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Although there are already a number of empirical connections between
transformational and transactional with job satisfaction, little has been observed
within an educational setting especially in the vocational sector. This study aimed to
bridge the gap of minimal literature in regards leadership styles and job satisfaction.
To guide this study, the following two research questions were formulated: (1) what is
the relationship between division heads' leadership style and teacher satisfaction at
Siam Commercial College of Technology? (2) what are the influence of each
component of division heads' leadership on teacher job satisfaction?
This study included 166 subordinates at Siam Commercial College of
Technology. Using a quantitative approach, the participants were asked to answer
questions about their division heads' using the Multifactor Leadership Questionnaire
and their job satisfaction using the Job Satisfaction Survey.

questions about their division heads' using the Multifactor Leadership Questionnaire
and their job satisfaction using the Job Satisfaction Survey.
The re.suits from both of these surveys were computed into the Statistical
Package for the Social Sciences (SPSS) software for analysis. Using descriptive
analysis to find the means and Pearson correlation coefficient to find the correlation a
relationship was found small relationship was found between perception of division
heads' leadership style and teacher job satisfaction; r=.375 for transformational and
r=.249 for transactional. These two correlations with job satisfaction both fall under
the category of "weak" therefore the researcher determined that there was a slight
relationship with perception of division heads' leadership styles and job satisfaction at
Siam Commercial College of Technology.
In addition a breakdown of all facets of leadership and job satisfaction were

analyzed. The finding showed that subordinates perceived their division heads' to
have a mixture of both transformational and transactional leadership with the
subordinates showing a mid-range of job satisfaction. All facets of transformational
leadership showed a greater correlation to job satisfaction than to half of the facets
within transactional leadership (management by exception (passive) and Laissezfaire).
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CHAPTER I

INTRODUCTION

This study examines division heads' transformational & transactional
leadership skills in relationship to subordinates' job satisfaction at Siam Commercial
College of Technology. In this chapter the researcher will identify the background of
the study, statement of the problem, research questions, research objectives, research
hypothesis, theoretical framework, conceptual framework, scope of study, definition
of terms, and significance of study.

Background of the Study

The success or failure of any educational organization heavily depends on
the teamwork and communication between administrators and their subordinates. The
job description of an educational administrator as described by Fiore is, "an
educational leader who promotes the success of all students by facilitating the
development, articulation, implementation, and stewardship of a vision of learning
that is shared and supported by the school community" (Fiore, 2009), simply stated to
be an effective administrator one must properly facilitate work and knowledge to all
levels.
To effectively facilitate, an administrator must have a number of skills
such as, setting & shaping expectations, creating equilibrium, engaging staff in
knowledge transfer, observing & coaching the learning process, and expanding
knowledge & skills. By assisting the administrator with data illustrating their strength
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and weaknesses it can increase the probability of an improvement in the
administrator's effectiveness leading to the betterment of all around leadership in the
organization. Furthermore by receiving information from their subordinates the
facilitator is allowed to see a clear picture of their subordinate' s satisfaction, which is
in direct correlation of their work efforts.

Statement of the Problem

Research has shown that the highest Thai cultural values are associated
with social harmony and that Thais place a great emphasis on behaviors designed to
establish, enhance, and preserve compatibility and congeniality among all people in
the Kingdom (Knutson, 2004) therefore it could be presumed that teachers can have a
problem expressing their true beliefs and in tum not expressing their true opinions in
_both surveys and research. This hierarchy of acceptance is shown not only in the
school system but also in all areas of everyday Thai life. On the contrary with
Thailand's continued growth into the global community, there have been efforts to
adapt positive changes from neighboring countries as well as those from the West.
Although focus outside of the organization is necessary for development it can be
argued that changes within the organization must happen first before anything from
the outside can be implemented.
Individual changes begin by first becoming aware of the problem. Research
conducted for the Thai Ministry of Education suggests that traditional approaches to
change do not achieve the desired results, (Hallinger, 2001) with this being said the
trickle effect of following order with no input is an outdated system of development
that is inefficient. In addition a lack of development in the field of leadership only
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harness more complications; taking orders without questions or proper
communication is detrimental in itself, but receiving orders from administers lacking
in a number of areas is harmful to the whole. Research by Philip Hallinger concludes
that "there remains a significant gap between the capacity of system leaders to
articulate new-J>Olices and to implement them with desired effects." (Hallinger, 2001).
Within the organization there are many teachers that lack motivation and
feel distress because of the high workload, low income, and the low levels of support.
By understanding the teachers themselves the organization can deploy the proper
methods of leadership in order to have a more fulfilled staff in turn developing the
college as a whole. If the results tum out in favor to one style or the other and even a
combination of both, if used properly, could have long lasting and positive results.

Research Questions

1.

What is the relationship between division heads' leadership style and

teacher satisfaction at Siam Commercial College of Technology?
2.

What are the influence of each component of division heads' leadership

on teacher job satisfaction?

Research Objectives

1.

To investigate the relationship between teacher perceptions of their

division head's leadership styles and teacher job satisfaction.
2.

To investigate the significant factors of leadership that creates teacher job

satisfaction at Siam Commercial School of Technology.
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Research Hypothesis

•

There is a significant relationship between division heads' leadership style
and teacher satisfaction at Siam Commercial College of Technology.

•

There is a significant influence of each component of division heads'
leadership on teacher job satisfaction.

Research Question and Hypothesis 1 is aimed at investigating the
relationship between perceptions of leadership styles and job satisfaction. It is vital
for the organization to have a unified vision of leadership that most effectively brings
out the best in their subordinates. From the literature review it was revealed that there
is minimal information of leadership styles and job satisfaction in the educational
sector of Thailand. By investing the perceived leadership styles at Siam Commercial
College of technology the information received can potentially help the organization
and perhaps the overall educational system. Because little is known about
transformational and transactional leadership styles the hypothesis suggests that one
style or the other should bring upon more or less job satisfaction.
Research Question and Hypothesis 2 is to go into further detail about
what factors of both transformational and transactional leadership increase or decline
job satisfaction. In total there are 9 facets that lay between both leadership styles that
have the potential to bring upon or take away from satisfaction. As stated in the
hypothesis it is believe that these components, if understood, can bring a better overall
working environment.

5

Theoretical Framework

The design of this study is focused on the leadership and management
styles of the division head of each of the major faculties at Siam Commercial College
of Technolog_y. The design is modeled after the following theories as a theoretical
framework.
1.

Transformational Leadership Theory in its essence is an approach

that motivates subordinates though inspiration. The nature of transformational
leadership is to transform subordinates from followers to leaders. James
McGregor Burns was first to introduce the concept but Bernard M. Bass later
solidified his ideas by addressing the psychological mechanisms that define
transformational leadership. Bass (1985) suggests that there are five different
components of transformational leadership.
a) Individualized Consideration: The leader fulfills the subordinate's
needs, acts as a mentor, and listens to their concerns. The leader is to
act as a coach; giving time, care, and support while keeping an "open
door" approach.
b) Intellectual Stimulation: With this approach leaders strive to
question and challenge the norm and encourage their subordinates to
do so as well. This leader uses their subordinates' creative thinking
as a learning experience and in turn finds new approaches.
c) Inspirational Motivation: The leader acts as an idealist who brings
about visions that will motivate subordinates' through inspiration.
Aside from creating a vision an inspirational leader must be able to
articulate the vision to their followers through proper communication
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in order to give a clear picture and to give purpose to the followers
by allowing them to connect to the leader's vision.
d) Idealized Influence (behavior & attributed): The leader acts as a
model with high work ethics and achievements, which sets the stage
for their subordinates to emulate.
2.

Transactional Leadership Theory: in general terms, is a leadership style
in which the leader rewards good behavior and uses punishment for
unsatisfactory work. There are four components of transactional leadership
which include contingent reward, management by exception active,
management by exception passive, and laissez-faire.
Transformational leadership has played an increasing role within

leadership over the years. One of the most differentiating factors of transformational
from other forms of leadership is placing a higher level of needs upon subordinates as
opposed to the leader. With this leadership style both parties grow in unison with one
another more or less equally. By focusing on the goals of the organization, the
transformational leader is able to motivate followers above what they believe they can
do (Avolio, 2007).
There are major differences between transactional and transformational
leadership one being that transactional leaders follow the existing structure of the
organization whether that is from previous leaders within the organization or from
those outside of the organization. The transactional leader gives the job expectation
and rewards based on the completion of each tasks, in contrast by the transformational
leader giving motivation to the subordinates to exceed the given task.
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Figure 1: Conceptual Framework of a model for analysis of the "relationship between
division heads' leadership styles and teacher satisfaction at Siam Commercial College
of Technology."

Conceptual Framework

Person's Product
Moment Correlation .

\

---·--__,..-~

Scope of the Study

In this study the researcher is invested in the examination of all teachers

of all faculties amounting to 166 individuals at Siam Commercial College of
Technology. The teachers in this study will be chosen from each of the 5 faculties:
marketing, accounting, business computer, graphic design & multimedia, and tourism
& language. Within the research the independent variables are transactional

leadership and transformational leadership whereas the dependent variable is job
performance.
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Definitions of Terms

Leadership: "The nature of the process of influencing- and the outcomes that it hasthat occurs between a leader and subordinates and how this influence is explained by
the leader's behavior and personality, subordinates views and attribution of the leader,
and the context of the occurrence of the influencing process" (Antonakis, Cianciolo,
& Sternberg, 2004, pg-86, electronic version).

Transformational Leadership: Leadership that inspires subordinates to go beyond
their self-interests and produce positive results for themselves as well as the
organization. In this study it will refer to the extent of Division Heads' practice as
perceived by teachers.
Idealize Influence (attributed & behavior): The ability for a leader to behave in
. .such a way that their subordinates: hold trust, dedicate themselves to their leader, and
look upon that leader as a role model. Idealized influence correspond to questions # 6,
10, 14, 18, 21, 23, 25, and 34 on the MLQ.
Inspirational Motivation: The ability for a leader to inspire others therefore leading
them towards new ideas and goals. Inspirational motivation corresponds to questions
#9, 13, 26, and 36 on the MLQ.
Intellectual Stimulat~on: Leadership that enriches intellectual stimulation so that
subordinates can foster their own self-awareness in line with the organizational goals
to solve problems independently in a variety of ways. Intellectual stimulation
questions are# 2, 8, 30, and 32 on the MLQ.
Individualized Consideration: Acting as a mentor or coach to help grow employees,
developing their strengths, and pushing them towards self-actualization.
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lndi vidualized consideration corresponds to questions # 15, 19, 29, and 31 on the
MLQ.
Transactional Leadership: Leadership that pushes their subordinates in the direction
of set goals by identifying and satisfying their motivations and needs then giving
rewards or disciplinary action depending on the outcome. In this study it will refer to
the extent of Division Heads' practice as perceived by teachers.
Contingent Reward: A system of actions where the leader and the subordinate
agrees on the organizational goals paired with incentives for the competition of these
tasks at the same time the leader must be clear in his expectations and provide proper
response when a goal is met. Contingent reward corresponds to questions # 1, 11, 16,
and 35 on the MLQ.
Management-by-Exception (Active): Actively monitoring the work of their
subordinates, watch for deviations from rules and standards and taking corrective
action to prevent mistakes. Management by expectation (active) corresponds to
questions 4, 22, 24, and 27 on the MLQ.
Management-by-Exception (Passive): The leader only intervenes if the standards
are not met and only takes actions if rules are broken or problems have been brought
to their attention. Management by exception (passive) corresponds to questions 3, 12,
17, and 20 on the MLQ.
Laissez-faire: The leader provides an environment where the subordinates get many
opportunities to make decisions. The leader himself abdicates responsibilities and
avoids making decisions and therefore the group often lacks direction. Laissez-faire
corresponds to questions 5, 7, 28, and 33 on the MLQ.
Leadership Characteristics: Special qualities or traits that hold true and are actively
used by the administrator that directly connects to their performance.
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Leadership Styles: Division head's will be evaluated on Transactional and

Transitional leadership. The outcome will be analyzed to determine the best approach
for the organization.
Division Heads: Teachers with the highest positions of responsibility within their

respected faculty and hold a supervisory role for the other teachers within their
faculty.
Job Satisfaction: Simply "how people feel about their jobs and different aspects of

their jobs, to the extent of which they are satisfied or dissatisfied with their jobs"
(Spector, 1997).
Pay: "Satisfaction with pay and pay raises" (Spector, 1997).
Promotion: "Satisfaction with promotion opportunities" (Spector, 1997).
Supervision: "Satisfaction with person's immediate supervision" (Spector, 1997).
Fringe Benefits: "Satisfaction with monetary and non-monetary fringe benefits"

(Spector, 1997).
Contingent Rewards: "Satisfaction with appreciation, recognition and reward for

good work" (Spector, 1997).
Operating Procedures: "Satisfaction with operating policies and procedures"

(Spector, 1997).
Co-workers: "Satisfaction with co-workers" (Spector, 1997).
Nature of work: "Satisfaction of type of work done" (Spector, 1997).
Communication: "Satisfaction with communication within the organization"

(Spector, 1997).
Siam Commercial College of Technology: A private vocational school that

specializes in 5 fields of study; marketing, accounting, business computer, graphic
design & multimedia, and tourism & language.
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Significance of the Study

The researcher intends to develop a sustainable program that will increase
the effectiveness of leadership at Siam Commercial College of Technology.
The research-Seeks to:
1.

To assist in the development of a sustainable professional development
culture.

2.

To generate a sense of connection between colleagues through the
enhancing of mutual understandings.

3.

To define a unified understanding of leadership in the organization;
leading towards development and organizational growth.

Limitations of Study

The study has numerous limitations that need to be taken into consideration.
Limitations are negative factors that may play a part in the study and the interpretation
therefore the study must be used within the proper context and with an understanding
that the data is not certain under all circumstances.
A quote from Mertens (2005) states "the strategy for selecting your sample,
influences the quality of your data and inferences you can make from it." Although all
of the questionnaires were given out by hand by the researcher himself, the timing of
the questionnaire also clashed with that of new student registrations. Because of this
many of the questionnaires may have been filled out half-heartedly or some mistakes
could have been made by the multitasking that had to be done.
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Another limitation to the study was the small sample size (N=l66). With the
multitasking and a small sample the data could have easily bit off a bit. A larger
sample would have given us a more definite view point yet the purpose of the study
was to see how the leadership styles affected Siam Commercial College of
Technology. -

In addition the surveys were given out by the researcher, as stated above, who
is part owner of the college and holds a position above all those surveyed: Because of
this participants may have scored their satisfaction levels on a bias. It was written on
the survey that the questionnaires were anonymous but it still may have played a role.

CHAPTER II

REVIEW OF RELATED LITERATURE

In _this chapter an overview of the key themes found throughout related
literature on assessment and subordinate evaluation will be explored, explained, and
discussed. The literature of self-assessment combined with subordinate evaluation is
sparse; consequently the majority of the reviewed literature will be focused on selfassessment and subordinate evaluation as their own entity. In order to understand the
scope, differences, and possible difficulties of the Thai educational system, literature
on this topic will be discussed first and foremost to receive a well-rounded
conceptualization.
The use of assessment and evaluation as a technique to develop and
understanding for administrators in not regarded as new or breakthrough but in
developing countries such as Thailand the purpose of it may not yet be truly
understood. To full understand the importance this research the researcher will review
these topics as follows: A Look into the Thai Education System, School
Effectiveness, Leadership and Development, and Assessment and Evaluation.
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A Look into the Thai Education System

To understand the importance of change and growth it is necessary to first
take a look at the eight hundred year history of the Thai education system. The
education system known today was non-existent, from the beginning of its birth in
1220 to the start of change in 1868. During this period education was given only to
boys through the temple where they studied only moral education. The reason for this
was to give the boys a moralistic truth before they reached adulthood. Girls on the
other hand were not given the right to education; their job was to learn crafts, take
care of the house, and work on the farms (Office of National Education Commission,
1998).
The change began in 1868, when Western countries began to establish trade
throughout the world. Missionaries had created their own system of formal education
_.and were ready to pressure those services to countries they were doing business with.
The missionaries took extreme measures such as threats of the use of force causing
King Chulalongkorn to begin Thailand's first educational reformations. King
Chulalongkorn and the missionaries agreed that the new generation of youth needed a
new understanding of education in order to keep up with the modernization of their
western counterparts.
After the end of King Chulalongkom rule, King Vajiravudha began to
implement major educational changes to the kingdom. It was mandatory law that
required all children 7 years of age to receive primary education until the age of 14. It
was in this period when King Vajirayuda brought forth the kingdoms first National
Education Plan (Office of National Education Commission, 1998).
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Major changes began in 1932 when the monarchy was over thrown by a
coup. From this period on the kingdom had taken a new approach as a constitutional
monarchy. The old system was removed and refined to fit the new constitutional
system. One such change was the division of the education system creating general
studies and vQCational studies with reductions of mandatory education to only four
years.
With the need to build Thailand's economic and political status more major
developments occurred within the National Education System. In 1951 it was the first
time that there was "the desire for education to be deflected towards that which will
contribute to the building of an independent national economy" (Watson, 1980). This
drive to become more "westernized" paved the way to the First National Education
Development Plan. This plan was the first of its kind and was the beginning of
interrelating education with the kingdoms National Economic and Social
Development Plan (Office of National Education Commission, 1998).
Since this time until the present day, Thailand has gone through numerous
educational reforms with the development unsuccessful educational plans. According
to Dr. Kawedang of the National Education Commission states that "Thailand has
attempted several times to reform education in response to changing social and
economic situation but never succeeded due to unstable domestic politics and external
threats that necessitated more concern on national defense than on education. It was
not until the economic crisis occurred that we came to realize there had been
something wrong with our education system and reform was urgently needed"
(Kaewdang, 1999).
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From its history, it can be observed that Thailand was not ready to integrate
the culture of its nation to that of heavy needs of its western partner. To understand it
in its depth it is important to take a look at Thailand's culture and its major effects on
the education system.
Given the name by senior Ministry of Education officials "compliance
culture" is the term used to describe the way of life for many Thais. It is common
knowledge that Thais are synonymous for taking orders from anyone with higher
status without question and followed accordingly (Hallinger, 2001).
With globalization and increased awareness of a global influence there has
been significant changes in perception in Thailand as "Thai parents are becoming
more aware of educational practices and standards in other counties; not surprisingly,
they are beginning to seek the same quality of education for their children" (Hallinger,
2001). It can be seen by increases in open media and politics that Thai are beginning
to rid themselves from accepting without thought and the beginning of voicing their
own opinions.

School Effectiveness

The literature for school effective begins with Colman in the 1960s
reporting on the neglect of student performances (Coleman, 1966). In this study
Coleman theorizes that the school has little effect on the student and that individual
backgrounds are the driving force of success. Later studies showed that in fact schools
do play a significant role in student success and that all proponents of an educational
organization needs to be refine for increase success. These proponents include
leadership, school culture, staff envelopment, and parental involvement only to name
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a few (Purkey & Smith, 1982). Literature than began to put heavy emphasis on the
responsibility of leadership to develop conditions of the educational culture and the
organization as a whole (Pullan, 1992).
To assist the understanding of school effectiveness, because of its
complex nature, Cheng (1996) theorized that it was necessary to understand the
classification

of

school

functions.

He

categorized

school

functions

as:

technical/economic functions, human/social functions, political functions, cultural
functions, and educational functions. He believed that effectiveness could be
measured by the ability to increase success in each of the five functions.
From the literature reviewed the researcher correlates the effectiveness of
schools with the administrations roles of running each of Cheng's five functions
smoothly and using their influence to direct the organization towards achievement of
their goals. Because of this the administration must be seen as a key factor in the
success of the educational organization (Anderson, 1991).
Throughout all the literature, numerous studies suggests that leaders have
the ability to put forth and change the educational environment and create visions that
engages their subordinates through transformational leadership (Burns, 1978).The
literature to follow will connect the administrator's role in increasing the process of
school effectiveness.

Leadership and Development

The administration, because of their strong influence, is usually held
responsible for the success or fall of the school. Because of this a large chunk or
research has been dedicated to the development and conceptualization on leadership

18

practices. Before further discussion on the topic of leadership in is necessary to first
define the concept of leadership used within this research. According to Rauch &
Behling, leadership is "the process of influencing the activities of an organized group
toward goal achievement"(Rauch & Behling, 1984).
Regardless of definition Yu.kl (1998), suggested that leadership "is an
influential process whereby the leader exerts intentional influence over followers; that
is to say, it is a group phenomenon involving the interaction between two or more
persons to structure the activities and relationships in organizations" Yuki (1998).
With this being said it can be inferred that influence can vary from individual to
individual and that the influence needs to be understood so that leaders can use the
relevant and appropriate influence to achieve their goals.
In its earlier stages finding showed no characteristics that could define the

abilities of leaders. This could be attributed to the fact that the focus of traits were
between those of leaders and their subordinates. The research than began to study
individual leaders based upon skills and behaviors with focus on what difference they
could find between what could be considered a good vs. bad leader. One such finding
was the ability to motivate. One of those processes between the leaders and those who
are led through motivation was coined transformational leadership.
Bums ( 1978) provided one of the first descriptions of transformational
leadership. He proposed that transformational leadership was a process that leaders
used to achieve substantial change in their subordinates and also the exchange of
things valued by the individual interests of both. His ideas were later expanded by
Bass ( 1985) by categorizing attributes of transformational leadership into four styles:
intellectual stimulation, individualized consideration, inspirational motivation, and
idealized influence. Both of them noted that a good transformational leader would
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influence through two channels; aspects of their personalities and purposes for what
they stand for. Adding further detail to the topic, the four styles will be expanded
below.
Intellectual stimulation. The leader uses encouragement and creativity to
allow followers to examine or face problems in new ways. Intellectually stimulating
leaders relate to such statements as " I re-examine critical assumptions to question
whether they are appropriate" and "I suggest new ways of looking at hoe to complete
assignments" (Alvolio and Bass, 1995).
Individualized consideration. The leader shows a genuine concern for the
needs of their followers. The leaders mentor their employee's one on one and listens
to each of their needs. He or she recognizes the needs of their followers.
Inspirational motivation. In a sense the leader acts as a mascot, enveloping
the ideals of the institution and radiating those values out through enthusiasm towards
a shared goal. The leader should be charismatic with the ability to increase excitement
levels.
Idealized influence. The leader serves as a role model to followers by living
by the same principles that he or she expects from the followers and therefore would
not expect his or her followers to do anything that he or she would not do themselves.
Another way to look at transformational leadership was thought up by
Bennis & Nanus (1985). They believed that "transformational leadership was a
process which changes the organization by focusing on action, converting followers to
leaders, and leaders to be agents of change." Their study found that it was the job of
the leader to create a vision and effectively communicate their vision to their
subordinates while building trust so that a shared understanding could be solidified. It
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was found that common purpose was the main factor in increasing the subordinate's
motivation levels.
Additionally transactional leadership is another leadership style in which
the leader motivates the employee in terms of punishment or reward. The leader will
essentially reward the employee with the completion of a satisfactory task and vice
versa; punish the employee for unsatisfactory work. This leadership style is in direct
contrast with transformational leadership and is still commonly used. With that being
said transactional leadership will also be analyzed then compared in the following
text.
It is generally known that in life things are governed by rul~s of action and

reaction. For example if you come late to work too many times you may get fired.
This action/reaction rule of life is what guides most of our daily behaviors as is also
seen in operant conditioning (a psychological technique used in the classroom).
_.Much like this, transactional leadership runs under the premise of actions and
reactions. Bass stated that transactional leadership is a "sequence of transactions
where the actions of subordinates result in either a punishment or a reward" (Bass
1985). The reward or punishment is contingent upon the performance. The theory
then is that followers are guided or motivated by extrinsic rewards such as money,
paid time off, or any other types of bonuses.
By using the type of leadership style the leader will give out commands to
his or her subordinates and those individuals who conform and finish the request of
the leaders are rewarded and those who are not are punished. The assumption is that
the employee has already accepted the role of a subordinate when hired and is
therefore expected to follow the chain of command. This form of leadership is
beneficial because it clearly defines the roles and responsibilities of leaders and their
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employees. This makes the employees responsible for their own actions therefore
increasing accountability in the organization.
As indicated by the literature above it is clear that transactional and
transactional leadership are in many ways polar opposites. Perhaps one of the easiest
differences to-Spot is that transactional leadership is more focused on development
thus future oriented whereas transactional leadership is focused on keeping the
workflow organized the way it is or keeping things good now. Moreover Burns ( 1978)
explains that: transactional leaders are those who exchange extrinsic rewards for work
and the loyalty of their followers whereas transformational leaders engage with
follows and focus on higher order intrinsic needs as well as raising consciousness
about the significance of specific outcomes and new ways in which those outcomes
maybe achieved. Transactional leaders are often seen as more passive and
transformational leaders are often seen as more active.

Table 1: Characteristics of transformational and transactional leadership
Transactional Leadership

Transformational Leadership

Drives followers through
punishment or rewards

Drives followers through an internal
sense of worth and purpose

Works within the organizational
culture

Focus on change & development of the
organizational culture

Motivates followers by focusing on
their own self interests

Motivates followers by focusing on the
needs of the group

Extrinsic

Intrinsic
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The Theory X and Theory Y made famous by Douglas McGregor can also
be used to illustrate the differences between transactional and transformational
leadership. In Theory X it is assumed by leaders that their followers are inherently
lazy, dislike work, and will try to avoid work as much as they can. In result of this the
leaders believe that followers need to be watch closely and create systems of control.
Much like this, Theory X can be compared to Transactional Leadership were leaders
lead with the fear of consequences and the joy of rewards.
On the other hand Theory Y assumes that followers are self-motivated. It is
believed that the individuals have creativity and possess all the needed problem
solving skills but their skills are not properly brought out by most organizations. In
the same way it is believed with Transactional leadership that the leaders work to
encourage their followers and that the leader must assume the best from them.
Although different from one another a study by van Eeden et al. (2008)
observed that leadership styles were used differently depending on the situation. His
research states that "it has been seen that transactional leaders used the
transformational style only at times, but transformational leaders routinely used
transactional techniques" (van Eeden et al. 2008). Through the research a
considerable amount of evidence shows that a leader must show some signs of proper
use of transactional or transformational leadership in order to develop the
organization. "The two techniques do not represent mutually exclusive features, but
instead represent specific features that can be used effectively in specific situations in
order to advance the organization's current structure and position in the most effective
means at the time" (Bently, 2011).
Path-Goal Theory was originally conceptualized to define leadership in

any org~ization. Path-goal theory focuses on two ideas of motivation: goal setting
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and expectancy theory (House, 1974). Goal setting motivates an individual by giving
subordinates difficult, but achievable tasks and giving them rewards after completion
of said task. Expectancy theory on the other hand explains the reasons why
subordinates would consider completing work tasks. Path-goal theory correlates a
leader's use and understanding of goal setting and expectancy theory to four types of
leadership behavior. House and Mitchell (House, 1974) describe these styles of
leaderships as:
a) Supportive Leadership: Considering the needs of the followers and
showing concern for their welfare whilst creating a friendly working
environment.
b) Directive Leadership: Telling followers what needs to be done and
giving appropriate guidance along the way.
c) Participative Leadership: Consulting with followers and taking their
ideas into account when making decisions and taking particular
actions.
d) Achievement-Oriented Leadership: Challenging goals are set, both
in work and in self-improvement.

Path goal is useful in its ease to understand and implement which in tum gives path
goal theory its appeal. It is a guideline to understanding the wants and needs of
subordinates and selecting the right leadership approach to motivate them to the
accomplishment of their goals.
From the research it seems clear that both styles of leadership have their
strength and weaknesses. It seems appropriate for the leader to assess the situation to
find what is appropriate for both themselves and their employees. However because
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of the unclear nature of which theory of leadership is in fact more beneficial than the
other further research on both topics is required.

Assessment and Evaluation

To further understand the effectiveness of assessment and evaluation the
researcher introduces the purposes, use, and practices of leadership assessment.
The importance of evaluation to improve personnel has been used in
schools for some time. There are many ways to evaluate from its simple form of small
meetings, checkups, and reviews to the more elaborate questionnaires. The purpose of
these evaluations can be used to add accountability to work or to justify reasons to
eliminate certain behaviors that are disliked by the organization.
A major problem with assessments of leaders is that many times they cannot attest to
a measurable field of accepted standards. What this means is that the "assessment
tends to rely on leadership trains or characteristics, rather than meaningful measures
of the results of leaders' work" (Bridges, 1999). Therefore more understanding of
leadership assessment is needed.
To understand the uses of administrators' assessment it is critical to clarify
the goals of the assessment. Leadership is a constant learning experience, not only on
an individual perspective but also that of the leadership teams. A main aspect of
developing professional leaders is to also understand and learn from their staff. By
this we can see that this offering of learning will create a deepened knowledge that
will perpetuate further growth through equity.
However leadership assessment is more than just learning; it is necessary to
understand other aspects of leadership assessment. There are three facets that must

25

also be identified; what leaders bring to their work, leadership practices, and
leadership influences on learning. Figure 2 will further illustrate the elements of
leadership.

Figure 2:

Ass~sment

Target: The Exercise of Leadership

The function of leadership assessment can work in three related systems:
personnel management, professional development, and organizational improvement
(Sergiovanni & Starratt, 2007).

Assessment as a tool for personnel management- "Various assessment
tools and processes can be used to strengthen quality control, the deployment of
human resources, and the supervision of staff (Sergiovanni & Starratt, 2007). When
used properly leaders can measure if goals have been attained.

Assessment as a guide for professional learning- Assessment is a
powerful tool that can give leaders a career-long professional way of increasing
growth. "In this regard, assessment provides a feedback loop that completes a learning
cycle (Schon, 1983). When given the assessment the leader transforms into the
learning taking in feedback and seeing what areas of change need to be accounted for.

Assessment as an instrument in a larger strategy of organizational
improvement- Leadership assessment is in direct relationship to how well the
educational organization is working and also gives indication on how it can be
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improved. The focus of the leaders is now shifted to leadership. The assessment will
show them how effective they actually are at leading the organization.

Job Satisfaction

Job satisfaction by definition is how individuals feel about their position in
an organization and the different variables within the said organization whilst
personally accessing their satisfaction or their dissatisfaction (Spector, 1997). In a
classic study by Hoppock in 1935, he researched teacher's job satisfaction by using
both a quantitative and qualitative approach with teachers in one community. With his
research he was one of the pioneers to discover a multitude of satisfaction factors such
as working conditions, family obligations, and social interactions with co-workers
(Brief & Weiss, 2002). Accompanying the ideas of satisfaction, Herzberg's
_motivational hygiene theory looked at the environmental causes of job satisfaction
stating that one group causes satisfaction while the other causes dissatisfaction. In
detail his satisfying factors are applied to intrinsic facets of work including "employee
appreciation, praise, recognition, opportunities for promotion, and respect for the
profession; on the other hand the dissatisfying factors correlates to extrinsic factors
such as working climate and conditions, administrative supervision, salary, policy
making, and collegial relationships" (Bogler, 2001).
Intrinsic factors are motivators that tend to represent a less tangible but
more emotional need of fulfillment associated with an increase of teachers satisfaction
with their jobs through feeling satisfied by viewing and having a part of student
growth, the feeling of having a rewarding profession, and finding a position in helping
out society. On the other hand, extrinsic factors that bring about teacher
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dissatisfaction with their jobs include but are not limited to low wages, lack of
superior support, lack of resources, misbehaving students, and an all-around negative
organizational atmosphere (Metlife Survey. 2001). Other studies show that intrinsic
rewards heighten both motivation and satisfaction; allowing for teachers who feel a
self-driven need to progress students receive more satisfaction with their jobs than
those who do not feel that way. A study by Goodlad (1984) supports these previously
stated claims by uncovering that teachers are more satisfied with their work if they
view their profession based on values compared to those who view the profession on
monetary levels. In all, these studies show that if the organizational values are
increased and the abilities of the teachers are brought out, recognized, and appreciated
the levels of teacher's satisfaction will increase.
Going into a more detailed look within the job satisfaction use in this study,
a breakdown of each facet is important. Pay is the monetary value associated with
ones satisfaction with their job. Although it may seem as the most important factor
going into job satisfaction many studies show that individuals who earn more are not
necessarily satisfied with their jobs (Spector, 2008). Promotion allows individual to
feel personal growth, increase their status amongst society, and gain more
responsibilities. It is likely that individuals will be satisfied with their job more so if
they perceive promotions to be fair.
Supervision can increase or decrease job satisfaction based on how
supervision treats their subordinates (Spector, 2008). Subordinate satisfaction
increases as the superior listens, is understanding, shows some interests in the
individual, and gives praise appropriately. The nature of work can be changed based
on how the superior treats their subordinates. The nature of work is defined as
satisfaction based on the type of work you do (Spector, 1997). Most individuals enjoy
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a nature of work that allows them to use their talents and skills effectively and also
giving them freedom. Proper communication increases job satisfaction across the
board when the formation of specific goals and proper feedback are communicated
properly. The {ewer miscommunications occur within the organization the smoother
things go thus-creating a more satisfying work environment.
If a superior can increased intrinsic and/or extrinsic fringe benefits that are

able to attract the subordinates attention the individual has a higher potential to
increase performance and have more organizational commitment. Examples of
contingent rewards are recognition, rewards, and appreciation for good work.
Dissatisfaction may occur if the employee believes they are not being recognized for
their work or if the reward is not equivalent to their efforts.
The way that subordinates view fairness in the organization will play a big
role in satisfaction. The organizational culture and the subordinate drive are derived
by how a subordinates needs are in line with the needs of the organization. Coworkers
and group dynamic with the organization can also greatly affect an employee. All
aspects of the job relate to satisfaction and each factor can increase or decrease the
satisfaction.

- - - - - - - - - - - - -- -- - - - - - - - - -
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Previous Studies

Both transactional and transitional leadership have many applications and
have been studied on a wide spectrum of leadership therefore the numbers of studies
on these partieular topics are vast. However the topic of administrator's selfleadership perspective in relationship to their subordinate's perspective of them is
scarce.
A study entitled "superiors' evaluation and subordinates' perceptions of
transformational and transactional leadership, has shown that "subordinates'
perceptions of transformational leadership adds to the prediction of subordinates'
satisfaction and effectiveness ratings beyond that of perceptions of transactional
leadership. Transformational leadership obtained from their subordinates' ratings
significantly differentiated top performing managers from ordinary managers as
hypothesized" (Hater, 2012). From this research it shows the importance of the levels
and skill set of the leader's ability to use transactional and transformational
leadership.
In

another body of research

entitled

"the relationship

between

transformational and transactional leadership styles of school principals and school
culture" the researcher used 50 principles and 955 teachers from 50 primary schools.
The research showed that "both school principals and teachers perceive that school
principals exhibit more transformational style than transactional style" (Semiha,
2004). Continuing on the finding from the research, school principals believe there to
be a positive relationship between the transformational leadership and the spectrum of
a cooperative organization and that the transactional style increased the educational
development spectrum of the organization. For teachers there was a positive
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correlation between transformational leadership and the overall satisfaction of the
organizations culture and the transactional leadership with "the overall concept, cooperative culture, educational development culture and the dimensions of the socialeducational culture" (Semiha, 2004). This research showed that more school
principals exhibited transformational leadership as opposed to transactional leadership
because the majority understood that schools must change over time.
Lastly, study titled "examining the relationship between school principals'
transformational and transactional leadership styles and teachers' organizational
commitment" used 237 primary school teachers to gather data. What the researcher
found was similar to the first body of research written previously; that principles were
more likely to use the transformational leadership style than that of transactional
leadership styles. The research also showed that "while contingent reward dimension
of leadership styles was the only significant predictor of teacher continuance
commitment, and management by exceptions significantly predicted normative
commitment" (Necati, 2012).

CHAPTER III

RESEARCH METHODOLOGY

Tb.is chapter discusses the research design, population, sample, research
instrument, collection of data, date analysis, and summary table of the research
process. The research methodology is based on these objectives:
1.

To investigate the relationship between division heads' leadership style
and teacher satisfaction at Siam Commercial College of Technology.

2.

To determine the influence of each component of division heads'
leadership on teacher job satisfaction.

Research Design

This study encompasses a quantitative approach, which will be divided
into 2 phases as follows: collection of data and analyzing of data. The use of a
quantitative approach consist of a Likert scale questionnaire that will be used to
determine their subordinates perception of them and another Likert scale
questionnaire to determine the subordinates job satisfaction.

Population

The participants in this study were all from Siam Commercial College of
Technology (Bor Wor Saw and Bor Wor Cha). All 166 teachers at the school will
participate in the study. Within the vocational school there are 5 faculties with a
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varied amount of teachers ranging from 30 to 60 individuals per faculty. The ages and
sex of the teachers vary largely and will be included in the questionnaire. In this study
the population is the same as the sample because they both consist of all teachers
within SCTECH.

Research Instrument

To carry out the research objectives, a quantitative approach is used. The
quantitative approach was needed to collect data to show the difference or similarities
in perception. The data was drawn from a questionnaire that was adapted from the
"Multifactor Leadership Questionnaire Form". The MLQ was designed to "identify
and measure key leadership and effectiveness behaviors shown in prior research to be
strongly linked with both individual and organizational success" (Bass & Avolio,
. 1995). Known as "the best validated measure of transformational and transactional
leadership" the MLQ is the #1 most used test in regards to the assessment of
transformational leadership. The questionnaire utilized a 5-point Likert scale
consisting of 45 questions. These items contain nine components of leadership
including 5 transformational leadership factors, and 4 transactional. The components
of division heads' leadership are as follows: transformational leadership, measured by
intellectual stimulation (questions# 2, 8, 30, 32 on the MLQ), idealized attributes
(questions# 10, 18, 21, 25 on the MLQ), idealized behavior (questions# 6, 14, 23, 34
on the MLQ), inspirational motivation (questions# 9, 13, 26, 36), and individual
consideration (questions# 15, 29, 29, 31 on the MLQ) and transactional leadership,
measured by contingent reward (questions # 1, 11, 16, 35 on the MLQ), management
by expectation (active) (questions# 4, 22, 24, 27 on the MLQ), management by
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expectation (passive) (questions #3, 12, 17, 20 on the MLQ), and Laissez-Faire
(questions# 5, 7, 28, 33 on the MLQ).
The MLQ has been used numerously over the years and is a wellestablished being used in over 300 research programs (Bass& Avolio). The validity of
the MLQ from-date taken from 87 studies showed the overall validity coefficient of
0.44. The reliability of the MLQ has shown repeated results with reliability scores for
each of the scales ranging from 0.74 to 0.91 which shows positive consistency (Bass
& Avolio, 200). From the extensive use and positive statistical data the researcher is
confident in its measurements of leadership.
The Job Satisfaction Survey is a tool designed by Professor Paul Spector
from the division of psychology out of the University of South Florida. The survey is
used to determine how subordinates feel about the organization and their attitudes of
various attributes that lead to job satisfaction. The survey contains nine separate
facets; pay (questions #1, 10, 19, 28 on the JSS), promotion (#2, 11, 20, 33),
supervision (#3, 12, 21, 30), fridge benefits (4, 13, 22, 29), contingent rewards (5,14,
23, 32), operating procedures (6, 15, 24, 31), coworkers (7, 16, 25,34), nature of work
(8, 17, 27, 35), and communication (9, 18, 26, 36), which are all combined to get an
overall satisfaction score. (Spector, 2011) Each facet consists of four items and a
Likert scale that ranges from strongly disagree to strongly agree.
The validity and reliability for the Job Satisfaction Survey was explained by Spector
(1985) but since then the test has been updated and is numerously re-evaluated
through its extensive research.
Initially the data used to determine reliability and validity for the JSS
consisted of 3,148 respondents in 19 samples (Sector, 1985). The samples were all
employees of the human resource sector. Three of the samples were used in the test-
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retest measure of reliability. Spector used the coefficient alpha to see the consistency
of the survey. The results for the survey ranged from .60 for coworkers to .91 for
overall satisfaction. From the data the measures for reliability in the JSS were above
the needed reqµirements. A test-retest was conducted on three small samples (Spector,
1985). In these cases the correlation coefficients ranged from .37 to .74.
Spector used both a discriminate and convergent validity test using the
JSS to compare with the Job Descriptive Index, which has already been tested for
validity and reliability. The correlations between the two facets were significant
enough to confirm the validity of the JSS.

Collection of Data

The processes of collecting data will be as follows: In the month of May
the researcher will receive verbal and documented permission from Siam Commercial
College of Technology to conduct the research from the Dean. Within the same month
the research will do independent translation of the questionnaire. In December 2015
the questionnaire will be distributed to both administrators and their subordinates.
Data will be collected shortly after.
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Summary of the Research Process
Table 2: Summary of research process

Research Objective

Source of Data or

Data Collection

Sample

Method or Research

-

Data Analysis

Instrument

1. To investigate the
relationship between
teacher perceptions of
their di vision head's

Person's

Teachers at
SCTECH

Questionnaire

leadership styles and

Coefficient
Correlation

teacher job satisfaction.
2. To investigate the
significant factors of
leadership that creates
teacher job satisfaction
at Siam Commercial
School of Technology.

Linear

Teachers at
SCTECH

Questionnaire

Regression

CHAPTER IV

RESEARCH FINDINGS

In this_chapter a review of the demographic, leadership styles, job satisfaction,

and a combination of leadership and job satisfaction will be examined and explained.
A detailed report of each of the research questions and their related hypothesis will be
given.
Research Questions and Hypothesis

1.

What is the relationship between teacher perceptions of their division

head's leadership styles and teacher job satisfaction?

Hl.

There is a significant difference between teachers perception of their

division heads leadership style and teacher job satisfaction.

2.

What are the influences of each component of division heads' leadership

on teacher job satisfaction?

H2.

There is a significant influence of each component of division heads'

leadership and teacher job satisfaction.
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Demographics of Participates

In this section the demographic profile of the teachers will be discussed in
depth. Information about the teacher's gender and age will be analyzed for the
understanding the uniqueness of the population in comparison to the data. A total of
166 teachers were used in this study.
From the 166 participants ofthis survey, 31 % (n=52) were male and 69%
(n= 114) were female. Next participants were asked to indicate their age ranging from
21-30, 31-40, 41-50, and 50+ years. The findings are as follows; 37% (n=62) for 2130, 23% (n=38) for 31-40, 11% (n=18) for41-50, and 29% (n=48) for 51+. These
statistics are consistent with the age of the organization (45 years) and the high
percentage of old employees over the age of 50. Moreover the 37% of employees 2130 is consistent with the job hiring philosophy of favoring recruiting teachers that
were recent graduates of Siam Commercial College of Technology.

.

Table 3 Gender Frequency
FreQuencv
male

Percent

52

31

female

114

69

Total

166

100

.

Ta ble 4 A.geof Responder Frequency
FreQuencv

Percent

21-30

62

37

31-40

38

23

41-50

18

11

more than 50

48

29

166

100

Total
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Leadership Styles

To begin understanding perceived leadership styles a series of
calculations were used to determine the overall means of each of the following facets;
Figure 3: Facets and coresponding question numbers for leadership styles
(
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which were then combined individually by transformational leadership and
transactional leadership using descriptive statistics. The outcome demonstrates the
means and standard deviations as shown in table 5. These statistics were derived from
the Multifactor Leadership Questionnaire (Bass &Avolio, 2004).

..

Table 5 M eans tior Trans ormafional and Transac fionalleadershi:p
N

Mean

Std. Deviation

Transformational

166

3.90

.55

Transactional

166

3.17

.50

Valid N Oistwise)

166

Table 5 infers that there is a difference small difference between
transformational and transactional leadership yet not enough to be statistically
different; the results show that subordinates slightly more transformational than
transactional. In addition the standard deviation for both transformational (SD=.55)
and transactional (SD=.50) suggest a variance in means therefore a more detailed look
into the nine facets of transformational and transactional leadership was conducted as
shown in table 6&7. The information in table 6&7 was calculated using a 1-5 likert
scale (strongly disagree-strongly agree).
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Table 6: Means for Transformational Leadership facets

Transformational Leadership

N

Std. Deviation

Mean

Transformational Leadership (Overall)

166

3.90

.55

Intellectual Stimulation

166

3.77

.61

Idealized Behavior

166

4.00

.62

Idealized Attributed

166

3.85

.68

166

3.94

.58

Individualized Consideration

166

3.91

.70

Valid N (listwise)

166

Inspirational Motivation

-

. facets
Table 7: Means for Transact1onal Leadership

rrransactional Leadership

Std. Deviation

Mean

N

Transactional Leadership (Overall)

166

3.17

.50

Contingent Reward

166

3.93

.67

Management by Exception (active)

166

3.80

.68

Management by Exception (passive)

166

2.40

.85

Laissez-faire

166

2.57

.85

Valid N (listwise)

166

With transformational leadership the facets of idealized behavior (M=3.99,
SD=.620) and inspirational motivation (M=3.94, SD=.580) were perceived as the
highest scores amongst the transformational leadership style with idealized attributed
(M=3.84 SD=.677) and intellectual stimulation (M=3.77 SD=.605) falling into the
two lowest scores of perceived transformational leadership. However the means of the
highest and lowest scores are not significantly deviated, signifying that subordinates
perceive their division heads' as more than slightly average across all facets of
transformational leadership.
Analysis of transactional leadership shows a distinctive difference between the
two top tier facets and the two bottom with contingent reward (M=3.93, SD=.674)
and management by exception (M=3.80, SD=.684) at the top and Laissez-faire
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(M=2.57, SD=.852) and Management by Exception (passive) (M=2.40, SD=.853)
being the least perceived facets of division heads' leadership style.

Job Satisfaction

An importance of this study is to analyze job satisfaction within the

organization. Figure 4 gives an overview of the question setup for the JSS and each
facet that is under the job satisfaction heading. A series of descriptive stats and
frequencies were used to determine subordinates satisfaction levels. The following
statistics are reflections of the JSS (Job Satisfaction Survey) only and not that of the
MLQ.

Figure 4: Facets and corresponding question numbers for job satisfaction
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A descriptive analysis was conducted to find the overall means and standard
deviation as shown in Table 8. The means score of 3.06 shows that the relative job
satisfaction at Siam Commercial College of Technology is more or less neutral,
although more data must be conducted to see a broader aspect.
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Table 8: Job Satisfaction Means
N

Std. Deviation

Mean

Job_Satisfaction

166

Valid N (listwise)

166

3.06

.36

Next the frequency scores of the 166 subordinates represented in the study
were conducted and shown on Table 9. A recoding of job satisfaction was done as
shown in the following syntax: RECODE Job_Satisfaction (3=0) (0 thru 2.999=1)
(3.001 thru 5=2), then re-categorized to indicate three levels of satisfaction; neutral,
dissatisfied, and satisfied. The difference between dissatisfied and satisfied was
minimally different with dissatisfied at 45.8% N=76 and satisfied only a few percent
higher at 51.8% N=86 with the remaining 2.4% N=4 staying neutral. Although there
is no significance in difference between those who are satisfied with their jobs and
those who are not, this information is still useful and in line with both research
questions.

..

Table 9 J0 b Saf1sf acf ion Frequencies
Frequency

Percent

4

2

Dissatisfied

76

46

Satisfied

86

52

166

100

Neutral
Valid
Total

To further understand the nature of job satisfaction at Siam Commercial
College Table 11 gives a rundown of each of the 9 facets of job satisfaction, in
chronological order starting from highest to lowest by means.
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.

t
Table 10 Means ofall"b
JO saf1sfaction f aces
N

Mean

Std. Deviation

Nature_ot_work

166

3.69

.76

Coworkers

166

3.40

.66

Supervision

166

3.19

.73

Pay

166

3.05

.55

Contingent_reward

166

3.01

.43

Operating_procedures

166

3.00

.47

Promotion

166

2.92

.62

Communication

166

2.82

.62

Fringe_Benifits

166

2.43

.69

Valid N (listwise)

166

The outcome shows that the nature of work was the highest contribution to
subordinates job satisfaction (N=166, M=3.69, SD=.758). On the bottom of the list
came fringe benefits (N=166, M=2.43, SD=.687). The remaining 7 factors were not
too distant from the norm of 3 with satisfaction of coworkers placing second highest
(N=166, M=3.40, SD=.664) and communication being the second lowest (N=l66,
M=2.82, SD=.617).

Leadership & Job Satisfaction Combined

To answer the research question "What is the relationship between teacher
perceptions of their division head's leadership styles and teacher job satisfaction?" a
descriptive crosstab analysis was conducted. In order to get a clearer look at the data,
all variables were re-categorized as follows, for transformational leaderships means
scores 0 thru 1.49=1 (strongly disagree), 1.50 thru 2.49=2 (disagree), 2.50 thru 3.49=3
(neutral), 3.50 thru 4.49=4 (agree), and 4.50 thru 5.49=5 (strongly agree). For
transactional leadership the same recoding was used as the previous mentioned
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transformational leadership. As for job satisfaction the means were recoded to, 3=0
(neutral), 0 thru 2.999=1 (dissatisfied), and 3.001 thru 5=2 (satisfied).
The data shows that subordinates who agree their division heads' are
transformational, N=64 (38.6%) and strongly agree, N=lO (6%) for a total of N=74
(44.6%) are satisfied with their work as opposed to subordinates who agree their
division heads' are transactional, N=20 (12%). On the other end of the spectrum
N=54 (32%) of subordinates who agree that their division heads' are transformational
were dissatisfied with their jobs. The data only suggests that division heads' are
perceived more transformational than transactional and that more analytics are needed
to support the hypothesis.
Table 11: Crosstab % for transformational leadership and job satisfaction
Transactional

strongly

Count

disagree

% of Total
Count

Satisfaction
Dissatisfied

Neutral

2

0

0

1.2%

0.0%

0.0%

2

0

0

1.2%

0.0%

0.0%

54

4

66

32.5%

2.4%

39.8%

14

0

20

8.4%

0.0%

12.0%

4

0

0

2.4%

0.0%

0.0%

76

4

86

45.8%

2.4%

51.8%

Satisfied

disagree
% of Total
Count
neutral
% of Total
Count
agree
% of Total
strongly

Count

agree

% of Total
Count
Total
% of Total
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Table 12: Crosstab % for transactional leadership and job satisfaction
Satisfaction

Transformational

Dissatisfied
Strongly

Count

disagree

% of Total
Count

Neutral Satisfied

2

0

0

1.2%

0.0%

0.0%

2

0

0

1.2%

0.0%

0.0%

10

0

12

6.0%

0.0%

7.2%

54

4

64

32.5%

2.4%

38.6%

8

0

10

4.8%

0.0%

6.0%

76

4

86

45.8%

2.4%

51 .8%

disagree

""o/o of Total
Count
neutral
% of Total
Count
agree
% of Total
Strongly

Count

agree

% of Total
Count

Total
% of Total

Presented in table 13& 14, a Persons correlation coefficient was used to
determine the relationship between the two leadership styles and job satisfaction.
"Correlation is an effective size and so we can verbally describe the strength of the
correlation using the guide that Evans ( 1996) suggest for the absolute value of r: .00-· .19 "very weak", .20-.39 "weak", .40-59 "moderate", .60-.79 "strong'', and .80-1.0
"very strong"". Although the correlation between transformation and job satisfaction
is higher (r=.375) than that of transformational (r=.249) they both fall under "weak"
in the above mentioned scale. Although the significance is small it still proves
hypothesis 1, "There is a significant difference between teacher perception of their
division heads leadership style and teacher job satisfaction".
Table 13: Persons correlation coefficient for trans ormational leaders hio and job satis action
Transformational
Pearson Correlation
Transformational

1

Sig. (2-tailed)

N

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

Job Satisfaction

..

.38

.000
166

166
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Table 14: Persons correlation coefficient for transactional leadership and job satisfaction
Job Satisfaction

Transactional
Pearson Correlation

1

.001

Sig. (2-tailed)

rr ransactional

N

..

.25

166

166

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

Presented in table 15 is the information needed to support research
question 2 "What are the influences of each component of division heads' perceived
leadership on teacher job satisfaction?" The data is composed of the Multifactor
Leadership Questionnaire and the Job Satisfaction Survey. The Pearson correlation
coefficient was used to see the relationship between each facet of the MLQ and the
JSS. Like the above, the table below will be interpreted by Evans (1 996) suggestion
for the absolute value of r: .00-.19 "very weak'', .20-.39 "weak", .40-59 "moderate",
.60-.79 "strong", and .80-1.0 "very strong".
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Table 15: Person Correlation Coefficient for all facets of transformational leadership, transactional leadership, and job satisfaction.
Transformational

Variables

Idealized
Attributes

Idealized
Behavior

Intellectual
Stimulation

Transactional

I
Inspirational
Motivation

Individualized
Consideration

Contingent
Reward

Management
by Exception
(Active)

Management

Laissez-Faire

by Exception
(Passive)

Pay

.071

.187*

.222**

.319**

.153*

.219**

.255**

.035

.007

Promotion

.205**

.271 **

.300**

.291**

.231**

.314**

.322**

.158*

.056

Supervision

.186*

.153*

.157*

.188*

.199**

.188*

.252**

.067

-.003

Fridge Benefits

.182*

.176*

.215**

.275**

.097

.166*

.098

.209**

.250**

Contingent
Rewards

.071

.019

.285**

.134

.036

.042

.113

.126

-.009

Operating
Procedures

-.021

.026

.010

.103

.042

.055

.035

.090

.134

Coworkers

.017

.168*

.052

.138

.242**

.110

.107

-.128

-.248**

Nature of
Work

.273**

.387**

.370**

.398**

.310**

.349**

.328**

-.142

-.216**

Communication

.190*

.330**

.182*

.296**

.112

.272**

.217**

.006

-.040

Overall
Job Satisfaction

.241**

.348**

.346**

.419**

.289**

.343**

.341**

.067

-.026

**p<0.01 level *p<0.05 level (2-tailed).

- - - - - · - - .. ··- ...
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Pay
From table 16 the data shows that there is not much of a significance of pay
with any of the facets of transformational and transactional leadership. According to
Evan's scale, all of the data for pay is on a "weak" to "very weak" level of
correlation. The highest correlation for pay is with that of inspirational motivation
(r=.319) perhaps indicating that leaders who can motivate their subordinates to
achieve more gives them more purpose over their wages. The lowest correlation of
"very weak" comes from Laissez-Faire (r=.007) perhaps indicating that a leadership
style of non-direction does not help boost pay satisfaction.

Promotion
The data shows that there is not much of a significance of promotion with
any of the facets of transformational and transactional leadership. The highest
correlation is that with management by exception active (r=.322) perhaps indicating
that subordinates feel that they have more opportunity to grow in the work place while
micromanaged. Although this concept may sound strange to those in a westernized
organization, though the literature review and observation Thais often feel pleasure
while interacting closely and being told what to do by their superiors as long as it is
done respectively. The lowest correlation is, as above, Laissez-Faire (r=.056). It can
be speculated that Thai culture does not support an organization where an
organization allows a leadership style of non-leadership.
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Supervision

The correlation for supervision is mainly "very weak" with the exception
of management by exception active (r=.252) which is still on a "weak" correlation
level. This suggests that subordinates are slightly more satisfied when they perceive
their division heads as "individuals whom actively monitor the work of their
subordinates, watch for deviations from rules and standards and taking corrective
action to prevent mistakes." Once again Laissez-Faire comes in with the lowest
correlation (r=-.003). This makes sense because no leadership style should lead to
zero satisfaction with the facet of supervision.

Fridge Benefits

Inspirational motivation had the highest correlation (r=.275) although all of
facets were also on a "very weak" to "weak" level. The numbers are too close in
values to create any distinctive assumptions.

Contingent Reward

Contingent rewards are successful when the subordinate agrees on the
organizational goals paired with incentives for the competition of these tasks at the
same time the leader must be clear in his expectations and provide proper response
when a goal is met. As above all of the facets of contingent rewards fall into the
category of "very weak" and "weak" Intellectual stimulation had had the highest
correlation (r=.285) and Laissez-Faire again receiving the lowest (r=-.009)
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Operating procedures

The data for operating procedures fell short across the board with none of
the facets reaching above a "very weak" correlation. Laissez-Faire had the highest
significance with just r=.134 and idealized attributes with r=-.021.

Coworkers

The highest correlation with coworker satisfaction was with that of
individualized consideration (r=.242). This relationship is logical because
individualized consideration includes collegial support. In an environment where
leadership fosters an open relationship and to go beyond self-interest the feeling of
connection between coworkers should theoretically increase as supported by the data..
Laissez-Faire had the highest negative correlation (r=-.248). This shows that when a
leader is not involved with their staff collegiality decreases.

Nature of Work

Nature of work had relatively high levels of correlation in comparison to
the other facets of satisfaction with inspirational motivation at r=.398 and idealized
behavior at r=.387. The nature of inspirational motivation and idealized behavior is to
motivate and set an example for subordinates to follow in order for them to enjoy and
prosper in the work that they do. On the other hand Laissez-Faire had a big negative
correlation (r=-.216). This data set and contradiction between the two
transformational styles and that of Laissez-Faire makes sense because the two are on

- - - - - - - - - - -- - - - -- - - - -···- ·--- -· - ·· ·· -
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opposite ends of the spectrum. This shows that when leadership is present
subordinates will enjoy their work more than if leadership was distant.

Communication

Idealized behavior had the highest correlation with communication at
r=.330. This could be attributed to leaders conducting their behavior in an open
manner. If the leader is perceived to conduct himself/herself in a manner that allows
for subordinates to feel comfortable then proper and satisfactory communication
should occur. On the opposite side in both theory and data Laissez-Faire once again
is negatively associated (-.040) with satisfaction in communication. This is attributed
to the very nature of Laissez-Faire which is a distance between subordinate and leader
therefore creating a lack in communication.

Overall Satisfaction

The overall satisfaction supports the findings of the total of all facets,
stating that inspirational motivation has a "moderate" correlation at r=.419 which is
the highest correlation in regards to this particular data set. While Laissez-Faire had
the lowest correlation at r=-.026. These two facets help support hypothesis #2 by
showing us that the nature of leadership will have a different effect. Inspirational
motivation and Laissez-Faire leadership are opposing styles in which inspirational
motivation is a style that engages the subordinate whereas Laissez-Faire has little
involvement from the higher-ups.

- - - - - - -·. .. . .. .. .... . ·-······ _.. -······ ···- ... · ·-··-·-- ·- ---·.. -------
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Linear Regression

Although there was important data gathered from interpreting the
correlation coefficients it does not show how strong the relationship from the two
variables really is. R2 give us a clearer picture on the true strength of the correlation.
A linear regression was done for each of the independent variables of transactional
and transformational leadership with the dependent variable of job satisfaction to
clearly understand the impact of each individual facet on job satisfaction.

Exploratory Regression Analysis- Transformational Leadership Facets and Job
Satisfaction

In the first regression, the dependent variable of job satisfaction was calculated

with the transformational facet, idealized attributes. Table 16 shows that the r=.241
which supports the R2=.058 meaning 6% of the variance in job satisfaction was
explained by idealized attributes. The data had an F value of 10.096, with the degrees
of freedom at 1 and the regression model was significant at the .002 level. The
standardized beta was .241 with at value of 3.177 and significance at .002. As seen
from the model summary idealized attributes was a small predictor of job satisfaction.
The regression equation was: job satisfaction= 2.563+ .128, R2=.058, F( 1)=10.10,
p=.002. With this equation we can make the prediction that if a teacher was to
perceive their division head as having a very high degree of idealized attributes (5 on
the Likert scale) the job satisfaction would be as follows:
Job Satisfaction= 2.563+.128*5
Job Satisfaction= 2.563+.64
Job Satisfaction= 3.203

- - - - - - - - - - - - - - - - - - - - -----------··- . ···-· " .........__
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Table 16:

Model Summary and Parameter Estimates

. faction
.
Deoendent Variable: .10b sat1s
Model Summary

Equation

F

A Sauare
Linear

.058

df

10.10

Sia.
1

The independent variable is

0.001776

Unstandardized

Standardized

Coefficient

Coefficient

Constant

b1

Beta
.13

2.56

.24

idealized attributes

In the second regression, the dependent variable of job satisfaction was

calculated with the transformational facet, idealized behavior. Table 17 shows that the
2

r=.348 which supports the R =.121meaning12% of the variance in job satisfaction
was explained by idealized attributes. The data had an F value of 22.634, with the
degrees of freedom at 1 and the regression model was significant at the .000 level.
The standardized beta was .348 with at value of 4.757 and significance at .000. As
seen from the model summary idealized behavior was a decent predictor of job
satisfaction. The regression equation was: job satisfaction= 2.248+.202, R2=.121,
F( 1)=22.634, p=.000. With this equation we can make the prediction that if a teacher
was to perceive their division head as having a very high degree of idealized behavior
(5 on the Likert scale) the job satisfaction would be as follows:
Job Satisfaction= 2.248+.202*5
Job Satisfaction= 2.249+. l.Ol
Job Satisfaction= 3.25

Table 17:

Model Summary and Parameter Estimates

Depen dent V"bl
"b saf
1sf
acfion
ana e: 10
Equation

Model Summary

A Square
Linear

F

.12

22.63

df

Sia.
1

The independent variable is

0.000004

Unstandardized

Standardized

Coefficient

Coefficient

Constant
2.25

idealized behavior

b1

Beta
.20

.35

- - - - - - - - - - -- - - - - -- - - - - - · ---

·-·--· -·-· ..

--53

In the third regression, the dependent variable of job satisfaction was
calculated with the transformational facet, intellectual stimulation. Table 18 shows
2

that the r=.346 .which supports the R =.120 meaning 12% of the variance in job
satisfaction was explained by intellectual stimulation. The data had an F value of
22.634, with the degrees of freedom at 1 and the regression model was significant at
the .000 level. The standardized beta was .346 with at value of 4.724 and significance
at .000. As seen from the model summary intellectual stimulation was a decent
predictor of job satisfaction. The regression equation was: job satisfaction=
2.278+.206, R2=.120, F(1)=22.318, p=.000. With this equation we can make the
prediction that if a teacher was to perceive their division head as having a very high
degree of intellectual stimulation (5 on the Likert scale) the job satisfaction would be
as follows:
Job Satisfaction= 2.278+.206*5
Job Satisfaction= 2.249+ .1.03
Job Satisfaction= 3.279

Table 18:

Model Summary and Parameter Estimates

. faction
Deoendent Variable: iob sat1s
Model Summary

Equation

F

R Sauare
Linear

.12

df

22.32

Sia.
1

The independent variable is

0.000005

Unstandardized

Standardized

Coefficient

Coefficient

Constant

b1

2.28

Beta
.21

intellectual stimulation

In the fourth regression, the dependent variable of job satisfaction was
calculated with the transformational facet, inspirational motivation. Table 19 shows
2

that the r=.419 which supports the R =.176 meaning 18% of the variance in job

.35
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satisfaction was explained by inspirational motivation. The data had an F value of
34.994, with the degrees of freedom at 1 and the regression model was significant at
the .000 level. The standardized beta was .419 with at value of 5.916 and significance
at .000. As seen from the model summary inspirational motivation was a decent
predictor of job satisfaction. The regression equation was: job satisfaction=
2.029+.206, R2=.176, F(1)=34.994, p=.000. With this equation we can make the
prediction that if a teacher was to perceive their division head as having a very high
degree of inspirational motivation (5 on the Likert scale) the job satisfaction would be
as follows:
Job Satisfaction= 2.029+.261 *5
Job Satisfaction= 2.029+.1.305
Job Satisfaction= 3.334

Table 19:

Model Summary and Parameter Estimates

Depen dentVana
. bl e: .10b saf1sf acfion
Model Summary

Equation

R Square
Linear

F

.18

35.00

Sig.

df
1

The independent variable is

0.000000

Unstandardized

Standardized

Coefficient

Coefficient

Constant

b1

2.03

Beta

.26

inspirational motivation

In the final regression for transformational leadership, the dependent variable
of job satisfaction was calculated with the transformational facet, individualized
consideration. Table 20 shows that the r=.289 which supports the R2=.084 meaning
8% of the variance in job satisfaction was explained by individualized consideration.
The data had an F value of 14.965, with the degrees of freedom at 1 and the
regression model was significant at the .000 level. The standardized beta was .289
with a t value of 3. and significance at .000. As seen from the model summary
individualized consideration was a low predictor of job satisfaction. The regression

.42
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equation was: job satisfaction= 2.474+.149, R 2=.084, F(1)=14.965, p=.000. With this
equation we can make the prediction that if a teacher was to perceive their division

scale) the job satisfaction would be as follows:
Job Satisfaction= 2.474+ .149* 5
Job Satisfaction= 2.474+.745
Job Satisfaction= 3.219

Table 20:

Model Summary and Parameter Estimates

Deoendent Variable: job satisfaction
Equation

Model Summary

F

R Sauare
Linear

.08

14.97

df

Sig.

1

The independent variable is

0.000158

Unstandardized

Standardized

Coefficient

Coefficient

Constant

2.47

b1

Beta

.15

individualized consideration

Exploratory Regression Analysis- Transactional Leadership Facets and Job
Satisfaction

In the first regression for transactional leadership, the dependent variable of
job satisfaction was calculated with the transactional facet, contingent reward. Table
16 shows that the r=.343 which supports the R 2=.118 meaning 12 % of the variance in
job satisfaction was explained by contingent reward. The data had an F value of
21.867, with the degrees of freedom at 1 and the regression model was significant at
the .000 level. The standardized beta was .343 with at value of 4.676 and significance
at .000. As seen from the model summary contingent reward was a small predictor of
job satisfaction. The regression equation was: job satisfaction= 2.335+.343, R 2=.l 18,
F( 1)=21.867, p=.000. With this equation we can make the prediction that if a teacher

.29
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was to perceive their division head as having a very high degree of contingent reward
(5 on the Likert scale) the job satisfaction would be as follows:
Job Satisfaction= 2.335+.343*5
Job Satisfaction= 2.335+ 1.715
Job Satisfaction= 4.05

Table 21:

Model Summary and Parameter Estimates

Deoendent Variable: iob satisfaction
Model Summary

Equation

F

R Sauare
Linear

.12

Sig.

df

21.87

1

The independent variable is

0.00006

Unstandardized

Standardized

Coefficient

Coefficient

Constant
2.34

b1

Beta
.18

contingent reward

In the second regression for transactional leadership, the dependent variable of
job satisfaction was calculated with the transactional facet, management by exception
(active). Table 22 shows that the r=.341 which supports the R2=. l 16 meaning 12% of
the variance in job satisfaction was explained by management by exception (active).
The data had an F value of 21.566, with the degrees of freedom at 1 and the
regression model was significant at the .000 level. The standardized beta was .341
with at value of 4.644 and significance at .000. As seen from the model summary
management by expectation (active) was a small predictor of job satisfaction. The
regression equation was: job satisfaction= 2.374+.180, R 2=.116, F(1)=21.566, p=.000.
With this equation we can make the prediction that if a teacher was to perceive their
division head as having a very high degree of contingent reward (5 on the Likert
scale) the job satisfaction would be as follows:
Job Satisfaction= 2.374+.180*5
Job Satisfaction= 2.374+.9
Job Satisfaction= 3.274

.34
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Table 22:

Model Summary and Parameter Estimates

Deoendent Variable: iob satisfaction
Model Summary

Equation

F

R Sauare
Linear

-

.12

df

21.57

Sig.
1

0.000007

Unstandardized

Standardized

Coefficient

Coefficient

Constant
2.37

b1

Beta
.18

The independent variable is management by expectation (active)

In the third regression for transactional leadership, the dependent variable of

job satisfaction was calculated with the transactional facet, management by
expectation (passive). Table 23 shows that the r=.067 which supports the R2=.004
meaning 0% of the variance in job satisfaction was explained by management by
expectation (passive). The data had an F value of .739, with the degrees of freedom at
1 and the regression model was not significant at the 0.391374 level. The standardized
beta was .67 with a t value of .859 and significance not at .391. As seen from the
model summary management by expectation (passive) was a small predictor of job
satisfaction. The regression equation was: job satisfaction= 2.989+.028, R2=.004,
F(l)=.739, p=.391 With this equation we can make the prediction that if a teacher was
to perceive their division head as having a very high degree of management by
expectation (passive) (5 on the Likert scale) the job satisfaction would be as follows:
Job Satisfaction= 2.989+.028*5
Job Satisfaction= 2.989+ .14
Job Satisfaction= 3.129

.34
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Table 23:

Model Summary and Parameter Estimates

Depen den tVana
. bl e: 10
. b saff
.
1s action
Model Summary

Equation

F

A Square
Linear

.00

Sig.

df
.74

1

0.391374

Unstandardized

Standardized

Coefficient

Coefficient

Constant
2.99

b1

Beta
.03

The independent variable is management by expectation (passive)

In the last regression for transactional leadership, the dependent variable of job
satisfaction was calculated with the transactional facet, Laissez-Faire. Table 24 shows
that the r=-.026 which supports the R2=.001 meaning 0% of the variance in job
satisfaction was explained by Laissez-Faire. The data had an F value of .113, with the
degrees of freedom at 1 and the regression model was not significant at the 0. 74 level.
The standardized beta was -0.26 with at value of -.336 and not significance at .74. As
seen from the model summary Laissez-Faire was a small predictor of job satisfaction.
The regression equation was: job satisfaction= 3.085+-.0l l, R2=.001, F(l)=.113,
p=.74 With this equation we can make the prediction that if a teacher was to perceive
their division head as having a very high degree of Laissez-Faire (5 on the Likert
scale) the job satisfaction would be as follows:
Job Satisfaction= 3.085+-.0l l *5
Job Satisfaction= 3.085+-0.055
Job Satisfaction= 3.03

.07
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Table 24: Model Summary and Parameter Estimates
Deoen dent Vana
' bl'b
'faction
e: 10 sat1s
Equation

Model Summary

F

A Square
Linear

.01

df
.11

Sia.
1

Unstandardized

Standardized

Coefficient

Coefficient

Constant

0.7376995

The independent variable is Laissez-Faire

3.09

b1

Beta
-.01

-.03

CHAPTERV

CONCLUSION, DISCUSSION, AND RECOMMENDATIONS

In this chapter the researcher will conclude the information and research of
this study. It consists of an overview of all chapters, findings from the data analyzed,
and a final conclusion to the research questions and hypothesis. Limitations founded
in the study are discussed in detail. Finally this chapter will recommend future
research and implications.

Overview of Study

The main goal of this study was to determine the relationship between division
heads' perceived leadership style and subordinates job satisfaction at Siam
Commercial College of Technology. A review of the literature suggests that perceived
leadership styles have an effect on job satisfaction, thus this study will focus on
examining whether or not this relationship exists at Siam Commercial College of
Technology.
The study used a quantitative measurement that examined both a
transformational approach and a transactional approach in relationship to job
satisfaction. A total of 166 staff members which includes teachers and personnel
participated in this study. Siam Commercial College of Technology was chosen for
this study because of the researcher's direct connection to the college and a general
curiosity with the dynamics of the organization.
The data was collected by using the Multifactor Leadership Questionnaire
(MLQ) by Bass and Avolio (2004) and the Job Satisfaction Survey (JSS) with a small
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demographic section included. Descriptive and correlative tests were made to analyze
the data and receive an answer to the hypothesis.

Main Conclusion

This section uses the data driven from chapter 4 and presents conclusions and
discussions driven from the findings. The two research questions and hypothesis will
be referenced.

Research Question 1: What is the relationship between teacher perceptions of their
division heads' leadership styles and teacher job satisfaction?

Through a quantitative approach the data revealed that participants (N=166)
perceived their division heads' as slightly more transformational (M=3.90) than
transactional (M=3.18). From there the means scores of job satisfaction (M=3.06)
were derived. To receive an answer to the research question a Person correlation
coefficient was performed.
The Person correlation coefficient measures the strength of a liner association
between two variables by the abbreviation of r. It attempts to draw a line to see how
far the data points are from one another to figure out a correlation. Evans scale (1996)
(r: .00-.19 "very weak'', .20-.39 "weak", .40-59 "moderate", .60-.79 "strong", and .801.0 "very strong") was used to determine how strong or weak the correlation was. The
results came to r=.375 for transformational and r=.249 for transactional. These two
correlations with job satisfaction both fall under the category of "weak" (.249-.375)
therefore the researcher determined that there was a slight relationship with
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perception of division heads' leadership styles and job satisfaction at Siam
Commercial College of Technology.
The results give us a few understandings of the organization. Firstly the Likert
scale that was used for job satisfaction had scales ranging from 1= strongly disagree,
2=disagree, 3: neutral, 4=agree, and 5=strongly agree; from this we can infer, from
the job satisfaction total means of 3.06, that the organization is right at the neutral
point. In a business view point a neutral satisfaction level is not necessary a good
thing. Although it is better than negative, it tells us that the majority of subordinates
work for little reasons and most likely have a low rate of progression. The goal of any
leader should be to boost satisfaction scores for their subordinates.
Secondly the means score of transformational (M=3.90) and transactional
(M=3 .17) suggests that leadership is either ineffective or undefined because both
scores are close and do not fall under a satisfactory means. The researcher would
. suggest that the definitions behind leadership theories be defined to the leaders and to
use the proper techniques to build up a more defined style. By observing the means of
all three variables it is clear to see that none are in a high range. This can suggest that
the organization does not have a clear plan or direction.

Research Question 2: What are the influence of each component of division heads'

leadership on teacher job satisfaction?

The results of the quantitative research shows that participants (N=166) rated
their division heads' as more transformational (M= 3.90, SD=.55) that transactional
(M=3.17, SD=.50) as mentioned above. To answer research question 2, a breakdown

- - - - - - - - - -- - - - - - - - -----··--·-. - ...............................
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of each of the leadership and job satisfaction facets were divided down to determine
the weight of each of the characteristics.
Participants perceived their division heads' as being mostly transformational
in their leadership forms of idealized behavior (M=4.00, SD=.62), inspirational
motivation (M=3.94, SD=.58), and individualized consideration (M=3.91, SD=.70).
These findings support the literature, in which it says that good leaders are said to be
visionaries who can specifically use transformational styles to improve the
organization (Yukl, 2009).
The lowest scores came from two of the facets of transactional leadership;
lasses-faire (M=2.57, SD=.853) and management by exception passive (M=2.40,
SD=.853). These facets are considered negative and it is good that the perception of
division heads' in this sense is low.
The hypothesis "there is a significant influence of each component of division
heads' leadership on teacher job satisfaction." was proven to be valid by the data. The
highest correlation of job satisfaction is inspirational motivation (r=.419) with its job
variance at 18% (R2=.176) followed by idealized behavior (r=.348) with its variance
in job satisfaction at 12% (R2=.121) and then intellectual stimulation (r=.346).with its
variance in job satisfaction at 12% (R2=.120). These three facets are under a
transformational style of leadership and all include an active leader. The positive
correlation shows division heads' that are perceived to care about their subordinates,
in terms of actively pursuing ways to make them better, bring about a better allaround environment.
Furthermore hypothesis #2 shows that the exact opposite of the highest
correlations in both rand in leadership style are management by exception (passive)
(r=.067) with the variance in job satisfaction at 0% (R2=.004) and Laissez-Faire (r=-
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.026) with the variance in job satisfaction at 0% (R =.001). This correlation is in fact
good for the organization because the mean scores for the division heads' perceived
leadership style for both of these facets are the lowest. This supports that some facets
of leadership are detrimental to job satisfaction

Table 25: Variance in Job Satisfaction by Facets
Leadership Facets

Variance in Job Satisfaction

Idealized attributes

6%

Idealized behavior

12%

Intellectual stimulation

12%

Inspirational motivation

18%

Individualized consideration

8%

Contingent reward

12%

Management by expectation active

12%

Management by expectation passive

0%

Laissez-faire

0%
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Implications of the Theory

The outcome of this study has a number of theoretical applications. These
applications will be analyzed and discussed in relations to adding upon the theories of
leadership and development in an educational setting.
This study has been the first of its kind in a Thai vocational setting. To utilize
the Multifactor Leadership Questionnaire (MLQ) and the Job Satisfaction Survey
(JSS) to assess leadership perception has yet to be done. By doing this a new angle is
given into the leadership theories. It is typical for a study to have the division heads'
assess their own leadership styles but that can have its drawbacks in the form of bias.
By testing these theories across a new platform, the concept of transformational and
transactional leadership can be further developed.
This work also contributes to the every changing landscape of the education
system and of the times we live in. Numerous studies have shown that a passive
approach is detrimental and this body of work helps add to that. Passive leadership
styles such as management by exception (passive) and laissez-faire are becoming
noticeably clear that they have a minimal or nonexistent role in the work place. As
more and more research is done, the faster these outdated systems of leadership will
be abolished.
Furthermore, the data will give administrators and division heads at Siam
Commercial College an empirical look at what needs to be done to create a more
satisfying work place. By looking at the statistics, SCTECH needs to make numerous
changes to its overall leadership style if any progression in terms of satisfaction is to
be achieved.

----------~------ ··· -·~ ·--·· ··-·····-- .
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Implications for Practice

It is shown from past literature that and from general knowledge that good

educational leaders lead to good educational outcomes. It is suggested that about one
quarter of total school effects on student outcomes can attributed to organizational
leadership (Leithwood, 1996). It is also found that the most significant impacts to
leadership come from teachers' influences through development and appraisal. This
study has a number of implications to better the overall organizational development.
Found in this study, the highest correlation came across was a transformational
style of leadership. This would suggest that leaders should continue and build on a
supportive aspect of their behavior. With the information from this study, school
leaders can improve on their current styles, polices, and practices. This can help build
on future leadership frameworks for the organization and hopefully build towards a
more satisfactory work place. Moreover, as stated in chapter 2, creations of new or
improved systems of assessment and evaluation can further build towards
improvement.
Suggested by the literature, Thailand is still in a developing and chaotic state
in terms of economics, politics, and education. This can possibly be attributed to a
misunderstanding or lack of knowledge in terms of proper leadership and the
understanding of subordinates. By gathering more empirical data and having a clear
picture of what works and does not, the data from this study, if used correctly, can
improve the overall atmosphere of numerous organizations even outside of the
educational structure.
Lastly, to achieve maximum output from the research it is recommended that
division heads should:
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•

foster standards for themselves that others would like to follow. A key
characteristic to have as a motivator is high standards and
accountability with ones actions,

• . focus less on a direct means of telling their subordinates what to do
- and focus more on an indirect means; this can be done by creating a
persona that is admirable to others and in tum they will guide
themselves to be more like the said leader,
•

use more mentoring and coaching techniques as a developmental tool,

•

create clear goals for both individuals and teams; when the goals are
met allow for those individuals to present themselves in a social
gathering where other peers are invited to the occasion,

•

have more occasions that highlight the major contributes that each
member of the faculty has done,

•

create time for teachers to create. Allow them enough freedom for
them to be able to stimulate their minds and put their thoughts into
action,

•

allow teachers to participate more in important decision-making
processes,

•

have a proper area where staff can feel free to open up and discuss the
future betterment of the organization,

•

be ample and generous with proper recognition of birthdays and other
special events. Make the teachers feel they are not only a part of the
organization but part of a family,

•

praise any great ideas or innovations on stage as a special event to push
others towards that direction,

- - - - - - - - - - -- - - - -----·-----·----·....·-··- ··--
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•

perform one on one performance feedback sessions that have a clear
goal setting objective with a proper timeline,

•

have anything done that benefits the organization be praised
immediately and sincerely,

• -push a culture shift where teachers can share knowledge and give
constructive criticism without feeling ridiculed,
•

make themselves seen during the processes of important work done by
employees,

•

and help subordinates through the previously mentioned work process
by giving approval and direction if necessary.

Implications for Future Research

The results of this study give a number of opportunities for future research. It
would be suggested that other schools within the Thai educational structure conduct a
similar research to give them a more defined understanding in what proper leadership
should be like. Because of the nature of the research, future studies can be done
within any level of the educational system.
In addition it would be suggested that a qualitative approach be taken to see if
the feelings of the subordinates and the leaders are in line with the data. Future studies
could impose focus groups, interviews, or case studies with all staff. These methods
would give added value to the study and more than likely, produce extra information.

In terms of the leadership theories, this research can give more of an outlook
on the importance of each facet. In general terms, the literature suggests the focus
being on one or the other, transformational or transactional leadership, but perhaps the
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focus can be more on the facets of both. If it is more detailed future researchers may
be able to add or take away some facets to make the styles more valid and defined.
The research shows that teachers at Siam Commercial College of Technology gain
much more satisfaction through approaches of leadership that focuses on, at the very
least, partial acknowledgment whether that is through verbal praise or a physical gift.
On the other hand, techniques of passive leadership should be avoided if possible
within the organization because, as shown by the research, it has no effect on
satisfaction and may even be detrimental.
Finally, job satisfaction is an issue that can and should be constantly
developing. This study clearly shows that job satisfaction levels are only par
throughout the board and needs to be addressed. The study shows that some of the
factors of leadership can increase job satisfaction therefore a deeper awareness of the
link between job satisfaction and leadership theories can help gain a better
understanding for intrinsic and extrinsic satisfaction.
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(Froa TUI lido Ellll*)
1. I give ass::istance to those who are making an ef&nt/trying bani

2. f have to re..ecmine important points oisuspicion to detam:ine ~they uc
~ate.

3. l diapn:I problems until Ibey become more complicated.
4. I focus on problems d:W are imgular. do not adhlft to mplmoos. uli$tak:CS.

exceptional pmblems and deviations: mm mndard procedures.

5. I avoid i.merferina in important problems that occur.
6. I t&1k about values and belie& that I am most adamant about.

1. l have a teodcacy not to be in the oflee wbCQ I am mied.ed..
8. l try t-0 look at all aspects of a problem bC'fbre solving it.
9. l.ipOlk about tbe fi:mu'e in an optimisli~ way.

10. t make those people who work with me ·feel a seQSe ofpride.
I t . I discua clearly state who wiH be respcmsible for ail operations in order to be
succealhl in ach.itvina aoaJs.

12. I W'&it for a pmbkm to occur before getting involved.
l 3. I ialk. about issu.es that mllSt be resolved in m enthusiastic manner.
14. 1 stress the importance having a. smmg scmc·ofpwpose.
15. I $J>end time k:achil'lg. giving eoatinuous inltructioa and feedback.

16. I illustrate to everyone wbal the mwards fur sua:.esa will be.

t 7. I express the belief' if it im't broken, leave it alone.

88

189
18. l ·lbink fbr the good of tM group mberdllll ~
19. l treat ot.bera as importam individud nltber tha u tnetD'ben of a .8"0UIP·
lO. l sbow--lhat I ~ problems wbca they appear to be becomiq pmtrllC'ted.

2t. I act in a manner dud• cams• me respoct of ocber people.

22. [ devote my lUll llltm1ion to con:ectin& m:istabs, complaims and failures.

23. rconsider the moral and ethical :aspcclS belme llllk:ing. a decision.
24. I keep tndc of all mistakes dmt occur.

25. ! dispjay a_,. of power and. omtfidencc.
26. l ~ tbe ~to communicllc a

eu vision of the •ftdure.

27. 1pltce importance en various flt1urcs in tnanagemetlt to meet atudards.

28. I avoid making decisions.
29. lam always aware- dW Utdividual$ have dimirmt needs,. meogdls and

irupirations.
30. I teach others to look at a probmn from many angles.

3 l. 1 aaist pc:cple in the developmem of their abilities,

32. I sugest new ways to suc<*S:fWly complete~
33. I delay answering questions that are urgent
34. I stress the tmportanccof a collective ~of die signifi~ of

mission.
35.1 ex:preas satisfaction when others meet expectations.

36. I ~· con.ftdc:Dce in my ability to meet goals.
37. l can respond eflicimtiy to the job-rcfated need!! of others.
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38. I UM leadership methods that produce Slllisflctory teSWU.

39. I CID mate odlm.-ork beycmd lheirown.~

40. I can efficiently represent: my gmup with IUpC'lriari.
41. Others ace satisfied working with me.

42. l i.mpirc: ocbcrs to dc:sirc more SUCCC51.
43. I wcrk tfliciaitly according 10 the needs oflbc ocpnit.aliotl.

44. I provide coUeagues with ~=t
45. I am t:be lead.ct of an df'octivc lf'OUP.

in order to .make them cry harde:r.
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PART 11: JOB SATISFACTIONS

Direction: Please indicate your opinion on the extent to which level you
agree in the following statements. Please make the checkmark (I) in the
level you agree.
'l..J

.... .

....

""

...

"'

•

..i... •

"'

.... _,

nta.i11.1'Lfi1'7'!1.:J\llJJ1!l ( I ) 'Vlf1'7.:inufi1'l1J.Jfl'1L 'VIU"ll'!l.:J\'111.l'VIJ.Jf'l'il"ll'ilfl'l1JJ'Vlu'71n!J
i.:iPi'!l'tud -

Strongly
Disagree

Statement

\i.iLih~

Disagree

\iki4u

.

the work I do.

4h'VlL~1~~n~1L~'WL~'tl'W~L~fu~ii"11nu-:i1u~~1
~
'
2. There is really too little chance for promotion
on my job.

'l'elmi'l~~:;1~L~'tl'W~1LLi.nl-:iiJu'elui11n
3. My supervisor is quite competent in doing
his/her job.

,r'l\.1U1'il'tl-:ii1YiL~1LU'W~ilf'l'l1illf'l'l1ili'l1i11rn
1"Wm1~1-:i1u
4. I am not satisfied with the benefits I receive.

4f1YlL~1f~n~1~rJi'l~m1"11-:i 1 ~'tl-:i'"1mil1~
Lil L~tl-:!Yl'el

5. When I do a good job, I receive the
recognition for it that I should receive.
J •
~"'tl
... .!'} ' ...
Lil'el'Vl1-:11'WblP'l

1:;i'ltJi:Jfli'l1L1~LuU'elrl1-:ilP'l

ir1Yl L~1 L~fu'°1'l1il~'W"l!il

1~fu

~'W~ i;)1iJ~~il '°1'l1~:;

1.h\A

Agree

..

"'
L'"\AIJ'l'UI

fl'UI

Strongly
Agree

"' ..
L'"\AIJ'l'Ul
fJ!i1.:i~.:i

2

1. I feel I am being paid a fair amount for

Neutral

3

4

5
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Strongly

Disagree

Neutral

Disagree

L~L~'U

1.hu

2

3

Agree

Strongly
Agree

LiJL~'U

Statement

...

ii!I

"ll'ilfl';J1:1J

..:

'

'il!l1.:l!l.:I
1

6. Many of our rules and procedures make
doing a good job difficult.

n!J1::LUUU1.l{jU°1i'll~WrNf'lmvh1~;h~b~1f~n~1
al'

0

.,llCIJI

mnVtr.i::vn.:nwbrnrn
7. I like the people I work with .
II

'

ti

.c::!il

'

' '

cii.c::ril

'll'l~ b'"l'l"lltl1Jb~tl'W1'U.J'l'l'WVl'W

8. I sometimes feel my job is meaningless.
~

1J'l'lf'l1'..:i4f1~ L~'l

'

f~n~1..:i1uViv'i1 hJil M'l:IJ'Vl:IJ'lU

t:i::L1L~U
9. Communications seem good within this
organization.

n11~tl~11fl1Ub'Wtl'lf'1Ltl'WL1.l~'JU~
10. Raises are too few and far between.
~

4f1~L~1f~n~1't1i;i11m1~'WL~'WL~'fl'WUtlULn'WLll
~

.,

'Vl1-'fl1J1'11"11'1Lii~'WL~U
11. Those who do well on the job stand a fair
chance of being promoted .
.J O
CIJICIJI
J
~II 4
O
1
f'l'WVlVl'l'l'l'W(;i:IJ L'fln'l~Vl'"l:: b(;\ L~'fl'Wi;J'l LL'Vl'W'I

'f!tl1..:i~ ~fi11:1J
12. My supervisor is unfair to me.

4f1Y1 L~'li~ n~1~'JV1u1..:i1u1a.Jil f'l'l'l:i.J~ ;jn11:1J
13. The benefits we receive are as good as
most other organizations offer.

4f1m~11~n~1~'3'~~m1~4i'1Y1L~11~fo
~'rl'fl
.
.... JJ

Vl 'fl nu we:i u

4

5
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Strongly

Disagree

Neutral

Disagree

LJ.iL{1'U

1.J1'U

LJ.iL{1'U

Statement

14. I do ngt feel that the work I do is

appreciated.

hli'.i fOlU~U"l!l.J

15. My efforts to do a good job are
seldom blocked by red tape .

i1'ViL~1f~n~1f0111l.J'VitJ'ltJ'lilbUn11vl1.:J1Ub~~
"'
"1ltl.:i.if1ViL~1l!n9::CJnll~nu91n-if'flih~u~

...

n!JLnn.l"Vl"11'eN'tl.:J'°1n1

16. I find I have to work harder at my job
because of the incompetence of people
I work with.

,,

4f1m~1f~n~1~'fl.:iVi1.:i1u~um.nn~u L'Vi11::

L~flUi1lN1'WLililfil11l.J~1i111tl
17. I like doing the things I do at work.
II

I

c:alll

ti

I

l.lol::lli!O

"111'Vi L91"l!fl'l.N1U'Vl"111'Vi L91'Vl'Vl1

18. The goals of this organization are not clear
to me.
i1'Vi L~1f~n~11ilriflt1L4f119 LU1~l.J1tJ"11fl.:J'fl.:J rfm

19. I feel unappreciated by the organization
when I think about what they pay me.

i1'ViL~1ilfil11l.Jf~n~1i!~~flfl.:irfn1Ldflun~.:i
'"11~1.:i~1~fo
20. People get ahead as fast here as they do
in other places .
.if1'Vi L~11~ n~1vl1.:J1U~tliJ fil11l.J fl11~U1'Vitl'Vi fl

"'

''
°"
.q~
n1J'Vl1'VlflU
0

Agree

L~'U'11!1

i1!1

il!i1~a~

il!i1~a~
1

..

Strongly

.....

.i'1!1

"'
"ll'ilfl'J13J

i1'Vi L~1f~ n~1.:i1u~Vi1

Agree
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Strongly

Disagree

Neutral

Disagree

L~L~'U

1.hu

L~L~U

Statement

Agree

Strongly

..

Agree

.,

L~Ui;)'1!1

i'1!1

i·u1

i!!h.:iii.:i

' ..:
'il!.11'1!1'1
1

21. My s1:1pervisor shows too little interest in the
feeling of subordinates.

<il1wL~1f~nt:J1~r;ii..u1~11..11:'lu1'"lrir;i1:wf~n~'el~
~nu'el~u'elu Lnuhl
22. The benefit package we have is equitable.

<ir1wL~1f~nt:J11:'l1'!:'l~m1~vh1..11iJlfuilroir;i1:w
Li..:IJ1~1:'l:IJ LL~'J
23 . There are few rewards for those who work
here.

ilm11~11~1'~riuwun~1u1um1v11~1uu'elu
24. I have too much to do at work.

<if1w L~11~
. nt:J1il~1u~ ~'el~v11:w1n LnuhJ
25. I enjoy my coworkers.

<if1VH~1W'tlL'"lL~'tl'Wi'J:IJ~1'W~?Wlh'W
26. I often feel that I do not know what is going
on with the organization.
I

I

...

<if1wL~1i~nt:J1hJ~'tlufL1'el~V1Liic;i~u1u'el~io1m
27. I feel a sense of pride in doing my job.

<if1wL~1n1rin~1'"l1u~1u~<if1wL~1v11
"

28. I feel satisfied with my chances for salary
increases.

"'

"'

"'~

1'"l'V.Jl:IJcol~~'eln1\:'l'"l~~bf?l~'WL~'WL"1?1'W
t.J' ...

~1WL'"l1li<inW?1

ell

29. There are benefits we do not have which
we should have.

cif1w L~1f~nt:J1i'.Jl:'l1'1:'l ~n11'1.J1~?1th~~ roir;i1il LL[;]
'tl~io1mhlil

2

3
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Strongly

Disagree

Neutral

Disagree

'l,JL \{u

thu

\3.iL\{'U

Statement

Agree

.....
L'lll'Ufl'l!I

i·u1

Strongly
Agree

.....
L'lll'Ufl'l!I
'i!!i1'3~'3

i·u1
'i!!i1'3~'3
2

30. I like my supervisor.

31. I have too much paper work.
oif1Y-1 L~1il~1'WL'fln~11~ ~'fl~Vi13..11n Lnu1tl

32. I don't feel my efforts are rewarded the way
they should be.

,,

oif1Y-1 L~1i~n~1 rYJ13.J i;J~1'"l 1um1Vi1~1'W"11'fl~

oif1Y-1L~11~foi:J~lJl'fl'LILL'Vl'W'flth~~ri'l1'"l~L~
33. I am satisfied with my chances for
promotion.

oif1Y-1L~1i~n't'l'flL'"l~m'flm~'"l~L~L~'fl'W~1LL~U~
34. There is too much bickering and fighting at
work.
q

II

I

I

3.Jn11'Vl~L~1~L'IJ1~LL'l~'IJ'fltl

.::.I

1 b'W'Vl'Vl1~1'W
')

0

35. My job is enjoyable.

.

oif1Y-1L~11~n~unnu~1u~Vi1
..
36. Work assignments are not fully explained.

oif1Y-1L~1i~n~1~1u~1~fo3..l'fl'Ll~3..11t.11iiilm1
'flfiu1t.11~-B'~L'"l'W

Thank you for your cooperation
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Biography
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Joshua Chakkapark was born in Kiser Hospital located in San Francisco
where he spent most of his youth. At the age of 16 he received his first job as
computer coordinator at a youth center. Three years later he moved from the
education sector into food service after attending the California Culinary
Academy LHis job at Birite Foodservice lasted for 5 years until he received a job
offer at Villa Market in Bangkok Thailand.
He was curious about his roots, being born from two Thai parents, and
decided to give it a try. Once there he was offered another job at a family
business which happened to be a College. Excited about the opportunity to work
in education once again, Joshua quickly quit his new job and started working at
Siam Commercial College of Technology. The plan was for Joshua to one day
take over the position of Dean which required a Master's in Education.
This brings us to present day where Joshua enrolled into Assumption
University. Once completed Joshua wishes to continue furthering his education,
working on the improvement of the Thai education system, and extending his
worldly knowledge.

