutual exchange of obligation and remuneration that are controlled by the school 

leaders. Leadership style which relates to promote the transactional leadership was 

refined throughout the years. Thus, the basic category of leadership transactional was 

not capable of facing the challenges (Cox, 2001). 

The transactional leadership model was first described by Burns (1978), who 

characterized leadership as transactional (producing lower-order changes in 

subordinates such as behavioral changes) or transformational (producing higher-order 

changes in subordinates, such as changes in knowledge, understanding or attitude). 

Hence, it has been argued that traditional transactional leadership was clearly 

no more capable and sufficient to lead the schools to pursue its efficiency and 

educational quality (Leithwood, 1992 & 1994; Leithwood, Jantzi & Steinbech, 1999; 

Leithwood & Jantzi, 2005). School leaders managed to adopt the new style of 
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leadership (Barnett; McCormick & Conners, 2001). Many educational leaders in fact 

were ready to embrace and put into practice another style of leadership such as 

transformational. 

In Malaysia as any other developing countries the idea of transactional 

leadership was widely studied in educational, economic and political contexts (Azman 

et al., 2010; Hesham, 2010; Hanaysha et al., 2012). The contribution of this style of 

leadership was studied with outcome variables such as trust, performances, 

satisfaction and efficacy (Azman et al., 2010; Hesham, 2010; Hanaysha et al., 2012). 

 

1.2.2 Characteristics of Transactional Leaders 

Transactional leadership focuses on the interactions that occur between leaders and 

their followers (Burns, 1978). It involves contingent reinforcement where followers 

are motivated by their leaders‘ promises, rewards and praises (Burns, 1978; May et al., 

2009). Transactional leaders react to whether the followers carry out what the leaders 

and followers have ―transacted‖ to do (Bass & Steidlmeier, 1999). It implies that 

subordinates have a greater power and the ability to affect the strength of a leader‘s 

influence, style of behavior and the performance of the group (Penn, 2015).  

Transactional leaders strive in providing and maintaining stability in an 

organization rather than bringing changes, motivating employees and accepting the 

employees‘ suggestions to improve and cultivate to achieve the success  (Bass & 

Avolio, 2003). The primary tasks of the leaders here are providing structure and 

schedule for the employees to follow (Bass & Riggio, 2006). Transactional leaders 

can reward or punish the followers in order to achieve organizational goals. 
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1.2.3 Transformational Leadership 

Transformational leadership is based on a more autonomous and collaborative style of 

leadership rather than transactional (Bass, 1998). Transformational leadership defines 

the people-oriented characteristic (Kathlene, 2011). Transformational approach to 

leadership has been found very effective (Salleh, Razikin & Parvina, 2009; Demir, 

2008; Ejimofor, 2007; Singh & Lokotsch, 2005). Leithwood and colleagues (1992, 

1994, 1999, 2000 & 2003) have captured much attention and contributed immensely 

in bridging the concept of transformational leadership to the field of educational 

leadership. Over the last few decades, there have been undertaken some important 

studies on transformational leadership in primary and secondary schools (Garick & 

Hazard, 2011; Jane, 2010; Salleh & Parvina 2010; Cheah, 2008; Ross & Gray, 2006; 

Alan, 2003). Almost, all findings supported the contribution of transformational 

leadership to school, student and teacher work performance (Geijsel, Sleegers, 

Leithwood &Jantzi, 2003; Yu, Leithwood & Jantzi 2002). It arises when ―one or more 

persons engage with others in such a way that leaders and followers raise one another 

to higher levels of motivation and morality‖ (Geijsel et al., 2003:230). Thus, 

according to Leithwood and Jantzi (2005) transformational approach to leadership 

emphasizes emotions and values and shares in common the fundamental aim of 

fostering capacity development and higher level of personal commitment to 

organizational goals. Increased capacities and commitments are assumed to result in 

extra effort and greater productivity. Although educational institutions are not the 

same as military or private sector organizations, yet the idea of transformational 

leadership is very suitable in schools. 
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1.2.4 Characteristics of Transformational Leaders 

Leithwood et al. (1999) argued that transformational school leaders: (1) do not depend 

on charismatic practices or leader characteristics at all. They assume their roles and 

practices within and outside the school; (2) focus more on building the capacity of 

staff rather than on motivating them; (3) take the creation of opportunities for 

collaborative work among staff as major challenges to be addressed; (4) acknowledge 

the interdependent relationship among leadership and managerial activities; (5) work 

toward the creation of roles in schools for parents and members of the community as 

partners and co-producers of students learning. As transformational leaders, school 

leaders play a critical role in the successful implementation of school initiatives and 

they act as role models to those whom they lead (Dawon & Rakes, 2003). Therefore, it 

is important to differentiate the factors of transformational and transactional 

leadership to have a solid background about it.  

 

1.2.5 Differences between Transformational and Transactional Leadership 

Taking into consideration the complexity of these two styles of leadership while 

looking deep insight the theory, the differences must have been seen in practicing and 

understanding of them. Transformational leadership emphasizes more on personal 

morals, values, ethics, beliefs and qualities (Moss et al., 2009), standards and long-

term goals (Harvey et al., 2006) while transactional leadership relies on contingent 

reinforcement where rewards and praise are given to those who work harder and 

efficiently and punishes those who committed mistakes in fulfilling the organizational 

duties (May et al., 2009). The differences between Transformational and Transectional 

Leadership is presented in Table 1.1.  
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Table 1.1 Ten Key Criteria‘s of Differences between Transformational and 

Transactional Leadership 

 

Transformational Leadership Transactional Leadership 

1. concerned with values, ethics, 

standards and long-term goals (Harvey 

et al., 2006). 

2. is comprised of appraising motivation 

of the followers, realizing their needs 

and desires (Chan & Chan, 2005). 

3. is the process whereby an individual 

joins with others and creates a 

connection that elevates the level of 

motivation and ethics in both the 

leader and the follower (Northouse, 

2007). 

4. observes and gets aware of the needs 

and desires of subordinates and 

attempt to assist followers attain their 

fullest potential (Trope & Liberman, 

2000). 

5. is identified by the ability to bring 

about significant changes (Burns, 

1978; Banerji & Krishnan, 2000). 

6. have the ability to conduct changes in 

the organization‘s strategy, vision, 

attitude and culture (Muller & Turner, 

2010). 

7. is mostly based on the personal 

morals, values, beliefs and qualities 

(Moss et al., 2009). 

8. makes the subordinates feel trusted, 

admired, loyal and respected towards 

leaders and are motivated to perform 

extra-role behaviours (Bass, 1985; 

Katz & Kahn, 1978). 

9. helps followers to transcend their own 

self-interests for the good at the group 

or organization (Bass, 1990; 

Charbonneau, 2004). 

10. encourages subordinates to put in an 

extra effort and to go beyond what the 

subordinates expected before (Burns, 

1978; Lee, 2005). 

1. focuses on the exchanges that occur 

between leaders and their followers 

(Burns, 1978). 

2. involves contingent reinforcement 

where followers are motivated by 

their leaders‘ promises, rewards, and 

praises (Burns, 1978; May et al., 

2009). 

3. reacts to whether the followers carry 

out what the leaders and followers 

have ―transacted‖ to do (Bass & 

Steidlmeier, 1999). 

4. implies that subordinates have a 

greater power and the ability to affect 

the strength of a leader‘s influence, 

style of behavior, and the 

performance of the group (Hollander, 

1993; Penn, 2015). 

5. elevates stability (Bass & Avolio, 

2003). 

6. identifies primarily tasks of the 

followers, establishes the structure, 

emphasizes on planned and scheduled 

work (Bass & Riggio, 2006). 

7. involves management by exception 

(active) where followers are punished 

to achieve organizational goals (Hoy 

& Miskel, 2010). 

8. is active, leaders correct the mistakes 

of followers by tracking their 

performance (Rowold , 2006). 

9. involves management by exception 

(passive) where failing to intervene 

until problems become serious 

(Kwasi, 2015). 

10. involves laissez – faire, avoiding 

getting involved when important 

issues arise, avoiding making 

decisions; and delaying response to 

urgent questions subordinates are 

given (Judge & Piccolo, 2004). 

 

 

 


