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ABSTRACT

This research served the intention of examiningrélationship between perceptions of principal é&abip styles
and teachers’ organizational commitment betweefopraing and underperforming schools as well agiemiify the
leaders’ gender as a moderating variable. Othdudnfial factors including teacher age, positionute, years of
experiences, religion and educational level as sstggl by previous researches are being investigatbds study to
further clarify this relationship. Three domains leadership styles namely Transformational, Tratnsiaal and
Nurturant were apply. The former and later typeteadership were chosen was based on the conéé@taang

Societal” which the MOE trying to instill in our edational scenario. Teachers’ commitment was exadnirsing
guestionnaires developed by Meyer and Allen’s (J9&#&nder of principals is added to serve as a natidg effect
on this relationship which is basically based ois fire-dominant Muslim society where the preferaeydership
gender is still male.

Keywordsfor Leadership: Transformational, Transactional, Nurturant.
Keywordsfor Commitment: Affective (AC), Continuance (CC) and NormativeGN

1.0INTRODUCTION

Current educational reform places a great premiponuhe relationship between effective leadershigp school

improvement. Effective leader exercise an inditedtpowerful influence on the effectiveness of sbbool and will

aid in teachers commitment and ultimately the sttal@verall achievement. Ironically, teacher's oigational

commitment was the solution for transforming amngilschool to an effective’s school. This lack eSearch into
various types of teacher commitment is in part @sequence of the fact that teachers and other gol@akworkers
are tightly clustered within schools and institagpand it has not been possible until recentlake this clustering
within schools and institutions into consideratinrthe analysis of data.
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1.1 Background of the Study

The Education Development Master Plan for Malay2i#¥1-2010), henceforth referred to as the Bluéptakes into
account the goals and aspirations of the NationsioW Policy to develop the potentials of indivithiin a holistic
and integrated manner so as to produce individwals are intellectually, spiritually, emotionallyné physically
balanced in line with the National Education Plolasy. With the propagandized slogan, “EducatioHigsnan
Right” and “Malaysian Education is For All", Malagshas achieved significant improvements in enrolvend
literacy levels through various implementation wategies:

Primary education:

- More than 96% of primary-aged children were dadoin school in 2005.

- There are no significant gender disparities imary enrolment rate.

- The percentage of children who enter Year Onesandessfully reach Year Six had improved from 96.7
in 1989 to 98.1% in 2005.

Secondary education:

- Secondary education enrolment rates increasadilsteluring the previous decades but have nowléeve
out.

- In 2005, the Net Enrolment Rate for girls was 8t#ile the rate for boys was significantly lowat,77%.
Learning achievements are above the internatitmemichmarks in international comparisons, when
measured for achievements in mathematics and scamnong eight-grade students.

Literacy levels:

- According to the 2000 Census, more than 91% efotbpulations (above 10 years who were attending or
had attended school) are literate.

(Source: UNICEF Malaysia Communications.5 Aug&00

With these it is anticipate that teachers who worller such background will be able to bestow thest efforts and
commitment in educating our generation. Thus, thil$ help to transform a non performing school tomere
performing one or at least to an encouraging level.

1.2 Statement of Problem

Schools today must be able to prepare studentside the capacity for knowledge and innovation, mmdure “first
class mentality”. Our current educational systeithfatls to meet the needs of every child and H&sg in many un-
solving quandaries that lead to “Parkinson’s Chairdblems (The Star, 24/12/2011). Most of thesdblegms have a
direct relationship with principal leadership am@&d¢her commitment. Today, due to increasing deménods all
guarter, the traditionally recognized roles angoesibilities of teachers have been redefined réteoto effectively
carry out this added roles and responsibilitieschers’ commitment or attachment to their job awdkpiace should
be an important factor for school to focus on duadind world class teaching. The issue surroundéaghers’
commitment should be of utmost importance to ppald for retaining talented human capital. Whilegpals who
are over-worked and under pressure to improve stuatghievement, and on the other hand, teachdes/agrces are
some of the ever unsolved problems in educatiorchwproliferated into stumbling block between thieiaction of
principal and teachers. Instead of relying on tlkeeception of these variables based on our own pretation,
intuition and gossips, there is a pressing needefsearchers to investigate further into theseatsées by means of a
well designed survey.

1.3 Purpose of the Study
The MOE has repeatedly promulgated to make Malaysaregional center for quality education and teate a

world class educational system. This aim could didyrealized if schools focus on strategic plantivag expands
their capacity and capability to face the challengkethe 21st century. As school education becamm® and more
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complex, good leadership and effective teachers aémmitment are essential to bring about great@ravement
and better student achievement. An examinatiorriatipals’ leadership styles in these emerging atlanal trends
would allow current and future administrators t@mne the type of leadership style is most effeciiv these
dynamic schools and ever changing world. Accompiglieacher commitment will lead our future genierato a
greater height in this region. The purpose of ¢higly was to assist school administrators and ¢idned researchers
in identifying various effective leadership stylead traits of school principals to nurture and @wleateacher
commitment. It further investigates the relatiopshietween principals’ leadership styles and theindgrs that
affecting teachers’ commitment. To further compléte suggestion of previous researchers, this switlyilook
through other factors that will serve as influeigcuariables.

1.4 Significant of the Study.

The National Council of Principal (2005) acknowledgamong its members that one significant factotrimuted to
educational disastrous scenario is the leadersjip af its own members. This statement magnifleg dignificant of
this study that the critical success leadershiabens in maneuver teachers’ organizational comeitm Malaysian
educational sector receives approximately RM 3lohilfrom Malaysian 2010 Budget, an extortionateoant that
deserves to be carried out this research in omdshade the ambiguous and postulated perceptitreiryes of the
general public and tax payers in particular (Hartma000). The never ending of endeavor researcliesemain
significantly important in the light of the changinole of the principal and numerous undesirableesk effects on
school effectiveness as the consequences withdesadmsplaying low commitment. Evidence from thisdy could
serve as an empirical framework for MOE and InsitAmiruddin Bakri (IAB), to plan, reorganize andopide
leadership-training program for our school leaderd prospective leaders. In addition remind scipooicipals to
take heed of their leadership behavior and morsisento human interaction. By then, both prin¢gpand teachers
will set sail with the harmonious wind to their teg.

15 Delimitations and Limitation of Study

Since the research on principal leadership styles igs influence on teachers organization commitmiena

progressive and dynamic in nature, never endingiegi@nd findings are the only source to the ansWeerefore,

the scope of this study is delimitated to the stdétBerak. The study only includes public daily@®tary schools in
Perak, where these schools are facing administratid academic problems. This research omits thyerésidential

and clustered schools on basic presumptions tlesetschools are out of the problematic level aridtlgtunder

surveillance by the education department. Theeeftme findings on this research are only appleéabl what

criterions had stated. The results of this study n@ be generalized to private schools, institutimlleges, religious
schools, boarding schools and others other théedsta

20LITERATURE REVIEW
2.1 Malaysian Culture, Gender Stereotype and Leadap Styles.

The enigma of leadership is even more fascinating)plex and daunting if looked at through a cragtupe lens.
Leadership emphasizing participation, which is camiy accepted in the individualistic West, is gimsible
effectiveness in the collectivistic East. Malayslaaders are no exception and expected to be humdest and
dignified (Dorfman, 2004). Although numerous stdif effective leadership style for leaders eitimepolitical,
educational, industrial and management have bedartaken in the past, interviews conducted by fiiaocers and
indications identified through literature reviewealed that the leadership styles that were pexdeio be effective
in the Malaysian context formerly may no longer rbgignificance in the current scenario (Sharmala&JMoey.
2009). Fundamentally, Malaysians perceive thgiesor (leaders) to be effective if they displapersonalized and
flexible leadership style. Another pertinent finglimevealed through research done in the last fearsyéurther
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confirmed subordinates who perceived their leaderbe effective readily divulged that they feel maespect
towards their superior and therefore were williagekert more effort to achieve the objectives set.

Malaysians generally give more preferences to themas a unit of collectivist society. Collectiviultures value
group goals, group concerns, and collective needsiadividual concerns (Hofstede, 2001). Our a@ltemphasized
on harmonious relationships or most Malaysian setes “Polite system”: hence many leaders shuddervatg
negative feedback to their subordinates eventitagruth (Ansari, et al., 2004, p.115). Accordiod>feifer and Love
(2004) most universal theories of leadership failaccount for cultural context. He further defindht most
commonly; past researchers describe the behavideaders in one particular country especially theted States.
These theories are largely inadequate to explajrexdtict leadership across cultures, especiallgehn the unique
multicultural context of Malaysia (Peterson & Hub997).

In this multi-culture, multi theories and competitimodel of leaderships, the inclusion of the threlaviors models
of leadership (Transformational, Transactional aXdrturant) in this research is vital to preverrbe of omission.

Leaders in a high context culture like Malaysia dnde spend time in building personal relationshipt tmay

transcend the workplace. There is an unwritten agaleerning relations and differentiating peers, esigss and

subordinates. As a result maintaining relationskspsiuch more important than performing a task Wwtbesically

contractual in the west (Phoon, 1998; Abdullah, 1t9Blofstede, 1991 cited in Mahfooz et.al, 2004&niSr

(superiors or elders) are respected and obeyed. areeusually the decision makers and the subaeirare obliged
to implement. Societal norm dictates that junioosndt agree with seniors and in return the supgiaoe obliged to
provide patronage (Sinha, 1979). This hierarchietdtionship is maintained through “affective reoigty”, thus

fostering dependency. Mahfooz et.al, (2004) furfioeind that Malays are slightly more hierarchyeated toward
building relationships with the sense of respottigyhio help friends, relatives and neighbors thglownetworks that
are not necessarily business related. The Chirsd¢he other hand, prefer to incorporate businesdirdys into

hierarchical relationships and the Indians liketipgration.

Another prominent issue in leadership style is gerifferences. Although women leaders are alwaysgived to
bring care and concern as well as intelligence theoschool community (Kettle, 1997., Fennell, 199@ Grogan,
1999). Women view the job of a principal as thaaohaster teacher or educational leader while memare likely
to view the job from a managerial-industrial pertpe. The Statistics on Women, Family and Soci&lféfe in year
2006 showed that women at decision making level stife far behind as compare to the pre-dominaniema
counterpart even though they are performing bettan men (Manjulika, Gupta and Rajinder, 1998).sTit@port
further clarified that there were still gender-ldhstereotypes highlighted by Oakley (2000) in this-dominant
Muslim majority country.

A School principal is expected to cultivate and ommicate a vision to teachers, students, and thememity. These
essential works involves constructing at least @impiary view of the school organization, and egigg the

community in the process of developing a sharetbormon vision for the future. The principal musaebe schools
into caring, responsible, knowledge rich, competariters of the community where students are fsdedrn and
will learn.

Today, school principal duties in Malaysia go beaydraditional mandate. The principal wears manys Haing
manager, administrator, instructional leader, cutum leader as well as paternally responsibilitieslifferent time
of a day (McNulty, et.al.2005). Past researcheswfound that effective schools usually had priatspvho stressed
the importance of instructional leadership (Broakoand Lezotte, 1982). Later, in the first haltleé 90s, “attention
to instructional leadership seemed to waver, digulaby discussions of school-based managementaaiidative
leadership” (Lashway, 2002, p.1). Recently, varitypes of leadership (transformational, transaeti@md lately the
nurturant) has made questionable comeback witle@sing importance placed on academic standardthanaeed
for schools in Malaysia to be accountable (Azli®@@nd Foo,2003).
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In this study Transformational leadership refermttrue leader who inspires his or her subordinatés a shared
vision of the future. Very highly visible, good camnicating, not necessary lead in front, delegaspansibilities,
enthusiastic, risk taking, creativity, advocataed collaborative, entails individualized considiera, inspirational

motivation, and idealized influence on subordinalgss leadership style is the most dominant stgleght in the
“How to Lead; Discover the leader within you”. Foransactional leadership, it required membersheyaheir

leader totally when they take a job on: the “tratisa” is (usually) that the organization pays tham members, in
return for their effort and compliance. As sucle teader has the right to “punish” team membenhefr work

doesn’t meet the pre-determined standard. Alterelgtia transactional leader could practice “managgenby

exception”, whereby, rather than rewarding betterkyw he or she would take corrective action if tleguired

standards were not met. Transactional leadershigally just a way of managing rather a true lesldgrstyle, as the
focus is on short-term tasks. It has serious litioites for knowledge-based or creative work, butai&®s a common
style in many organizations. The Nurturant leaderséfers to leading means more than serving. Refieading, the
leader must cater to the needs and expectatiorikeosubordinates. Only then will the subordinat@tow the

directives. However they must not stop at meetivegsubordinates’ needs and keeping them happy. mosy lead
them. Only then can they be called effective. Tinaans “leading: part of the role requires the leddebe task
oriented. In the same vein, the Nuturant leadeescdor his or her subordinates, shows affectiokedgpersonal
interest in their well being and above all, is cattea to their growth. Once the subordinates reaosasonable level
of maturity, they generate pressure on the leawshift to the participative style, the Nurturatyie is considered to
be a forerunner of the participative style in tlexiprocal influence processes between a leader hasitier

subordinates. The uniqueness of the Nuturant medkeé priority attached to productivity over jadtisfaction.

The impacts of globalization involve rapid diffusiof educational ideas and policies. As Malays@pstinto this
mega trends, it cannot be exceptional but providjonglity education for the future generation. Toefahis rapid
changing world, our generation had to be well gdiand equipped with sufficient skills and knowledgherefore,
managing school nowadays need different approagh@grincipals need to emphasize various leadestiiips at
different point of the day (Ross, 2006., Lope,Ruidatol, A. Elias and Habibah. 2001).

Generally speaking, management and leadershipquiggs are not fixed entities; they evolve andellgy because
of continuous research, although the range of tienge may vary from one context to another. Infialkel of
education, management and leadership are subjectegpid and complex change. This is partially lnsesthey are
still developing and new theories and perspectiaes changing assumptions and expectations. Iniaddithe
academic field itself necessarily reflects leadgrsimd management practices which are powerfuflcédd by other
imperatives. Leadership theory evolved in thisdiom over the course of time. It moved from chaasic leadership
and traits theory to more extensive and holisticsjpectives taking into consideration leadershipabitur and
organizational processes as well as interactiotvedam the leader and subordinates.

2.2 Teachers’ Organizational Commitment and It Iniéncing Variables.

Cohen (2007) defined commitment is the tantamautgridency toward continuance activity on the baSgerson’s
diagnosis about cost that are related to orgaoizasbandonment. This construct seeks to explaisist@mcies
involving attitudes, beliefs and behaviour and Giwes behavioural choices and implies a rejectibrieasible
alternative courses of action” (Hulin, 1991, p. #8Basically Allen and Mayer ( Meyer & Allen, 199B91; Jaros,
1997; Meyer & Smith, 2000; Meyer & Heroscvitch, 200Powell & Meyer, 2004) classified commitment irBo
discrete components:
i. Affective commitment; based on emotion attachmemdl @rises when individual strongly
identifies with, is involved in and enjoys membaeypsin organizationwyant to).
ii. Continuance commitment is calculative, as it pere®ithat there is a profit to be gained from
participation and a cost to leavingeéd to).
iii. Normative commitment, on the other hand, is obiligabased and it arises out of an employee’s
sense of loyalty and sense of duty to the orgainizddught to).
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Highlighted by Swanepoel, Erasmus, Van Wyk and 8ch2000), leadership styles that encourage empkiye
commitment are essential for an organization tocassfully achieving their goals. It has become rcliet
organizational commitment (OC) has important imgdiicns for employees and organizations throughouarstudies
by researchers. Organizations are now evolving tdwauctures in which leader means responsililittynot
authority, and where the leader’s job is not to m@nd, but to persuade. Hence, in order to be éféedt is critical
for leaders to influence their subordinates, peansl superiors to assist and support their proppgédns, and to
motivate them to carry out with their decisiongslimportant for the future principals or leadr&now what are the
aspects that play an important role in leadingawehbig impact in boosting the commitment of trechers.

Studies by Meyer et al. (2002, p.83) demonstrabed perceived organizational support has the sesingositive
correlation with affective commitment; the resultso indicated that correlations involving work expnce variables
were generally much stronger than those involviegspnal characteristics (p. 32). In another st@bfadarci (1992)
found that the principal’'s conduct is a significdnit modest predictor of teachers’ commitment tchéng. It

appears from previous research that a relationsbipd exist between the principals’ leadership estyand the
components of teachers’ organizational commitm®@nidies by Abdul, Cheah and Aziah (2008) indichge there is
significant correlation between democratic transftional practices satisfaction but not with teasheommitment.

Abdul et al further highlighted that qualitativaudtes are needed to provide deeper insight althtwagisformative
leadership empowering teachers in decision makingdo increase teacher’s job satisfaction and atoment.

In educational institution, the central and mo$te&fve factor required to enhance teacher commmitrizeleadership
(Bennis & Nanus, 2003, p. 8). Leaders are those minle and capable of creating and maintaininguoet where
people feel wanted, where they are energized aedtice, and where they love coming to work (Ben&is
Townsend, 2005, p. 7). Technically, everything stharincipals do could be regarded in one way artlagr as
bringing support for teaching and learning (Prest# Nelson, 2005, p. 47). For this reason, edusatmd
policymakers alike seek a frame for effective lealdp that can produce sustainable school improneraed
continuous teacher commitment (Lambert, 2002, p. BBus, school principals should be aware of thetrcal and
most influential status in the educational system.

Previous studies (e.g. Bateman and Strasser, T9dotiis and Summers, 1987; Mathieu and Zajac, 19@@ in
Peter Lok, 1999) have investigated the relationgld@jween leadership style and organizational cometit. The
results of Peter Lok (1999) further confirmed earfindings that the leadership style consideratiariable had a
stronger influence on commitment than the leadprshyle structure variable. Strong positive relagioip between
job satisfaction and organizational commitment Isoaeported in previous studies (for example, Bate and
Strasser, 1984; DeCotiis and Summers, 1987; GlisswhDurick, 1988; Iverson and Roy, 1994; Mowdayalet
1979; Vandenberg and Lance, 1992; Williams and Asale 1991; Williams and Hazer, 1986 cited in Péik,
1999).

While many teachers leaving school and teachingusee of factors remote from the school administsatmntrol,
there are still many who cite poor and inefficitzadership and the absence of administrative stjggareasons for
leaving (Fiore, 2004, p. 135). Jung and Sosik (20@@monstrated that transformational leadershipositively
related to group empowerment, cohesiveness, aretteiness. While, Bogler (2001) found that priatsp
leadership style affects teachers’ satisfactioth lrectly and indirectly, through their occupaiab perception. This
supports the findings of Foels, Driskell, MullemdaSalas (2000) that group members experiencingodetic
leadership were more satisfied than group membepsriencing autocratic leadership. However, grougmier
satisfaction was moderated by variables such adegenomposition of the group, and its size. Anostady by Yu,
Leithwood, and Jantzi, (2002) has indicated thatehs a weak but significant effect of transfonimaal leadership
on teachers’ commitment to change and reform. Wakk reinforces the findings of a study by Geijs@leegers,
Leithwood, and Jantzi (2003) which demonstrate@ffect of transformational leadership on teacheoshmitment
to school reform.
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To explore organizational commitment differencetmveen teachers’ on the basis of years of experigiohamed
(2008) found that no impact of teachers’ experiamtéhe levels of organizational commitment. TBisot consistent
with the findings of Reyes (1992) that suggesteathers’ years of experience correlate negativelth wheir
organizational commitment but it does reinforceePebk and Crawford’s (1999) finding that yearsgperience fail
to show any relationship with commitment.

There are no significant differences in the levaiorganizational commitment between male and fenbehchers
(Mohamed, 2008). This study was seconded by Kac@arson and Brymer (1999) who found that genderois
good predictor of any of the forms of organizatioc@mmitment. In another research carried out byeRg1992)
who found that female teachers tend to have higtlgnol commitment than male teachers.

A number of studies have suggested that age (Hetbamd Alutto, 1972; Lawler, 1973; Simpson, 198&ers, 1977
cited in Peter Lok et al, 1999) and education (Baied Aldag, 1980; DeCotiis and Summers, 1987; Mawelt al.,

1982; Steers, 1977 cited in Peter Lok et al, 1928k a significant impact on organizational comraitin Weisman
et al. (1981) found that age was a strong prediatgob satisfaction among nurses. Mathieu and Z&®90) and
Staw and Ross (1977) suggested that commitmergases with age and decreases with education. [Rét¢l999)

revealed a small (r = 0.23**) statistically sigi#int positive correlation between age and commityrart a near
zero correlation between education and commitm&he older the participant, the greater was the edegf

commitment, reflects the notion of “sunk cosBtafv and Ross, 1977, Mathieu and Zajac, 1990; MaydrAllen,

1984) which was perceived as an investment in tlgardzation (Williams and Hazer, 1986). In relatitm

educational level and organizational commitmenhaié been found that educational level was nedgatogrelated

with organizational commitment (DeCotiis and Sunsn®87; Mowday et al., 1982; Battersby et al., 1@0Beter
Lok, 1999). DeCotiis and Summers (1987) suggestttis negative correlation arises because it nighperceived
that rewards do not adequately reflect the leveédiication, knowledge and skills. In contrast, Pétk et al.,

(1999) found that there is a positive relationdgween age and commitment. Previous studies maleated that
position tenure (Brief and Aldag, 1980; Gregersed Black, 1992; Mottaz, 1988b cited in Peter LoR99) and

organizational tenure (Mathieu and Hamel, 1989;Hi#at and Zajac, 1990 cited in Peter Lok., 1999)ehpositive

effects on commitment. This can be explained assaltr of the organization's socialization procdsee length of
service in an organization is positively relatedtte level of internalization of organizational was which results in
greater commitment from the individual (Allen aneéyér, 1990; Hellriegel et al., 1995; O'Reilly et 4091).

Another important finding in Peter Lok (1999) resdais that innovative and supportive subculturad positive
associations with commitment, while a bureaucrsatibculture had a slight negative association withmroitment.
This finding is consistent with previous findingsieh suggested that a bureaucratic environmenh eéisulted in a
lower level of employee commitment and performa(i¢ewusz et al., 1995; Trice and Beyer, 1993). Ailsim but
weaker pattern of associations with commitment aig® observed with the corresponding organizatioodture
variables in previous study.

2.3 Today Challenges to Principal Leadership Style

Today principal cannot, and should not, be the @adgers in a school. The pervasive view of thegipal as the sole
instructional leader in school is inadequate ancte@asingly difficult given the current demands farademic
accountability and accessibility (Marsh, 20@kellicer & Anderson, 1995Smylie, Conley & Marks, 2002). The
implication of teacher leadership for schools exstound a shared leadership model in an empowérarging
community. However, the absence of a clear conoégeacher leadership limits collective action féeetively
change schools and improves student learning.

However, there is little preparation for teachemsl administrators to work together. Greenlee (2G@yteed with
Carr (1997) asserted that frustration and dissatigfn of many teachers is rooted in their lackimderstanding of the
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school functions beyond the classroom, such asdiindg scheduling, and so on. At the same timeseémed that
many administrators lacked knowledge to be cumicuand instructional leaders thus defying schamlset of high
performing ones.

The Principal’s role may be multifaceted from sdhtw school or place to place, yet there is one iblat all
principals must face: dealing with “change.” Whiladergoing change, many researchers have foundehetiers
have to be empowered so that they are willing tokwior new change. Research suggests that leadecs to have
gualities that facilitate followers to transfornoifin one situation to another (Shamir et al., 199I1Y1999).

Inevitably, future principals and administratorssnehare the particular knowledge and skills tmatraanifest as
educational leadership. Thus, they might be eddcatgether without the barriers of traditional arisity

programming with its emphasis on the continuingeralf the principal as the solitary instructionahder.

Consequently, rather than imagining more ways e teachers into administration, we might conceéatea how to
redefine the roles and responsibilities of admiatsts and teachers and re-conceptualize schodélglaip as a
whole.

3.0 PROPOSED CONCEPTUAL FRAMEWORK AND HYPHOTHESES DEVELOPMENT.
In this study, the variable of the principal's r@deassumed to be an independent variable, theipaiis considered
to be the agent of change, influencing directly dlbBons of teachers and the attainment of teacbensmitment as
the final outcomes. Figure 1 shows this researdeeuptual framework.

Figure 1: The Conceptual Framework.

PRINCIPAL
GENDER

PRINCIPAL
L EADERSHIP;

TRANSFORMATIONAL

TEACHER
COMMITMENT,;

AFFECTIVE

TRANSACTIONAL
NUTURANT

CONTINUANCE
NORMATIVE

3.1 Suggested Hypothesis

For the purpose of this research, the resealgimathesizes that specific leadership styles vailleha strong
relationship on the level of school teachers’ cotmmaint. It has been assumed that the leadershgs sif/ principals
will have some stage of psychological influencestbe teachers’ that he or she is leading. 3 majgpotheses had
been concluded from literature review for furthesting in this research.

H1: Male Principal's transformational leadershipyles have a strong relationship with teachers’
organizational commitment.
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H2: Female Principal's transformational leadersisifyles have a strong relationship with teachers’
organizational commitment.

H3: Male Principal’s transactional leadership esyhave a strong relationship with teachers’ omgdiunal
commitment.

H4: Female Principal’s transactional leadershjtesthave a strong relationship with teachers’
organizational commitment.

H5: Male Principal’s nurturant leadership styleséa strong relationship with teachers’ organireti
commitment.

H6: Female Principal’s nurturant leadership stylage a strong relationship with teachers’ orgdranral
commitment.

4.0 CONCLUSION.

There is no one “right” way to lead or manage thats all situations. To choose the most effecéigproach for us,
we must consider:

« The skill levels and experience of the membersuofteam.

« The work involved (routine, new or creative).

« The organizational environment (stable or radicelignging, conservative or adventurous).
e Our own preferred or natural style.

The above consideration has strengthened our kekfleadership theories are always dynamic inifestation
organizational commitment for most cultures. Thémprpose of this research is to integrate bothwhstern and
eastern differentiation in Malaysian context angtoceed how authentically their theories applthis emerging and
growing country. It is a “the east meet west” reseawhere by other influential factors are consedeto be
significant in moderating the relationship betwdba styles of leadership and the level of teachigamzational
commitment.
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