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ABSTRACT

The Malaysian Education Blueprint 2013 – 2025 clearly specifies on ensuring high-

performing school leaders in schools. One of the strategies for accelerating excellence

through educational institutes is seen in the establishment of cluster schools of

excellence. The purpose of this study is to examine the relationship between principal

transformational leadership practices and teacher organizational commitment in primary

cluster schools in Selangor, both directly and indirectly with the mediation of school

culture. This is a non-experimental quantitative research using the survey technique.

Data is collected through the administrations of a set of questionnaires focusing on

demographic profiles, principal transformational leadership practices, teacher

organizational commitment, and school culture. A total of 331 returned and valid

questionnaires were analysed. The study affirms the key role of principals in enhancing

teachers’ organizational commitment in creating and managing the school culture. The

findings revealed that teachers perceived their principals to practice high levels of

transformational leadership. They also perceived highly on their school culture.

However, teachers rated themselves of being moderately committed. The Pearson

Product-moment correlation analysis was used to test the relationships between

variables. Findings also showed a statistically significant and positive correlation that is

strong between the principal transformational leadership and teacher organizational

commitment, and school culture. The correlation between school culture and teacher

organizational commitment was statistically significant and positive at a moderate

strength. Using the multiple regression analysis, the transformational leadership

dimensions of strengthening school culture and widely-shared vision were identified as

significant predictors of teacher organizational commitment. Additionally, the
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mediation analysis was carried out using the PROCESS macro for SPSS. Results from

the analysis showed that school culture partially mediates the relationship between

principal transformational leadership practices and teacher organizational commitment.

Subsequently, the structural equation modeling (SEM) with AMOS (Analysis of

Moment Structures) was used to determine the model fit of the data gathered. The re-

specified structural model fits the data collected from primary cluster schools in

Selangor. Overall, the main findings illuminate the influence of principal

transformational leadership practices on teacher organizational commitment, directly

and through school culture. Finally, with the significant changes our education system is

facing, school principals have important roles in managing and administering schools.

Therefore, the findings of this study can be used to increase the knowledge in the

educational leadership field.
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ABSTRAK

Pelan Pembangunan Pendidikan Malaysia 2013 - 2025 menyarankan dengan jelas

kepimpinan berprestasi tinggi ditempatkan di setiap sekolah. Salah satu strategi untuk

mempercepatkan kecemerlangan institusi pendidikan adalah dalam penubuhan sekolah

kluster kecemerlangan. Tujuan kajian ini adalah untuk mengkaji hubungan antara

amalan kepimpinan transformasional pengetua dan komitmen organisasi guru di sekolah

rendah kluster di Selangor, samada secara langsung atau tidak langsung dengan budaya

sekolah sebagai mediator. Ini merupakan kajian kuantitatif bukan eksperimen

menggunakan kaedah tinjauan. Data dikumpul melalui pentadbiran satu set soal selidik

yang bertumpu kepada profil demografi, amalan kepimpinan transformasional pengetua,

komitmen organisasi guru, dan budaya sekolah. Sebanyak 331 soal selidik yang sah

telah dikembalikan dan dianalisis. Kajian ini mengesahkan peranan utama pengetua

dalam meningkatkan komitmen organisasi guru dalam mewujudkan dan menguruskan

budaya sekolah. Dapatan kajian menunjukkan bahawa guru-guru mempunyai persepsi

yang tinggi terhadap pengetua mereka dalam amalan kepimpinan transformasional.

Mereka juga mempunyai persepsi yang tinggi terhadap budaya sekolah. Walau

bagaimanapun, guru-guru menilai diri mereka dengan tahap komitmen yang sederhana.

Ujian korelasi Pearson digunakan untuk menguji hubungan diantara variabel. Dapatan

kajian juga menunjukkan korelasi positif yang signifikan secara statistik dan kuat di

antara kepimpinan transformasional pengetua dan komitmen organisasi guru, dan

budaya sekolah. Hubungan antara budaya sekolah dan komitmen organisasi guru juga

adalah signifikan dan positif pada kekuatan sederhana. Dengan menggunakan analisis

regresi pelbagai, dimensi kepimpinan transformasional iaitu pengukuhan budaya

sekolah dan visi yang dikongsi secara meluas dikenal pasti sebagai peramal signifikan
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komitmen organisasi guru. Selain itu, analisis pengantaraan telah dijalankan dengan

menggunakan Process macro for SPSS. Analisis menunjukkan bahawa budaya sekolah

adalah pengantara separa hubungan di antara amalan kepimpinan transformasional

pengetua dan komitmen organisasi guru. Model Persamaan Struktural (SEM) dengan

perisian grafik AMOS telah digunakan untuk menentukkan sama ada model yang

dicadangkan sepadan dengan data yang dikumpul. Didapati keputusan penganalisisan

model struktural sepadan dengan data yang didapati dari sekolah rendah kluster di

Selangor. Secara keseluruhan, kajian ini menerangkan pengaruh amalan kepimpinan

transformasional pengetua terhadap komitmen organisasi guru, secara langsung dan

melalui budaya sekolah. Perubahan ketara yang dihadapi oleh sistem pendidikan kita

memerlukan pengetua memainkan peranan yang penting dalam mengurus dan

mentadbir sekolah,. Oleh itu, hasil kajian ini boleh digunakan untuk meningkatkan

pengetahuan dalam bidang kepimpinan pendidikan.
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 1 

CHAPTER 1: INTRODUCTION 

 

1.1 Background 

Education is a global phenomenon that is a key factor in the improvement and the 

evolvement of many aspects - be it as an individual, as an organization or a nation as a 

whole. It is a valuable key asset for employment (Gerhard & Hoelscher, 2017), needed to 

generate innovative knowledge in order to promote economic development (Sumintono, 

2015), and in the pursuit of national values and aspirations (Abdul-Jaleel, Opare & 

Yarquah, 2014). Education is also vital to transforming Malaysia into a centre of 

educational excellence (Mohd Asri, 2012) as well as a high-income nation (Pemandu, 

2014; New Straits Times Online, 1 Nov 2015).  

Like many other countries, the education system in Malaysia has faced tremendous 

changes and transformation (Grapragasem, Krishnan & Azlin Norhaini, 2014). With the 

nation’s aim to achieve Vision 2020 which is just three years to go, Malaysia needs to 

ensure that the education system is not failing. This is an important aspect as it prepares 

“young people to meet the needs of 21st century” (Nurazuraini, Mahzan & Abdul Razaq, 

2016, p. 10). In fact, an education system which is of high standard is necessary to face 

the globalization era as the education system is able to produce a quality workforce that 

can become a global player coupled with superior personal characteristics such as 

innovative, productive, skilled, competitive, innovative resistant, and creative - all that is 

required to meet the challenges of globalization. 

 Through the implementation of the Malaysia Education Blueprint 2013 - 2025 by 

the Ministry of Education, the Malaysian education system can be revisited on matters 

that are both needed and deserved for a positive transformation. The blueprint was 

launched in September 2012 and focused on six student attributes – leadership, thinking 

skills, knowledge, bilingual proficiency, national identity, and ethics (Ministry of 
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 2 

Education [MOE], 2013). Muhammad Faizal (2013) stated that the blueprint was 

developed to provide a sustainable transformation to the education system. Based on the 

blueprint, reformation of the education system is to be approached in 11 shifts to be on 

par with that of developed nations. The 11 shifts are to be carried out in three ‘waves’. 

The fifth shift of the reformation elaborates on ensuring high-performing school leaders 

in schools (MOE, 2013, p. E-25). The 11 shifts are: (1) Provide equal access to quality 

education of an international standard; (2) Ensure every child is proficient in Bahasa 

Malaysia and English language and is encouraged to learn an additional language; (3) 

Develop values-driven Malaysians; (4) Transform teaching into the profession of choice; 

(5) Ensure high-performing school leaders in every school; (6) Empower JPNs, PPDs, 

and schools to customise solutions based on need; (7) Leverage ICT to scale up quality 

learning across Malaysia; (8) Transform Ministry delivery capabilities and capacity; (9) 

Partner with parents, community, and private sector at scale; (10) Maximise student 

outcomes for every ringgit; and (11) Increase transparency for direct public accountability 

(MOE, 2013). 

Prior to this, the Ministry of Education has introduced various strategies for 

accelerating excellence through educational institutes. This is clearly seen with the 

establishment of cluster schools of excellence (Sekolah Kluster Kecemerlangan [SKK]) 

implemented through the Ministry of Education’s Education Development Master Plan 

(Pelan Induk Pembangunan Pendidikan, [PIPP]) 2006-2010 (Ministry of Education 

[MOE], 2006). This is done to achieve a conducive teaching and learning environment, 

and to reach this goal, schools need to improve.  

 As stated in the Ministry of Education website, cluster school of excellence is defined 

as “a brand given to schools identified as being excellent in its cluster from the aspects of 

school management and student achievement” (Ministry of Education [MOE], 2012). The 

establishment of cluster schools is aimed to accelerate “school excellence within the 
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 3 

Malaysian education system and developing schools that can be emulated by other 

schools in the same cluster and outside the cluster” (MOE, 2012). The Ministry adopts 

the practice of grouping academically well-performing schools to boost the education 

quality depending on its niche areas (Malaklolunthu & Faizah, 2011) such as academic, 

curricular and personality aspect. At present, there are 253 primary and 164 secondary 

cluster schools in Malaysia (MOE, 2012). 

 Students, being the next generation, must be well guided, shaped, and equipped to be 

on the right path. They should be taught in a healthy environment by passionate and 

committed educators. Accordingly, the task now is not only for teachers to teach and 

provide knowledge to students but also plays a role in the progress of the nation. Besides, 

the function and role of the teacher are highly regarded and recognized not only as a 

conveyor of knowledge but also as a social engineer, social unifiers, mind-shapers and 

moral guardians but also as an agent of change (Mohd Fadzly, 2011).  

 Seeing the important role that a teacher carries, the desire to make an effective school 

and produce quality students will not materialize if the teachers are not effective. Teachers 

are fundamental and paramount to carry out the goals of teaching (Mart, 2013a), and in 

Malaysia, teachers are guided by the National Education Philosophy (Al-Hudawi, Lai, 

Musah, & Lokman, 2014). The quality of the teachers is a critical issue due to the need 

for radical improvement on a large scale in the field of education, particularly in those 

schools that are very demanding (Hallinger, 2010, 2014). Thus, teachers should also not 

wash their hands off on the importance of their role to help students improve their 

knowledge and skills so as to achieve excellence through effective teaching.  

 A study by Thoonen, Sleeger, Oort, Peetsma and Geijsel (2011) found that teachers' 

involvement in professional learning activities provides a major impact on the practice of 

teaching. They concluded that “to foster teacher learning and improve teaching practices, 

a combination of transformational leadership behaviours is required” (p. 497). Their 

Univ
ers

ity
 of

 M
ala

ya



 4 

findings are similar to the views of Mizell (2010), who stated “teaching quality and school 

leadership are the most important factors in raising student achievement” (p. 3). This 

contributes towards increasing individual and team commitment towards the school goals 

(Hargreaves, 2011). Even with the best leadership, pedagogy in school is futile without 

the commitment of teachers (Msila, 2014), and the changes in educational progress may 

be affected.  

 Organizational commitment is among the well-studied constructs in organizational 

research (Ahmad, Ather & Hussain, 2014). Organizational commitment is defined as “a 

psychological state that binds the individual to the organization (i.e., makes turnover less 

likely)” (Allen & Meyer, 1990, p. 14). This means committed employees will be able to 

survive being part of the organization compared to those who are not committed. In fact, 

a committed employee will be responsible, more involving, loyal and have a sense of 

ownership towards the organization (Abdulkareem, Chauhan, & Maitama, 2015; Raman, 

Cheah, Yahya, Yaakob, & Rozlina, 2015a). This makes them to be the greatest asset to 

the organization, as when the commitment is built, it would “lead to various favourable 

organizational outcomes” (Jalal, 2016, p. 289). 

Meyer and Allen (1991) distinguish three dimensions of organizational commitment 

and developed a three-component model of commitment that is widely used in studies 

(Meyer, Stanley, Herscovitch, & Topolnytsky, 2002). The components are affective 

commitment, continuance commitment, and normative commitment. According to Allen 

and Meyer (1996) “affective commitment refers to the identification with, involvement 

in, and emotional attached to the organization, while continuance commitment is the 

recognition of costs associated with leaving the organization. Normative commitment 

refers to the commitment based on a sense of obligation to the organization,” (p. 253). 

In schools, the commitment of teachers is a self-attachment to the duties and 

obligations, referring to a teacher who can bear the responsibility, with an unresponsive 
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and innovative attitude towards the development of the school. It is well known that 

highly committed staffs are more concerned with jobs and tasks to meet the desires of the 

organization as compared to their needs (Lokman, Khadijah, & Rozita, 2011). Moreover, 

teachers' commitment is an important feature and all teachers must have a sense of 

commitment to producing skilled students. Mart (2013b) said, “teachers with high levels 

of commitment work harder, are emotionally attached to their schools, and make more 

effort to carry out the goals of teaching” (p. 336). When they are committed, teachers tend 

to believe that the organization's leadership will always be positive and school leaders 

will prioritize them, ensuring that their welfare is not neglected. Furthermore, teachers 

prefer leaders who have a proven track record and demonstrates proficiency and 

accomplishments, (Smith, 2015). 

 It is argued that teacher commitment towards the school is the “emotional bond 

between the teacher and the school” (Mart, 2013b, p. 337) which is an essential element 

of successful teaching (Mart, 2013a). The failure to maintain teachers’ commitment might 

cause problems to the school management and its leadership (Hallinger & Heck, 2010). 

A knowledgeable teacher but who is lacking in commitment will not be able to focus on 

their work and would have lack of interest, no confidence, difficulties in cultural 

practices, lack of a good relationship (Junaida, Mahadir & Siti Hajar, 2011), job 

withdrawal intentions, turnover, and absenteeism (Karavardar, 2014; Raihan, 2012). This 

in return will have a serious negative impact on their teachings and subsequently on the 

school’s achievement. On the other hand, committed teachers will have “higher self-

esteem” and “demonstrate stronger affiliation to their schools” (Lawrence & Deepa, 2012, 

p. 5-6).  

The commitment level between one person to another might differ as it can be 

determined or influenced by several factors, for example, socio-economic changes 

(Cicek, Karaboga, & Sehitoglu, 2016), work environment, job satisfaction, participation 
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in decision-making, and management support (Soltani & Karimi, 2016), with leadership 

style being the most prevalent factor (Alkahtani, 2016). According to Osman and Siti 

Fatimah (2014), leadership is a foundation of organizational commitment and is a crucial 

constituent of ascertaining organizational commitment. This can be seen in various 

studies like that of Noraazian and Khalip (2016) on 40 primary New Deal schools in 

Perak. They found that headmasters’ transformational leadership significantly influenced 

teachers’ commitment. Similarly, Raman et al. (2015a) in studying the relationship 

between principals’ transformational leadership style and commitment level of secondary 

school teachers in Sungai Petani, Kedah, mentioned that “effective leadership will result 

in high level of teachers’ commitment” (p. 221).  

 Tatlah, Ali, and Saeed, (2011) stated that behaviours of school leaders have a 

significant impact on teachers’ organizational behaviour towards school and on the 

success of the organization as well. Furthermore, various studies like that of Bushra, 

Usman, and Naveed (2011); Tan (2011); Randeree and Chaudhry (2012); Wang and 

Howell (2012); and Zehir, Ertosun, Zehir, and Müceldilli (2012), also indicated that 

leadership enhances employees’ commitment.  

 Along the similar line, Burkhauser, Gates, Hamilton, Li, and Pierson (2013) and 

Tonkin (2016) agreed that the achievements of a school depend on the head of the school. 

This means that principals or headmasters, as the leaders of the schools, should have a 

variety of abilities, other than just the teaching abilities, that can be an example and a 

reference to the teachers. School leaders must also be able to interpret the changes in the 

school, and skilfully use appropriate leadership styles, and provide motivation to the 

teachers and students. In doing so, the teachers and students will be more committed to 

the activities in school. As such, its impact should not be overlooked. It is important to 

note that in Malaysia, the head teachers of primary schools are called headmasters or 

headmistress. For this study, the term principal is used to refer to them. 
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According to Sharma (2010) leadership is “an interactive relationship between leaders 

and followers” (p. 336). It is further noted that leadership is the leaders’ “ability to 

influence a group toward the achievement of a vision or set of goals” (Robbins & Judge, 

2013, p. 368) and optimising human resources (Pradeep & Prabhu, 2011). Leadership is 

required in building organizational excellence to drive, which helps to maximize 

efficiency (Keskes, 2014), especially in the organization to meet its objectives, mission, 

vision, and goals. After all it is a bond which makes people work together (Bushra et al., 

2011).  

With the significant changes faced by our education system experiencing (Abdul 

Ghani, & Kuppan, 2012), the aspect of leadership can “effectively assist in the 

implementation of changes, right from the setting of goals to the accomplishment of 

goals” (Sharma, 2010, p. 335). It is undeniable that “the success of schools as 

organisations are closely related to the credibility and leadership qualities of their 

headteachers” (Lokman, Mohd Nihra Haruzuan, Khadijah, Vazhathodi, Al-Hudawi, & 

Khan, 2016, p. 421) and the presence of committed teachers (Mart, 2013b). 

 Ling and Mohammed Sani (2013) noted that “school leadership is now a priority in 

education policy agendas, playing an important role in improving school outcomes” (p. 

51). It has an important part pertaining to improved school outcomes which are done by 

influencing the teachers, school climate, and environment or the culture. According to 

Ahmad Badrul and Nik Azida (2010), leadership determines the direction, effectiveness, 

quality, human capital development and organizational success in educational 

organizations, while Harris, Day, Hopkins, Hadfield, Hargreaves, and Chapman (2013) 

stated “successful leaders not only set direction but they also model values and practices 

consistent with those of the school” (p. 164). Indeed, a good leadership in schools help to 

enhance the efficiency and integrity of schooling.  
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Principals are required to implement policies formulated by the Ministry of Education 

and State Education Departments. The Educational Improvement Committee for Schools, 

1982 (Jawatankuasa Mengkaji Taraf Pelajaran di Sekolah-Sekolah 1982) under the 

Malaysian Ministry of Education, stated that principals’ role as educational leaders is to 

be efficient and should spend more time organizing learning activities in schools (Abdul 

Rahman, 2015). Based on this, principals are responsible for ensuring that all policies are 

clear to all members of the school, and any regulations enacted must be appropriate with 

the existing policies, which indicate the school’s direction and vision statement. 

 Besides that, good leadership skill is also important in managing and administering 

schools in yielding quality generation. Mokhtar (2014) noted that “principals must be 

forward looking, proactive and dare to make changes in the interest and future of the 

students” (p. 120) at the right time and further guide to boost school achievement to 

greater heights. In determining the effectiveness and success of the school, there is a need 

to maintain the leader-member relationship to obtain cooperation from teachers and also 

the entire school community. If the principals and teachers are in a good working 

relationship, the teacher will be committed to perform tasks and increase their motivation 

to teach the pupils. Teachers will also strive in creating a setting that is conducive to the 

teaching and learning environment in the classroom.  

By the same token, the leadership style adopted by the principals make a difference as 

to whether the school is progressing positively or lacking behind. According to Noraazian 

and Khalip (2016), transformational leadership style is the best to manage challenges in 

restructuring schools. Adding on, Rolfe (2011) said leaders who adopt transformational 

leadership are a visionary leader, catalyst, motivated and goal-oriented, forward-looking 

along with his followers, and culture better. Therefore, it is not surprising that 

transformational leadership style is a frequently studied leadership approaches (Day & 

Antonakis, 2012). 
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 Although in educational leadership literature, there is no specific definition of 

transformational leadership (Leithwood & Jantzi, 1999a), it is defined as the leader’s 

ability to motivate and direct their subordinates towards achieving organization’s goals 

and perform beyond that (Krishnan, 2005; Shadraconis, 2013). These are leaders who 

look at developing the subordinates’ potentials, higher needs, moralities, and motivations 

(Bass & Avolio, 1994) and encourages development and changes (Basham, 2012). 

Transformational leadership was first developed by Burns (1978) which was an 

analysis of the political leaders (Saxe, 2011). Later, Bass and Avolio (1994) provided a 

more specific model explaining the effect of the leader’s actions upon the followers. 

According to them, transformational leadership style was conceptualized around four 

dimensions: (a) inspirational motivation, (b) intellectual stimulation, (c) idealized 

influence, and (d) individualized consideration.  

Leithwood (1994) enhanced the transformational leadership concept by developing a 

model to better suit the leadership demands found in the school environment, focusing on 

school principals. The transformational leadership model by Leithwood was 

conceptualised into eight leadership dimensions, focusing on school leadership, teachers 

and student outcomes (Mohamad & Parvina, 2013). These dimensions eventually led to 

the development of ideal leadership practice in schools (Hallinger, 2003), that can bring 

changes to the school with charisma and extensive communication between the principal 

with the teacher as an individual.  

According to Gulluce, Kaygin, Kafadar and Atay (2016) transformational leadership 

is associated with outcomes desired by the organization like the willingness to put in extra 

effort by the employees, particularly in increasing the commitment towards the 

organization (Nurharani, Norshidah, & Afni Anida, 2013; Teh, Wong, Lee, & Loh, 2014; 

Top, Tarcan, Tekingündüz & ve Hikmet, 2012). Basham (2012) stated that 

transformational leadership is important in education in order to meet the ever-changing 
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academic environment. According to Sabariah, Juninah, Khaziyati and Salina (2010), 

more attention had been given to the significance of transformational leadership to 

encourage teachers to change their attitude and values and maintain the desired level of 

commitment towards the goals of the school.  

Affirming this, researchers Aydin, Sarier, and Uysal, (2013) in their study in Turkey 

concluded that transformational leadership of school administrators has a positive effect 

on teachers’ organizational commitment and job satisfaction. Their study supports earlier 

studies that concluded transformational leadership in schools are suitable as these 

practices can help school leaders to focus on the school’s targeted aims and also ensure 

that it does not stray from the school’s mission and vision (Jamalullail, Che Fuzlina, 

Hazita & Samsidah, 2014; Menon, 2014; Retna & Ng, 2010). 

With regards to high-performing schools, it is important that they have strong 

leadership practiced by the principals (Doris Wilson, 2011). Besides, the status of high 

performing schools can only be achieved when the teaching and learning practices in 

classrooms are enhanced. This positive effect in return is closely related to the principals’ 

leadership (Johnson, 2010). Research findings also confirm that low-performing schools 

will not be easy to be transformed into high-performing and effective school unless its 

principal is a person with strong leadership skills and works towards changing it 

(Leithwood, Seashore, Anderson & Wahlstrom, 2004). 

 Organizational culture is another aspect that needs to be addressed and should be held 

in the organizational action of every teacher. In describing culture, Schein (2010) said, it 

is:  

A pattern of shared basic assumptions learned by a group as it solved its 

problems of external adaptation and internal integration, which has worked 

well enough to be considered valid and, therefore, to be taught to new members 
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as the correct way to perceive, think, and feel in relation to those problems. (p. 

18) 

 

 Just as how leadership style influences their subordinates, its administration is said to 

influence school culture (Bolthouse, 2013), just as much culture affects leadership (Bass 

& Avolio 1993). In order words, school leadership creates a learning environment (Fullan, 

2007) and can be a predictor for culture (Eyal & Roth, 2010). School culture in return 

influences members of the school (Karuppiah, Foo, Jamaliah, & Bahaman, 2014).  As 

Deal and Peterson (1999, p. 4) stated “the entire school culture is a complex web of 

traditions and rituals built up over time and are highly enduring” and is inherited or 

acquired and practiced by members of the school.  

 Schools in Malaysia are similar in terms of curriculum, infrastructure and teacher 

qualifications. However, the element that distinguishes the school is the culture in that 

school, which is a determinant of the teacher’s performance and school’s effectiveness 

(Owoyemi & Ekwoaba, 2014). Each school is a formal organization that has its distinctive 

culture, shaped by the interaction between citizens the school management, teachers, staff 

not teachers, parents, and students. It has a “powerful impact on performance, and shape 

the ways people think, act, and feel” (Deal & Peterson, 1999, p. 4). The culture of a school 

differs from one school to another, in the sense that it can be either a positive or negative 

culture, strong or weak culture. A positive school culture will have a positive effect on 

school effectiveness. On the other hand, negative school culture will give a negative 

image to the school achievement (Ohlson, Swanson, Adams-Manning & Byrd, 2016). 

As noted by Deal and Peterson (1999) “in toxic schools, the elements of culture 

reinforce negativity. Values and beliefs are negative. The cultural network works in 

opposition to anything positive. Rituals and traditions are phony, joyless, or 

counterproductive” (p. 119).  
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Since a positive school culture is an important factor in the teachers’ organizational 

behaviour, Williamson and Blackburn (2012) stressed that principals must understand the 

importance of school culture and “identify strategies that can positively impact the 

culture” (p. 2). When a good culture is present in a school, teachers will be more 

committed to contributing better for a healthy and sustainable achievement. A positive 

culture will exist when there is a good leadership to lead the school community.  

As has been noted, the school culture is what determines teacher’s performance and 

school’s effectiveness (Owoyemi & Ekwoaba, 2014).  It influences teachers’ attitudes 

concerning outcomes, such as job satisfaction, motivation, morale and most importantly 

commitment towards the school (Balay & İpek, 2010; Hopkins, 2001; Seashore, 2009). 

The collaborative working relationship undergirds efforts at school improvement. 

Therefore, teachers should be exposed to a positive school culture to foster the high spirit 

and self-motivation so that values can be achieved through extra-curricular activities and 

interaction in school.  

Thus, it is important that teachers be exposed to a positive and collaborative school 

culture, in order to instil high spirit and self-motivation and subsequently be committed, 

so that the school’s goals and vision can be achieved through co-curricular activities and 

interactions in schools. How a culture is developed or shaped depends on the efficiency 

of its leadership (Deal & Peterson, 1999) and “being able to understand and shape the 

culture is key to a school’s success in promoting staff and student learning” (Peterson, 

2002, p. 10). 

 

1.2 Statement of the Problem  

The Malaysian education system is changing in a dynamic manner and is experiencing 

many changes and reforms in accordance with the demands of globalization. In this era, 

teachers no longer merely teach a particular subject in the classroom but are also an 

Univ
ers

ity
 of

 M
ala

ya



 13 

operator of an education curriculum and an agent of change (Lukacs & Galluzzo, 2014). 

In fact, the Ministry of Education, Malaysia had stated that education transformation is 

needed to ensure that the next generation is ready to compete at the global level and able 

to maintain success (MOE, 2012). This situation urgently needs continuous improvement 

of school organization in order to achieve the world class education quality.  

Furthermore, the advancement of the education cannot deny the role of teachers as the 

key to the success of an institution's educational progress (Ali, Haolader, & Muhammad, 

2013). Having said this, teachers’ organizational commitment plays an important factor 

in determining the organization’s success (Fuziah & Mohd Izham, 2011; Mohammed 

Sani, Ghavifekr, Ling, Siraj, & Azeez, 2014; Razak, Darmawan, & Keeves, 2010; Yukl, 

2010) as it increases the creativity (Carlos & Filipe, 2011) and reduces their intentions to 

leave (Paille, Fournier, & Lamontagne, 2011). When teachers are not involved in the 

educational process to achieve the school’s visions and goals, they tend to complain and 

eventually become demotivated to work, and they lack in commitment. 

Although there are studies indicating that teachers’ commitment is relatively high 

(Jamalullail et al., 2014; Marshall 2015; Njoroge, Gachunga & Kihoro, 2015; Osman & 

Siti Fatimah, 2014; Raman et al., 2015a), researcher Madiha (2012) stated that 

“organizational commitment has been given little attention in educational research” (p. 

133), and the ones that are available shows an average level of teachers’ commitment 

particularly in Malaysia (Sabariah et al., 2010). Similarly, Ling and Mohammed Sani 

(2013) who studied on the transformational leadership and teacher commitment in 

secondary schools in Sarawak found that teachers’ commitment was just at a moderate 

level, while Tan (2011) stated that the commitment level of the teachers in Saarawak was 

low.  

Elsewhere, researchers found that commitment level amongst the teachers in six 

regions of Tanzania (Mkumbo, 2012); Bomet County in Kenya (Chirchir, Kemboi, Kirui, 
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& Ngeno, 2014); and Assumption University of Thailand (Cheasakul & Varma, 2016) 

are relatively between moderate and low level.   

In the study by Mkumbo (2012), it was revealed that only a handful of teachers had 

joined the profession by choice. The researcher concluded that poor working environment 

and the community and Government's perception towards the profession are among the 

factors that cause it.  In another study by Chirchir et al. (2014), the findings showed that 

teachers in the Bomet County were moderately committed. Similar to Mkumbo (2012), 

Chirchir et al. (2014) also mentioned working condition as a factor. Besides that, failure 

to address emerging challenges and lack of other opportunities are also the reason for the 

decreasing teachers’ commitment. Researchers Cheasakul and Varma (2016) concluded 

that teachers at the Assumption University of Thailand have a heavy workload, such as 

extra paperwork for quality control and documentation as well as domestic 

responsibilities to handle that causes their commitment level to decrease.    

Having said that, it is important to note that the commitment of teachers and the 

effectiveness of a school depend largely on the leadership skills of its principals 

(Jamalullail et al., 2014). Futhermore, looking at the past studies, it is undeniable that 

school principals have a key role, especially in successful and high performing schools. 

It is important for principals to concentrate on the vision, goals, and direction of the 

organization, and garner school-wide commitment towards these goals. School leaders 

must also have the knowledge and expertise in developing and managing the school and 

its structure in accordance with the current needs and changes, in order to achieve 

organizational goals (Branch, Hanushek & Rivkin, 2012; Mohd Yusri & Aziz, 2014). 

With school organizations being more complex due to the globalization, principals 

now are often caught up with additional work which is beyond their daily routine. As a 

result, principals, as the school leaders have to juggle between external demands and 

school goals and, are unable to divide their time equally between their administrative and 
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pedagogical responsibilities. Additionally, a report by Not-for-Profit education 

consultancy, CfBT Education Malaysia had stressed that leadership in schools is critical 

to transformation (The Malaysian Insider, 2014, April 15). This might be due to their 

workloads which have been expanded over time. In fact, the school leaders’ time is more 

skewed towards paperwork (Day & Sammons, 2014). Based on their studies, the report 

had suggested that “more should be done to reduce the administrative burden on school 

leaders” (p. 2). 

Furthermore, previously in Malaysia, to be a principal or headmaster, there was no 

particular set of leadership training provided (Jamilah & Yusof, 2011). In fact, some of 

them only possess teaching certificates and are elected as principals based on their 

experience and seniority. The principals are only given leadership courses after they hold 

office (Jamilah & Yusof, 2011). This is clearly seen in the National Education Blueprint 

(2013). It stated “… additionally, 55% of today’s principals received no preparatory or 

induction training before or during their formative first three years of the principalship. 

This means that principals may enter, ill-prepared for their new role” (p. E-17). 

 However, this changed when the Ministry of Education introduced the National 

Professional Qualification Headship (NPQH), which was a one-year principal’s 

preparation programme for aspiring principals (Anthony & Hamdan, 2010).  According 

to (Perera, Adams, and Muniandy, 2015), the NPQH was “regarded as an entry-level 

qualification for newly appointed principals” (p. 131). It is important to note that the 

NPQH is currently known as the National Professional Qualification for Educational 

Leaders (NPQEL). The new mode of the programme runs for five months consisting of 

face-to-face learning and e-learning. The Ministry of Education had made the NPQEL 

certification a mandatory for all aspiring principals, to address the need for high 

performing school principals (Ng, 2016).  
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Besides the need to have high-performing principals in schools, studies have also 

shown that school culture is another key factor in a successful school (Deal & Peterson, 

2016; Kaplan & Owings, 2013). In fact, Spicer (2016) stated that school leaders are 

responsible for creating and developing the school culture as culture “impacts every 

aspect of the schooling process” (Quin, Deris, Bischoff, & Johnson 2015, p. 55). 

According to Pourrajab & Muhammad Faizal (2015), a positive school culture has,  

… attractive classroom climate, teachers who are committed to teaching, student 

involvement in teaching and learning activities, the prevalence of order and 

discipline, existence of a good relationship between school staff and students, 

effective management, and teamwork in the school and classroom. (p. 19)   

 

On the other hand, in a study by Ali, Sharma, and Amir (2016), the researchers found 

no significant relationship between school culture and school effectiveness in schools in 

the Mardan district of Pakistan. They concluded that lack of leadership had caused school 

leaders being unable to develop their school culture. 

As culture is a pervasive element of schools (Mohd Faiz & Jamal, 2016), there is a 

need for the school culture to be formed and moulded properly, in order to avoid any 

irregularities (Kaplan & Owings, 2013). According to Bhengu and Mthembu (2014, p. 

45), it is important for school leaders to “understand and provide school cultures” in order 

to facilitate the emerging trends in education and bring the change. Furthermore, Bhengu 

and Mthembu (2014) added school leaders have to ensure that teachers and other staff of 

the school are well inducted into the culture. This is because “once established, a school 

culture gets learned, reinforced and transmitted from one employee to the new one that 

joins the school” (p. 46). 

In this study, school culture is analysed as a mediator in the relationship between the 

principal transformational leadership practices and teacher organizational commitment. 
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Researchers Xiaoming and Junchen (2012) stated that organization culture can be studied 

as a mediator as this can “provide a new train of thought in the relationship” (p. 32).   

As noted by Mohd Faiz and Jamal (2016) that school culture is an important part of 

the school environment, it is also the next most influential factor (Deal & Peterson, 2016; 

Robbins & Alvy, 2014) after school-based influence. Besides, according to Szczepańska-

Woszczyna (2014), the culture of an organization has a vital role to manage the 

employee's behaviour and “in extreme cases – of the organisation as a whole” (p. 30). 

Adding on, researchers MacNeil, Doris and Busch (2009) stated “testimony from 

successful school principals suggests that focusing on the development of the school’s 

culture as a learning environment is fundamental to improved teacher morale and student 

achievement” (p. 74). Successful school principals comprehend the critical role that the 

organizational culture plays in developing a successful school MacNeil et al. (2009). In 

fact, Schein (2010) it is the upmost important for leaders of any organizations to create 

and manage the organization’s culture.  

Studies have also shown that transformational leadership is a significant factor of 

culture. Bass & Avolio (1993) noted that an “interplay” between leadership and culture 

as “leaders create mechanisms for cultural development and the reinforcement of norms 

and behaviours expressed within the boundaries of the culture” (p. 113). For example, 

studies carried out by researchers such as Kythreotis, Pashiardis and Kyriakides (2010), 

Tang (2011) and Quin et al. (2015) in different countries found a strong correlation 

between transformational leadership practices and school culture. Adding on, Tang 

(2011) had also stressed the importance of transformational leadership towards a 

collaborative school culture. This correlates with the views of Yaakob and Yahya (2012) 

who had suggested that more attention is put on positive school culture and 

transformational leadership in schools. 
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Similarly, past studies also showed that school culture is a significant factor of 

organizational commitment. This is proven in the studies by Raman, Lim, and Rozlina 

(2015b) who found a positive and significant relationship between school culture and 

organizational commitment. Their findings are consistent with the studies done by 

Ghulam, Muhammad, and Abul (2016); Masouleh and Allahyari, (2017); and Rahmani, 

Azari, Vasokolaee, Mirghaed, and Raadabadi (2015). However, Masouleh and Allahyari, 

(2017) in their study in a university in Iran reported an average organizational culture 

while the respondent's organizational commitment was only at an acceptable level. In 

contrast, researchers Karadag, Baloğlu, and Çakir (2011) reported that the direct effect of 

school culture on organizational commitment was not meaningful. 

Culture also play an important role in mediating the effect of leadership style and 

employees’ organizational commitment. This is evident in the findings by Shim, Jo, and 

Hoover (2015) who focused their study on the South Korean police officers. A similar 

conclusion was reported by Hutahayan, Astuti, Raharjo, and Hamid, (2013) and Siti 

Zaleha, Mohd. Aizat and Farzana (2013). However, this was not the case in the study by 

Nor Hazana Alina, and Eta (2015), who found that organizational culture did not act as a 

mediator between transformational leadership and organizational commitment. 

In drawing a conclusion, although past studies have reported that organizational 

culture has a relationship with leadership and organizational commitment, there are some 

studies that showed otherwise. Besides that, it is interesting to note that majority of 

available empirical studies had focused on direct effects of either leadership or 

organizational culture on organizational commitment (Schein, 1991). So far, to the 

researcher’s knowledge, there is a lack of studies was conducted for the indirect effect.  

This is further supported by Nor Hazana et al. (2015) who had stated the same. 

Furthermore, researcher Tafvelin (2013) stressed on the need to study a mediator. He 

stated that by studying mediating variables it can help to explain “how transformational 
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leadership influence employees in the way they do” (p. 5), as the direct effects analysis is 

insufficient in understanding complex issues such as organizational commitment (Bass, 

1999). 

Looking at the plethora of literature, leadership, organizational culture, and 

organizational commitment has received a lot of attention among researchers (Griffith- 

Kranenburg, 2013; Siti Zaleha et al. 2013). However, despite the rapidly growing 

literature on school culture and teachers’ commitment, very few evidence were found in 

the context of developing countries (Abdul-Jaleel et al., 2014). 

The question is how far does school principals are able to function and carry the role 

of a transformational leader to help achieve the school culture and further enhance 

teachers’ commitment level. Given this juncture, there is a need to examine the influence 

of the transformational leadership practiced by the principals on the teachers’ 

commitment towards the school.  

Therefore, this study hopes to close the lacuna with the research objectives listed in 

the following sections. It aims to determine the effect of principal transformational 

leadership practices and school culture on teacher organizational commitment towards 

the school in the primary cluster schools’ context. The study also aims to add to the 

existing literature on the role of school culture as a mediator in the relationship between 

principal transformational leadership practices and teacher organizational commitment.  

 

1.3 Research Objective  

Therefore, this study is set to achieve the following objectives:  

1. To analyse the level of teacher organizational commitment in primary cluster 

schools in Selangor.   

2. To analyse the level of principal transformational leadership practices in the 

schools.   
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3. To analyse the level of school culture in the schools.   

4. To examine the relationship between principal transformational leadership 

practices and teacher organizational commitment in the schools. 

5. To examine the relationship of principal transformational leadership practices and 

school culture in the schools. 

6. To examine the relationship between school culture and teacher organizational 

commitment in the schools. 

7. To analyse which of the principal transformational leadership practices 

dimensions are the significant predictors of teacher organizational commitment in 

the schools. 

8. To assess the mediating effect of school culture on the relationship between 

principal transformational leadership practices and teacher organizational 

commitment in the schools.  

9. To evaluate if the proposed model involving principal transformational leadership 

practices, teacher organizational commitment, and school culture are applicable 

in the primary cluster schools in Selangor. 

 

1.4 Research Question 

Based on the research objectives above, the study will attempt to answer these research 

questions:   

1. What are the teacher organizational commitment as perceived by the teachers in 

primary cluster schools in Selangor? 

2. What are the principal transformational leadership practices in the schools? 

3. What is the school culture in the schools? 

4. Is there a significant relationship between principal transformational leadership 

practices and teacher organizational commitment in the schools? 
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5. Is there a significant relationship between principal transformational leadership and 

school culture in the schools? 

6. Is there a significant relationship between school culture and teacher organizational 

commitment in the schools? 

7. Which dimension of principal transformational leadership practices are predictors 

of teacher organizational commitment in the schools? 

8. Does the school culture mediate the relationship between principal transformational 

leadership practices and teacher organizational commitment in the schools? 

9. Is the proposed model of the relationship between principal transformational 

leadership practices, teacher organizational commitment and school culture 

applicable to the primary cluster schools in Selangor? 

 

1.5 Significance of the Study 

The limited knowledge and research on school culture in Malaysia were highlighted 

by Educational Planning and Research Division (EPRD) (2004) in the study by Raman et 

al. (2015b). As such, generally, this study will be able to explain further on the current 

situation of principal transformational leadership practices, school culture, and teacher 

organizational commitment, in primary cluster schools in Selangor. The researcher agrees 

with Mohammed Sani et al. (2014) who said “an examination of the influence of school 

leaders on the process and outcomes of schooling is essential to the larger context of 

educational improvement” (p. 178). 

 The findings of the study will shed some light to the current and aspiring principals 

towards influencing and motivating teachers to work towards the pedagogy. It will also 

contribute towards the establishment of cluster schools in the future, especially in this 

postmodernism era, coupled with the development of complex education. These findings 

can also be used to improve school-based management to obtain the confidence of 
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teachers to the school's principal management – autonomous schools. In addition, this 

finding is also hoped to give exposure to the principals and teachers effective intelligent 

use of autonomy granted by the Ministry of Education to improve effective management 

of cluster schools.  

This research is also important in the academic world because it can add more 

information in the education and human resource sectors and may be used by other 

researchers in future to be developed through a different perspective. Doing this can help 

to strengthen the leadership in schools in Malaysia. This indicates that more attention 

should be given to building and sustaining a positive relationship between school 

headmasters and teachers. Therefore, this study can create the right ethos in increasing 

the number of cluster schools in Malaysia, as aimed by the Ministry of Education.  

Finally, the findings of this study will provide research - based knowledge to the 

Education Ministry and educators about its practices and school leadership in primary 

cluster schools in Selangor. It is also expected to bridge the gap in knowledge about 

successful school leadership in Asia and the West. The findings are beneficial either 

directly and indirectly to three main parties: the principals, the Education Ministry, and 

National Institute of Educational Management and Leadership, also known as Institut 

Aminuddin Baki (IAB). 

 

1.5.1 Principals 

The findings of this study will be useful for principals to review, evaluate, and assess 

their strength and weakness in practicing their leadership styles in their schools. The 

information gathered from this study can use as a guide for the principals to improve their 

management skills without neglecting other related aspects in their communication 

process with the teachers and students, be it verbal or non-verbal. 
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 It is noted that school culture and teachers’ commitments are important elements that 

must be taken into consideration in school leaderships. This is because poor school culture 

and the constant lack of commitment among teachers will not help the school to achieve 

its goals. This understanding can be an important guide to school leaders and educational 

institutions generally in their effort to increase the effectiveness of a school in the future.  

  

1.5.2 Ministry of Education (MOE) 

The results of this study can provide a clearer picture and updates on the levels of 

leadership practice in primary cluster school principals in Selangor. Although it does not 

represent a comprehensive state of the practice of primary cluster school principals in our 

country, it can be used as a reference in the designing and planning of training 

programmes and seminars particularly related to the concept and practice of teacher 

involvement in the organization of learning, decision making, leadership in the quality of 

teaching practices among teachers and also school-based management practices in 

Malaysia.  

  

1.5.3 National Institute of Educational Management and Leadership (IAB) 

The researcher also hopes that the findings will be useful for all other relevant agencies 

like the Ministry of Education, National Institute of Educational Management and 

Leadership, state, and district education departments, in identifying school cultures in 

schools under their supervision. The suggestions and recommendations from this study 

can be used as a benchmark to implement changes and improvise schools which are 

slacking. This can help to strengthen or further strengthen the school culture in order for 

changes to take place. In fact, it will also enable IAB to use these findings as a base in 

selecting potential candidates for the principal positions, instead of focusing on their 

academic qualifications and experiences only. 
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 Finally, in terms of enhancement of knowledge, the researcher hopes that this study 

forms the basis for future researches on the effectiveness of a school from the culture and 

commitment aspects, especially among the lecturers, students, and officers at the MOE 

and IAB. With the findings of the study, low-performing schools and schools outside the 

cluster will be able to identify its weakness and problems and subsequently rectify it down 

to the roots. 

 

1.6 Limitation and Delimitation 

Every study is set to have its own limitations and delimitations (Avdhesh, 2014). This 

study has certain limitations that affect the findings and interpretation of the data.  

 

1.6.1 Limitations 

The main limitation lies in the extent the respondents of this study understands, 

interprets and answers the survey questions honestly.  

Next, the number of participants in this study is small as the study is limited to the 

primary cluster schools in Selangor and not all schools. Therefore, results from the study 

cannot be generalized to other populations.  

 

1.6.2 Delimitations 

The delimitations of the approach lie in the methodological concerns. Firstly, the 

findings of this study only involve the primary schools which are categorized as cluster 

schools by the Ministry of Education, focusing on the Selangor state. Besides that, the 

research was carried out using only one method - a survey which employs the instruments 

based questions. This could have hindered the respondents from elaborating further on 

their answers. 
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 The third delimitation relates to the questions on the survey questionnaire. Although 

the questions resulted from a comprehensive evaluation of the literature review, there is 

a possibility that unasked questions might have provided additional information related 

to executives’ beliefs. These limitations present opportunities for future research. Finally, 

perhaps there might be other limitations that the researcher might have neglected, 

unintentionally. 

  

1.7 Definitions of Terms 

The definitions of the variables used are explained in this section. This is to provide a 

better understanding to the reader on the study carried out. 

 

1.7.1 Transformational leadership  

Transformational leadership refers to leaders who motivate others to do more than they 

want to or thought they could. This style gives transformational leaders more committed 

and satisfied followers. In this study, transformational leadership is referred to the 

principals in cluster primary school in Selangor, who demonstrate wisdom, inspiration, 

and thoughtfulness in creating a positive school culture and increasing the teachers’ 

commitment level. For the present study, the definition of transformational leadership by 

Leithwood, Begley, and Cousins (1994), was adopted. They defined transformational 

leadership as “the leadership that enhances the individual and collective problem-solving 

capacities of organizational members; such capacities are exercised in the identification 

of goals to be achieved and practices to be used in their achievement” (p. 8). Leithwood’s 

transformational model consists of eight dimensions as explained below. The dimensions 

of transformational leadership have 34 questions and studied based on an 11-point 

numerical rating scale, whereby 1 indicates ‘Strongly Disagree’ and 11 indicates 

‘Strongly Agree’. 
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• Building a widely-shared vision – “Leaders enacting this practice identify, 

develop, and articulate a shared vision or broad purpose for their schools that is appealing 

and inspiring to staff” (Leithwood & Sun, 2012, p. 400). 

 

• Fostering the acceptance of group goals – “They also build consensus among staff 

about the importance of common purpose and more specific goals, motivate staff with 

these challenging, but achievable goals, and communicate optimism about achieving 

these goals. These leaders also monitor progress in achieving shared goals and keep these 

goals at the forefront of staff decision making” (Leithwood & Sun, 2012, p. 400). 

 

 

• Strengthening school culture – “Leaders enacting this set of practices promote an 

atmosphere of caring and trust among staff, build a cohesive school culture around a 

common set of values, and promote beliefs that reflect the school vision” (Leithwood & 

Sun, 2012, p. 400).  

 

• Building collaborative structures – “Leaders ensure that staff participate in 

decisions about programs and instruction, establish working conditions that facilitate staff 

collaboration for planning and professional growth, and distribute leadership broadly 

among staff” (Leithwood & Sun, 2012, p. 401).  

 

 

• Providing intellectual stimulation – “Leaders enacting this set of practices 

challenge the staff’s assumptions, stimulate and encourage their creativity, and provide 

information to staff members to help them evaluate their practices, refine them, and carry 

out their tasks more effectively” (Leithwood & Sun, 2012, p. 400). 
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• Providing individualized support – “Involved in the various definitions of 

providing individualized support are leaders listening and attending to individuals’ 

opinions and needs, acting as mentors or coaches to staff members, treating staff as 

individuals with unique needs and capacities, and supporting their professional 

development” (Leithwood & Sun, 2012, p. 400).  

 

• Modelling behaviour - “Modeling includes “walking the talk,” providing a model 

of high ethical behaviour, instilling pride, respecting and trusting in the staff, symbolizing 

success, and demonstrating a willingness to change one’s own practices as a result of new 

understandings and circumstances” (Leithwood & Sun, 2012, p. 400). 

 

• Creating high performance expectations – “Leaders expect a high standard of 

professionalism from staff, expect their teaching colleagues to hold high expectations for 

students and expect staff to be effective innovator” (Leithwood & Sun, 2012, p. 400). 

 

1.7.2 School Culture 

 Researcher Robbins and Judge (2013) defined organizational culture as, “... a system 

of shared meaning held by members that distinguish the organization from other 

organizations” (p. 512).  In schools, it is developed and shaped through the constant 

interactions between the staff members, the students, and the community. For the purpose 

of this study, school culture refers to practices and behaviour adapted in school as a result 

of shared values, beliefs, and attitudes that are held together. The School Culture Survey 

developed by Gruenert and Valentine (1998) is used to get a sense of how much the school 

culture is collaborative as perceived by the teachers.  The School Culture Survey consists 

of six dimensions as described below, which are operationalised by 23 statements on an 

11-point numerical rating scale. 
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• “Collaborative Leadership - indicates the degree to which school leaders establish, 

maintain and support a collaborative relationship among staff” (Gruenert & Whitaker, 

2015. p. 94).  

 

• “Teacher Collaboration is the extend teachers engage in constructive dialogue that 

furthers the school vision” (Gruenert & Whitaker, 2015. p. 94). 

 

• “Professional Development is the extend teachers enhance their personal 

development and schoolwide improvement” (Gruenert & Whitaker, 2015. p. 94). 

 

• “Unity of Purpose is the extend teachers work together towards a common mission 

for the school” (Gruenert & Whitaker, 2015. p. 94). 

 

• “Collegial Support shows how much teachers are willing to work with each other 

effectively” (Gruenert & Whitaker, 2015. p. 94). 

 

• “Learning Partnership shows the common expectations of teachers and parents on 

students’ achievement” (Gruenert & Whitaker, 2015. p. 94). 

  

1.7.3 Organizational Commitment 

 Organizational commitment is referred as a work situation (Rabindarang, Khuan & 

Khoo, 2014), and a feeling of responsibility held by individuals that can improve the 

performance of organizationsthat they are with. When committed, teachers are able to 

carry out their duties efficiently and effectively as it brings personal satisfaction and self-

awareness. The teachers’ commitment level towards the school in this study is based on 
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the three concepts by Allen & Meyer (1990) as described briefly here. It is operationalised 

by 15 statements on an 11-point scale.  

• “Affective commitment refers to emotional attachment to the organization, 

whereby teachers remain with the organization because they want to do so” (Allen & 

Meyer, 1996, p. 253). 

 

• “Continuance commitment refers to commitment based on the teachers’ 

recognition of the costs associated with leaving the organization. Teachers remain with 

the organization because they have to do so” (Allen & Meyer, 1996, p. 253). 

 

• “Normative commitment is based on a sense of obligation to the organization. 

Teachers with strong normative commitment remain because they feel they ought to do 

so” (Allen & Meyer, 1996, p. 253). 

 

1.8 Organization of this Study  

This thesis is presented in five chapters. Chapter 1 introduces the background of the 

study, the problem statement, research objectives, and research questions of the study. 

The study is based on nine research questions which are formulated based on the nine 

corresponding research objectives. The limitations and significance of the study are also 

presented in this chapter. The chapter ends with the definitions of the variables involved. 

 Moving on, a review of the literature on the three variables is presented in Chapter 2. 

In this chapter, the relationship between the variables is also presented. The concept of 

cluster schools of excellence is explained here. Finally, the conceptual framework of the 

study is also illustrated in this section.   

The following section, Chapter 3 outlines the detailed description of the research 

methodology used including the research instruments and sample size. Following the 
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introduction into the chapter, it continues with the research design and ethical 

considerations in conducting the research. This is followed by the population and 

sampling. The subsequent section is on research instrument, the pilot testing and the 

reliability and validity test carried out.  

Then, the chapter discussed on the administration of data collection, and finally the data 

analysis. Data analysis section is described in two parts, which comprise of descriptive 

statistics, and inferential statistics.  

Chapter 4 examines and analyses the research data collected. The Skewness and 

Kurtosis normality test are analysed first followed by the demographic background of the 

respondents are analysed first based on their age, gender, academic qualification, race, 

and tenure.  Next, the findings of the analysis for each research question is presented. 

The last chapter is Chapter 5 which presents a summary of the study. This is followed 

by the discussion of the findings in relation to the literature review. Conclusions are drawn 

from the results. Implications of the study are also listed out. In the next section, 

recommendations for future research are provided. The chapter is closed with a brief 

summary. 

 

1.9 Summary of the Chapter 

The role of the school as an agent of socialization has never been refuted by neither 

sociologists nor educationist. Positive school culture is described as an important element 

in the success of the school’s vision and mission, in order to keep pace with the nation’s 

inspiration. Thus, the school community, particularly school leaders and teachers bear a 

great responsibility to shape a positive school culture to produce students who are to lead 

the nation in the future. Accordingly, this study aims to identify transformational practices 

of school leadership that create a positive school culture and high organizational 

commitment that leads to the success of a school. This chapter discussed the foundation 

of the study, focusing on the problem statement, research objectives, and research 
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questions. There are nine research objectives based on the problem statements. 

Subsequently, nine research questions were formulated. This chapter also discussed the 

limitations, delimitations, the significance of the study and the definitions of terms.  The 

next chapter, Chapter 2 will discuss the review of the literature of the study and the 

relationship between principal transformational leadership, teacher organizational 

commitment, and school culture. The conceptual framework of the study is also presented 

in the next chapter. 
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CHAPTER 2: LITERATURE REVIEW 

 

2.1 Introduction 

This chapter reviews and discusses the definition and past studies carried out in 

relation to transformational leadership, organizational commitment, and school culture. 

The literature is revealed in this chapter starting with organizational commitment, 

followed by leadership, transformational leadership and subsequently school culture. 

Finally, related studies relating to these variables are discussed. The main objective of 

this study is to review the related theories, and the relationship among the variables, in 

addition to creating a set of guidelines that led to the achievement of the goals of this 

study. 

  

2.2 Organizational Commitment 

Organizational commitment is a major concept in the investigation of the organization 

and understanding of the behaviour of workers in the workplace. In fact, organizational 

commitment has extensively been acknowledged in the vast literatures of organizational 

behaviour (Luthans, 2010) and is one of the most investigated constructs in organizational 

research (Alsiewi, Gaith, & Etlesh, 2016) and “to measure employee relationship with 

the organization” (Jamalullail et al., 2014, p. 45). The studies show that it is vital for 

employers to consider the “needs and concerns” of their staff (Khan, Awan, Yasir, 

Mohamad, Shah, Qureshi & Khalid Zaman, 2014, p. 75) and their job characteristics and 

roles (Amiri, Mirhashemi, & Parsamoein, 2013) as it leads to several favourable 

organizational outcomes (Dixit & Bhati, 2012). 

Organizational commitment is often related to the attachment and identification to a 

workplace (Albdour & Altarawneh, 2014) and is influenced by characteristics of the 

organization (Suman & Srivastava, 2012). According to Luthans (2010), there are various 
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definitions and measures of organizational commitment. The definitions of commitment 

as stated by Miller (2003, p. 73) explains it as “a state in which an employee identifies 

with a particular organization and its goals, and wishes to maintain membership in the 

organization.” Researchers Allen and Meyer (1996) in defining organizational 

commitment said it is “a psychological link between the employee and their organization 

that makes it less likely for the employee to voluntarily leave the organization” (p. 252). 

In addition, according to Robbins and Judge (2013) “in organizational commitment, an 

employee identifies with a particular organization and its goals and wishes to remain a 

member” (p. 74). Therefore, organizations tend to foster commitment in their employees 

for stability and reduce turnover rates (ArunKumar, 2014; Sonia, 2010). 

 Quoting Mowday, Porter, and Steers (1982), Luthans (2010, p. 147) in his book, 

Organizational Behaviour 12th edition stated that organizational commitment is often 

described as an attitude, as: 

• A strong desire to remain in particular organization, 

• A willingness to exert high levels of effort on behalf of the organization, and 

• A definite belief in, and acceptance of values and goals of the organization. 

 

 Luthans (2010) noted, “this is an attitude that reflects the employees’ loyalty towards 

their organization and is an ongoing process whereby they express their concern for the 

organization and its continued success and wellbeing” (p. 147). Mowday et al. (1982) 

who studied the commitment among teachers said that teachers' work is a commitment to 

loyalty to the goals and the acceptance of a school. They defined it as “the relative strength 

of an individual's identification with and involvement in a particular organization” (p. 

186). The definition shows that organizational commitment is more meaningful than 

merely a passive loyalty. Instead, it involves the desire of employees to make a 

meaningful contribution to the organization. This means every teacher should have a 
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willingness to contribute to the school and its adoption to remain as an employee of the 

school they represent.  

Meanwhile, Nagar (2012) suggested “emotional attachment or commitment of 

teachers with their institution should be encouraged by developing and strengthening the 

feeling of accomplishment that one derives from one’s job” (p.55). 

 High organizational commitment is seen as a positive factor in the organizations, as 

employees who are highly committed often feel that he or she is safe, owned and has the 

satisfaction of a job and the prospects of the organization. This is proven in past studies, 

in which researchers concluded that there is a negative relationship between 

organizational commitment, absenteeism, replacement rates, and satisfaction in the 

workplace (Hackney, 2012; Kumar, Ramendran & Yacob, 2012; Rohani, Sivadahasan 

Nair, & Haryanni, 2012).   

In another study, researchers Fauziah, Rahmah, Rohani, Rasimah, and Zabani, (2010) 

concluded that “policy-makers and the educational administration at the state and federal 

levels must work diligently to increase the levels of commitment of the teachers and to 

reduce the number of teachers that are leaving the profession” (p. 56). 

It is noted that committed employees will demonstrate their loyalty in achieving 

organizational goals which will determine whether the said organization is successful or 

not (Iqbal, Tufail, & Lodhi, 2015). Further, Paille et al. (2011) stated that committed 

employees will have lower intentions to leave and would work with more effectiveness 

and loyalty while Carlos and Filipe (2011) added that organizational commitment 

increases the creativity in the organizations. 

This can be seen in the various studies on organizational commitment such as that of 

Sarminah (2011), who found a positive relationship between organizational commitment 

and job performance among senior and middle management staff in the manufacturing 

sector. In another study, Nurharani et al. (2013) found secondary school teachers in Klang 
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to have a high level of organizational commitment, while Najeemah’s (2012) study in 

national primary schools in Penang found the level of overall teachers’ commitment is 

high. 

On the contrary, in a 2013 research on teachers in Klang, researchers Siti Fairuz, 

Norshidah, Afni Anida and Norsiah used the quantitative method to study the 

commitment level of 258 daily school teachers. The findings showed that the overall 

commitment level and its dimensions were only at the average level. This could be due 

to lack of feelings towards the school by the teachers. Similarly, Ling and Mohammed 

Sani (2013) found a moderate commitment level among the 1014 trained teachers in 27 

secondary schools in Miri, Sarawak. Elsewhere, studies by Colak, Altinkurt, Yilmaz 

(2014), Gündüz (2014), and Hayat, Kohoulat, Kojuri and Faraji (2015) had also resulted 

in similar findings. 

 Although committed teachers will ensure to complete their tasks successfully (Raman 

et al., 2015b), it is important for the school principals to maintain the committed 

workforce. As explained by Hallinger and Heck (2010) the failure to maintain teachers’ 

commitment might cause problems to the school management and its leadership. This is 

particularly so, as teachers’ commitment towards the schools is noted as an important 

thrust in ensuring the success of a country's education system as teachers are 

implementing every educational policy within the school organization (Leithwood, 

Jantzi, & McElheron-Hopkins, 2006). Commitment can also provide early interpretations 

of the acceptance to the organization through behaviour that leads to an increase in 

productivity (Meyer & Allen, 1997).  

 The definitions of organizational commitment in this study are led by the theory of 

organizational commitment with the conceptualization of the three-component model 

(TCM) by Meyer and Allen (1991). According to the TCM, the three component profiles 

that make up the model, as shown in Figure 2.1, have different implications for behaviour 
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and well-being (Meyer, Kam, Goldenberg & Bremner, 2013). The affective commitment 

indicates the emotional attachment of the employees; while normative commitment 

shows the obligation, and continuance commitment is described as the perceived costs 

(Allen and Meyer, 1990; H. Khan, Shah, B., ul Hassan, S. Khan, & N. Khan, 2013a, 

2013b; Kanning & Hill, 2013).    

 

 

    Figure 2.1: Three Component Model (TCM) of organizational commitment 

                  (Meyer and Allen, 1991, 1997) 

  

2.2.1 Affective Commitment 

Affective commitment is about the “identification with, involvement in, and emotional 

attachment to the organization” (Allen & Meyer, 1996, p. 253).  This mean, when 

employees are emotionally attached to the company, they are likely to be more involved 

with the organization’s goals and “remain with the organization because they want to do 

so” (Allen & Meyer, 1996, p. 253). According to Campbell and Yen (2014), affective 

commitment among academic staff is more prominent when they are respected and 

supported by organization respects.  
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2.2.2 Continuance Commitment 

Continuance commitments relate to the awareness of the costs involved with leaving 

the organization. This indicates the bond between the employee with the organization, 

and their desire to either continue to work or leave the organization. Alsiewi et al. (2016) 

asserted that “employee feels compelled to commit to the organization because of the 

monetary, psychological, social and other costs associated with leaving the organization” 

(p. 15).  

Continuance commitment relates to the perception of the value that has been instilled 

in an organization and its effect on the occasion out of the organization. In a study by 

Alsiewi et al. (2016), the researchers found that school environment, work relevance and 

satisfaction, and pay and benefits showed a significant positive effect on continuance 

commitment. They concluded that jobs and relationships in school are of more importance 

for teachers compared to monetary rewards. Campbell and Yen (2014) stated that 

employees base their continuance commitment on the costs of staying or leaving the 

university.  

It is interesting to note that the continuance commitment dimension is occasionally left 

out (Genevičiūtė-Janonienė & Endriulaitien, 2014) as several studies have revealed 

negative impact for having high level of continuance commitment such as experience 

stress, work family conflict, lower life satisfaction (Meyer et al., 2002). According to 

Genevičiūtė-Janonienė and Endriulaitien (2014) the negative sequences have an effect on 

both the employee and organization.  

 

2.2.3 Normative Commitment 

Normative commitment reflects a feeling of obligation to continue employment (Allen 

& Meyer, 1990). In other words, normative commitment employees feel morally 

obligated to keep working in the organization. According to Ibrahim and Iqbal (2015), a 
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high level of normative commitment is based on the teachers’ ethical believes that it is 

right and good to continue within the organization. This means that employees who have 

high normative commitment “remain because they feel they ought to do so” (Allen & 

Meyer, 1996, p. 253).   

Meanwhile, Campbell and Yen (2014) said “normative commitment develops and is 

inculcated when the staff internalizes the university’s norms and values through day-to-

day socialization and engagement” (p. 117). On the other hand, Newman, Thanacoody, 

Hui (2011) asserted that normative commitment “depends on the prior attitudes and 

values of employees before joining the organization” (p. 1769).  

The TCM model as explained above is used for this present study as it covers the 

strong identification teachers in primary cluster schools in Selangor would have with their 

school’s values and goals, their willingness to go the extra mile, and the commitment or 

desire of the teachers to remain with the school. Choon and Marimuthu (2016) added that 

the TCM “depicts human attitudes” (p. 590). Thus, in conducting a research, it is crucial 

to focus on all three dimensions. In doing so “proper strategies can be designed to promote 

employees’ commitment to the organization and further reap the benefits that 

organizational commitment can provide to the organization in the context of 

sustainability,” (Choon & Marimuthu, 2016, p. 590). 

Furthermore, these three types of commitments can be used as a yardstick to assess 

how an employee feel working in the organization. According to Allen and Meyer (1990, 

1997), they preferred to use the term ‘components of organizational commitment’ instead 

of ‘the type of organizational commitment’ because of the relationship with the 

organization's employees can vary in all three components. In addition, the commitment 

levels in each component grow due to different experiences and different implications. 

For example, in a school, Teacher A can simultaneously feel attached to the school and 

also feel obliged to stay. Meanwhile, Teacher B decides to continue working because they 
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might not get better salary and fringe if they move to another school.  Thus, the 

measurement of organizational commitment should reflect the commitment of all three 

components. 

  

2.3 Leadership 

A leader is the most influential and powerful personnel in an organization. The leader 

is responsible for leading the organization toward the achievement of targeted goals. 

Without a leader, people might be without a direction and it can be rather chaotic 

(Minadzi & Kankam, 2016). In other words, leadership is a requirement in building 

organizational excellence to drive, especially in the organization to achieve its objectives, 

mission, vision, and goals. This situation reflects the leader as the driver and pillar in the 

process of implementation of the task within the organization.  

 Notably, leadership plays a big role in determining organizational excellence 

(Mumtaz, Norzaini, & Mohammed Sani, 2010). It is defined as “the ability to influence a 

group toward the achievement of a vision or set of goals” (Robbins & Judge, 2013, p. 

368) and to perform beyond expectations (Keskes, 2014). As Riaz and Haider (2010) 

mentioned, leadership is a critical and important factor in increasing the organization’s 

achievements, whereby leaders influence subordinates to achieve a common goal 

(Kouzes, Posner & ebrary, 2012).  

 Moreover, leadership is the “influencing process of leaders and followers to achieve 

organizational objectives through change” (Lussier & Achua, 2013, p. 6) and built around 

some common interest, whereby the behaviour of the followers is directed by the leader 

(Colquitt, Lepine & Wesson, 2011; Shastri, Mishra & Sinha, 2010). This means 

leadership occurs when a person drives, persuades and influences others to work towards 

achieving an organization's objectives. Leadership exists in any activities that are 
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organized in rigorous and systematic and is also, directly and indirectly, related to the 

overall activities of the organization.  

Thus, the magic behind a successful organization is the dynamic and effective 

leadership style. Moreover, researchers have stressed that leadership is a key constituent 

towards school success (Abdul Ghani, 2010; Harris, 2002). Past studies have also 

consistently shown that leadership style has a positive relationship with organizational 

outcomes, including organizational commitment (Ali, Farid Jr, & Ibrarullah, 2016; 

Noraazian and Khalip, 2016; Nur Ain, Abd Rahim & Mohd Khirul Azwan, 2015). 

In an educational institution, Sharma (2010) stated “leadership plays an indispensable 

role in the effectiveness of an educational institution, right from the setting of goals to the 

accomplishment of goals” (p. 335). According to Minadzi and Kankam (2016), the 

literature shows that “effective leadership is an important component of securing and 

sustaining school achievement” (p. 62) and basically focuses on skills, styles, behaviours, 

relationships and so on (Edwards & Aboagye, 2015). Principals play a vital role as a 

leader who has a clear vision of the organization and its staff. Therefore, principals must 

have the wisdom to become effective leaders, experience and pro-active at various levels. 

They should also be alert and sensitive to changes taking place or will take place to form 

a 21st-century education.  

The success of a school depends on how effective the entire system is, and the culture 

practiced by the administrators, students, teachers, and support staff of the school. As 

principals have a tremendous influence on the success of the school (Jamilah & Yusof, 

2011), there is no doubt that leadership in schools is often associated with the school 

principals’ leadership practices. This supports the definition by Leithwood and Riehl 

(2003) which stated “a core set of leadership practices form the basics of successful 

leadership and are valuable in almost all educational contexts” (p. 5).  
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 Leadership determines the construction of the school culture, learning climate, 

teachers’ level of professionalism, and their commitment in the potentials of their 

students. Having said this, it is important to note that effective leadership styles are the 

lifeblood of the organization to achieve a goal of the organization thereby improving 

employee commitment to the organization (Mareena, Norhasni, Ismi, and Azizan, 2011).  

 Principals as the school leader are in charge to produce staffs who are committed and 

as a manager, they must be able to guide these staff to adhere to the rules of the 

curriculum. A study by Handford and Leithwood (2013) demonstrated that teachers’ trust 

in principals is influenced by their leadership practices which are interpreted as signs of 

“competence, consistency, and reliability, openness, respect and integrity” (p. 194). 

Hence, principals are seen as a manager who is very important, influential, and 

responsible, with a leadership spirit and acts as the main liaison between the school and 

the community. 

The education system is currently facing significant changes (Rabindarang, Khuan, & 

Khoo, 2015) due to the development of the educational policies and advancements in 

technology and demands of globalization. Due to this, leadership has now become more 

challenging and is no longer as before (Coates, Meek, Brown, Friedman, Noonan, & 

Mitchell, 2012).  This situation is indirectly affecting the education system. Nevertheless, 

in line with its interests and demands, the leadership field have always evolved and 

adapted to the current situation (Rabindarang et al., 2014). As Ling and Mohammed Sani 

(2013) noted, leadership in the education sector has an important part to improve school 

outcomes by influencing the teachers, school climate, and environment or the culture. 

After all, a good leadership in schools help to improve the efficiency and integrity of 

schools. 

 A principal’s leadership depends on the formal position in the school’s organizational 

structure. This is called formal leadership, whereby principals are given the authoritative 
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status in the organization as head of the school and has power on all the aspects of the 

school’s management. The principal’s influence is important as “it intersects with and, at 

its best, galvanizes the leadership efforts of others across space” (Hargreaves, Moore, 

Fink, Brayman, & White, 2003, p. 2).  

According to Yang (2014), school principals need to focus on the needs of the school 

teachers and staff in every aspect and period. The researcher said in doing so, principals, 

create conditions to stimulate the morale of the school members with their higher 

level of leadership, making different members at different times can be motivated, 

respected, trusted and improve satisfaction, and gradually reaching a consensus 

with the overall objectives of the school. (p. 280) 

 

Besides that, principals are also required to implement policies formulated by Ministry 

of Education and the state education departments. Principals are responsible for ensuring 

that all policies are clear to all members of the school, and any regulations enacted must 

be appropriate with the existing policies, which are the school’s direction and vision 

statement. This is clearly seen in the Educational Improvement Committee for Schools, 

1982 (Jawatankuasa Mengkaji Taraf Pelajaran di Sekolah-Sekolah, 1982) under the 

Ministry of Education Malaysia, which clearly explains that the principals’ primary role 

as educational leadership must be effective. It stated:  

Principals must be efficient and spend more time organizing learning activities in 

schools. Maintaining an effective school supervision, acting as consultants, 

advisor, and coordinator for teaching and learning programmes in schools; and 

spending more time in teachers and students’ professional activities, and not 

solely act as an administrator who is holed up in their rooms, sending out 

directives, memos, and circulars. (p. 6) 
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This recommendation is presented here due to its relevance in the context of this study. 

Furthermore, this recommendation is further stressed three decades later in the Malaysian 

Education Blueprint 2013-2025, which stated “the Ministry will ensure that every school, 

regardless of location and performance level, will have a high-quality principal and 

supporting leadership team to provide instructional leadership and drive overall school 

performance” (Ministry of Education [MOE], 2013, p. 5-13). 

It was also noted in the blueprint on evidence on the need for the strong school to 

produce significant improvement in student achievement. It stated that “in high-

performing school systems, principals are more than just administrative leaders - they are 

leaders who focus on improving the quality of teaching and learning in their schools” 

(Ministry of Education, 2013, p. 5-13).  

According to Dimmock (1999), a school leader’s role is a combination of a leader, 

manager, and administrator. In providing a distinction between school leadership, 

management, and administration, Dimmock (1999) explained that “irrespective of how 

these terms are defined, school leaders experience difficulty in deciding the balance 

between higher order tasks designed to improve staff, student and school performance 

(leadership), routine maintenance of present operations (management) and lower order 

duties (administration)” (p. 442). 

An effective principal would know how to blend his roles well. For example, when 

principals take the time to monitor the arrivals of the students to school in the morning, 

acknowledges the children and speaks to the parents, these are signs of leadership and 

management. When the principals assist the teachers in structuring the curriculum and 

planning the lesson time, they put on the hat of an administrator. 

This shows that there are major changes in the duties and functions of principals in 

schools, from being merely an administrator to being a leader. These changes need to be 
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done in preparation towards creating excellent schools in various areas based on its 

academics and co-curriculum achievements. 

 Principals as educational leaders in school are responsible and entrusted to ensure that 

his students acquire knowledge, skills and have multiple intelligence; have an excellent 

attitude and can be a source of labour that is compatible with the job market. As Harris et 

al. (2013) stated “successful leaders not only set direction but they also model values and 

practices consistent with those of the school” (p. 164). According to Jamal (2014) and 

Minadzi and Kankam (2016), principal’s leadership style has a significant effect on the 

education’s innovation. Researchers Enage, Bentor and Ebio Jr (2016) who studied the 

impact of school transformational leadership behaviour, concluded, “school leaders need 

to be instilled the awareness of the power that these transformational leadership 

behaviours hold” (p. 286). They added, by understanding these behaviours, principals 

would understand their access and ability to a better level. 

School principals who seek to transform the leadership actually develop organizational 

leadership. They are the leaders who succeed in bringing about change in attitudes, 

values, and performance of the majority of the school’s community (Abdul Ghani, 2010). 

With all these roles and responsibilities that are shouldered by the principals who hold 

the reins in schools, they are required to have appropriate knowledge and experience in 

the education field. It is also necessary for principals to be knowledgeable about the 

students and community background and also the behavioural problems of the students 

and staffs, school curriculum and office management as well as the current political 

issues. With this knowledge, school principals would have no doubt on their ability as a 

leader and their leadership style. In brief, it is undeniable that a good leadership plays an 

important role in schools. 

  How do principals in excelling schools practices their leadership compared to those 

in non-excelling schools? Studies found that the successful schools are led by principals 
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who possess qualities of effective leadership (Aydin et al., 2013; Harris & Chapman, 

2002; Harris et al., 2013; Mohammed Sani & Jamalullail, 2012; Mohammed Sani et al., 

2014; Pont, 2014).  A good leader might ask: What leadership style work best for me and 

my organization? Although each leader might have different leadership styles, choosing 

the right style is a key element of leader effectiveness. According to Dunford, Fawcett, 

and Bennett (2000) and Ali (2011), a wise school principal is able to adapt his or her 

leadership style in accordance to the situation and not sticking to one style only. However, 

researchers Abed (2011), N. R. Khan, Ghouri, and Marinah (2013), and Suliman and 

Obaidli (2013) found that majority of the leaders tend to showcase a leadership style that 

combines leadership style emphasizing on task and human relations.  

 There are various leadership styles that have been introduced by early researchers such 

as transformational, transactional, instructional, authoritarian, and participative. 

However, this present study will focus solely on transformational leadership style, which 

is said to be very substantial for schools to move forward (Balyer, 2012) and “has strong 

direct effects on school conditions” (Leithwood & Jantzi, 1999b, p. 80). According to 

Yang (2014), transformational leadership is a crucial quality of principals, which in turn, 

enhances teachers’ commitment (Ekpe, Norsiah, & Adelaiye, 2017). It is also said to be 

principals’ preferred choice of leadership style (Jamal, 2014; Cemaloğlu, Sezgin & Kilinç 

2012) as “transformational leaders are said to demonstrate the elixir of human 

understanding. When applied with integrity, transformational leaders can reform 

organizations in magic ways” (Hoyle, 2006, p. 2).  

 

2.3.1 Transformational leadership 

Transformational leadership has emerged the “most popular approach in the scholarly 

of leadership today” (Tal & Gordon, 2016, p. 267). A transformational leader is a person 

who likes to make changes and reforms, as it focuses on the “process of how certain 
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leaders are able to inspire followers to accomplish great things” (Northouse, 2013 p. 214). 

This is evident through the organization’s vision and mission. Accordingly, it is the 

responsibility of leaders to deliver on an ongoing basis, clarifying the mission and vision 

so that it is understood, accepted and appreciated by all his followers. 

 The concept of transformational leadership was first introduced by Burns (1978), 

whose work focused on political leaders, stated that the basis of transformational 

leadership is an interpersonal relationship, motive, and values. His work was later 

enhanced by Bass (1985) and other researchers (Avolio & Bass, 1994; Bennis & Nanus, 

1985; Kouzes & Posner, 1987, 2002; Tichy & Devanna, 1986, 1990; Podsakoff, 

Mackenzie, Moorman & Fetter,1990; Bass & Avolio, 1994; and Leithwood, 1994). In 

defining transformational leadership, Burns (1978) stated: 

The transforming leader recognizes and exploits an existing need or demand of a 

potential follower. But, beyond that, the transforming leader looks for potential 

motives in followers, seeks to satisfy higher needs and engages the full person of 

the follower. The result of transforming leadership is a relationship of mutual 

stimulation and elevation that converts followers into leaders and may convert 

leaders into moral agents. (p. 4) 

  

Based on Burns’ definition, it indicates that transformational leadership style is a 

style of leadership that recognizes the needs and requirements of leading his followers, in 

addition to helping produce new leaders. Therefore, transformational leadership is a 

necessity in the organization as the classical leadership theory is not appropriate to meet 

changes in the goals and practice of current leadership (Bass, 1985). Bass sees 

transformational leadership as very important in addressing with the changes as the 

leadership is capable of increasing organizational behaviour among subordinates. It is 

interesting to reiterate that while Burns’ study was focused on political leaders, Bass 
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concentrated on the military, business, and educational organizations (Brinks, 2012). Bass 

(1985) stressed, “the leadership of great men (and great women) of history has usually 

been transformational, not transactional” (p. 26). 

That said, the manner that transformational leaders developed people differed (Sun, 

Chen & Zhang, 2017). Transformational leaders listen attentively to their subordinates 

and pay attention to their career development (Zhu, Sosik, Riggio, & Yang, 2012). This 

is supported by Bass and Riggio (2006) who stated that “transformational leaders are 

those who stimulate and inspire followers to both achieve extraordinary outcomes, in the 

process, develop their own leadership capacity” (p. 3).  It is also associated with 

subordinate’s moral values (Mulla & Krishnan, 2011). 

 Transformational leadership consists of four different factors (Bass & Avolio, 2004) 

that were termed as (a) idealized influence (b) inspirational motivation, (c) intellectual 

stimulation and (d) individualized consideration. Known as the 4Is, these dimensions are 

“characterized by the ability to bring about significant change in followers and the 

organization” (Daft, 2011, p. 362). According to Hall, Johnson, Wysocki, and Kepner 

(2002, as cited in Datche & Mukulu, 2015) these dimensions “are interdependent and 

must co-exist; and they are held to have an additive effect that yields performance of 

followers beyond expectations” (p. 11).   

These components of transformational leadership are briefly described in the following 

short section as explained by Bass (1998) and Bass & Riggio (2006) and cited in Day 

(2014, p. 231). 

1) Idealized Influence (II) – “leader’s ability to serve as a positive role model for 

followers. By setting high moral standards and establishing ethical codes of conduct, such 

leaders garner respect and trust from followers.” 
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2) Inspirational Motivation (IM) – “ability of transformational leaders to inspire and 

motivate followers. Leaders communicate high-performance expectations and convey a 

sense of confidence that followers can meet those expectations.”  

3) Intellectual Stimulation (IS) – “the ability to spur innovative and creative thinking 

through challenging followers to solve problems and think ‘outside the box’. There is no 

public criticism of individual members’ mistakes. Because transformational leaders 

encourage followers to approach problems in novel and perhaps unconventional ways, 

leaders convey to followers that they are trusted and empowered.” 

4) Individualized Consideration (IC) – “leader’s ability to provide for the needs, and 

be responsive to each individual follower. The leader provides support, guidance, and 

mentorship with the result of improving followers’ performance, potential and leadership 

capacity.” 

 According to Osman & Siti Fatimah (2014) “transformational leadership is what 

drives the followers, motivates, and inspires them to reach beyond their expectations” (p. 

128).  Burns (1978) in his observation on leadership concluded that principals are a good 

example of transformational leadership for their capabilities to bring changes to the 

behaviour of teachers and students. While anyone can take the position as a leader, how 

he leads his followers might not be the same. The effectiveness of transformational 

leadership can be seen in the study by Ortenblad, Lofstrom and Sheaff (2015) who said 

“while everyone may have the ability to be a leader, not everyone chooses to be a 

transformational leader” (p. 409).  This is because transformational leadership is the skills 

in principals who are able to “create a change in expectations and aspirations of the 

followers themselves” (Jamal, 2014, p. 1270). 

Past studies show that there is a relationship between personality traits of a leader and 

their leadership, and how it affects the type of leader a person is (Garcia, Duncan, 

Carmody-Bubb, & Ree, 2014). This is in support of Prelli (2016) who stated that a 
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principal’s practice included “promoting a common vision and goals and securing the 

resources necessary” (p. 175) for teachers to do their work. Through their study, Noordin, 

Mohammad, Jasmi, Zainuddin, Azizi, Yusof, and Sharin (2011) found that agreeableness, 

conscientiousness, and openness to experience had a significant positive correlation with 

transformational leadership. These are part of the Big Five which they say is a “commonly 

used term for the model of personality which describes the five fundamental factors of 

our personality” (p. 9639). 

Based on these characteristics, a transformational leader must have a purpose and a 

clear vision, mission and a thorough review of the organization in the future. Each 

individual is regarded as a transformational leader who builds social relationships in an 

organization (Abdul Ghani, Abdul Rahman, & Mohammed Zohir, 2010) and brings 

positive and valuable changes in employees (Choudhary, Akhtar, & Zaheer, 2013). They 

often create partnership programmes, resources, knowledge, and feelings through social 

interaction that occurs. This allows leaders in schools to manage the process of 

transformation in leadership to achieve the vision and mission of the school. According 

to Prelli (2016) “by developing and maintaining collaborative relationships with teachers, 

a principal could enhance the culture within the organization” (p. 175). 

Day and Sammons (2014) and Gurr (2015) agrees that a school’s success depends on 

its principal. Their views are supported by previous studies that show the practice of 

transformational leadership has brought positive changes to the schools’ effectiveness. 

Teh, Pihie, Asimirin, and Foo (2015) in their study on secondary school teachers in the 

central region found that principals’ transformational leadership was moderately high. In 

another study in Temerloh, Jamalullail et al. (2014) also reported that the practice of 

transformational leadership by headmasters was high. However, in contrast, researchers 

Arokiasamy, Abdul Ghani Kanesan, Mohammad Zohir, and Aziah (2016), who 
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conducted their research in 12 national primary schools in Kinta Selatan, Perak, found 

that the practice of transformational leadership by school principals was moderate. 

Muzakkir and Khadijah (2014) stressed that in order to improve teachers’ work 

performance, principals must adopt transformational leadership style. Similarly, Bushra 

et al. (2011) stated that transformational leadership makes workers be more innovative 

and creative. This, in return, will improve their commitment level (Yang, 2012) and job 

satisfaction (Riaz et al. 2010). In the study by Fatemeh and Khadijah (2013) the 

researchers reported that transformational leadership, both directly and indirectly effect 

the academic staff’s commitment level, while Habib and Zaimah (2012) found the 

transformational leadership level among the headmasters in a secondary school in Hulu 

Langat had a significant relationship with teachers’ job satisfaction.  

Further, Teh et al. (2014) in examining the effects of leadership styles of principals in 

19 performing schools in Perak found that transformational leadership predicts teachers’ 

commitment level towards the organization. Looking over at East Malaysia, studies by 

Ling and Mohammed Sani (2013); Mohd Nizam, Mohd Sofian and Rozita (2008); 

Sabariah et al. (2010); and Yunus (2012) found similar results. This is supported by 

Raman et al. (2015a) who noted that transformational leadership practice can bring 

positive changes in schools.  

This proves that, besides the ability to teach, principals must also possess a range of 

other abilities that can be set as an example to the teachers. Principals must be able to 

interpret and cope with the changes in the school, and to skilfully use appropriate 

leadership styles in different situations (Jamal, 2014), and be able to motivate teachers, 

staff and students to be more interested and committed to the affairs and activities at the 

school (Naile & Selesho, 2014). 

Challenges faced in restructuring schools are stated as the cause for school leadership 

to change from being an instructional leader to transformational leader (Leithwood, 1992, 
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1994). In support of this, Balyer (2012) stated that “transformational leadership helps 

school principals’ to frame their attitudes to move their schools forward” (p. 589). 

Meanwhile, Leithwood, (1992, 1994) further stated that transformational leadership is 

capable of facing these challenges as:   

i. it is potential to build a high commitment level among the teachers which are 

required in the restructuring agenda which can be complex and ambiguous.    

ii.  it is able to enhance further the ability of teachers and provide a productive 

feedback on the planned agenda.  

 Thus, it is not an exaggeration to say that the presence of transformational leadership 

in school has its merits. The characteristics of the leadership style itself are conducive to 

be applied in schools and the change factors to demand such leadership. 

In this study, transformational leadership in schools refers to the transformational 

leadership built on a series of researches focuses on leadership practices that are specific 

to schools (Leithwood, 1994; Jantzi & Leithwood, 1996; Leithwood & Jantzi, 2000, 

2005). Acknowledging both Burns’ (1978) and Bass’ (1985) work on transformational 

leadership, Leithwood found gaps in their work in terms of school settings (Brinks, 2012). 

Leithwood modified the works of Bass and a few others, in which he explained the effect 

of transformational leadership in school settings. In the book Developing Expert 

Leadership, Leithwood et al. (1994) defined transformational leadership as the ability to 

empower others, by accomplishing a “major change in form, nature and function of some 

phenomenon” (p. 7). 

Leithwood’s Transformational Leadership model (Leithwood, 1994) describes the 

components of transformational leadership through eight dimensions. The recent 

transformational leadership model was developed from Leithwood’s various studies on 

schools (Leithwood, 1994; Leithwood et al., 1999) which include dimensions of practice 

which ‘were not found in prior models of transformational leadership’ (Rutledge II, 
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2010). According to Mohamad and Parvina (2013), Leithwood had based his model on 

Burns (1978) with some adaption from Bass and Avolio’s (1997) model. According to 

them, what differs Leithwood’s model from the rest is that he had merged idealized 

influence (charisma) and inspirational motivation as one dimension. 

Talebloo, Basri, Asmiran, and Hassan (2015) asserted that “principals espouse for 

modelling best practices” (p. 1111). It is seen as the efforts by the principals to motivate 

teachers to work in schools with high achievement to produce a professional school 

culture and at the same time increase the teachers’ commitment.  Principals are also seen 

as being able to inspire and stimulate teachers (Raman et al., 2015a). All these features 

are measured using eight leadership dimensions based on Leithwood’s Transformational 

Leadership Model, which is a full conceptualization of transformational leadership 

related to academic institutions (Leithwood & Jantzi, 2005; Rutledge II, 2010, Goodnow 

& Wayman, 2009). 

These eight leadership dimensions ultimately lead to the construction of an ideal 

leadership which can bring changes to school organization with charisma and a wide 

communication between the principals and the teachers as an individual. According to 

Stewart (2006, as cited in Deborah Wilson, 2013) “Leithwood’s model assumes that the 

principal shares leadership with teachers and the model is grounded not on controlling or 

coordinating others, but instead on providing individual support, providing intellectual 

stimulation, and personal vision” (p. 27). 

Therefore, for this study, transformational leadership is defined as “the leadership that 

enhances the individual and collective problem-solving capacities of organizational 

members; such capacities are exercised in the identification of goals to be achieved and 

practices to be used in their achievement” (Leithwood et al., 1994, p. 8).  

Leithwood’s model is conceptualized into three clusters, namely: setting directions, 

developing people and redesigning the organization (Leithwood & Jantzi, 2005). The 
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three clusters were further delineated into eight dimensions which are associated with 

specific leadership practices as illustrated in Figure 2.2 displayed on the following page.   

              

Figure 2.2: Leithwood’s Transformational Leadership Model (Leithwood, 1994) 

 

The setting directions cluster comprise of: (i) building a widely-shared vision, (ii) 

fostering the acceptance of group goals, and (iii) creating high performance expectations. 

The second cluster is developing people and this consists of: (iv) providing individualized 

support, (v) providing intellectual stimulation, and (vi) modelling behaviour. Next is the 

redesigning the organization that focuses on (vii) strengthening school culture, and (viii) 

building collaborative structures.  

Although Leithwood’s model depicts similar dimensions of educational leadership as 

that of Hallinger’s instructional leadership such as setting directions, promoting a positive 

school culture, and maintaining the organizational function (Leithwood et al., 1999), it 

differs with the addition of ‘developing people’ dimension (Mohamad & Parvina, 2013). 

With this inclusion, “Leithwood depicts the behavioural and cultural aspects of school 

leadership within the theoretical framework of transformational leadership” 

(Timmerman, 2007, p. 11). 

Transformational 
Leadership

building a 
widely-shared 

vision
fostering the 
acceptance of 

group goals

creating high 
performance 
expectations

providing 
intellectual 
stimulation

providing 
individualized 

support

modelling 
behaviour

building 
collaborative 

structures

strengthening 
school culture

Univ
ers

ity
 of

 M
ala

ya



 54 

Transformational leaders, according to Leithwood, show strong leadership through 

their commitment to achieving the organization’s aim by encouraging the involvement of 

teachers, developing intellectual and stimulating teacher motivation to commit beyond 

the norm. Transformational leadership practices are also able to create a school culture 

that is creative, especially in the way of thinking to solve a problem despite the challenges 

faced.  

Leithwood and Sun (2012) in their meta-analytic review of 79 unpublished studies 

about the nature of transformational school leadership and its impact on the school 

organizations, teachers, and students, noted that “transformational leadership has direct 

effects on teachers’ internal states, and behaviours and these, in turn, influence school 

conditions” (p. 408). 

In the local context, Siti Noor (2011) stated that the most effective measures to improve 

student achievement are through effective leadership and the high-quality management 

practices. Principals also expect teachers to understand the schools’ mission and vision 

to be achieved and work together towards it. This is consistent with Leithwood (2012) 

who stated transformational leadership brings the leader and teachers to work towards the 

school’s improvement. However, according to Mohamad and Parvina (2013), there are 

not many evidence on effective transformational leadership practices, despite 

transformational leadership being an effective factor associated with school competency 

and principals. 

 Therefore, this research aims to investigate teachers’ perception on principals 

practicing of transformational leadership in primary cluster schools in Selangor. 

 

2.4 Organizational Culture 

Every organization has its own culture and has become firmly anchored as an 

important aspect, an element in the organization (Bedarkar, Pandita, Agarwal & Saini, 
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2016). Thus, culture gives a group its uniqueness and differentiates it from other groups. 

Organization culture is also important for any organization as it is a significant element 

to grow into an energetic organization (Schein, 2010) and is a “powerful web of rituals 

and traditions, norms, and values that affect every corner of school life and increases 

attention to what is important and valued” (Peterson & Deal, 2002, p. 10).  

 Organizational culture is “a system of shared meaning held by members that 

distinguish the organization from other organizations” (Robbins & Judge, 2013, p. 513). 

However, Gruenert & Whitaker (2015) noted that culture is not a “problem that needs to 

be solved, but rather a framework that a group can use to solve problems” (p. 6) and builds 

commitment among employees (Darmawan, 2013). According to Naqshbandi, Kaur, 

Sehgal, and Subramaniam (2015) “culture is a complex issue” (p. 4). Therefore, by 

understanding the “dynamics of culture”, we would be able to handle the situation well 

when encountered with “unfamiliar and seemingly irritational behaviour of people” 

(Schein, 2010, p. 9). 

In defining culture, Schein (2010) said it is “a pattern of shared basic assumptions 

learned by a group as it solved its problems of external adaption and internal integration” 

(p. 18) and it is basically seen as “the way we do things around here” (Deal and Kennedy, 

1982, p. 4). It is a conventional manner how individuals think and act, how to understand 

reality, to identify and solve problems in an organization.  

Organizational cultures differ extensively in the extent to which they are intertwined 

into the organization’s practices and behavioural norms, (Lussier & Achua, 2013).  In his 

book, Schein (2010) stated that culture can be looked at from different levels, further 

explaining that the term level is, “the degree to which the cultural phenomenon is visible 

to the observer” (p. 23). He stated that the three major levels as shown in Figure 2.3 are: 

artifacts, espoused beliefs and values and basic underlying assumptions.  
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Figure 2.3: Three levels of culture (Schein, 2010) 

 

Artifacts come at the surface level and are the elements that can be seen, heard or felt 

in the organization and are both easy to observe and very difficult to decipher (Schein, 

2010). Artifacts include technologies and products, language spoken, physical space and 

furnishings, dress codes and henceforth. Deciphering the artifacts might be difficult due 

to the lack of understanding of what is going on within the organization. 

Next is the beliefs and values that people say they believe in when asked, and finally, 

the basic underlying assumptions are the unwritten rules or norms that guide the actions 

of its member (Nader, 2013; Schein, 2010).   

Strong organizational culture serves as a compass to guide authorities and can 

compensate for the behaviour of members of the organization. For example, Zulfikri, 

Yahya, Yaakob, Raman (2015) noted “commitment is shaped by the norms and symbols, 

values and beliefs and basic assumptions about the culture of the organization” (p. 411).  

Furthermore, high performing cultures produces excellent results, motivate, and retain 

talented employees, and adapt readily to change (Medina, 2012) and acts as a bond that 

can strengthen ties among members of the organization. 
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2.4.1 School Culture 

In the educational context, school culture is an indicator of school quality, as well as a 

multifaceted concept composed of many factors (Tłuściak-Deliowska & Dernowska, 

2016). However, there is no one exact definition in defining the school culture (Stolp, 

1994). It is basically the way the school was doing something that was agreed upon norms, 

values, and beliefs. Researchers Kaplan and Owings (2013) defines school culture as “the 

shared orientations, values, norms and practices that hold an educational unit together” 

(p. 2). Barth (2002) states “a school’s culture has far more influence on life and learning 

in the schoolhouse than the state department of education, the superintendent, the school 

board, or even the principal can ever have” (p. 7). 

In other words, it “represents the unwritten, feeling part of the organization” that gives 

it a distinctive identity (Hoy & Miskel, 2013, p. 29) that describes the school’s persona 

(Kaplan & Owings, 2013). Culture can be used to bound the attitudes, behaviours, and 

values that influence the school’s operations (Fisher, 2012) and is “an expression of 

identity of the school and this distinguishes it from other schools” (Tłuściak-Deliowska, 

2017, p. 8). According to Peterson & Deal (2011, p.11), “school culture sharpens the 

focus of daily behaviour and increases attention to what is important and valued.” 

Furthermore, it builds commitment and identification with the fundamental beliefs of a 

person (Peterson & Deal, 2002). 

On a similar note, school culture is said to be the next most influential factor (Deal & 

Peterson, 2016; Waters, Marzano, & McNulty, 2003; Robbins & Alvy, 2014) after 

school-based influence. Acharya (2015, p.1) in his Master’s thesis stated “school culture 

is an important aspect of a school organization as it reflects the overall practices of a 

school.” However, “strong, positive school cultures do not just happen” (Peterson & Deal, 

2002, p. 17). It is built over time as everyone works together towards the school’s goals 

through communication and commitment. According to Kaplan and Owings (2013): 
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Positive, strong culture can reduce ambiguity, increase faculty and staff members’ 

commitment and consistency, and direct all efforts toward a desired common goal. 

A strong and positive culture can increase the scope, depth, complexity, and 

success of what teachers teach and what students learn and achieve. (p. 6) 

 

This is the case, particularly when it focuses on the ways individuals interact in schools 

(Cleveland, Chambers, Mainus, Powell and Skepple, 2011). It is noted that culture effects 

directly on the teaching staff and indirectly on the students (Pearson, 2015). This supports 

the findings by researchers Karuppiah et al. (2014) who stated “school culture influences 

every member in school organization” (p. 43). In a weak culture, not only will there be a 

lack of commitment amongst the teachers, but the “students will have fewer opportunities 

to benefit from a high-quality education” (Pearson, 2015, p. 31).  Researchers Pourrajab 

and Muhammad Faizal (2015) said:  

Schools with positive culture present some characteristics such as an attractive 

classroom climate, teachers who are committed to teaching, student involvement 

in teaching and learning activities, the prevalence of order and discipline, 

existence of a good relationship between school staff and students, effective 

management, and teamwork in the school and classroom. (p. 19)  

  

These healthy cultures help in increasing the commitment level of the teachers, 

motivates the students and “foster learning for staff and students” (Peterson, 2002, p. 11). 

Whereas, schools that are unproductive becomes toxic over time and teachers are often 

disgruntled and sabotaged any attempts at collegial improvement (Peterson & Deal, 

1998). As Peterson (2002) put forward, toxic cultures in schools are basically due to “lack 

of a clear sense of purpose, have norms that reinforce inertia, blame students for lack of 

progress, discourage collaboration, and often have actively hostile relations among staff” 
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(p. 11).  This, in turn, can affect and decrease the commitment level of the teachers and 

subsequently their productivity. Furthermore, if the culture norms are not suitable or 

toxic, the organization will not be able to progress forwards.  

While previous studies mostly focused on ‘school culture’, the 21st-century researchers 

are more interested in building the ways of collaborative school culture (Gumuseli & 

Eryilmaz, 2011). It must be noted that collaborative school culture is an essential element 

in determining the overall success of the school (Bland, 2012; Dickerson, 2011). 

Successful schools displayed strong collaboration, empowerment, and engagement 

among members. Strong culture also “increases creativity, teamwork, self-esteem and a 

sense of belonging” (Tłuściak-Deliowska, 2017, p. 14). 

Researchers Arokiasamy, Abdul Ghani Kanesan, Mohammad Zohir, and Aziah (2016) 

in their study of secondary school principals in Kedah, found that school culture practices 

are at a high level. They concluded, “principals should create a school culture in which 

decisions are made collaboratively” (p. 56). Similar results were reported by Barkley, 

Lee, and Eadens (2014) in Florida and Mississippi. In contrast, researchers Ali et al. 

(2016) found that leadership in secondary schools in Mardan district of Pakistan almost 

never tried to create a positive school culture for the effective schools, resulting in the 

school culture being low.  

Seeing that school culture is important in schools, the school principals play an 

important part in the development of a healthy culture (Lindahl, 2011). Besides that, both 

principals and teachers are accountable to meeting the school’s mission, and teachers need 

the right person to lead them (Piotrowsky, 2016). This means that school culture depends 

on leadership. Principals see themselves as a collaborative leader, as did the teachers. 

They foster cohesion and opportunities for collaborative work among teachers who are 

focused on the areas of curriculum, instruction, and assessment. According to Yager, 
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Pedersen, Yager (2010), collaborative leadership can be fostered by the principals 

through a positive school culture.  

Researchers Gruenert and Valentine (1998) studied on school culture and through their 

research; the School Culture Survey (SCS) was developed with six factors indicating 

effective school cultures. The factors are collaborative leadership (CL), teacher 

collaboration (TC), professional development (PD), unity of purpose (UoP), collegial 

support (CS), and learning partnership (LP). 

 A definition for each of the school culture factor is provided below:  

i.“Collaborative Leadership indicates the degree to which school leaders establish, 

maintain and support collaborative relationship among staff” (Gruenert & Whitaker, 

2015. p. 94). 

ii.“Teacher Collaboration is the extend teachers engage in constructive dialogue that 

furthers the school vision” (Gruenert & Whitaker, 2015. p. 94). 

iii. “Professional Development is the extend teachers enhance their personal 

development and school-wide improvement” (Gruenert & Whitaker, 2015. p. 94).  

iv.“Unity of Purpose is the extend teachers work together towards a common mission 

for the school” (Gruenert & Whitaker, 2015. p. 94).  

v.“Collegial Support shows how much teachers are willing to work with each other 

effectively” (Gruenert & Whitaker, 2015. p. 94).  

vi.“Learning Partnership shows the common expectations of teachers and parents on 

students’ achievement” (Gruenert & Whitaker, 2015. p. 94). 

 

Each of these six factors plays a vital role in understanding the collaborative culture 

of a school. It has been mentioned in numerous studies that mission and vision of the 

school is an important aspect of the school culture (Gün & Çağlayan, 2013). These are 

also the main aspects of the unity of purpose.  
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Studies by Valentine (2006) concluded that the school managed by a collaborative 

culture and democracy will “produce students with higher achievement and better level 

of skill and understanding” (p. 1) compared to schools managed by the traditional method 

of leadership in the form of a directive and isolated by department or sector (Darlington 

Hammond, 1997). 

In a study by Mutch and Collins (2012) in New Zealand, the researchers found that the 

school's practice “two-way communication to enhance the understanding of student 

backgrounds and learning needs, …. to engage in collaborative goal setting” (p. 172). 

Over in Ethiopia, researcher Butucha (2013) found the teachers’ having a low perception 

on learning partnership. Meanwhile, according to Bottia, Valentino, Moller, Mickelson, 

and Stearns (2016) teacher collaboration relates to the cooperation between teachers by 

eliminating redundancy and augmenting compatibility. The findings indicate that culture 

differs from one organization to another (Craythorn, 2014). 

 This is similar to the education sector in Malaysia, whereby schools have the common 

factor in terms of curriculum, teacher qualifications, and infrastructure. But the element 

that distinguishes the school is its school culture, which is the decisive factor in the 

effectiveness of the school (Bolman & Deal, 1991; Huberman, 1993; Sharifah, 2000). 

Each school has its own unique culture and no two schools are alike. Thus, it is interesting 

to study the culture adapted in schools, particularly cluster schools whereby each school 

has its own niche area. 

 

2.5 Literature on Relationship Between Transformational Leadership, 

Organizational Commitment, and School Culture 

There is vast evidence that shows leadership styles, particularly transformational 

leadership style affects organizational behaviour and how culture is related closely to it. 
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The following section focuses on the related literature reviews and empirical studies 

pertaining to the relationship between the variables.    

 

2.5.1 The Relationship Between Transformational Leadership and Organizational 

Commitment 

Leadership plays a salient role in ensuring employees’ commitment (Nur Ain et al., 

2015) which cause changes that would lead to either the success or failure of the 

organization (Rua & Araujo, 2013). According to Awang and Hasani (2016), the changes 

in the education system has introduced a new educational leadership style, which is the 

transformational leadership. Sun, Chen and Zhang (2017) noted that transformational 

leadership models are one of the most studied concept in both the educational and non-

educational context. According to Leithwood and Sun (2012) studies show significant 

and positive effects of transformational leadership on student learning through various 

school conditions and teacher variables. 

Transformational leadership focuses on changes (Gulluce et al., 2016), and 

commitment which plays a significant role (Abdulkareem et al., 2015). Leaders practicing 

the transformational leadership style are able to establish trust, therefore facilitates 

commitment, satisfaction and group cohesiveness (Bass & Riggio, 2006). This is 

reiterated by Yu (2013) who stated that transformational leaders are able to “inspire the 

follower motivation of achievement and high hierarchy of need in order to strengthen the 

organizational commitment” (p. 129). This is clearly proven in the vast empirical studies 

that consistently show commitment as positively related to transformational leadership 

(Chirchir et al., 2014; Joo, Yoon, and Jeung, 2012; Raman et al., 2015a).  

For instance, Raman et al. (2015a), who had randomly selected 235 teachers from 

several secondary schools in the southern zone of Sungai Petani district as a sample, found 

that transformational leadership has a significant relationship with teachers’ commitment 
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(r = .58, p<.05). Their finding supports earlier studies, some of which concluded that 

“transformational leadership is the best way to achieve the goals of schools in the 21st 

century” (Veland, 2012, p. 1) and “essentially improves the functioning of the school and 

teaching processes” (Jamal, 2014, p. 1267). The findings also correlate with the results 

by Azman, Mohamed, Ahmad Zaidi, Mohd Hamran and Munirah (2011) who stated that 

principals’ leadership style influences the commitment level of teachers.  

In another study by Jamalullail et al. (2014) on 240 teachers working in 10 primary 

schools in the district of Temerloh, Pahang found that teachers’ overall level of 

commitment was moderate (mean=2.71). This indicates that the teachers are modest in 

their commitment in performing their task. However, the researchers also found a 

significant relationship between the headmaster’s transformational leadership level and 

teachers’ commitments (r=0.70). In a more recent study, researchers Noraazian and 

Khalip (2016) investigated the impact of transformational leadership and its dimension 

on commitment. Their study which was conducted at 40 primary New Deal schools in 

Perak revealed that transformational leadership and its dimensions have a positive and 

significant relationship with organizational commitment. In conclusion, they stated “the 

high level of transformational leadership practiced by the headmasters had influenced 

teachers’ commitment significantly” (p. 395).  

A similar study by Mohamad and Parvina (2013), revealed that 176 headteachers 

evaluated themselves highly in creating a productive school culture and building a 

widely-shared vision. Mulford, Silins, and Leithwood, (2004) defined strengthening 

school culture as the behaviour which encourages collaboration among staff and assists 

in creating a shared set of norms, values, and beliefs with continued improvement of 

services for the students. This is reinforced by ensuring that the employees understand 

the shared beliefs and values and act according to it (Harris et al., 2013), which in turn, 

will increase their commitment (Leithwood & Sun, 2012).  
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Adding on, building a widely-shared vision for the “organization’s future is a 

fundamental task included in many leadership models” (Leithwood, 2012, p. 14). 

According to Yu & Yu (2012) the building a widely-shared vision dimension is the “most 

powerful leadership dimension” (p. 218) as it is “a key strategy in strengthening staff 

motivation and commitment” (Leithwood, Harris & Strauss, 2010, p. 86). This is evident 

in the study by Supovitz, Sirinides, and May, (2010) who found that when the school’s 

mission and goals are communicated clearly, it makes a great difference in the teachers’ 

teaching and learning practices. 

Researcher Yu (2013) conducted a study on 309 teachers’ organizational commitment 

in universities in China, found a significant relationship between transformational 

leadership and employees’ organizational commitment. The findings also showed that 

transformational leadership has a direct and indirect effect on employees’ organizational 

commitment. In conclusion, the researcher said a leader should be someone who is “full 

of charisma, is a noble character, considers teacher work and development, and 

demonstrates striving for goal and direction for the teacher” (p. 134) in order to increase 

employees’ organizational commitment. 

The above findings are in contrast with the study carried out on a sample of 1014 

trained teachers in secondary schools in Miri, Sarawak, whereby researchers Ling and 

Mohammed Sani (2013) found a low level of transformational leadership practices and 

that the extent of teacher commitment was only moderate. Studies by several other 

researchers also indicated similar to that of Ling and Mohammed Sani (2013), one of it 

is that by Fauziah et al. (2010) who concluded that the commitment level of the teacher 

in Malaysia is low.  

This clearly shows that leadership style is a factor in determining organizational 

behaviour (Mowday et al., 1982), indicating that adopting transformational leadership 

style can improve teachers’ commitment level. This is further supported by Zeleke and 
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Yeshitila (2015) who stressed that transformational leadership behaviour effects on 

employees’ feelings about their moral obligation to continue working, their obligation to 

commit to and their willingness to stay.  

The impact of transformational leadership is further proven through literature reviews 

done by researchers. A review by Keskes (2014) on the relationship between leadership 

styles and dimensions of organizational commitment reported that there is substantial 

evidence that transformational leadership is positively related to employee organizational 

commitment. This is similar to the conclusion made by Osman and Siti Fatimah (2014), 

who in their review of literature emphasized the significance of transformational 

leadership on organizational commitment.   

Having said this, a wide range of studies have shown a direct and indirect connection 

and positive effect between transformational leadership and organizational commitment, 

in academic institutions (Yu, 2013; Dumay & Galand, 2012; Fatemeh & Khadijah, 2013; 

Saeed, 2011) as well as in other organizational settings (Azman et al., 2011; Bushra et al., 

2011; Tuna, Ghazzawi, Tuna, & Çatir, 2011; Marmaya, Hitam, Torsiman, & 

Balakrishnan, 2011; Meng Zhou, 2012; Mohamad Saad, 2012; Randeree & Chaudhry, 

2012; Yusnita, Aziz, & Shaladdin, 2012). 

 The literature shows that transformational leadership improves employees’ 

commitment towards the organization including schools. Nevertheless, studies focusing 

on cluster schools are rather scarce and should be researched further. 

 

2.5.2 The Relationship Between Transformational Leadership and School Culture 

Leaders help to establish, shape and maintain the culture in an organization (Schein, 

1992). Although culture has a tremendous effect on leadership, but it is the leadership that 

makes all the difference (Gruenert & Whitaker, 2015). The school is a formal organization 

that has a culture of its own, shaped by the interaction between staff and students of the 
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school management, teachers, non-teaching staff, parents, and students. As Mendels 

(2012) stated “effective leadership begins with the development of a schoolwide vision 

of commitment to high standards and the success of all students. The principal helps to 

spell out that vision and get all others on board with it” (p. 55). The principal and teachers 

work collaboratively towards the school vision to ensure that they are moving towards 

the same goal. Therefore, any leadership efforts aimed at encouraging continuous school 

improvement must be aimed primarily at the culture, rather than the structure of the school 

(Deal & Peterson, 1999).  Gruenert & Whitaker (2015) said:  

Culture plays a part in a school’s success and failures. But it takes the school 

leader to transform that culture into one thing that is strong and supportive of 

student achievement. To do so, leaders must be knowledgeable of the school’s 

traditions and attuned to its cultural nuances. (p. 170) 

  

Furthermore, there is evidence to show that cultural norms and values influence the 

behaviour of leaders (House, Hanges, Javidan, Dorfman & Gupta, 2004; Lee, 2001; Peters 

& Waterman, 1982; Schein, 2004). According to Schein (1990) and Aydogdu and Asikgil 

(2011), transformational leadership can help to shape and sustain a culture that is required 

by the organization.  

Bass (1985) demonstrated the relationship between leadership and culture by 

examining the impact of different styles of leadership on culture. He argued that 

transformational leaders often work towards changing the organizational culture in line 

with their vision. This is further confirmed in a study conducted by Lok and Crawford 

(2004) with 337 managers in Hong Kong and Australia. They concluded that 

“organizational culture and leadership styles are important organizational antecedents of 

job satisfaction and commitment” (p. 335). This proves that leadership styles have a 

consistent relationship with various organizational outcomes. Similarly, Brown (1992) 
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observes that good leaders need to develop the skills that enable them to alter aspects of 

their culture in order to improve their organizational performance.   

Some researchers suggested that transformational leadership and organizational 

culture as a complement to understanding the effectiveness of an organization (Bass & 

Avolio, 1992). For example, the data analysis by Tang (2011) on the quantitative study 

titled ‘The Effect of Transformational Leadership on School Culture in Male’ Primary 

Schools Maldives’ stressed the importance of principals’ transformational leadership 

behaviour to the development of a collaborative school culture. The study showed that all 

the dimensions of transformational leadership developed by Leithwood (1994) had 

moderate correlation relationship with school culture which was adapted from Gruenert 

and Valentine (1998), except the ‘providing individualized support’ dimension which had 

a strong and positive relationship (r = .71, p< .01). The findings also showed that there 

were three significance predictors that contributed 55.9 percent of the total variance of 

school culture. The three predictors are creating high performance expectations 

dimension, providing individualized support dimension, and identifying and articulating 

vision dimension. Tang’s findings corrolated with that by Jantzi and Leithwood (1996) 

who studied transformational school leaders are in constant pursuit of three fundamental 

goals. 

Researchers Yaakob and Yahya (2012), based on their studies on 657 teachers and 141 

headmasters in 141 schools in Kedah, revealed that there were significant differences 

between perceptions of teachers in high-performing schools and those in low-performing 

schools towards their school culture. In the context of school performance, the researchers 

said, the practice of transformational leadership should be given focus and priority by the 

relevant departments so that training for the principal focus on the development of 

transformational leadership. In concluding, they stressed that to achieve the school’s 
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vision and mission, positive school culture and transformational leadership should be 

given due attention. 

 Using the irregular layer sampling method, Sahin (2004) found that school principals 

showed more transformational leadership style and have high perception towards school 

culture. In another study, Quin et al. (2015), found a strong correlation between 

transformational leadership practices and school culture in Southwest Mississippi, 

supporting similar finding by others such as Cemaloglu (2011); Kythreotis et al. (2010), 

while Leithwood and Sun (2012) reported a moderate effect on organizational culture 

(.44) in their study on transformational leadership and school conditions. 

In 2014, Pratt studied 30 principals from three urban districts in North Carolina as part 

of her doctoral dissertation.  Her study revealed significant findings for all school culture 

factors on the SCS (Gruenert & Valentine, 1998) with transformational leadership on the 

MLQ (Form 5X). Pratt suggested that transformational leadership characteristics have 

positive directional associations with constructive school cultural elements. The outcome 

of her study supported Leithwood and Jantzi (2005) who indicated that transformational 

leadership is a necessary component to developing a “collaborative culture” (p. 182). 

Similarly, Turan & Bektas (2013) concluded “school culture can be used by school 

administrators as a tool to influence and direct other people or to establish coordination 

among employees” (p. 156). They further said “through better representing the 

organizational culture, the school administrators can strengthen their symbolic leadership 

practices” (p. 162). Tchong (2014) in her study on leadership roles and school culture 

within the Catholic middle schools in Taiwan, said school culture focused on the shared 

values or beliefs, behaviour patterns, and the relationships in schools. Her findings also 

revealed that collaborative leadership was strongly related to the maintenance of the 

school culture.  
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However, Valentine and Lucas (2002) in studying the relationship of principal 

transformational leadership, school team transformational leadership, and school culture 

in 12 middle schools in Missouri using the School Cultural Survey instrument, reported 

a weaker relationship occurred between principal leadership and school culture. 

Following this finding, they suggested that principals do more to shape the culture of their 

school. As Schein (2010) said, “...if leaders do not become conscious of the cultures in 

which they are embedded, those cultures will manage them. Thus, cultural understanding 

is desirable for all of us, but it is essential to leaders if they are to lead” (p. 22). 

 Though it is clear that studies show that the principal plays a significant role in the 

development of a positive school culture elsewhere (Hallinger, 2011; Sahin, 2011), 

studies in the local education context are still limited. 

 

2.5.3 The Relationship Between School Culture and Organizational Commitment 

School culture has been identified and understood as to increase school’s performance 

and achieve the National Education Blueprint (NEB) objectives, (PIPP 2006-2010, 2007). 

Organizational culture outlines the norms of organizational behaviours in any given 

organization (O. M. Monga, A. Monga, Mahajan, & A. Monga, 2015) as it focuses on the 

shared values or beliefs, behaviour patterns, and the relationships in schools Tchong 

(2014). According to Karadag et al. (2011), commitment is shared in terms of the norms, 

values, beliefs, and other cultural elements of organizations. 

This is evident by the findings by Raman et al. (2015b) which was conducted on 200 

Primary Chinese Schools (SJKC) in Kota Setar, Kedah. The researchers found that school 

culture is related to organizational commitment. Their result is consistent with the 

findings of similar studies by Masouleh & Allahyari, (2017); Mustafa, Ilyas, and Rehman 

(2016); Mitic, Vukonjanski, Terek, Gligorovic and Zoric (2016); Rahmani et al. (2015); 
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and Zulfikri et al. (2015), all of whom found significant relationship between 

organizational culture and employees’ commitment towards the organization.  

 In a study by researchers Rahmani et al. (2015) on employees working at the hospitals 

associated with Tehran University of Medical Sciences, it revealed a positive and 

significant relationship between the organizational culture and organizational 

commitment. Using the descriptive study, the researchers concluded that the manner 

organization goals are communicated to the employees would have an effect on their 

organizational commitment. 

Meanwhile, Masouleh and Allahyari (2017) in studying 224 faculty members from 

Islamic Azad University of Rasht Branch, Iran, found that the university possessed an 

average organizational culture which needs to improve, while their organizational 

commitment was at an acceptable level. In conclusion, they stated “the establishment of 

the favourable organizational culture in the research population and the resulting increase 

in their commitment requires that the authorities and managers use new features of the 

organizational culture and improve it among their people” (p. 106). 

Similarly, Bland (2012) in her doctorate dissertation implicated that, “a collaborative 

school culture provides a platform for teachers that is conducive to sharing and learning 

together” (p. 80). Karadag et al. (2011) found that while there was a positive correlation 

between school culture and organizational commitment, the direct effect of school culture 

on organizational commitment was not meaningful. Meanwhile, Madiha (2012) in her 

study on the teachers in Islamabad said, teachers with a high level of collegiality are 

committed. This is supported by Alqarqaz (2014) who asserted that collegial support 

promotes trust amongst the teachers in a male and a female school in the United Arab 

Emirates. The study also showed a higher collaborative culture in the female school than 

their male counterpart. 
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In another study conducted in 50 public schools in south eastern United States, Ohlson 

et al. (2016) used the School Culture Survey (Gruenert & Valentine, 1998) instrument to 

gauge the teachers’ perceptions of the school and organizational culture. The researchers 

said that the “unique characteristics of school culture that were analysed as part of this 

study that will enrich the future work of school reform initiatives” (p. 122).  

Researchers Aida, Farsani, Farsani, and Aroufzad (2013) found that organizational 

culture has a positive correlation and meaningful impact on the organizational 

commitment of physical education teachers in Isfahan, Iran. They concluded that 

“adoption of a culture of the organization is helpful for the teachers to done their work 

efficiently and effectively” (p. 534). Researcher Msila (2014) noted that teacher 

collaboration and collegiality cannot operate when the school culture is poor. She further 

stated, “without committed teachers the school culture becomes impoverished” (p. 1280).  

In the local context, Raman et al. (2015b, p.93) focused their study on 23 Primary 

Chinese Schools (SJKC) in Kota Setar, Kedah, involving 200 teachers. Their findings 

indicated that “school culture is a predictor of organizational commitment” supporting 

Deal and Kennedy’s (1982) and Ritchie’s (2000) conclusion that the culture of an 

organization gives a great impact on the company particularly in terms of performance 

and commitment. 

In examining the relationship between organizational culture and organizational 

commitment among the officers in every District Education Office (DEO) in Kedah, 

researchers Zulfikri et al. (2015) stated that there are a positive relationship organizational 

culture and organizational commitment.  

However, looking back at the literature, Balay and Ipek (2010) concluded that although 

organizational culture and commitment are vastly studied respectively, there aren’t many 

on the relationship between these two variables.  
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 2.5.4 The Relationship between Transformational Leadership, Organizational 

Commitment, and School Culture 

Although much has been written about leadership, commitment and culture, the study 

of these variables are often done individually. Unfortunately, there is only a handful 

focusing on mediating effect of organizational culture on organizational commitment 

(Nor Hazana et al. 2015). According to Bass (1999, as cited in Nor Hazana et al., 2015, 

p. 19) “direct effects analysis is insufficient in understanding complex issues such as 

organizational commitment”. Bass (1999) had further asserted that “mediation analysis is 

a key part of what has been called process analysis where the mechanism through which 

transformational leadership affects the employees’ organizational commitment could be 

identified” (p. 19). 

A research by Kythreotis et al. (2010) showed that the leadership style adopted by the 

school management is an important element that contributes to the effective 

implementation of the culture in schools, which in turn “is associated with areas such as 

student and teacher motivation, student academic achievement, teacher job satisfaction, 

commitment, and collaboration and school community building” (p. 222). 

 Acar (2012) stated that committed staffs are “addicted to the organization’s objectives 

and the organization itself when they adopt the organizational culture” (p. 217). This is 

supported by the Ali et al. (2016) who stated that transformational leadership style is the 

best leadership style to find out the level of employees’ organizational commitment. He 

concluded that employees would be more committed if their leader cares about their 

career and future as well. Transformational leadership also influences the organizational 

culture, as noted by Veiseh, Mohammadi, Pirzadian, Sharafi (2014). They concluded that 

“the establishment of the favourable organisational culture” in the organization would 

result in the “increase in their commitment” (p. 106). 
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Culture also seems to play an important role in mediating the effect of leadership style 

and employees’ organizational commitment of 358 South Korean police officers, based 

on a study by Shim, Jo, and Hoover (2015).  In examining the effect of leadership style 

on the organizational commitment, mediated by the different types of culture, they found 

that transformational leadership and organizational commitment was fully mediated by 

group culture. The researchers concluded that leadership training alone will not be 

sufficient to increase the employees’ commitment level. This suggested the need to have 

a “more nuanced leadership training programs” (p. 768).  

A similar conclusion is seen in an earlier study by Simosi and Xenikou, (2010). 

Building on past studies on organizational commitment, the duo examined the 

relationships between organizational culture and leadership behaviours in affecting 

employees’ commitment from 300 employees working in a large Greek service company. 

Their study indicated that “the culture orientations served as mediators in the relationship 

between leader behaviour and followers’ affective and normative commitment to the 

organization” (p. 1598).  Hutahayan et al. (2013) in their study on employees of State-

Owned Enterprises in PT. Barata Indonesia found that with the mediation of 

organizational culture, the transformational leadership has a significant effect on 

organizational citizenship behaviour (OCB). They concluded that the higher the practices 

of transformational leadership, the stronger would the OCB be if the culture is also high. 

In another study on the Islamic banking service sector in Malaysia, Siti Zaleha et al. 

(2013) found that leadership and organizational culture has a significant effect on 

organizational commitment. They concluded that leadership enhances culture. Their 

findings also revealed that organizational culture mediates the relationship between 

leadership and organizational commitment. In contrary to this, Nor Hazana et al. (2015) 

reported that organizational culture failed to mediate between transformational leadership 

and organizational culture in their study among 112 small business employees. 
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Looking at the literature, no similar studies have been carried out in this context 

especially in the school environment within Malaysia. Therefore, this study is aimed to 

determine the mediating effect of school culture on the relationship between principal 

transformational leadership practices and teacher organizational commitment in primary 

cluster schools. This study will create a path of opportunity for future researches to be 

conducted in Malaysia. 

  

2.6 Cluster Schools of Excellence 

Cluster Schools of Excellence (SKK) was first introduced in 2006 and is a brand given 

to schools identified as being excellent in its cluster from the aspects of school 

management and student achievement. It was created to foster excellence in schools and 

to achieve a conducive teaching and learning environment within the Malaysian 

education system (MOE, 2012). In Malaysia, cluster schools are grouped based on the 

school types, such as primary schools comprising national schools (SK), Chinese 

national-type schools (SJKC), Tamil national-type schools (SJKT) and indigenous 

schools. Other groups include secondary schools, special education schools, international 

schools and private schools. The selection of schools should fulfil the following 

prerequisites and conditions as stated on the Ministry of Education’s website, (MOE, 

2012):  

First Prerequisite 

a. School Standard Measurement: The school should attain at least the 

excellent level specified in the Malaysian Education Quality Standards. 

 Second Prerequisite (for primary schools) 

a. Curriculum excellence (primary school) 

b. Normal Day Primary School: at least 80% of pupils passed all subjects in 

the UPSR, or 

Univ
ers

ity
 of

 M
ala

ya



 75 

c. Passing percentage showed an increase; or school UPSR GPA: 2 and 

below. 

 

Besides the prerequisites and conditions set, the selection criteria require the schools 

to have students who excel in several aspects such as: 

• Academic learning 

• Co-curriculum   

• Character 

• Visionary and effective school management 

• Development and optimal utilization of resources 

• Quality school leadership 

• Effective teaching and learning management 

• School climate that is conducive to the optimal development of human capital 

• Effective implementation of Ministry of Education programmes 

• School with character 

 

Presently, there are 417 primary and secondary schools in Malaysia recognized as 

cluster schools of excellence (CSE) as shown in Figure 2.4, (MOE, 2012).  
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Figure 2.4: Number of Cluster Schools of Excellence (SKK) according to states. 

     Source: Ministry of Education, 2012 

 

The recognition was given cohort by cohort and is in accordance with the schools’ 

niche area like academics, sports, music, and henceforth. Malaklolunthu and Faizah 

(2011) in their study concluded that “successful implementation requires three-pronged 

approach: - (a) learning and mental orientation of the school community; (b) autonomous 

decision-making powers for the school administration; and (c) transformational 

leadership development of school leaders to lead the changes” (p. 52). 

 

2.7 Theoretical Framework 

Numerous studies from different researchers and scholars have reported the 

importance of commitment among employees. The most salient model of commitment is 

the Three-Component-Model (TCM) by Meyer and Allen (1991). This present study is 

based on this model. Mercurio (2015) noted that this “framework presents organizational 

commitment as a complementary relationship between attitudinal and behavioral 

definitions of commitment” (p. 396).  

SECONDARY PRIMARY 
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According to Allen and Meyer (1996) organizational commitment refers to the 

“psychological link between the employee and their organization that makes it less likely 

for the employee to voluntarily leave the organization” (p. 252).  Researcher Jaros (2007) 

noted that organizational commitment is “experienced by the employee as three 

simultaneous mindsets encompassing affective, normative, and continuance 

organizational commitment” (p. 7). As explained by Mercurio (2015), affective 

commitment relates to the emotional attachment to the organization. It is basically the 

desire of the teachers to continue working in the organization. Normative commitment 

relates to how much the employees feel obligated to remain there. Allen and Meyer (1996) 

noted that in school, teachers remain there as they feel they ought to do so. Finally, the 

continuance commitment refers to the employees’ need to remain in the organization. 

This commitment is based on the teachers’ recognition of the costs associated with 

leaving the organization.  

Siti Fairuz et al., 2013 in their study concluded that “teacher’s organizational 

commitment is important for school effectiveness” (p. 783). Mart (2013b) noted that 

when teachers are committed, they would be more loyal to their schools. On the other 

hand, teachers who experience a low level of organizational commitment would not be 

able to do their duty in accordance with their school’s goals. 

Therefore, it is important that schools are led by an effective principal who is able to 

engage the full cooperation from teachers. This study focuses on the transformational 

leadership practiced by principals. Stressing on the importance of transformational 

leadership, Arokiasamy et al. (2016) added that it is also “a powerful tool for fostering 

group goals and evoking positive changes in the educational field” (p. 152). 

Transformational leadership was first developed by Burns (1978) who stated that the 

basis of transformational leadership is an interpersonal relationship, motive, and values. 

His research was focused on political leaders (Brinks, 2012). Burns’ study was later 
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enhanced by Bass (1985) and other researchers. Later, scholars Leithwood, Jantzi and 

Steinbach (1999) had connected the studies by Burns and Bass and developed a 

transformational model which was fit for the school setting. What differs Leithwood’s 

transformational model is that it includes dimensions of practices which are not found in 

prior transformational models (Leithwood & Jantzi, 2005, 2006). 

Leithwood’s transformational model (1994) was conceptualized along eight 

dimensions, which are (i) building a widely-shared vision, (ii) fostering the acceptance of 

group goals, (iii) creating high performance expectations, (iv) providing individualized 

support, (v) providing intellectual stimulation, (vi) modelling behaviour, (vii) 

strengthening school culture, and (viii) building collaborative structures.  

Previous studies have shown that principals have a positive influence on teachers’ 

commitment, such as studies by Abdulkareem et al. (2015), Chirchir et al. (2014), and 

Raman et al. (2015a). As Smith (2016) noted, “transformational leaders have distinct 

traits that show a genuine respect and care for their followers” (p. 67) and at the same 

time plays “plays an integral role in building positive school culture” (p. 71). Kaplan and 

Owings (2013) referred school culture as the “assumptions, unwritten rules, and unspoken 

beliefs shape how its members think and do their jobs” (p. 4).   

In a study conducted at the Taiwanese Catholic middle schools, researcher Tchong 

(2014) reported that collaborative leadership was strongly related to the maintenance of 

the school culture. Similarly, Aydogdu and Asikgil (2011) noted that transformational 

leadership can help to shape and sustain a culture that is required by the organization. 

These findings are congruent with Gruenert and Whitaker (2015) who said “… it takes 

the school leader to transform that culture into one thing that is strong and supportive of 

student achievement. To do so, leaders must be knowledgeable of the school’s traditions 

and attuned to its cultural nuances” (p. 170). 
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 As much as school culture is influenced by the school leadership, the culture also has 

an influence on how committed teachers are. After all, no teachers would like to work in 

an unhealthy culture. The relationship between school culture and organizational 

commitment is well documented. For example, Zulfikri et al. (2015) studied the 

relationship between organizational culture and organizational commitment among the 

officers in every District Education Office (DEO) in Kedah. The researchers reported a 

positive relationship organizational culture and organizational commitment. Kaplan and 

Owings (2013) said that positive and strong school culture would “reduce ambiguity, 

increase faculty and staff members’ commitment and consistency, and direct all efforts 

toward a desired common goal” (p. 6).  

School culture also acts as a mediator in the relationship between principal 

transformational leadership practices and teacher organizational commitment. This is 

reported by Veiseh et al. (2014) who said with the “establishment of the favourable 

organizational culture” would result in the “increase in their commitment” (p. 106). 

Based on the array of studies and literature, the theoretical framework for the study 

was framed as shown in Figure 2.5 to investigate whether principal transformational 

leadership practices have a direct influence on teacher organizational commitment or have 

an indirect influence which is mediated by school culture.  In this study, the 

transformational leadership was based on Leithwood’s (1994) model, while the 

organizational commitment concept was adapted from the work of Allen and Meyer 

(1990). The school culture was based on Gruenert and Valentine’s (1998) work. 
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Figure 2.5: Theoretical framework 

 

2.8 Conceptual Framework 

The conceptual framework is in accordance with the related theories which are 

elaborated in this chapter. The literature has shown that the principals’ leadership 

practices, particularly transformational leadership practices are closely related to 

teachers’ organizational commitment.  

 However, the findings of previous studies are less comprehensive as there are not 

many on cluster schools. In addition, studies have also shown that demography is a factor 

affecting commitment level. Adding on, the results of these previous studies are also 

inconsistent. Based on the theoretical aspects mentioned above, the teachers’ 

organizational commitment can be enhanced by the principal transformational leadership 

practices through the establishment of school culture. In view of that, teacher 

organizational commitment is made as the dependent variable in relation to the principal 

transformational leadership practices as the independent variable with school culture as 

the mediator.  

Organizational commitment comprises of normative commitment, affective 

commitment, and continuance commitment. Principal transformational leadership 

practices are based on the model by Leithwood (1994), which is conceptualized into three 

Principal 

Transformational 

Leadership 

School Culture 
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clusters that are further delineated into eight dimensions. The setting directions cluster 

comprise of: (i) building a widely-shared vision, (ii) fostering the acceptance of group 

goals, and (iii) creating high performance expectations. The second cluster is developing 

people and this consists of: (iv) providing individualized support, (v) providing 

intellectual stimulation, and (vi) modelling behaviour. Next is the redesigning the 

organization that focuses on (vii) strengthening school culture, and (viii) building 

collaborative structures. 

Meanwhile, school culture has six dimensions on teachers’ perceptions about their 

school’s cultures. The six are collaborative leadership, teacher collaboration, 

professional, development, unity of purpose, collegial support, and learning partnership.  

In lines with these premises, the researcher put forward the following conceptual 

framework. The relationship between the dependent variable (organizational 

commitment) and independent variables (transformational leadership) as well as the 

effect of the mediator are shown in Figure 2.6 in the following page. 
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Figure 2.6: Conceptual framework of the study 

 

2.9 Summary of Chapter 

This chapter provided a retrospective and historical review of past studies by other 

researchers relating to transformational leadership, organizational commitment as well as 

school culture. Based on the literature review, research methodologies, and findings, the 

research design and method for this study is established. The summary of the literature 

review is summarized in Table 2.1. Following this, Chapter 3 discusses the research 

methods used in research studies, giving a better perspective on the design, population, 

location, sample, pilot testing, and instrument.       
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CHAPTER 3: RESEARCH METHODOLOGY 

 

3.1 Introduction 

 This chapter discusses the research design and the execution of the study via the 

methodology. The chapter also covers the population and sample, the validity and 

reliability of instruments, the variables investigated data collection procedures, ethical 

considerations, and data analysis procedures. This research methodology is used to 

answer all the research questions which are to see the teachers’ perception on the 

principals’ transformational leadership practices and its effect on their commitment. The 

study also sees if the school culture plays a mediating factor in this relationship. 

  

3.2 Research Design  

The research design is an action plan of the steps involved in the research (Creswell, 

2014) and serves as a guide to help researchers in the data collection, analysis, and 

interpretation processes, and enables researchers to make inferences on the variables 

studied. Thus, research design is a form of checks and balances to attune a research with 

the methods to achieve an answer (Salter & Mutlu, 2013). 

The present study aims to identify the relationship between the variables explained 

earlier, which is the relationship between teacher organizational commitment as the 

dependent variable with principal transformational leadership practices as the 

independent variable and school culture as the mediating variable.  

 To answer the research questions, the non-experimental, using the survey research 

method is adapted. Babbie (2013) explained that “surveys are excellent vehicles for 

measuring attitudes and orientations in a large population” (p. 118), in a short time and 

the results have a high degree of generalizability (Flick, 2015). In addition, this method 

is very useful to collect data relating to the phenomenon which cannot be observed 
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directly (Babbie, 2013). The choice of survey method, using the questionnaire through a 

paper-pencil format further complements this approach.  

Furthermore, this study only involves the collection of quantitative data and 

information from respondents and does not aim to compare or assess the relevance or find 

any association. Therefore, other methods of research are not required. Although 

questionnaire surveys have the disadvantages of misinterpretation of questions, low 

response rates and require a high level of motivations from the respondents to answer the 

questionnaire (Bryman, 2015), the researcher handled this limitation by explaining to the 

respondents on the purpose of the research and three variables involved. The researcher 

also spent adequate time to remind the respondents on the questionnaires.  

Cross-sectional design is used in the present study as the information from the “sample 

of population element is collected at one point in time” (Babbie, 2013, p. 51) and are then 

examined to detect a pattern of association (Bryman, 2008). Since this study involves the 

collection of data with regards to three different variables - principal transformational 

leadership practices as the independent variable, teacher organizational commitment 

towards the school as the dependent variable and school culture as the mediating variable 

- the use of the cross-sectional survey method is deemed appropriate.  

 The samples in this study are teachers teaching in the 30 primary cluster schools in 

Selangor. Teachers were given a brief explanation before the questionnaires were handed 

to them. A duration of one week was given for the teachers to answer the questions. Of 

the 399 questionnaires sent out, 359 were returned and of this, 331 are usable for data 

analysis. 

 The data collected is analysed using both descriptive and inferential analysis methods. 

Descriptive analysis of the demographic profile describes the basic features of the data. 

This is important, as it explains the background of the respondents. Descriptive statistics 

in terms of mean and standard deviation are used to analyse the first three reseach 
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questions. Multiple regression analysis is conducted to describe the relationship between 

the variables while correlation analysis is used to test the statistical significance of the 

relationship. The Process Macro for SPSS is conducted to see the influence of the 

mediating variables. Figure 3.1 illustrates, in brief, the research procedures for this study. 

 

 

Figure 3.1: Research procedures 

 

3.3 Ethical Considerations 

Prior to conducting the research, permissions were sought from the instrument 

developer to use their respective instrument to be used in this study. The communication 

with the instrument developers was via e-mail as shown in Appendix A. Following that, 

required formalities were done to seek approvals from the Educational Planning and 

Research Division (EPRD) of Ministry of Education and also from the Selangor State 

Education Department (JPN) (see Appendix B). Subsequently, an official letter of 

request, together with the letters from EPRD and JPN were sent to the primary cluster 

schools in Selangor. All the principals gave permission for the study to be conducted in 

their schools.  

A quantitative study
Population: Teachers of 

primary cluster schools in 
Selangor

Sampling: Random 
sampling

399 questionnaires @ 30 
primary cluster schools in 

Selangor

359 returned @ response 
rate of 90%

331 usable questionnaire 

Data analysis: 

SPSS 22

PROCESS Macro

SEM with AMOS

Questionnaire: 

3 variables,

established instruments to 
suit the study context,

11- point numerical scale
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The next step was to distribute the questionnaires to the teachers. In accordance with 

the research ethics, prior to distributing the questionnaires to the participating teachers, 

they were clearly informed of the objectives and scope of the research. They were also 

assured that every information and reply from them is treated as confidential and no 

teachers will be identified. 

In an effort to further assure the teachers of confidentiality and anonymity, a cover 

letter was attached to each questionnaire. In the letter, the researcher had explained the 

objective of the research, and also ensured their confidentiality. The letter as shown in 

Appendix C is in dual-language, English and Bahasa Malaysia.  

  

3.4 Population and Sampling 

The target population of the study is the group of respondents with common 

characteristics that a study can be applied on (Creswell, 2014). In this study, the 

population is teachers who are teaching in primary cluster schools in Selangor. There is 

a total of 30 primary cluster schools in Selangor involving 10 education districts (see 

Appendix D). The information obtained from the Selangor State Education Department 

showed approximately 2,348 teachers are working in these 30 schools. Table 3.1 shows 

the number of schools and teachers in the districts in Selangor. 
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 Table 3.1: Number of Cluster Schools and Teachers in the Districts in Selangor 

        Source: Jabatan Pendidikan Selangor, 2015 

  

Sampling is the process of selecting a number of subjects from a population as 

respondents for the study (Chua, 2012), and is an important aspect of the study because 

the wrong use of the sample reduces the validity and reliability of the study. As Sharma 

(2014) stated, selecting a small sample but efficiently selected which represents a 

population is far better than badly selected spurious large samples.  

 

3.4.1 Sampling of Teachers 

As there are only 30 cluster primary schools in Selangor, the researcher has decided to 

conduct the study in all 30 schools. Thus, sampling is only done for the number of teachers 

required in each school. In this study, the sample size of the total population is determined 

by taking a realistic approach to avoid any major errors. The samples, who are the teachers 

were selected randomly from each school with the sample size being determined based 

on the determination table Krejcie and Morgan (1970). Probability sampling, according 

No Districts Number of cluster 

schools 

Number of teachers 

1 Klang 2 141 

2 Kuala Langat 1 86 

3 Kuala Selangor 2 329 

4 Hulu Langat 4 305 

5 Hulu Selangor 2 52 

6 Sabak Bernam 1 96 

7 Gombak 3 320 

8 Petaling Perdana 10 639 

9 Petaling Utama 2 136 

10 Sepang 3 244 

 Total 30 2,348 
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to Babbie (2013) “provides an excellent way of selecting representative samples from 

large, known population, with the random selection being the key element in it” (p. 94).  

Therefore, for this study, a sample size of 331 respondents of various background out 

of 2,348 teachers are required at random based on the determination table Krejcie and 

Morgan (1970). However, 399 teachers were selected for accuracy purpose in the event 

of incomplete or unreturned forms. The number of teachers required from each school is 

calculated based on the formula as shown in Figure 3.2 below: 

        

Figure 3.2: Mathematical expression to determine the samples needed 

  

The composition of samples required for each cluster school in Selangor can be seen 

in Table 3.2. The teachers in each primary cluster schools were selected based on the 

simple random sampling technique.  
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Table3.2: Composition of Sample Sizes for Each Cluster Schools in Selangor 

PPD Schools Total Number of 

Teachers in School 

Minimum Number of 

Teachers Required 

PETALING 

UTAMA 

School 1 35 6 

School 2 101 17 

PETALING 

PERDANA 

 

School 3 58 10 

School 4 102 17 

School 5 51 9 

School 6 66 11 

School 7 60 10 

School 8 83 14 

School 9 52 9 

School 10 58 10 

School 11 63 11 

School 12 46 8 

KLANG 
School 13 30 5 

School 14 111 19 

HULU LANGAT 

 

School 15 96 16 

School 16 125 21 

School 17 29 5 

School 18 55 9 

KUALA LANGAT School 19 86 15 

HULU 

SELANGOR 

School 20 21 4 

School 21 31 5 

KUALA 

SELANGOR 

School 22 192 33 

School 23 137 23 

SABAK BERNAM School 24 96 16 

GOMBAK 

School 25 92 16 

School 26 130 22 

School 27 98 17 

SEPANG 

School 28 72 12 

School 29 99 17 

School 30 73 12 

  Grand Total 2348 399 
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3.5 Research Instrument  

Research instrument is any device or any means of acquiring and collecting research 

data. The instruments used in this study were designed to elicit the required data from 

teachers in primary cluster schools in Selangor. For the present study, the questionnaire 

was selected as the research instrument. According to Mangkau (2012), the questionnaire 

is suitable for use for the teachers as they would not face any pressure while answering 

the questions in the questionnaire, and that they are able to answer the questionnaire 

during their free time. 

 The instruments were identified based on the research objectives and literature 

reviews. The Nature of School Leadership developed by Leithwood and Jantzi in 1995 

was used to determine leadership style practiced by school principals; TCM Employee 

Commitment Survey by Allen and Meyer (1990) was used to measure teachers’ 

commitment towards their schools. As for the school culture, the School Culture Survey 

instrument by Gruenert and Valentine (1998) was used to assess the school culture. 

Required permissions were obtained from the instrument developers via e-mail to use the 

instruments. 

 The researcher ensured that the items in a questionnaire were clear, simple and 

understandable; easy to answer and represents an operational concept which would be 

reviewed accurately through validation procedures. 

 This instrument was divided into four separate parts and has a total of 78 items to be 

answered. The items consist of both positive and negative statements. Part A to C 

(Questions 1 to 72) required respondents to rate their level of agreement or disagreement 

with the statements relating to principal transformational leadership practices, school 

culture, and teacher organizational commitment. The remaining six questions were 

related to the demographic profiles of the respondents and were asked in Part D. Table 

3.3 shows the summary of the Instruments used. 
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Table 3.3: Summary of the Instruments Used 

Part Instrument Developer Number of 

Items 

A Nature of School Leadership Leithwood and Jantzi, 

1995 
34 

B School Culture Survey Gruenert and 

Valentine, 1998 
23 

C TCM Employee Commitment 

Survey 

Allen & Meyer, 1990 
15 

D Demographic profile - 6 

  Total 78 

  

The four parts of the questionnaire are as discussed below:  

Part A: Transformational Leadership. This part measures principals’ behaviours, 

based on the transformational leadership paradigm as proposed by Leithwood (1994) in 

the eye of the teachers. The questions are adapted from The Nature of School Leadership 

Survey (Leithwood & Jantzi, 1995) which measures eight leadership behaviours - (1) 

building a widely-shared vision, (2) fostering the acceptance of group goals, (3) creating 

high performance expectations, (4) modelling behaviour, (5) providing individualized 

support, (6) providing intellectual stimulation, (7) strengthening school culture, and (8) 

building collaborative structures. Table 3.4 below illustrates the number of items and their 

corresponding dimensions of leadership behaviour. 
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Table 3.4: The Number of Items and Their Corresponding Dimensions of 

Transformational Leadership Behaviour 

  

No Dimensions No of Items 

1 Building a widely-shared vision  5 

2 Fostering the acceptance of group goals 4 

3 Creating high performance expectations 3 

4 Modelling behaviour 4 

5 Providing individualized support 2 

6 Providing intellectual stimulation 7 

7 Strengthening school culture 7 

8 Building collaborative structures 2 

 Total 34 

  

Part B: School Culture. The School Culture Survey instrument by Gruenert and 

Valentine (1998) was used to gauge the teachers’ perceptions of the culture in the primary 

cluster schools. This part evaluates the culture in terms of six factors as listed by Gruenert 

and Valentine (1998), which are (1) professional development, (2) the unity of purpose, 

(3) collaborative leadership, (4) teacher collaboration, (5) collegial support, and (6) 

learning partnership.  

 The School Culture Survey factors have been established as reliable and each 

individual factor measures a unique aspect of the schools’ collaborative culture. Table 3.5 

shows the number of items for each corresponding dimension of school culture.  
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Table 3.5: The Number of Items and Their Corresponding Dimensions of School 

Culture 

No Dimensions No of Items 

1 Professional development 4 

2 Unity of purpose 3 

3 Collaborative leadership 7 

4 Teacher collaboration 4 

5 Collegial support 3 

6 Learning partnership 2 

 Total 23 

 

Part C: Organisational Commitment. Items 58 through 72 of instrument measures 

teachers’ level of commitment to their organization. The TCM Employee Commitment 

Survey by Allen and Meyer (1990) was used to study the level of teachers’ commitment. 

The items in this section cover three forms of commitment based on Meyer and Allen 

(1991, 1997) work. The three are affective commitment (desires), normative commitment 

(obligations) and continuance commitment (costs).  Table 3.6 displays the items and their 

corresponding dimension of organizational commitment. 

Table 3.6: Items and Their Corresponding Dimensions of Organizational Commitment 

 

No Dimensions No of Items 

1 Affective commitment 6 

2 Continuance commitment 6 

3 Normative commitment 3 

 Total 15 

  

Part D: Demographic Profile. This part collects information on the respondents’ 

demographic data to provide a profile of the teachers who participated in the survey. 

Demographics relate to the characteristics of the respondents (Wyse, 2012) and help us 
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to determine if there are any associations between the demographic variables with the 

others (O’Dwyer & Bernauer, 2013). In this study, it consists of seven questions on the 

current position in the school, years of experience, the number of years in the present 

school, educational background, race, age, and gender. 

 The demographic characteristics were placed at the end of the questionnaire instead 

of the beginning to engage participants and prevent respondents from losing interest in 

the survey (Jackson, 2015).  Bernhardt (2013) stated “occasionally, if people see personal 

questions first, they may find these types of questions worrisome and might decide to not 

complete the questionnaire, or it might impact the way they respond to the questionnaire 

(p.78).  

If the first question in the questionnaire is demographic related, Mitchell and Jolley 

(2012) said it tend to make the respondents feel “suspicious of questions that do not 

clearly relate to the purpose of the survey” (p. 307).  In explaining further, Bourque and 

Fielder (2003) said, 

the questionnaire is almost always preceded by an introductory letter … that 

describes the subject matter of the study and … encourage their participation in 

the study. If the first questions … are demographic ones, it tends to negate the 

positive influence of the introductory letter. (p. 62) 

 

Furthermore, researchers also stated that individuals tend to be self-conscious and 

reluctant to provide information about their background (Bourque & Fielder, 2003; 

Gordon, 2015; Mitchell & Jolley, 2012). Thus, starting a questionnaire with easy 

questions that immediately engage the respondent in the topic of study will increase 

response rate and reduce the amount of missing data. 
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Following the suggestions by Clow and James, (2013), the researcher had included a 

brief sentence explaining the importance of the demographic questions “to increase the 

likelihood that this section will be completed” (Clow & James, 2013, p. 342). 

 

3.5.1 Scaling 

The Nature of School Leadership had originally used the Likert scale of one to six, 

while the TCM Employee Commitment Survey adopted the one to seven scales and the 

School Culture Survey had the scale of one to five. However, for this study, the researcher 

decided to use the 11-point numerical rating scale of 1 to 11, with anchored endpoints, 

whereby 1 represents ‘strongly disagree’ and 11 represents ‘strongly agree’. Permissions 

were obtained from the questionnaire developers to change the scale. In addition, in the 

TCM Employee Commitment Survey’s academic users guide 2004, Meyer and Allen 

(2004) had stated that “it is possible to alter the scales without having a major impact on 

reliability and validity” (p. 5).  Following their permission, the researcher had used an 

interval scale to study the perceptions of the teachers to answer the research questions.  

In defining an interval scale, Hair, Black, Babin, Anderson, and Tatham (2010) stated 

that “the interval scale (and ratio scale) provide the highest level of measurement 

precision, permitting any mathematical operation to be performed” (p. 7). They stressed 

that interval scales use an arbitrary zero and “it is not possible to say that any value on an 

interval scale is a multiple of some other point on the scale” (p. 8).  Researcher Zainudin 

(2014) had also suggested employing either interval or ratio scales since the analysis for 

mediating variables involves parametric methods.  

In terms of the length of the scale, although measurement of attitudes using Likert 

scale is popular among social psychologists and researchers (Monette, Sullivan & 

DeJong, 2013; R. Kumar, 2014), attention is also being given to scales with increased 

granularity (Dawes, 2002, 2008; Pearse, 2011, Leung, 2011). According to Finstad (2010) 
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“5-point items were more prone to contribute to inaccurate measures through subtle but 

repeated data loss” (p. 109). The researcher added that this is particularly so when using 

the electronic or unsupervised usability questionnaires. 

Researchers Cummins and Gullone (2000) in recommending the use of 11-point scale, 

said “since many people will have a discriminative capacity that exceeds 7 points, 

restricting people to such scales results in a loss of potentially discriminative data” (p. 7). 

Besides that, increasing the number of scale will increase the score variance with the 

possibility of a higher reliability (Cummins & Gullone, 2000; and Cook, Heath, 

Thompson & Thompson, 2001), which in turn will “produce more meaningful results,” 

(Pearse, 2011, p. 161). 

Dawes (2002) in his study on the difference between five point and eleven point scales, 

concluded that a scale with more response categories, if the research “intent to examine 

dependence relationships between scale variables using tools such as regression” as it 

would provide more “variance in the data” (p. 10). This is proven in the study by Chang 

(2010) who obtained significant results when he extended the scale from seven points to 

11-points, on his study on organizational citizenship behaviour. Similarly, researchers 

van Beuningen, van der Houwen, and Moonen, (2014) and Leung (2011) had suggested 

in their respective studies on using the use of 11-point scale as it increases sensitivity. 

Leung adds that although the 11-point scale has a neutral point, it would be “diluted by 

neighbouring categories” in a long scale (p. 420).   

  

3.6 Pilot Test 

The questionnaire was piloted to test the reliability of the research instruments. 

According to the Mangkau (2012), a pilot test is a trial study or a small-scale research 

before major studies are carried out. A pilot test is important in every survey to identify 

the effectiveness of the instrument, the method of administration of the study, the 

Univ
ers

ity
 of

 M
ala

ya



 

 

118 

 

methodology, and suitability of analysis before conducting the actual survey to obtain 

accurate data (Rabindarang, 2014). Researcher Muijs (2011) stated that the manner the 

questions are worded in the questionnaire is important as it determines the respondents’ 

understanding and answers. Furthermore, by conducting a pilot study the researcher will 

have the assurance and confidence that the questionnaire is relevant and feasible for the 

real research (Chua, 2012).  

According to Creswell and Clark (2011) and Sekaran and Bougie (2010), a minimum 

sample size of 30 is sufficient for a pilot test. For this study, the pilot test was conducted 

among 50 teachers at a primary cluster school in Putrajaya on Dec 28, 2015. These 

teachers were picked as the respondents for this pilot study due to their similar 

characteristics to the actual respondents. To avoid contamination of the pilot study, 

respondents of the pilot study was not part of the actual survey. 

 

3.6.1 Reliability Test 

Reliability of a research refers to the assessment of the degree of consistency between 

multiple measurements of a variable (Hair et al., 2010), or the “capability of the research 

in obtaining the same value when measurements are repeated” (Chua, 2012, p. 261). 

When the subsequent measurements give the same results, the research is said to have a 

high reliability. According to Chua (2013), Cronbach’s Alpha coefficient for an 

instrument in the range of .65 to .95 is sufficient, while Sekaran and Bougie (2010) stated 

that alpha values below .60 are poor, while values between .60 and .70 are acceptable, 

and alpha values that are over .80 are good. 

  The data collected were analysed using the Statistical Package for Social Sciences 

(SPSS) version 22.0 for internal consistency of the instrument. According to Hair et al. 

(2010), the scores for any negatively worded questions must be reverse-coded. This is 

Univ
ers

ity
 of

 M
ala

ya



 

 

119 

 

done prior to data analysis to portray an accurate result. There were three negatively 

phrased questions in the present study. The scores are reverse-coded as below:  

 

1 was changed to 11, 2 was changed to 10, 3 was changed to 9, 4 was changed to 

8, 5 was changed to 7, 6 remained 6, 7 was changed to 5, 8 was changed to 4, 9 

was changed to 3, 10 was changed to 2, and finally 11 was changed to 1. 

 

Thirty-four items from the three variables were omitted to achieve the highest possible 

reliability by assessing the ‘Cronbach’s Alpha if item Deleted’ column for each 

dimension. The reliability analysis procedure was rerun without each of these question 

items until the Cronbach’s Alpha value has improved. The items deleted are shown in 

Appendix E.  

The pilot study showed a high internal consistency reliability for almost all the 

variables. The study showed that the Cronbach Alpha for the principal transformational 

leadership practices dimensions were between .729-.878; school culture dimensions were 

between .650-.948, and teacher organizational commitment dimensions were in the range 

of .664-.761 as shown in Table 3.7. Among all the variables from the three dimensions, 

the Collaborative Leadership dimension (α = .948) scored the highest Cronbach’s alpha 

value while the Teacher Collaboration dimension had the lowest (α = .650).  Based on the 

findings of the pilot test, with a total of 72 items, the researcher concluded that the 

instrument indicated a good level of internal consistency and therefore, can be used for 

the actual study. 
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Table 3.7: Cronbach’s Coefficient Alpha Values of All Dimensions of the Variables 

 

Variables Dimensions Items 

Cronbach’s Alpha 

Value (After pilot 

test) 

Transformational 

Leadership 

Building a widely-shared 

vision 
1 to 5 .827 

Fostering the acceptance of 

group goals 
6 to 9 .829 

Creating high performance 

expectations 
10 to 12 .729 

Modelling behaviour 13 to 16 .836 

Providing individualized 

support 
17 to 18 .750 

Providing intellectual 

stimulation 
19 to 25 .874 

Strengthening school 

culture 
26 to 32 .878 

Building collaborative 

structures 
33 to 34 .878 

 Total Items 34  

School Culture Collaborative leadership 35 to 41 .948 

Teacher collaboration 42 to 45 .650 

Professional development 46 to 49 .863 

Unity of purpose 50 to 52 .802 

Collegial support 53 to 55 .803 

Learning partnership 56 to 57 .828 

Total Items 23  

Organizational 

Commitment 

Affective commitment 59 to 63 .761 

Continuance commitment 64 to 69 .705 

Normative commitment 70 to 72 .664 

 Total Items 15  

TOTAL ITEMS IN QUESTIONNAIRE 72  
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3.6.2 Validity of the Instruments 

In a research, validity is an important aspect the researcher has to consider when 

preparing or selecting the instrument. According to Gargiulo and Metcalf, (2016) it refers 

to “the extent to which an instrument measures what it is supposed to measure” (p. 222) 

and “perform the functions it was designed to perform” (D. Sue, D.W. Sue, S. Sue & D. 

Sue, 2012, p. 72). For this research, the questionnaires were subjected to: 

 

Construct validity. Construct validity looks at how well the questions were translated. 

The first stage is the process of language translation using the back-to-back translation 

technique for assuring linguistic validity and to preserve the meaning. The researcher 

interpreted and modified the items from the original English language to Bahasa Melayu 

based on the needs of research objectives. Then, the questionnaires were translated back 

to English. Next, the help from Bahasa Melayu and English teachers were sought to 

conduct the face validation to ensure that is easy to understand and did not deviate from 

the original version. 

  

Content validity. In content validity, the view from a panel of experts is sought to 

identify if the questions were clear and understandable (Creswell, 2014). For this study, 

the researcher had given the questionnaire meant for the pilot study to four experts in the 

education field to check the validity of the items in the questionnaires. Comments from 

this panel included the usage of appropriate words, blurred meanings, and the layout as 

shown in Appendix F. The questioannire was adjusted according to the suggestions and 

recommendations from this expert panel.     

Among the suggestions given by the experts were on the choice of words used in the 

translation, such as melaksana or melakukan instead of menunjuk in item 4, and murid 

instead of pelajar in item 13. One expert pointed out that the use of double-barrelled 
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question can confuse the respondents, stating: “Please don’t add ‘and’ within one item 

since it will definitely give difficulties for teachers to select which is more relevant 

because you are asking two aspects within one statement item.” As such, item 29 was 

rephrased, while in item 56, the word parents were removed. Another expert suggested 

that the term instruction in item 18, 24 and 82 is substituted with the word teaching and 

learning (T&L) to suit the local education context.  

Figure 3.2 shows the phases taken by the researcher during the questionnaire 

development stage. Based on the advice and recommendations, minor amendments were 

done to the questionnaires prior to administration of the pilot study. Overlapping 

statements were refined, while three items were dropped. Changes were also done in 

terms of choice of words used. 

 

 

Figure 3.3: Phases in questionnaire development 
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3.7 Administering of Data Collection 

The main purpose of collecting data is to gather and obtain the information required in 

a study and is done in accordance with the research objectives, data sources and the 

availability of data. Therefore, the methodology used in the collection of data is very 

important to ensure the data is accurate, truthful and trustworthy.  

Prior to the research being carried out in the selected schools, the researcher had 

obtained permission from EPRD. After obtaining the permission, the researcher contacted 

the Selangor State Education Department (JPN) to obtain written permission to conduct 

research in the selected schools. After getting all the consents, the respective schools were 

given a copy of the permission letters together with an official letter from the researcher 

seeking permission from the school principals. All the 30 primary cluster school 

principals allowed for the research to be carried out.  

Following that, the questionnaires were distributed to the respondents. The 

respondents were first informed on the purpose of the research, and that every information 

and response is confidential. Respondents were also reminded to read carefully and take 

their time in answering the questions based on their own perceptions. Respondents were 

initially given one week to answer the questions. Subsequently, to ensure high-returns of 

the questionnaire, follow-ups were done as below. 

• First reminder: If there were no questionnaires returned after one week, 

respondents were given a reminder through the school office administration.  

•  Second reminder: If there were still no reply in the second week from the original 

date of return, the researcher sent an appeal to the respondent, explaining the 

importance of this study.   

For the present study, the questionnaires were collected within two weeks. 
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3.8 Data Analysis    

3.8.1 Descriptive Statistical Analysis 

The descriptive statistical analysis is used in this study to summarise and describe the 

characteristics of the respondents (Chua, 2013) obtained from the data collection in a 

manageable form. The statistics obtained are a percentage of the respondents’ 

demographic profiles like age, gender, race, academic attainment, the length of service as 

a teacher, and years of experience in the current school.  

“Mean is one way to measure the central tendency of values. It is the average computed 

by summing the values of the observations and dividing that value by the total number of 

observations” (Babbie, 2016, p. 429). A high mean value indicates the strong influence 

of the variable. Meanwhile, “standard deviation is a measure of dispersion around the 

mean. The smaller the value of the standard deviation, the more tightly the values are 

clustered around the mean and vice-versa” (Babbie, 2016, p. 432). In this study, both the 

mean value and standard deviation analysis were used to answer the first three research 

questions, which focused on the level of teachers’ perception on their level of teacher 

organizational commitment, level of principal transformational leadership practices, and 

level of teachers’ perception of the school culture. The analysed data were presented using 

tables and bar charts for easy visual summary and reference.  

The present study used interval scale of 1 to 11 to measure the variables. The 

composite mean was collapsed into three levels with equal intervals, to create an 

interpretation of the mean score as suggested by Levin and Rubin (1998). This is in order 

to measure the level of principal transformational leadership practices, teacher 

organizational commitment and school culture as shown in Table 3.8. According to 

Pallant (2010), by categorising the mean score into three levels, it will be more convenient 

and easier to see the differences in the levels. This method is widely used by other 

researchers like Leong, Chua and Kannan (2016), Ghavifekr, Mohammed Sani, 
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Chellapan, Sukumaran, and Subramaniam (2014), Nidzam, Noraini, Mazlini, Marzita and 

Mohd (2014), and Mazli and Saemah (2014). 

 

Table 3.8: Mean Score Level Determination Table 

Mean Score Measurement Level 

7.68 - 11.00 High 

4.34 - 7.67 Moderate 

1.00 - 4.33 Low 

        Source: Leong, Chua, and Kannan (2016) 

 

3.8.2 Inferential Statistical Analysis  

The inferential statistical analysis is done to identify and describe the relationship 

between the variables (Chua, 2013) and move beyond the description of specific 

observations to make inferences about the larger population from which the sample 

observations were drawn (Babbie, 2013). This method of analysis is deemed important 

as the test results can be used to make a generalization to the research population (Chua, 

2013). The analysis used were Pearson product-moment correlation coefficient, multiple 

regression as well as the Process Macro for SPSS. 

Normality of the data is analysed before proceeding to other inferential analysis. The 

purpose of this is to ensure that “the most fundamental assumption in multivariate” is met 

(Hair et al., 2010). The normality test was conducted through the Skewness and Kurtosis 

test. “Skewness indicates a skewed distribution while Kurtosis shows the height of the 

distribution” (Chua, 2013, p. 126). The Skewness and Kurtosis values should be in the 

range of -1.96 to +1.96 (Chua, 2013) for the data to be interpreted as normally distributed. 

A positive skew denotes a distribution shifted to the left, whereas a negative skewness 
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reflects a shift to the right. In terms of kurtosis, a positive kurtosis value shows a high 

distribution curve (leptokurtic) and a negative kurtosis shows a low distribution curve 

(platykurtic) (Chua, 2013). 

Besides the Skewness and Kurtosis test, the normality of data for this study is also 

identified using the histogram and normal probability plot. According to Chua (2013), 

high distribution in the centre and low on the sides in histograms indicates a normal 

distribution pattern. In terms of normal probability plot, data normality is illustrated by a 

straight line. The data is normally distributed when the data collected from the 

respondents is distributed on that straight line. When the data obtained indicates a normal 

distribution, it means that it is suitable for inferential analysis. 

  

Pearson product-moment correlation 

“A correlation is a statistical test to determine the tendency or pattern for two (or more) 

variables or two sets of data to vary consistently” (Creswell, 2014, p. 338). The Pearson 

product-moment correlation test states the relationships between variables using the 

interval or ratio scales (Chua, 2013) and is denoted by r.  

 According to Chua (2013), the correlation coefficient (r) is a measure of the strength 

of the relationship between two variables and ranges between +1.00 and -1.00. The 

correlation coefficient of +1 indicates a perfect positive relationship while -1 indicates a 

perfect negative relationship and with zero signifying no correlation at all (Hair et al., 

2010). The values for interpretation is in accordance to Cohen’s (1988) rule of thumb as 

shown in Table 3.9. A positive correlation means that the two variables move together – an 

increase in one variable is related to the increase from the other. In a negative correlation, an 

increase to one variable indicates a decrease in the other (Jackson, 2015). 

The Pearson product-moment correlation analysis was used to analyse research 

question 4 (Is there a significant relationship between principals’ transformational 
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leadership and teachers’ commitment towards school?), research question 5 (Is there a 

significant relationship between principals’ transformational leadership and school 

culture?), and research question 6 (Is there a significant relationship between school 

culture and teachers’ commitment towards school?).  

 

Table 3.9: Strength of Correlation Coefficient Size (r) 

Correlation Coefficient Size Strength of correlation 

.50 -1.00 Strong 

.30 -.49 Moderate 

.10 -.29 Weak 

Source: Randolph & Myers (2013, p. 103) 

 

 Multiple Regression Analysis 

Multiple regression tests is used to analyse the relationship between the dependent 

variable and independent variable (Hair et al., 2010). In a regression analysis, the 

“independent variable is known as the predictor variable, while the dependent variable is 

known as the criterion variable” (Chua, 2014, p. 51). With this analysis, the researcher is 

able to identify which predictor variable contributes the most to the criterion variable. In 

this study, principal transformational leadership practices are predictor (X) and teacher 

organizational commitment is the criterion (Ŷ).  

For this present study, the stepwise multiple regression analysis was employed as it 

allows the researcher to examine the contribution of each independent variable to the 

regression model (Hair et al., 2010). According to Diekhoff (1992, in Chua, 2013), the 

stepwise procedure “is more economical, as only the significant predictor variable is 

entered into the regression. Besides that, multi-collinearity problems which can cause 

inaccurate analysis can be prevented” (p. 289). 
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 Chua (2013) also stated that in reporting multiple regression analysis, it is important 

to present the F-value and the significance level, whereby the stronger the relationship is 

between the dependant variable and the independent variable, the bigger the F-value will 

be.  

The coefficient of determination (R2) indicates how much of the variance in one 

variable can be determined from its relationship with the other variable (Hair et al., 2010).  

The coefficient can vary between 0 and 1.  The larger the R2 value, the stronger the effect 

is. Meanwhile, the Beta (β) value is the standardised regression coefficient of the predictor 

variables in the analysis. Both the β and R2 values correspond to the acceptable effect 

size, modified from Cohen’s (1988) convention effect size as shown in Table 3.10 below. 

 

Table 3.10: Effect Size for Beta Values and Coefficient of Determination 

  Effect size  Effect size class 

Β <.05 Too small and meaningless 

 .05 to.30 Small 

 .31 to .50 Medium 

 >.50 Large 

R2 <.20 Too small and meaningless 

 .20 to .15 Small 

 .16 to .30 Medium 

 >.30 Large 

             Source: Chua (2014, p. 78) 
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Process Macro for SPSS 

Process Macro for SPSS method in the regression analysis was used to determine the 

mediation of school culture on the relationship between principal transformational 

leadership practices and teacher organizational commitment in research question 8, which 

uses the bootstrapping technique to estimate the mediation effects of the path a, b, c, and 

c’. According to the Hayes (2012), the “Process Macro generates direct and indirect 

effects in mediation and mediated moderation models, conditional effects in moderation 

models, and conditional indirect effects in moderated mediation models with a single or 

multiple mediators” (p. 11). An important point to note here is that all path coefficients 

in the Process Macro output are unstandardized coefficients. Darlington and Hayes 

(2017) does not recommend reporting the standardized coefficients when the independent 

variable is dichotomous. In discouraging this, the researchers mentioned that standardized 

coefficients “destroys the convenient interpretation of the regression coefficient as a mean 

difference” (p. 130).     

The Process Macro differs from the Baron and Kenny (1986) method which is based 

on a combination of significant paths and then only ascertain if mediation occurs. The 

failure to meet significance on any one of the paths will lead to rejection of the presence 

of indirect effects. Besides, with the Process Macro, the bootstrapping technique is 

“preferred by statisticians because they do not require the untenable assumption of 

normally distributed errors for a*b” (Berger, 2015, p. 3), unlike the Sobel test that requires 

the assumption of normality in the indirect effect (Tavakoli & Heiney, 2014). It is also 

suitable for smaller sample sizes (Hair, Hult, Ringle, & Sarstedt, 2014). According to 

Shrout and Bolger (2002) and Hayes (2014), the indirect effect always becomes non-

normal data when related to the product indicator and product effect even if the data was 

initially normally distributed. The bias-corrected bootstrap confidence intervals within a 
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single test of indirect effects, also minimize bias in results that can arise from non-normal 

sampling distributions (Hayes, 2013). 

Furthermore, the preference of the bootstrapping technique is further proven in the 

study by Koopman, Howe, Hollenbeck, and Sin (2015) who examined articles published 

in the Journal of Applied Psychology (JAP) between 2006 and 2012. Focusing on the 

sample size with fewer than 80, their research showed that in the year 2006 and 2007, 

none of the articles had used the bootstrapping method. However, between the year 2010 

and 2012, the number increased from three to seven articles. In addition, Hayes and 

Scharkow (2013) stated that a bias corrected bootstrap confidence interval is “the most 

trustworthy” approach to testing the mediating effects “when an indirect effect exists” (p. 

1924). 

 As a final step, the strength of the mediation is determined using the Variable 

Accounted For (VAF) index, which can be calculated by the formula VAF = (indirect 

effect) / (total effect), (Hair et al., 2014, 2017). If the VAF values are above 80%, it means 

full mediation; VAF between 20% and 80% indicates partial mediation; and if it is below 

20%, it means mediation does not exist (Hair et al., 2014, 2017). 

 

Structural Equation Modelling (SEM) 

Structural Equation Modelling (SEM) is an analysis to determine the relationships 

among multiple variables (Hair et al., 2010; Hoyle, 2014) that are represented by path 

diagrams (Gunzler, Chen, Wu, and Zhang, 2013). It is also known as latent variable 

modelling as models might include variables that are unobserved or latent. According to 

Chua (2014) “SEM is a combination and integration of factor analysis and path analysis” 

(p. 336) and the measurement scale for each item should be interval or ratio (Zainudin, 

2014).  
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As most other multivariate procedures are descriptive by nature, SEM lends itself well 

to the analysis of data for inferential (Byrne, 2010, 2016). In defining SEM, Byrne (2016) 

stated that the structural relations can be modelled pictorially which enables for a clearer 

conceptualization of the theory under study.  

The AMOS software is commonly used because of its “suitability for essentially all 

stages of data analysis” (Byrne, 2010). For this study, research questions nine is analysed 

using SEM with AMOS version 20. 

Researchers Zainudin, Asyraf, and Asri (2015) further noted that the SEM analysis 

allows researchers to make “proper interpretation of the results and guide them in making 

the right decisions” (p. 58).  Furthermore, SEM explains as to why results occur while 

reducing misleading results (de Carvalho & Chima, 2014). According to the duo, this is 

done with the inclusion of all the variables. The SEM method considers multiple variables 

simultaneously and is free from the measurement error that is associated with each 

variable (Zainudin et at., 2016).  

The SEM analysis has its own way of labelling its variables. The exogenous variables 

are synonymous with independent variables that causes changes in the values of other 

latent variables (Bryne, 2016).  Endogenous variable is synonymous with the dependent 

variable and is influenced by the exogenous variable in the model (Byrne, 2016). Changes 

in values that are not explained in the model are considered to be influenced by external 

factors like demographic characteristics. 

 In SEM, the model fit is used to determine if the overall model is acceptable. 

Researchers Hair et al. (2010) had clearly stated that in measuring the goodness of fit 

index of a model, it is not necessary to report all the goodness of fit indexes “because they 

are often redundant” (p. 645). Instead, the researchers reckoned that it is acceptable when 

three to four indices meet the criteria, preferably one from each model fit category, as it 

provides adequate evidence of model fit.  
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There are three model fit categories of approximate fit indexes, which are absolute fit, 

increment fit, and parsimonious fit. Each of these three fitness categories has its own 

indexes. For the present study, one fit index is referred from each category to test the 

proposed model except for the absolute fit index category whereby, both the Goodness of 

Fit Index (GFI) and Root Mean Square of Error Approximation (RMSEA) were referred 

to. The GFI that has a value range between 0 and 1, with higher values indicating a better 

fit.  Zainudin (2014) stated that a GFI of more than .90 is its acceptance level while the 

acceptance level of RMSEA<.08, where a lower RMSEA value indicates a better fit. 

However, some researchers like Browne and Cudeck (1993) and Byrne (1998) 

categorized the RMSEA values into four categories: RMSEA values ≤ .05 can be 

considered as good fit; values between .05 and .08 as an adequate fit, and values between 

.08 and .10 as mediocre fit. RMSEA values that are more than .10 are not acceptable. 

Next is the Comparative Fit Index (CFI) which is part of the increment fit category. 

Similarly, the values for CFI also has a range between 0 and 1. Value more than 0.90 are 

accepted with 0.95 indicates a good fit (Hair et al., 2010). Finally, the researcher referred 

to the Chi Square/Degrees of Freedom from the parsimonious fit category. According to 

Zainudin (2014), these four indexes are “recommended as they are frequently reported in 

literature” (p. 57). Table 3.11 displays the Model Fit Indices and its acceptable threshold 

values. 
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Table 3.11: Summarised Table of Model Fit Indices 

 Name of category Name of index Acceptable level 

Absolute fit Chisq P > 0.005 

RMSEA RMSEA < 0.08 

GFI * GFI > 0.90 

Incremental fit AGFI AGFI > 0.90 

CFI * CFI > 0.90 

TLI TLI > 0.90 

NFI NFI > 0.90 

Parsimonious fit Chisq/df * Chi square / df < 5.0 

        Source: Zainudin (2014, p. 64) 

       Note: *The indexes in bold are referred to in the present study 

 

Researcher Bryne (2016) stated that if the proposed model meets the fitness indexes 

value, then it indicates that the “model argues for the plausibility of postulated relations 

among variables” (p. 4). However, if the model shows an inadequate fit, which means it 

does not meet the required threshold values, the Modification Indexes (MI) is then 

referred, as it indicates if the model fit can be improved “if one or more residuals among 

indicator variables were allowed to correlate” (Hermida, 2015, p. 6). Zainudin (2014) 

stated that any value of MI above 15 indicates that there are redundant items in the model. 

As recommended by Zainudin (2014), the correlated measurement error of redundant 

items was set as a “free parameter” (p. 68) before testing the measurement model again.  

 

3.9 Brief of Data Analysis 

In a nutshell, Table 3.12 below illustrates the variables involved in each research 

questions and the analysis carried out by the researcher. 
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Table 3.12: Types of Statistical Analysis for Each Research Question 

Research Questions Variables Analysis 

RQ1. What are the teacher 

organizational commitment as 

perceived by the teachers in 

primary cluster schools in 

Selangor?  

 

Teacher Organizational 

Commitment 

Descriptive Analysis 

Mean score, & standard         

deviation 

RQ2. What are the principal 

transformational leadership 

practices in the schools?  

 

Principal 

Transformational 

Leadership 

Descriptive Analysis 

Mean score, & standard   

deviation 

RQ3. What is the school culture in 

the schools? 
School Culture 

Descriptive Analysis 

Mean score, & standard 

deviation 

RQ4. Is there a significant 

relationship between principal 

transformational leadership 

practices and teacher 

organizational commitment in the 

schools? 

 

Principal 

Transformational 

Leadership 

Teacher Organizational 

Commitment 

 

 

Inferential Statistic 

Pearson r Correlation 

RQ5. Is there a significant 

relationship between principal 

transformational leadership 

practices and school culture in the 

schools? 

 

Principal 

Transformational 

Leadership 

School Culture 

 

 

Inferential Statistic 

Pearson r Correlation 

RQ6. Is there a significant 

relationship between school culture 

and teacher organizational 

commitment in the schools? 

 

Teacher Organizational 

Commitment 

School Culture 

 

 

Inferential Statistic 

Pearson r Correlation 

RQ7. Which dimension of principal 

transformational leadership 

practices are predictors of teacher 

organizational commitment in the 

schools? 

 

IV: Principal 

Transformational 

Leadership 

DV: Teacher 

Organizational 

Commitment 

 

 

Inferential Statistic 

Multiple Regression 

Analysis 

RQ8. Does the school culture 

mediate the relationship between 

principal transformational 

leadership practices and teacher 

organizational commitment in the 

schools? 

 

IV: Principal 

Transformational 

Leadership 

DV: Teacher 

Organizational 

Commitment 

MedV: School Culture 

 

 

Inferential Statistic 

PROCESS Macro for 

SPSS 

 

 

RQ9. Is the proposed model of the 

relationship between principal 

transformational leadership 

practices, and teacher 

organizational commitment, and 

school culture applicable to the 

primary cluster schools in 

Selangor? 

IV: Principal 

Transformational 

Leadership 

DV: Teacher 

Organizational 

Commitment 

MedV: School Culture 

 

Structural Equation 

Modelling (SEM) with 

AMOS 
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3.10 Summary of Chapter 

Chapter 3 explains to the reader about the research methods used in research studies. 

In particular, it describes the design, population, location, sample, and instrument. Survey 

method using questionnaire was used for data collection purposes. To test the validity and 

accuracy of this questionnaire, the researcher conducted a pilot study of 50 teachers from 

primary cluster schools in Federal Territory Putrajaya. Analysis of the data for this study 

was descriptive and inferential using SPSS software and SEM with AMOS. In conclusion, 

it is noted on the importance to select the appropriate methodology for a study in order to 

produce results that are clear, precise and scientific. The following Chapter 4 is the 

Presentation of Findings, whereby the researchers will discuss the data analysis and 

findings.     
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CHAPTER 4: RESEARCH FINDINGS 

 

4.1 Introduction 

This chapter presents the findings of the study obtained from the research which was 

conducted in 30 primary cluster schools in Selangor. The findings relate to the nine 

research questions. Data was obtained from self-administered questionnaires. Data 

collected are analysed to identify and determine the relationship between the variables 

using the SPSS Version 22 software and SEM with AMOS. The initial part of the chapter 

describes the demographic background of the respondents. It then moves on to mean 

values and standard deviations of the three variables. Following this, various inferential 

analysis like correlations, and regression were performed. Findings are tabulated and 

presented in tables for easy references. 

Generally, this chapter answers the research questions are stated below:  

1. What are the teacher organizational commitment as perceived by the teachers 

in primary cluster schools in Selangor? 

2. What are the principal transformational leadership practices in the schools? 

3. What is the school culture in the schools? 

4. Is there a significant relationship between principal transformational leadership 

practices and teacher organizational commitment in the schools? 

5. Is there a significant relationship between principal transformational leadership 

practices and school culture in the schools? 

6. Is there a significant relationship between school culture and teacher 

organizational commitment in the schools? 
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7. Which dimension of principal transformational leadership practices are 

predictors of teacher organizational commitment in primary cluster schools in 

Selangor? 

8. Does the school culture mediate the relationship between principal 

transformational leadership practices and teacher organizational commitment 

in the schools? 

9. Is the proposed model of the relationship between principal transformational 

leadership practices, teacher organizational commitment and school culture 

applicable to the primary cluster schools in Selangor? 

 

4.2 Survey response rate 

For this study, a total of 399 sets of questionnaires were distributed to 30 primary 

cluster schools in Selangor. The researcher received 359 in return, yielding a response 

rate of 89.97%. Of the 359 questionnaires, 28 were excluded due to incomplete or 

unreliable responses. Therefore, only 331 sets of questionnaires were analysed, giving a 

valid response rate of 82.96%. According to Gay, Mills, and Airasian (2012) rule of 

thumb, a response return rate of 50% or higher is acceptable while Lodico, Spaulding, 

and Voegtle (2010) stated that journals often considers publication if the response rate is 

50 & or higher and preferably 70 & or higher. 

 

4.3 Normality Test  

The data for this study is analysed using the SPSS software for parametric tests. 

According to Ghasemi and Zahediasl (2012), before conducting parametric tests such as 

correlation, regression, and analysis of variance, the data should be tested for its 

normality.  Hair et al. (2010) stated that the normality tests is done to ensure that the most 

fundamental assumption in inferential analysis is met. The assumptions are that the data 
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collected are normally distributed (Hair et al., 2010). For the present study, three types of 

normality test were done, and all three indicates that the data is normally distributed. 

 

4.3.1 Skewness and Kurtosis 

According to Chua (2013), for normal distribution, the Skewness and Kurtosis values 

should be in the range of -1.96 to +1.96. Table 4.1 displays the skewness and kurtosis 

results for the variables. The results indicated that the values of Skewness and Kurtosis 

are within the range required. Therefore, it is considered the data is normally distributed. 

 

Table 4.1: Descriptive Statistics (N=331) 

Variables Mean SD Skewness Kurtosis 

Principal transformational 

leadership practices 

8.507 1.440 -.589 .478 

Teacher organizational 

commitment 

7.623 1.328 -.163 -.087 

School culture 8.605 1.269 -.479 .450 

 

For the histogram, the distribution frequency showed a high distribution in the centre 

and lower on both ends (see Appendix G). Meanwhile, the normal probability plot (Q-Q 

plot) displayed points that were on the straight lines (see Appendix H). Therefore, the 

normality tests showed that the data is normally distributed. 

 

4.4 Demographic Background 

The respondents’ profile is looked upon in terms of gender, age, ethnic group (race), 

educational attainment, years of experience as a teacher and their length of service in the 

current school. The findings are tabulated in tables in accordance with the demographic 

characteristics.  
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4.4.1 Gender 

Table 4.2 shows the gender of the teachers. Based on the findings, the dominated 

gender among the respondents is female. Of the 331 respondents, 256 of them were 

female teachers, representing 77.3% while the remaining 75 (22.7%) were male. This 

reflects that there are more female teachers in primary cluster schools in Selangor, 

compared to men. 

 

Table 4.2: Gender of Respondents (N=331) 

Demographic Characteristics Frequency Percentage (%) 

Gender Male 75 22.7 

 Female 256 77.3 

 

 

4.4.2 Age 

The results showed that there is a spread in terms of age with the majority of the 

respondents belong to the 30-39 years’ age group (54.4%) and 40-49 years’ age group 

(29.3%). Thirty-one teachers (9.4%) were below 30 years old while the age group 

respondents aged 50 and above only constituted to 6.9% of the total respondents as 

presented in Table 4.3. 

 

Table 4.3: Age of Respondents (N=331) 

Demographic Characteristics Frequency Percentage (%) 

Age Less than 30 years old 31 9.4 

 30-39 years old 180 54.4 

 40-49 years old 97 29.3 

 50 and above 23 6.9 
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4.4.3 Ethnicity 

Looking at the ethnicity of the teachers as shown in Table 4.4, more than three-quarter 

of the were Malay (81.3%), followed by Chinese (9.1%) and Indian (8.5%). Four teachers 

(1.2%) had categorised their race as others, representing the ethnic groups in Sabah and 

Sarawak. 

 

Table 4.4: Ethnicity of Respondents (N=331) 

Demographic Characteristics Frequency Percentage (%) 

Ethnicity Malay 269 81.3 

 Chinese 30 9.1 

 Indian 28 8.5 

 Others 4 1.2 

 

 

4.4.4 Academic Qualifications 

The respondents were also asked for their educational attainment. The finding 

presented in Table 4.5 shows that slightly more than three-quarter of them (79.5%) has 

completed their Bachelor degree, whereas 7.3% holds a Master degree. A total of 21 

(6.3%) teachers have completed their Diploma, followed by 1.8% having Malaysian 

Certificate of Education (Sijil Pelajaran Malaysia, SPM) and 1.2% having Higher School 

Certificate (Sijil Tinggi Pelajaran Malaysia, STPM). The category with the lowest 

number individual is the Ph.D. qualification (0.3%). The data collected shows that 

majority of the teaches hold a high qualification in line with the current needs. 

 

 

 

 

Univ
ers

ity
 of

 M
ala

ya



 

 

141 

 

Table 4.5: Academic Qualifications of Respondents (N=331) 

Demographic Characteristics Frequency Percentage 

(%) 

Academic 

qualifications 

Malaysian Certificate of 

Education (Sijil Pelajaran 

Malaysia, SPM) 6 1.8 

 Higher School Certificate 

(Sijil Tinggi Pelajaran 

Malaysia, STPM) 4 1.2 

 Teaching Certificate 12 3.6 

 Diploma 21 6.3 

 Bachelor Degree   263   79.5 

 Master Degree     24     7.3 

 PhD       1     0.3 

 

4.4.5 Years of Experience as Teachers 

The length of experience as a teacher was also tabulated. The highest number of 

teachers in the sample fall within the six to 10 years’ category (36.6%), while 22.7% has 

20 years or more experiences. Sixty-one (18.4%) of them fall in the category of 11 to 15 

years. The remaining 74 teachers are equally divided in the one to five years and 16-19 

years of experience. The data as shown in Table 4.6 illustrates that teachers seem to be 

loyal when looking at the length of time they have as an experience. 

 

Table 4.6: Years of Experiences as Teachers (N=331) 

Demographic Characteristics Frequency Percentage (%) 

Years of experience 

as teachers 

1-5 years 37 11.2 

6-10 years 121 36.6 

11-15 years 61 18.4 

16-19 years 37 11.2 

 20 years 75 22.7 
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4.4.6 Years of Experience in The Current School 

In terms of the years working in their respective current schools, a bulk of them - 

39.3% and 33.2% have been teaching there between one and five years, and six to 10 

years respectively. Sixty (18.1%) teachers have been attached to the same school for 11-

15 years while 17 (5.1%) have been working for the longest duration – 20 years. Only 14 

teachers, representing 4.2% of the respondents have been in the same school between 16 

and 19 years. This is shown in Table 4.7. 

 

Table 4.7: Years of Experience in the Current School (N=331) 

Demographic Characteristics Frequency Percentage (%) 

Years of 

experience in  

the current 

school 

1-5 years 130 39.3 

6-10 years 110 33.2 

11-15 years 60 18.1 

16-19 years 14 4.2 

20 years 17 5.1 

 

 

4.5 Data Analysis 

For this study, both descriptive and inferential analyses are used in accordance to the 

research questions.   

For research questions 1 to 3, descriptive statistics analysis was used to describe the 

basic information of the data collected. According to Creswell (2014) “descriptive 

statistics indicates the general tendencies in the data such as the mean, mode, median, and 

the spread of scores -variance, standard deviation, and range” (p. 182). In this study, the 

researcher will focus on the mean and standard deviation of the data collected. The 

findings are tabulated in table formats as well as bar charts. 

The inferential statistics is used to describe the “characteristics of the research subjects 

and is done by identifying the relationship between the dependent and interdependent 
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variables” (Chua, 2013, p. 246). In this research, the Pearson product-moment coefficient 

was conducted to identify a correlation between two sets of interval scales in research 

questions 4 to 6. The correlation coefficient value (r) describes the strength and direction 

of the relationship. The strength of the correlation is based on Cohen (1988). A larger 

coefficient value means a strong relationship exists between principal transformational 

leadership practices and teacher organizational commitment (Chua, 2012). 

According to Chua (2013) multiple regression analysis is used “to identify a change in 

the independent variable which contributes to the change in a dependent variable” (p. 

286). Research questions 7 was analysed using multiple regression analysis using the 

stepwise method. The stepwise method adds the predictor variables to the regression that 

best correlate with the criterion variable. It dismisses the ones that least correlates (Perry, 

McMurray, and Brownlow, 2014). Using the stepwise method, the researcher is able to 

use the significant predictor variables to generate a regression equation.   

As for research question 8, the PROCESS Macro for SPSS analysis was used to 

determine the mediation of school culture on the relationship between principal 

transformational leadership practices and teacher organizational commitment. Following 

that, bootstrapping (Hayes, 2013) was conducted to test the statistical significance of the 

indirect effect. This is to prove that the decrease in the effect of principal transformational 

leadership practices on teacher organizational commitment is statistically significant.  

Finally, Structural Equation Modelling (SEM) with AMOS was used to analyse the 

model fit of the data collected. This is done by checking the model fitness indices. The re-

specified proposed model showed that all the fitness indices have achieved the threshold 

values 
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4.5.1 Research Question 1 

RQ1: What are the teacher organizational commitment as perceived by the teachers 

in primary cluster schools in Selangor? 

 

The teacher organizational commitment questions were asked based on the Three-

Component Model (TCM) of Meyer and Allen (1990). It comprises of 15 items and was 

rated based on a numerical rating scale of 1 to 11 with anchored endpoints, whereby 1 

represents ‘strongly disagree’ and 11 represents ‘strongly agree’. Table 4.8 shows the 

level of teacher organizational commitment towards their school in terms of mean and 

standard deviation values for the three dimensions of organizational commitment.  

The mean values for the three dimensions are between 7.01 and 8.09. Among the three 

dimensions, affective commitment, which reflects their emotional attachment to the 

school (M=8.09, SD=1.63) showed the highest mean, followed by normative 

commitment which reflects to an individual’s obligation to remain with the school 

(M=7.92, SD=2.00), and finally continuance commitment (M=7.01, SD=1.34) which is 

at a moderate level. Continuance commitment is the recognition of costs associated with 

leaving the school. From the table, the teachers did not differ much in their perception on 

their commitment level. The overall mean value of teachers’ commitment is moderate 

(M=7.62, SD=1.34) which implies that there is a moderate level of organizational 

commitment among teachers.  

 

Table 4.8: Descriptive Analysis for Teacher Organizational Commitment  

Dimensions Mean SD Level 

Affective Commitment 8.09 1.63 High 

Normative Commitment 7.92 1.93 High 

Continuance Commitment 7.01 1.86 Moderate 

Teacher Organizational Commitment 7.62 1.34 Moderate 

Note: Mean – Low level = 1.00 – 4.33; Moderate level = 4.34 – 7.67; High level = 7.68 – 11.00 
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Figure 4.1 illustrates the mean and standard deviation of teacher organizational 

commitment as discussed in Table 4.8. 

                               

 

Figure 4.1: Mean and standard deviation of teacher organizational commitment 

 

The three dimensions of organizational commitment are further analysed. The findings 

of the research show that teachers who participated in the study are emotionally attached 

to their schools as presented in Table 4.9. The findings illustrate all the items for the 

affective commitment dimension are high in level (M=8.09, SD=1.63). It shows that 

teachers are happy to spend the rest of their career in their school (M=8.34, SD=2.23) and 

the school has a great deal of personal meaning for them (M=8.34, SD=2.02). 

Furthermore, teachers also feel that the school’s problem as their own (M=8.31, 

SD=2.03). Having said this, teachers also feel like ‘part of the family’ at their school 

(M=7.87, SD=2.83). This makes them be emotionally attached to the school (M=7.86, 

SD=2.80).  
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Besides that, teachers also have a strong sense of belonging to their respective school 

(M=7.82, SD=2.92). As can be seen in Table 4.9, items 60, 61 and 63 are negatively 

worded items. These were reverse-coded before the analysis. Therefore, the 

interpretations are also in reverse. The overall mean for the affective commitment 

dimension is at 8.09 (SD=1.63) which relates to how much the teachers are attached to 

their schools and wants to stay in their current school. 

 

Table 4.9: Mean and SD of Items of Affective Commitment  

Item  Item description Mean SD Level 

58 very happy to spend the rest of my career with this 

school 

8.34 2.23 High 

62 has a great deal of personal meaning for me 8.34 2.02 High 

59 feel the school’s problem are my own 8.31 2.03 High 

60r* do not feel like ‘part of the family’ at my school 7.87 2.83 High 

61r* do not feel ‘emotionally attached’ to this school 7.86 2.80 High 

63r* do not feel a strong sense of belonging to my 

school 

7.82 2.92 High 

 Overall 8.09 1.63 High 

*r = negative items 

Note: Mean – Low level = 1.00 – 4.33; Moderate level = 4.34 – 7.67; High level = 7.68 – 11.00 

 

Figure 4.2 displayed in the next page illustrates the mean and standard deviation of 

affective commitment as discussed in Table 4.9. 
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Figure 4.2: Mean and standard deviation of affective commitment 

 

Table 4.10 shows that teachers teaching in primary cluster schools in Selangor were 

taught to be loyal to their school (M=8.39, SD=1.88) and feel that loyalty to school is 

important. Thus, they have a strong sense of obligation to remain (M=7.96, SD=2.26). In 

addition, they also felt that things were better when people stayed with one school for 

most of their careers (M=7.36, SD=2.56). Overall, teachers have a high level of normative 

commitment (M=7.92, SD=1.93). Based on these findings, it can be concluded that 

teachers in the primary cluster schools in Selangor have a high to moderate sense of 

loyalty to their respective schools. 
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Table 4.10: Mean and SD of Items of Normative Commitment  

Item  Item description Mean SD Level 

71 was taught to be loyal to one’s school 8.39 1.88 High 

70 loyalty to school is important & feel a sense of 

obligation to remain 

7.96 2.26 High 

72 things were better when people stayed with one 

school for most of their careers 

7.36 2.56 Moderate 

 Overall 7.92 1.93 High 

Note: Mean – Low level = 1.00 – 4.33; Moderate level = 4.34 – 7.67; High level = 7.68 – 11.00 

 

Figure 4.3 illustrates the mean and standard deviation of normative commitment as 

discussed in Table 4.10. 

                         

         Figure 4.3: Mean and standard deviation of normative commitment 

 

The third dimension of TCM is the continuance commitment as displayed in Table 

4.11 which is at a moderate level for the teachers in the sample (M=7.01, SD=1.86). The 

findings show that teachers feel that staying with my school is a necessity as much as 

desire (M=7.69, SD=2.40), and a major reason for the teachers to continue is because of 
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the considerable personal sacrifice involved in leaving, and besides, they feel another 

school may not have the overall benefits as their current school (M=7.44, SD=2.49).  In 

addition, teachers find it very hard to leave the school (M=7.37, SD=2.58), due to the few 

options available to consider (M=6.90, SD=2.67). Teachers also find that too much of 

their life would be disrupted if they decide to leave (M=6.71, SD=2.91). Some of the 

teachers felt that scarcity of available alternatives is the few consequences of leaving this 

school (M=5.94, SD=2.72).  

From the data, it can be concluded that the possible reasons for the teachers’ decision 

to stay at their current school vary, but the main reasons could due to the lack of work 

alternatives, and remuneration, resulting in the overall moderate level of continuance 

commitment. 

 

Table 4.11: Mean and SD of Items of Continuance Commitment  

Item  Item description Mean SD Level 

66 staying with my school is a necessity as much as 

desire 

7.69 2.40 High 

69 a major reason to continue here is that leaving 

requires considerable personal sacrifice and another 

school may not have the overall benefits as here 

7.44 2.49 Moderate 

64 very hard for me to leave my school, even if I 

wanted to 

7.37 2.58 Moderate 

67 too few options to consider leaving this school 6.90 2.67 Moderate 

65 too much of my life would be disrupted if I want to 

leave 

6.71 2.91 Moderate 

68 consequences of leaving this school would be the 

scarcity of available alternatives 

5.94 2.72 Moderate 

 Overall 7.01 1.86 Moderate 

Note: Mean – Low level = 1.00 – 4.33; Moderate level = 4.34 – 7.67; High level = 7.68 – 11.00 
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Figure 4.4 illustrates the mean and standard deviation of continuance commitment as 

discussed in Table 4.11. 

                 

Figure 4.4: Mean and standard deviation of continuance commitment 

 

In conclusion, most items in each dimension of organizational commitment have 

shown the existence of high level of commitment as perceived by the teachers. As 

committed teachers, they willingly put in the effort to achieve the schools’ goals. Adding 

on, teachers also portrait a high level of normative commitment, where they are highly 

obligated to remain in their school. Finally, the continuance commitment level reflects 

the teachers’ willingness to remain there. However, teachers overall organizational 

commitment level is merely moderate. This is something that should be looked into to 

identify what is the cause of it. 
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4.5.2 Research Question 2 

RQ2:  What are the principal transformational leadership practices in the schools? 

 

Table 4.12 displays the mean values and standard deviations for each dimension 

measuring the principal transformational leadership practices. A total of 34 questions 

were adapted from the Nature of School Leadership survey by Leithwood and Jantzi 

(1995) on an 11-point scale with anchored endpoints, whereby 1 represents ‘strongly 

disagree’ and 11 represents ‘strongly agree.   

As seen in the table, the overall transformational leadership achieved a mean score of 

8.51 (SD=1.44) This shows that teachers perceived their principals to be high in practicing 

transformational leadership. Besides that, the mean rating for all the eight dimensions is 

between 8.89 (SD=1.42) and 8.34 (SD=1.45), which are also at a high level. From the 

table, the results indicate that four of the eight dimensions have higher mean value than 

the overall value. The four are creating high performance expectations (M=8.89, 

SD=1.42), modelling behaviour (M=8.62, SD=1.57), building collaborative structures 

(M=8.61, SD=1.67) and strengthening school culture (M=8.60, SD=1.57).  

Meanwhile, the building a widely-shared vision dimension has the lowest value 

(M=8.34, SD=1.45). Nevertheless, all the eight transformational leadership dimensions 

have mean values that are interpreted as high level. Looking at the overall mean value, it 

shows that the there is a high level of transformational leadership practices principals as 

perceived by the teachers, with creating high performance expectations dimension is the 

most dominant among all. 
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Table 4.12: Descriptive Analysis for Principal Transformational Leadership Practices  

Dimensions Mean SD Level 

Creating high performance expectations 8.89 1.42 High 

Modelling behaviour 8.62 1.57 High 

Building collaborative structures 8.61 1.67 High 

Strengthening school culture 8.60 1.57 High 

Fostering the acceptance of group goals 8.43 1.53 High 

Providing individualized support 8.40 1.78 High 

Providing intellectual stimulation 8.36 1.62 High 

Building a widely-shared vision  8.34 1.45 High 

Transformational Leadership Practices 8.51 1.44 High 

Note: Mean – Low level = 1.00 – 4.33; Moderate level = 4.34 – 7.67; High level = 7.68 – 11.00 

 

Figure 4.5 illustrates the mean and standard deviation of principal transformational 

leadership practices as discussed in Table 4.12. 

                

Figure 4.5: Mean and standard deviation of principal transformational leadership 

practices 
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The subsequent tables after this illustrate the items in each dimension, starting with 

Table 4.13 that is displaying items for the creating high performance expectations 

dimension. Findings revealed that teachers perceived their principals as holding high 

expectations for their students (M=9.02, SD=1.48) and also for the teachers as 

professionals (M=8.97, SD=1.51). At the same time, principals also expect the teachers 

to engage in ongoing professional growth (M=8.69, SD=1.61). From here, we can 

conclude that principals in primary cluster schools in Selangor highly demonstrates high 

expectations for the teachers and students. In doing so, principals expect the best from 

both the teachers and students, particularly to achieve more than what was anticipated. At 

the same time, teachers are also encouraged to work on their professional growth for their 

career enhancement. 

 

Table 4.13: Mean and SD for Items of Creating High Performance Expectations  

Item  Item description Mean SD Level 

11 holds high expectations for 

students 

9.02 1.48 High 

10 has high expectations for us as 

professionals 

8.97 1.51 High 

12 expects us to engage in 

ongoing professional growth 

8.69 1.61 High 

 Overall 8.89 1.42 High 

Note: Mean – Low level = 1.00 – 4.33; Moderate level = 4.34 – 7.67; High level = 7.68 – 11.00 

 

Figure 4.6 illustrates the mean and standard deviation of the creating high performance 

expectations dimension as discussed in Table 4.13. 
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Figure 4.6: Mean and standard deviation of the creating high-performance 

expectations dimension 

 

Table 4.14 shows the mean values and standard deviation on teachers’ perception of 

the modelling behaviour dimension. From the table, setting a respectful tone for 

interactions with students have the highest mean value (M=8.88, SD=1.53). Teachers also 

responded highly on the scale for three other statements that indicate: the principals 

symbolise success and accomplishment (M=8.64, SD=1.67); is open and genuine in 

dealing with them (M=8.49, SD=1.93), and demonstrating a willingness to change his or 

her own practice (M=8.48, SD=1.70). The findings show that principals are a leader who 

sets an example for their teachers.  
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Table 4.14: Mean and SD for Items of Modelling Behaviour 

Item  Item description Mean SD Level 

13 sets a respectful tone for interaction with students  8.88 1.53 High 

15 symbolises success and accomplishment  8.64 1.67 High 

16 is open and genuine in dealings with staff 8.49 1.93 High 

14 demonstrate a willingness to change own practice 8.48 1.70 High 

 Overall 8.62 1.57 High 

Note: Mean – Low level = 1.00 – 4.33; Moderate level = 4.34 – 7.67; High level = 7.68 – 11.00 

 

Figure 4.7 illustrates the mean and standard deviation of the modelling behaviour 

dimension as discussed in Table 4.14. 

         

Figure 4.7: Mean and standard deviation of the modelling behaviour dimension 
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Principals are looked upon highly when it comes to their willingness to share the 

responsibility in order to building collaborative structures in schools as shown in Table 

4.15. These principals do so by ensuring that the teachers have adequate involvement in 

decision-making related to programmes and teaching and learning period (M=8.63, 

SD=1.74). They also provide support for an effective committee structure for decision 

making (M=8.58, SD=1.77). The analysis indicates that apart from sharing 

responsibilities, principals also ensures group problem-solving to provide a collaborative 

working condition. 

 

Table 4.15: Mean and SD for Items of Building Collaborative Structures 

Item  Item description Mean SD Level 

33 ensures that we have adequate involvement in 

decision-making related to programs and T&L 

8.63 1.74 High 

34 supports an effective committee structure for 

decision-making 

8.58 1.77 High 

 Overall     8.61   1.67 High 

Note: Mean – Low level = 1.00 – 4.33; Moderate level = 4.34 – 7.67; High level = 7.68 – 11.00 

Figure 4.8 illustrates the mean and standard deviation of the building collaborative 

structures dimension as discussed in Table 4.15. 
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Figure 4.8: Mean and standard deviation of the building collaborative structures 

dimension 

 

In terms of the strengthening school culture dimension as displayed in Table 4.16, 

principals are said to encourage ongoing teacher collaboration for implementing new 

programs and practices (M=8.75, SD=1.62). They are also proactive in promoting a 

caring and trustworthy atmosphere among the teachers (M=8.71, SD=1.76). Principals 

also respect the teacher by treating them as professionals (M=8.65, SD=1.75), makes an 

effort to know students, like visiting classrooms, acknowledging their efforts (M=8.59, 

SD=1.91), and facilitates effective communication among staff (M=8.56, SD=1.67).  

In addition, principals encourage the development of school norms supporting 

openness to change (M=8.55, SD=1.73) and also gives high priority to developing within 

the school a shared set of values, beliefs, and attitudes related to teaching and learning 

(M=8.40, SD=1.67). These practices show that principals in primary cluster schools in 

Selangor demonstrate expectations for teachers’ participation, responsibility while 

creating a positive atmosphere in the school. 
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Table 4.16: Mean and SD for Items of Strengthening School Culture  

Item  Item description Mean SD Level 

29 encourages ongoing teacher collaboration for 

implementing new programs and practices 

8.75 1.62 High 

32 promotes an atmosphere of caring and trust 

among staff 

8.71 1.76 High 

27 shows respect for staff by treating us as 

professionals 

8.65 1.75 High 

28 makes an effort to know students, e.g., visits 

classrooms, acknowledges their efforts 

8.59 1.91 High 

30 facilitates effective communication among staff 8.56 1.67 High 

31 encourages the development of school norms 

supporting openness to change 

8.55 1.73 High 

26 gives high priority to developing within the 

school a shared set of values, beliefs, and 

attitudes related to teaching and learning 

8.40 1.67 High 

 Overall 8.60 1.57 High 

Note: Mean – Low level = 1.00 – 4.33; Moderate level = 4.34 – 7.67; High level = 7.68 – 11.00 

Figure 4.9 illustrates the mean and standard deviation of the strengthening school 

culture dimension as discussed in Table 4.16. 

      

Figure 4.9: Mean and standard deviation of the strengthening school culture dimension 
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Table 4.17 shows the mean for fostering the acceptance of group goals dimension 

(M=8.43, SD=1.53) and the mean values for the items under this dimension which are 

rated highly. Teachers’ responses indicate that they are encouraged to evaluate their 

progress towards the school goals (M=8.65, SD1.64), to develop or review their growth 

goals consistent with school goals and priorities (M=8.40, SD=1.62) and work towards 

whole staff consensus in establishing priorities for school goals (M=8.39, SD=1.66). In 

addition, principals also provide a process to generate school goals (M=8.30, SD=1.71). 

From the findings, it is summarised that principals in primary cluster schools in Selangor 

promote cooperation amongst the teachers to work towards a common goal. 

 

Table 4.17: Mean and SD for Items of Fostering the Acceptance of Group Goals 

Item  Item description Mean SD Level 

6 encourage us to evaluate our progress towards 

school goals 

8.65 1.64 High 

8 encourage us to develop/review our growth 

goals consistent with school goals and priorities 

8.40 1.62 High 

9 works towards whole staff consensus in 

establishing priorities for school goals 

8.39 1.66 High 

7 provides a process to generate school goals 8.30 1.71 High 

 Overall 8.43 1.53 High 

Note: Mean – Low level = 1.00 – 4.33; Moderate level = 4.34 – 7.67; High level = 7.68 – 11.00 

Figure 4.10 illustrates the mean and standard deviation of the fostering the acceptance 

of group goals dimension as discussed in Table 4.17. Univ
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Figure 4.10: Mean and standard deviation of the fostering the acceptance of group 

goals dimension 

 

Looking at the next dimension – providing individualized support (M=8.40, SD=1.78), 

principals are rated highly as shown in Table 4.18 on taking teachers into consideration 

when initiating actions that might affect the teachers’ work (M=8.36, SD=1.86). 

Principals also provide resources to support teachers’ professional development (M=8.32, 

SD=1.81). This behaviour shows that principals respect and are considerate to the feelings 

and needs of the teachers. 

 

Table 4.18: Mean and SD for Items of Providing Individualized Support  

Item  Item description Mean SD Level 

18 takes my opinion into consideration when 

initiating actions that affect my work 

8.36 1.86 High 

17 provides resources to support my professional 

development 

8.32 1.81 High 

 Overall 8.40 1.78 High 

Note: Mean – Low level = 1.00 – 4.33; Moderate level = 4.34 – 7.67; High level = 7.68 – 11.00 
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Figure 4.11 illustrates the mean and standard deviation of the providing individualized 

support dimension as discussed in Table 4.18. 

                    

Figure 4.11: Mean and standard deviation of the providing individualized support 

 

Besides being considerate on their feelings and needs, teachers are also encouraged to 

evaluate their practices and refine it accordingly. This practice has the highest mean value 

(M=8.48, SD=1.72) compared to the other six items that fall under the providing 

intellectual stimulation dimension. In addition, the principals also encourage their 

teachers to pursue their own goals for professional learning (M=8.47, SD=1.74) and 

facilitate opportunities for staff to learn from each other (M=8.38, SD=1.80).  

Teachers further ranked highly on their principals on his/her practices to stimulate 

discussion of new ideas relevant to school directions (M=8.36, SD=1.75), to think about 

what they are doing for their students (M=8.32, SD=1.76), and encourage them to re-

examine some basic assumptions they have about their work (M=8.31, SD=1.65).  

Finally, the teachers feel that their principals are a source of new ideas for their 

professional learning (M=8.21, SD=1.77). The mean values and standard deviations are 
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shown in Table 4.19. 

 

Table 4.19: Mean and SD for Items of Providing Intellectual Stimulation  

Item  Item description Mean SD Level 

23 encourages us to evaluate our practices and 

refine them  

8.48 1.72 High 

22 encourages me to pursue my own goals for 

professional learning 

8.47 1.74 High 

25 facilitates opportunities for staff to learn 

from each other 

8.38 1.80 High 

24 stimulates discussion of new ideas relevant 

to school directions 

8.36 1.75 High 

21 stimulates me to think about what I am 

doing for my students 

8.32 1.76 High 

19 encourages to re-examine some basic 

assumptions I have about my work 

8.31 1.65 High 

20 is a source of new ideas for my professional 

learning 

8.21 1.77 High 

 Overall 8.36 1.62 High 

Note: Mean – Low level = 1.00 – 4.33; Moderate level = 4.34 – 7.67; High level = 7.68 – 11.00 

Figure 4.12 illustrates the mean and standard deviation of the providing intellectual 

stimulation dimension as discussed in Table 4.19. 
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Figure 4.12: Mean and standard deviation of the providing intellectual  

stimulation dimension 

 

When it comes to the building a widely-shared vision dimension (M=8.34, SD=1.45), 

teachers have stated that their principals communicate the school vision to them (M=8.70, 

SD=1.65) and helps them to understand the relationship between school’s vision and the 

Ministry of Education or department (M=8.40, SD=1.60). Besides that, their principals 

are also of great help in clarifying the school vision for the purpose of programmes, and 

teaching and learning (M=8.38, SD=1.60). This enables them to understand any unclear 

school culture as well as identify new opportunities for the school and teaching 

programmes which are in line with the ministry’s requirement. Principals are also said to 

give their teachers a sense of overall purpose (M=8.21, SD=1.60) and the vision to 

accomplish if they work together (M=8.02, SD=1.71) as shown in Table 4.20. With such 

practices, principals, as the school leaders can articulate and inspire the teachers to work 

towards the school’s goals. 
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Table 4.20: Mean and SD for Items of Building a Widely-Shared Vision  

Item  Item description   Mean   SD Level 

4 communicates school vision to staff 8.70 1.65 High 

5 helps to understand the relationship between 

school’s vision and MOE or board initiatives 

8.40 1.60 High 

3 helps clarify school vision for programmes 

and T&L 

8.38 1.60 High 

2 gives us a sense of overall purpose 8.21 1.60 High 

1 provides visions to accomplish if we work 

together 

8.02 1.71 High 

 Overall    8.34 1.45  High 

Note: Mean – Low level = 1.00 – 4.33; Moderate level = 4.34 – 7.67; High level = 7.68 – 11.00 

Figure 4.13 illustrates the mean and standard deviation of the building a widely-shared 

vision dimension as discussed in Table 4.20. 

          

Figure 4.13: Mean and standard deviation of the building a widely-shared vision 

dimension 
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In conclusion, all items in each of the eight dimensions of transformational leadership 

have shown the existence of high level of transformational leadership being practiced by 

the principals in primary cluster schools in Selangor as perceived by the teachers, to work 

towards the schools’ vision and goals. Based on the analysis, among the eight dimensions 

of transformational leadership, building collaborative structures has the highest mean 

value compared to the rest followed by strengthening school culture and holding high 

expectations. This is visible through the high mean value shown by the items. 

 

4.5.3 Research Question 3 

RQ3: What is the school culture in the schools? 

 

To determine the teachers’ perception of their school culture, the School Culture 

Survey by Gruenert and Valentine (1998) was used. The instrument had 23 items after 

the pilot test. The items were rated on a numerical rating scale of 1 to 11 and anchored 

endpoints, whereby 1 represents ‘strongly disagree’ and 11 represents ‘strongly agree’. 

Table 4.21 illustrates a high level of school culture as perceived by the teachers which 

has an overall mean of 8.61 (SD=1.27).  

Based on the findings, the school culture dimension collegial support had the highest 

mean value (M=8.85, SD=1.41), followed by, in descending order, unity of purpose 

(M=8.82, SD=1.38), professional development (M=8.76, SD=1.31), collaborative 

leadership (M=8.54, SD=1.54), learning partnership (M=8.36, SD=1.50), and teacher 

collaboration (M=8.35, SD=1.50). This shows that teachers perceived their school culture 

highly. 
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Table 4.21: Descriptive Analysis of School Culture  

Dimensions Mean SD Level 

Collegial support 8.85 1.41 High 

Unity of purpose 8.82 1.38 High 

Professional development 8.76 1.31 High 

Collaborative leadership 8.54 1.54 High 

Learning partnership 8.36 1.50 High 

Teacher collaboration 8.35 1.50 High 

School Culture 8.61 1.27 High 

Note: Mean – Low level = 1.00 – 4.33; Moderate level = 4.34 – 7.67; High level = 7.68 – 11.00 

Figure 4.14 illustrates the mean and standard deviation of school culture as discussed 

in Table 4.21. 

      

Figure 4.14: Mean and standard deviation of school culture 

 

Looking at the collegial support dimension in Table 4.22, it indicates on how well 

teachers work effectively as a team. Teachers have perceived highly to working 

cooperatively in groups (M=8.91, SD=1.51) and are willing to help out whenever there is 

a problem (M=8.88, SD=1.51) and trust each other (M=8.76, SD=1.48).  

Univ
ers

ity
 of

 M
ala

ya



 

 

167 

 

Table 4.22: Mean and SD for Items of Collegial Support  

Item  Item description Mean SD Level  

55 teachers work cooperatively in groups 8.91 1.51 High  

54 teachers are willing to help out 

whenever there is a problem 

8.88 1.51 High  

53 teachers trust each other 8.76 1.48 High  

 Overall 8.85 1.41 High  

Note: Mean – Low level = 1.00 – 4.33; Moderate level = 4.34 – 7.67; High level = 7.68 – 11.00 

Figure 4.15 illustrates the mean and standard deviation of the collegial support 

dimension as discussed in Table 4.22. 

     

Figure 4.15: Mean and standard deviation of the collegial support dimension 

Table 4.23 below shows the mean value and standard deviation for the unity of purpose 

dimension. The dimension comprises of three items, and in item 50, teachers rated highly 

as supporting the mission of the school has the highest mean (M=8.87, SD=1.41). Besides 

that, the school mission also provides a clear sense of direction for the teachers (M=8.84, 

SD=1.47) and this allows the teachers understand the mission of the school (M=8.76, 
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SD=1.49). To summarize, the high mean value illustrates that teachers understand and 

support and working towards the school missions. 

Table 4.23: Mean and SD for Items of Unity of Purpose  

Item  Item description Mean SD Level 

50 teachers support the mission of the school 8.87 1.41 High 

51 the school mission provides a clear sense of 

direction for teachers 

8.84 1.47 High 

52 teachers understand the mission of the school 8.76 1.49 High 

 Overall 8.82 1.38 High 

Note: Mean – Low level = 1.00 – 4.33; Moderate level = 4.34 – 7.67; High level = 7.68 – 11.00 

Figure 4.16 illustrates the mean and standard deviation of the unity of purpose 

dimension as discussed in Table 4.23. 

       

Figure 4.16: Mean and standard deviation of the unity of purpose dimension 

 

In terms of professional development, valuing school improvement has the highest 

mean value (M=8.97, SD=1.38) followed by maintaining a current knowledge base about 

the learning process (M=8.79, SD=1.50). Teachers at the primary cluster schools in 
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Selangor also utilize professional networks to obtain information and resources for 

classroom instruction (M=8.76, SD=1.50). Apart from that, they also regularly seek ideas 

from seminars, colleagues, and conferences (M=8.54, SD=1.51). The analysis presented 

in Table 4.24 shows the extend teachers value personal development and school 

improvement.  

 

Table 4.24: Mean and SD for Items of Professional Development  

Item  Item description Mean SD Level 

49 teachers value school improvement 8.97 1.38 High 

48 teachers maintain a current knowledge base 

about the learning process 

8.79 1.41 High 

46 teachers utilize professional networks to obtain 

information and resources for classroom 

instruction 

8.76 1.50 High 

47 teachers regularly seek ideas from seminars, 

colleagues, and conferences 

8.54 1.51 High 

 Overall 8.76 1.31 High 

Note: Mean – Low level = 1.00 – 4.33; Moderate level = 4.34 – 7.67; High level = 7.68 – 11.00 

Figure 4.17 illustrates the mean and standard deviation of the professional 

development dimension as discussed in Table 4.24. 

           

Figure 4.17: Mean and standard deviation of the professional development dimension 
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Table 4.25 displays the descriptive statistics for the collaborative leadership 

dimension. Being kept informed on current issues in the school is ranked the highest by 

teachers (M=8.79, SD=1.56). Teachers also perceived that their principals as the leaders 

of the school trust their professional judgements (M=8.60, SD=1.70). Futhermore, 

principal ensures that the instruction and planning time are protected (M=8.58, SD=1.73). 

Teachers are also facilitated working together by the principals (M=8.54, SD=1.77), and 

their ideas are valued by their principals (M=8.50, SD=1.80). When it comes to teaching, 

principals also support risk-taking and innovation done by the teachers (M=8.48, 

SD=1.68) and besides that, teachers are involved in the decision-making process in the 

school (M=8.25, SD=1.73). The findings show the degree to which principals ensures 

collaborative relationships with teachers, whereby teachers are engaged in decision-

making and judgements. 

 

Table 4.25: Mean and SD for Items of Collaborative Leadership  

Item  Item description Mean SD Level 

39 teachers are kept informed on current issues in 

the school 

8.79 1.56 High 

36 leaders in this school trust the professional 

judgments of teachers 

8.60 1.70 High 

41 administrators protect instruction and planning 

time 

8.58 1.73 High 

38 leaders in our school facilitate teachers working 

together 

8.54 1.77 High 

35 leaders value teachers’ ideas 8.50 1.80 High 

40 leaders support risk-taking and innovation in 

teaching 

8.48 1.68 High 

37 teachers are involved in the decision-making 

process 

8.25 1.73 High 

 Overall 8.54 1.54 High 

Note: Mean – Low level = 1.00 – 4.33; Moderate level = 4.34 – 7.67; High level = 7.68 – 11.00 
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Figure 4.18 illustrates the mean and standard deviation of the collaborative leadership 

dimension as discussed in Table 4.25. 

      

Figure 4.18: Mean and standard deviation of the collaborative leadership dimension 

 

The analysis of means for learning partnership shows that parents trust teachers’ 

professional judgements having the highest mean value (M=8.39, SD=1.58) followed by 

students being responsible for their schooling. For example, they engage mentally in class 

and complete homework assignments (M=8.33, SD=1.64). These findings are displayed 

in Table 4.26 below. It can be summarised that both teachers, parents, and student work 

together for the benefit of the students. 
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Table 4.26: Mean and SD for Items of Learning Partnership  

Item  Item description Mean SD Level 

56 parents trust teachers’ professional 

judgments 

8.39 1.58 High 

57 students generally accept responsibility 

for their schooling, for example they 

engage mentally in class and complete 

homework assignments 

8.33 1.64 High 

 Overall 8.36 1.50 High 

Note: Mean – Low level = 1.00 – 4.33; Moderate level = 4.34 – 7.67; High level = 7.68 – 11.00 

Figure 4.19 illustrates the mean and standard deviation of the learning partnership 

dimension as discussed in Table 4.26. 

     

Figure 4.19: Mean and standard deviation of the learning partnership dimension 

 

The results from the analysis for the teacher collaboration dimension is presented in 

Table 4.27. Teachers have perceived working together to develop and evaluate 

programmes and projects at the highest level (M=8.77, SD=1.54). Teachers also stated 

teaching practice disagreements are voiced openly and discussed (M=8.27, SD=1.72). In 
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the primary cluster schools in Selangor, teachers are aware of what other teachers are 

teaching (M=8.18, SD=1.75) and they take the time to observe the teachings of each other 

(M=8.18, SD=1.75). It can be summarised that the teachers engage in constructive 

dialogue to meet the schools’ vision and goals. 

 

Table 4.27: Mean and SD for Items of Teacher Collaboration  

Item  Item description Mean SD Level 

44 teachers work together to develop and 

evaluate programs and projects 

8.77 1.54 High 

45 teaching practice disagreements are voiced 

openly and discussed 

8.27 1.72 High 

43 teachers are generally aware of what other 

teachers are teaching 

8.18 1.77 High 

42 teachers take the time to observe each other 

teaching 

8.18 1.75 High 

 Overall 8.35 1.50 High 

Note: Mean – Low level = 1.00 – 4.33; Moderate level = 4.34 – 7.67; High level = 7.68 – 11.00 

Figure 4.20 illustrates the mean and standard deviation of the teacher 

collaboration dimension as discussed in Table 4.27. 

                    

Figure 4.20: Mean and standard deviation of the teacher collaboration dimension 
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To summarize, all the dimensions of school culture show a high mean value in primary 

cluster schools in Selangor. The analysis shows that collegial support sitting at the top of 

the table. Collegial support describes the cooperation and teamwork between teachers to 

achieve the task. Although teacher collaboration has the least mean value, it is considered 

relatively high. Overall, the analysis shows that teachers have a high perception of their 

respective school culture. A positive school culture is important as it helps to develop a 

collaborative, professional and learning community. 

 

4.5.4 Research Question 4 

RQ4: Is there a significant relationship between principal transformational leadership 

practices and teacher organizational commitment in the schools? 

 

The researcher had used the Cohen (1988) table to interpret the correlation strength. 

Table 4.28 below displays the rule of thumb in interpreting the strength of correlation (r). 

 

Table 4.28: Strength of Correlation Coefficient Size (r) 

Correlation Coefficient Size Strength of correlation 

  .50 -1.00 Strong 

.30 -.49 Moderate 

.10 -.29 Weak 

Source: Randolph & Myers (2013, p.103) 

Based on this, the findings of the study indicate that there is a significant relationship 

between the level of principal transformational leadership practices and teacher 

organizational commitment towards their schools, that is r= .558, (p < .01), as shown in 

Table 4.29. The correlation value indicates a positive correlation coefficient at a strong 

level. This means, as principals’ practice of transformational leadership style increases, 

so does teacher organizational commitment towards the schools. 
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Table 4.29: Pearson Correlation Matrix Between Principal Transformational 

Leadership Practices and Teacher Organizational Commitment 

Variables  Teacher Organizational 

commitment 

Principal Transformational 

Leadership Practices 

Pearson Correlation           

Sig. (2-tailed)                       

N                    

    .558**                                   

.000                                         

331 

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

 

Next, when analysed the correlation analysis between each dimension of principal 

transformational leadership practices and teacher organizational commitment as 

perceived by teachers, the findings show a strength between strong and moderate as 

illustrated in Table 4.30. The findings also indicate that all the dimensions of principal 

transformational leadership practices have a significant relationship with teacher 

organizational commitment. The strongest correlation is between the strengthening 

school culture dimension of principal transformational leadership practices and teacher 

organizational commitment (r=.549, p<.01). Similar results showed for providing 

intellectual stimulation (r=.531, p<.01), modelling behaviour (r=.516, p<.01); and 

building a widely-shared vision (r=.512, p<.01).  

 

 

Table 4.30: Correlations Between Dimension of Principal Transformational Leadership 

Practices and Teacher Organizational Commitment  

Dimensions Teacher Organizational Commitment 

Strengthening school culture .549** 

Providing intellectual stimulation .531** 

Modelling behaviour .516** 

Building a widely-shared vision .512** 

Building collaborative structures .507** 

Creating high performance expectations .502** 

Providing individualized support .492** 

Fostering the acceptance of group goals .489** 

**Correlation is significant at the 0.01 level (2-tailed) 
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Subsequently, building collaborative structures (r=.507, p<.01) and creating high 

performance expectations (r=.502, p<.01) also indicated a significant relationship and 

strong relationship with organizational commitment. The remaining two dimensions are 

providing individualized support (r=.492, p<.01), and fostering the acceptance of group 

goals (r=.489, p<.01) revealed a significant and moderate strength of correlation. 

Based on the findings presented, it is summarised that the correlation between the 

dimensions of principal transformational leadership practices with that of teacher 

organizational commitment demonstrates a strength between moderate and strong 

strength. Nevertheless, the overall correlation between principal transformational 

leadership practices and teacher organizational commitment shows a positive correlation 

coefficient at a strong level. 

 

4.5.5 Research Question 5 

RQ5: Is there a significant relationship between principal transformational leadership 

practices and school culture in the schools? 

 

Table 4.31 shows that there is a significant relationship between the level of principal 

transformational leadership practices and schools’ culture (r= .853, p < .01). The 

correlation value indicates a positive and strong correlation coefficient. This mean when 

principals practice transformational leadership style, the school culture increases 

positively.  

Table 4.31: Pearson Correlation Matrix Between Transformational Leadership 

Practices and School Culture  

Variables  School culture 

Principal Transformational 

Leadership Practices 

Pearson Correlation           

Sig. (2-tailed)                       

N 

    .853**                                 

.000                                         

331 

**Correlation is significant at the 0.01 level (2-tailed) 
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The Pearson product-moment correlation analysis was conducted to determine the 

strength of the dimensions of principal transformational leadership practices and school 

culture. Table 4.32 indicates strong and positive relationships between the dimensions of 

principal transformational leadership practices and school culture. The correlation 

coefficients (r) ranged in descending order from strengthening school culture (r=.836, 

p<.01) to creating high performance expectations (r=.722, p<.01). 

The remaining six principal transformational leadership practices dimensions indicate 

a significant and strong relationship, building collaborative structures (r=.824, p<.01); 

providing intellectual stimulation (r=.811, p<.01); modelling behaviour (r=.782, p<.01); 

fostering the acceptance of group goals (r=.760, p<.01); providing individualized support 

(r=.756, p<.01); and building a widely-shared vision (r=.732, p<.01). 

To sum up, the findings of the analysis indicated that dimensions of principal 

transformational leadership practices significantly impacted the school culture. The 

analysis indicates strong correlation for each pair of relationship. This shows that when 

principals employ transformational leadership style, it positively influences school 

culture. 

Table 4.32: Correlations Between Dimension of Principal Transformational Leadership 

Practices and Dimensions of School Culture  

Dimensions School Culture 

Strengthening school culture .836** 

Building collaborative structures .824** 

Providing intellectual stimulation .811** 

Modelling behaviour .782** 

Fostering the acceptance of group goals .760** 

Providing individualized support .756** 

Building a widely-shared vision .732** 

Creating high performance expectations .722** 

**Correlation is significant at the 0.01 level (2-tailed) 
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4.5.6 Research Question 6 

RQ6: Is there a significant relationship between school culture and teacher 

organizational commitment in the schools? 

 

Table 4.33 shows that there is a significant relationship between the schools’ culture 

and teacher organizational commitment (r= .575, p < .01). The correlation value indicates 

a positive and strong correlation coefficient. This means a positive school culture would 

increase teachers’ organizational commitment level towards the school. 

 

Table 4.33: Pearson Correlation Matrix Between School Culture and Teacher 

Organizational Commitment  

Variables  Teacher Organizational 

Commitment 

School culture Pearson Correlation                                  

Sig. (2-tailed)                                  

N 

    .575**                                                          

.000                                                     

331 

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

 

Next, Table 4.34 illustrates the correlations between all six dimensions of school 

culture with teacher organizational commitment. These correlations also exhibited 

significant correlations with moderate to strong strength. The results show that within the 

six dimensions of school culture, collaborative leadership dimension (r= .550, p < .01) 

had the greatest association with teacher organizational commitment, followed by 

professional development (r= .537, p < .01), both of which had strong correlations. The 

rest, unity of purpose (r= .499, p < .01), collegial support (r= .480, p < .01), teacher 

collaboration (r= .455, p < .01), and learning partnership (r= .433, p < .01) revealed a 

significantly positive correlation at a moderate strength. 

In summary, looking at the findings presented, the strength of the correlations shown 

suggests that school culture and its dimensions have a significant role in teacher 
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organizational commitment. Adding on, two dimensions of school culture, collaborative 

leadership, and professional development showed strong correlations while the rest 

indicated a moderate strength. 

 

Table 4.34: Correlations Between Dimension of School Culture and Dimensions of 

Teacher Organizational Commitment  

Dimensions Teacher Organizational commitment 

Collaborative leadership .550** 

Professional development .537** 

Unity of purpose .499** 

Collegial support .480** 

Teacher collaboration .455** 

Learning partnership .433** 

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

 

4.5.7 Research Question 7 

RQ7: Which dimension of principal transformational leadership practices are 

predictors of teacher organizational commitment in the schools? 

 

The result of multiple regression analysis shown in Table 4.35 indicates that the 

prediction model contained two out of the eight predictors, explaining 31.6% of the 

variance (R2 =.316) in teacher organizational commitment. These predictors, as shown 

by the standardized betas are strengthening school culture (β = .378, p =.000 < .05) and 

building a widely-shared vision (β = .217, p =.000 < .05). In examining further, the results 

indicate that strengthening school culture had a large effect on teacher organizational 

commitment while the building a widely-shared vision dimension showed a moderate 

effect.  

On the other hand, the research analysis has excluded the other six dimensions - 
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fostering the acceptance of group goals, creating high performance expectations, 

providing individualized support, providing intellectual stimulation, modelling 

behaviour, and building collaborative structures from the regression model as its effects 

are not significant to the criterion variable.   

 

Therefore, the multiple regression models for this study is: 

Teacher Organizational Commitment = .378 (Strengthening school culture) +  

.217 (Building a widely-shared vision) 

 

Further, the collinearity tolerance and variance inflation factor (VIF) was also 

observed to check the multicollinearity among the variables. The collinearity tolerance 

value is .406 that is less than 2.0 (Chua, 2014) and the VIF value is 2.463 which is less 

than 10.00 (Hair et al., 2010). Thus, the results indicate that there were no 

multicollinearity issues between the predictor variables in this study. 

 

Table 4.35: Multiple Regression Analysis for Effects of Principal Transformational 

Leadership Practices on Teacher Organizational Commitment  

 Standardized 

Coefficients 

  Collinearity 

Diagnosis 

Model β t p Tolerance VIF 

Strengthening 

school culture 

.378 5.280 0.000 .406 2.463 

 

Building a 

widely-shared 

vision 

.217 3.023 0.003 .406 2.463 

      

Note: R2 =.316; Adjusted R=.312; F=75.885; p=0.000; 

Dependant variable: Teacher organizational commitment 

 

The results of the Anova test (F-test) in Table 4.36 reveals a statistically significant 

relationship between strengthening school culture and building a widely-shared vision 

with teacher organizational commitment [F (2, 328) = 75.885, p=.000] at the significance 
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level of p < .05. The multiple regression analysis outputs indicate that the combination of 

the two predictor variables contributes 31.6% of the variance in the teacher organizational 

commitment variable. This means that the remaining 68.4% of the variance is unable to 

be predicted by principal transformational leadership practices as it may be caused by 

other factors that are not examined in this study. 

 

Table 4.36: Multiple Regression Analysis (Stepwise): ANOVA 

 Sum of Squares df Mean Square F Sig. 

Regression 186.568 2 93.284 75.885 .000 

Residual 403.206 328 1.229   

Total 589.774 330    

  Note:  a) Dependent Variable: TOC 

b) Predictors: (Constant), Strengthening school culture 

c) Predictors: (Constant), Strengthening school culture, Building a widely-shared vision 

 

4.5.8 Research Question 8 

RQ8. Does the school culture mediate the relationship between principal 

transformational leadership practices and teacher organizational commitment in the 

schools? 

 

The initial test of mediation conducted the main focus of research question 8. School 

culture was examined as a potential mediator in the relationship between principal 

transformational leadership practices and teacher organizational commitment.  

Results indicated that teacher organizational commitment was regressed on the 

principal transformational leadership practices yielding the coefficient corresponding to 

path c as shown in Figure 4.21. The unstandardized regression coefficient for this total 

effect was: B = .5182, SE = 0.421, p < .05.   
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Figure 4.21: Total effect between (path c) 

 

The analysis also showed that principal transformational leadership practices is a 

significant predictor of school culture (path a), with the unstandardized regression 

coefficient (B) = .7511, SE = .0254, p < .05, and that school culture is a significant 

predictor of teacher organizational commitment (path b), B = .3774, SE = .0891, p < .05.  

The direct effects of principal transformational leadership practices on teacher 

organizational commitment via school culture (path c’) are presented in the mediation 

model is illustrated in Figure 4.22 below. 

 

 

 

   

Figure 4.22: Direct effects of PTL on TOC via school culture (path c’) 

 

The present study used mediation analyses based on 5000 bootstrapped samples using 

bias-corrected and accelerated 95% confidence intervals. These results indicated the 

indirect coefficient was significant, B = .2835, SE = .0776, 95% confidence interval = 

.1403 - .4489, as displayed in Table 4.37. The mediation is said to be significant if zero 

is not in between the upper and lower level of the confidence intervals (Hayes & Preacher, 

Principal 

transformational 

leadership 

Teacher 

organizational 

commitment 

School Culture 

c = .518, SE = .042 

c’ = .235, SE = .079 

Principal 

transformational 

leadership 

practices 

Teacher 

organizational 

commitment c = .518, SE = .042 
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2010). Therefore, in this study, the indirect effect was statistically significant.  

The mediating effect equals to the total effect subtract the direct effect, which is  c – 

c’= 0.283.  According to Ferguson (2009), effect size indicates the magnitude of the 

relationship observed between variables. In this study, the effect size is .283 which is 

moderate (Ferguson, 2009). 

As a final step, the strength of the mediation is determined using the Variable 

Accounted For (VAF) index. Researchers Hair et al. (2013) explained that the VAF is 

calculated as VAF=ab/(c′+a*b).  In the present study, the VAF for the indirect effect is 

54.7%.  Therefore, school culture partially mediates the relationship between principal 

transformational leadership practices and teacher organizational commitment. 

Based on these findings, it shows that teacher organizational commitment can be 

enhanced by principal transformational leadership practices through school culture. In 

other words, if a principal has high transformational leadership practices, then we can 

predict that the teacher organizational commitment is also high, with the help of school 

culture. 

Table 4.37: Bootstrap Results of the Total, Direct, and Indirect Effects of the Mediation 

Analysis (N = 331; 5000 bootstrap samples) 

Pathways 

Unstandardized 

coefficient  

(B) 

SE 

p 

(two-

tailed) 

95% Confidence 

Interval 

CI 

Lower 

Level 

CI     

Upper 

Level 

Total effect (unmediated, 

path c) 

PTL         TOC 

 

.5182 

 

.0421 

 

0.000 

 

.4354 

 

.6009 

Direct effect (mediated, path 

c’)  

PTL         TOC 
.2347 .0785 .0030 

 

 

.0803 .3891 

 

Indirect effects 

PTL          SC (path a) 

SC         TOC (path b) 

PTL        SC        TOC (axb) 

 

 

.7511 

.3774 

.2835 

 

 

.0254 

.0891 

.0776 

 

 

.0000 

.0000 

.0000 

 

 

.7012 

 

.1351 

 

 

.8011 

 

.4387 

Note: PTL: Principal Transformational Leadership Practices; TOC: Teacher Organizational 

Commitment; SC: School Culture 
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4.5.9 Research Question 9 

RQ9. Is the proposed model of the relationship between principal transformational 

leadership practices, teacher organizational commitment and school culture applicable 

to the primary cluster schools in Selangor? 

 

The present study is conducted to examine the relationship between principal 

transformational leadership practices and teacher organizational commitment, with 

school culture acting as a mediator. 

The earlier analysis on mediation using Process Macro for SPSS indicated that school 

culture partially mediates the relationship between principal transformational leadership 

practices and teacher organizational commitment. For this research question, the SEM 

with AMOS was used to test if the proposed model fits the data collected. Model-testing 

is carried out to identify the goodness-of-fit between the proposed model with the data 

gathered from the sample (Byrne, 2010).  

As displayed in Figure 4.23, the four fitness indices of the proposed structural model 

which are referred to for this present study – Goodness of Fit Index (GFI), Comparative 

Fit Index (CFI), Root Mean Square of Error Approximation (RMSEA), and Chi 

Square/Degrees of Freedom, did not achieve the accepted level of fitness required.   

Therefore, as suggested by Byrne (2010), re-specification is carried out to “find a 

model that is both substantively meaningful and statistically well fitting” (p. 8).  
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Figure 4.23: The proposed structural model 

 

Five modifications were carried out on the initial structural model, guided by the 

modification indices (MI) as shown in Table 4.38. According to Chua (2014) by linking 

the variables, the probability of the chi-squared test of significance will diminish, and 

directly improve the congruence model with data collected. Justifications of the model 

re-specification are discussed in Chapter Five.   
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Table 4.38: Modifications Based on Modification Indices 

Modification 

Number 

Parameter MI Par 

Change 

1 Modelling behaviour – Providing 

individualized support (e4-e5) 

113.366 .230 

2 Building a widely-shared vision – 

Fostering the acceptance of group goals 

(e2-e1) 

69.526 .264 

3 Strengthening school culture – Building 

collaborative structures (e8-e7) 

40.984 .113 

4 Creating high performance 

expectations– Modelling behaviour 

(e3-e4) 

19.906 .094 

5 Continuance commitment – Normative 

commitment (e10 – e11) 

4.648 .243 

 

The re-specified structural model shown in Figure 4.24. It was found that all the fitness 

indices have achieved the threshold values as displayed in Table 4.39. This indicates that 

the re-specified structural model fits with the data collected from the primary cluster 

schools in Selangor.  

 

Table 4.39: Model Fitness Measurement 

Category Name of fitness 

index 

Acceptable 

value 

Test value 

Absolute fit GFI > .90  .920 

 RMSEA <.080 .094 

Incremental fit CFI > .90  .970 

Parsimonious fit Chisq/df df <5.0 3.921 

 

The standardized beta value for the TL-OC is .35, indicates that when principal 

transformational leadership practices increase by one standard deviation, teacher 

organizational commitment would increase .25 standard deviations. The squared multiple 

correlations for teacher organizational commitment is .41. This means that 41.0% of the 

variance in teacher organizational commitment could be predicted by principal 
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transformational leadership practices. This also indicates that as much as 59% of the 

variance in teacher organizational commitment is unable to be predicted by principal 

transformational leadership practices as it may be caused by other variables (other factors) 

that are not examined in this study.  

 

            

Figure 4.24: The re-specified structural model 
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4.6 Summary of Chapter 

This chapter presented the analysis and findings of the nine research questions in 

relation to principal transformational leadership practices, school culture, and teacher 

organizational commitment. It began with the presentation of the respondents’ 

demographic profiles. Research questions one to three were descriptive in nature and was 

analysed for its mean levels. Pearson product-moment correlation analysis was used for 

the next three research questions, research questions four to six, which focused on the 

relationships among the three variables. Following that, research questions seven was 

analysed using the multiple regression techniques, while research question eight was 

analysed using the PROCESS Macro for SPSS method. Finally, the Structural Equation 

Modelling (SEM) technique was used to analyse the model fit. This is done by checking 

the model fitness indices. The re-specified proposed model showed that all the fitness 

indices have achieved the threshold values. The findings for each of the research questions 

are summarized in Table 4.40. The next chapter presents the discussions and implications 

of the study. Limitations faced by the researcher will also be presented, followed by 

discussions on the recommendations for future researches. 
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Table 4.40: Summary of the Research Findings 

 Research Questions  Findings 

1 What are the teacher organizational commitment 

as perceived by the teachers in primary cluster 

schools in Selangor?  

 Teachers in primary cluster schools in 

Selangor showed moderate level 

(M=7.62, S.D.=1.34) organizational 

commitment.  

2 What are the principal transformational 

leadership practices of principals in the schools? 

 Principals in showed high level (M=8.51, 

S.D.=1.44) of transformational leadership 

practices.  

3 What is the school culture in the schools?  Teachers in the schools highly perceived 

(M=8.61, S.D.=1.27) their school culture. 

4 Is there a significant relationship between 

principal transformational leadership practices 

and teacher organizational commitment in the 

schools? 

 There is a statistically significant positive 

correlation which is strong (r=.558, 

p<.01) between principal 

transformational leadership practices and 

teacher organizational commitment in the 

schools. 

5 Is there a significant relationship between 

principal transformational leadership practices 

and school culture in the schools? 

 There is a statistically significant positive 

correlation which is strong (r=.853, 

p<.01) between principal 

transformational leadership practices and 

school culture in the schools. 

6 Is there a significant relationship between 

school culture and teacher organizational 

commitment in the schools? 

 There is a statistically significant positive 

correlation which is strong (r=.575, 

p<.01) between school culture and 

teacher organizational commitment in the 

schools. 

7 Which dimension of principal transformational 

leadership practices are predictors of teacher 

organizational commitment in primary cluster 

schools in Selangor? 

 Strengthening school culture (β = .378, 

p=.000 < .05) and building a widely-

shared vision (β = .217, p=.000 < .05) are 

the two principal transformational 

leadership practices dimensions that are 

statistically significant predictors of 

teacher organizational commitment in the 

schools. 

8 Does the school culture mediate the relationship 

between principal transformational leadership 

practices and teacher organizational 

commitment in the schools? 

 There is a positive and partial mediating 

effect of school culture on the 

relationship between principal 

transformational leadership practices and 

teacher organizational commitment.  

9 Is the proposed model of the relationship 

between principal transformational leadership 

practices, teacher organizational commitment 

and school culture applicable to the primary 

cluster schools in Selangor? 

 The fitness indexes of the proposed 

structural model do not achieve the level 

of fitness required for RMSEA, GFI, CFI, 

and Ratio Chisq/df. Thus, a re-specified 

structural model was established for this 

study. 
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CHAPTER 5: SUMMARY, DISCUSSION, AND CONCLUSION 

 

5.1 Introduction 

This chapter sets out a summary of the findings and its conclusions derived from the 

study that was carried out on the school principal transformational leadership practices, 

school culture and teacher organizational commitment in primary cluster schools in 

Selangor. The discussion is based on the findings and results of the analysis described in 

Chapter 4. The discussion begins with a summary of findings, followed by the 

conclusions. The chapter sums up with the discussions on the implications and 

recommendations for further research. 

 

5.2 Summary of the Study 

The purpose of this study is to examine how principals play a key role in increasing 

the commitment of teachers in 30 primary cluster schools in Selangor. The study also 

examined the teachers’ perceptions on their level of commitment as well as their 

respective school culture. 

The study’s conceptual framework was developed based on Transformational 

Leadership Model (Leithwood, 1994), Three-Component-Model (Meyer & Allen, 1991), 

and School Culture Survey (Gruenert & Valentine, 1998). The development of the 

conceptual framework was strengthened with a review of the past literature on the 

relationship between the three variables in this study. The three variables are principal 

transformational leadership practices, teacher organizational commitment, and school 

culture.  

The independent variable in this study is the principal transformational leadership 

practices. It comprises of eight dimensions: (i) building a widely-shared vision, (ii) 

fostering the acceptance of group goals, (iii) creating high performance expectations, (iv) 
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providing individualized support, (v) providing intellectual stimulation, (vi) modelling 

behaviour, (vii) strengthening school culture, and (viii) building collaborative structures. 

Next is the teacher organizational commitment variable, which is the dependent 

variable. It consists of (i) affective commitment, (ii) normative commitment, and (iii) 

continuance commitment. 

Finally, the third variable is the school culture. School culture is the mediating variable 

and has six dimensions. These are: (i) collaborative leadership, (ii) teacher collaboration, 

(iii) professional development, (iv) unity of purpose, (v) collegial support, and (vi) 

learning partnership. 

The questionnaire was pilot tested with 50 teachers at a primary cluster school in 

Putrajaya. The internal consistency of the questionnaire showed that the questionnaire 

can be used for the actual study.   

A total of nine research questions guided this study. The data for the study were 

obtained through a quantitative method using a self-administered questionnaire. The 

analysis was carried out using the SPSS software version 22, focusing on the descriptive 

analysis, and inferential analysis, namely Pearson product-moment correlation and 

Stepwise multiple regression. The PROCESS Macro for SPSS method by Hayes was used 

to test the mediation effect of school culture, while the Structural Equation Modelling 

(SEM) was used to test the model.  

Key findings of the study revealed that teachers in primary cluster schools in Selangor 

did not differ much in their perception on their commitment level, which they have 

perceived moderately. However, the teachers perceived highly on their principals in 

practicing transformational leadership. They have also had high perceptions of their 

school culture. These findings are shown in tables and further illustrated in bar charts. 

The Pearson product-moment correlation analysis indicated principal transformational 

leadership practices, school culture, and teacher organizational commitment were 
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significantly and positively correlated with each other. Stepwise multiple regression 

analysis was carried out to determine the predictor variable that contributes the most to 

the dependent variable. It was found that strengthening school culture and building a 

widely-shared vision were the two predictors of teacher organizational commitment 

explaining 31.6% of the variance (R2 =.316) in teacher organizational commitment. The 

strengthening school culture had the larger effect on the dependent variable while 

building a widely-shared vision showed a moderate effect.  

The remaining six dimensions of transformational leadership, which are fostering the 

acceptance of group goals, creating high performance expectations, providing 

individualized support, providing intellectual stimulation, modelling behaviour, and 

building collaborative structures were all excluded from the regression model as its 

effects are not significant to the criterion variable.  Adding on, the collinearity tolerance 

and variance inflation factor (VIF) test had also revealed that there were no 

multicollinearity issues between the predictor variables in this study. 

The next analysis showed that school culture mediates the relationship between 

principal transformational leadership practices and teacher organizational commitment. 

Using the mediation analyses based on 5000 bootstrapped samples, the analysis showed 

that the indirect effect of the mediation was statistically significant. Analysing further, 

the strength of the mediation was determined using the Variable Accounted For (VAF) 

index. The result showed school culture partially mediates the relationship between 

principal transformational leadership practices and teacher organizational commitment.  

The study concluded that principal transformational leadership practices and school 

culture have a strong effect on teacher organizational commitment in the primary cluster 

schools in Selangor. 

Finally, the structural relations of the variables were modelled pictorially using the 

Structural Equation Modelling (SEM), enabling for a clearer conceptualization of the 
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theory under study.  Following some re-specification as suggested by the Modification 

Indices table, the model fit indices achieved the threshold values. This indicated that the 

re-specified proposed model fits the data collected from the primary cluster schools in 

Selangor. 

  

5.3 Discussion of the Findings 

The following discussions focus on the level and teachers’ perception of organizational 

commitment, principal transformational leadership practices, and school culture at the 

primary cluster schools in Selangor. The discussion is carried in accordance to the 

research questions of the study. 

 

5.3.1 Research Question 1 

• Level of teacher organizational commitment as perceived by the teachers in 

primary cluster schools in Selangor. 

 

Based on the results of this study, teachers of primary cluster schools in Selangor have 

rated themselves as moderately committed towards the school (M=7.62, SD=1.34). These 

results corroborate the previous findings by Fauziah et al. (2010), Jamalullail et al. (2014), 

Ling and Mohammed Sani, (2013), and Siti Fairuz et al. (2013) all who found teachers in 

Malaysia to have a moderate level of commitment. Elsewhere, Colak et al. (2014), 

Gündüz (2014), and Hayat et al. (2015) had also concluded that the teachers had moderate 

commitment level towards their schools. 

The findings suggest that the teachers were probably fairly concerned about their 

engagement to the school and moderately desired to continue working in the current place 

(Meyer & Allen, 1990). According to Day (2004), teachers’ commitment level depends 

on factors like students behaviours, collegial and administrative support and education 
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policies. This is supported by Amiri et al. (2013) who said the level of the teachers’ 

commitment is influenced by the type of task assigned to them. This could be due to the 

workload faced by teachers in cluster schools. It is important to point that when a school 

is awarded the cluster of excellence status, the teachers will have more paper work to 

complete in accordance to their pedagogy as well as activities conducted in school. 

However, the findings of the present study contradict with that by Nurharani et al. 

(2013) who found 186 teachers in daily secondary school teachers in the Klang district 

showcased a high level of organizational commitment.  In another study, Najeemah 

(2012) who conducted a case study on teachers from 5 national primary schools in 

Penang, also found that overall’s teachers’ commitment is high. The differences in the 

findings of the study can be taken into consideration for future researches. 

Bogler and Somech (2004) asserted that the quality of education and students’ 

academic performance can be increased when teachers have a high level of organizational 

commitment. As such, it is important that more focus is given to work towards uplifting 

teachers’ commitment level. Raman et al. (2015b) concluded “… teachers, as the main 

player in schools, should increase the quality of our education. Teaching and learning will 

become more effective. School excellence will be achieved” (p. 98). This can only be 

achieved if the teachers are committed towards the organization. Therefore, the Ministry 

of Education and principals in primary cluster schools in Selangor should look into ways 

to enhance the efficiency of the teaching and learning process in order to increase 

teachers’ commitment level. 

The organizational commitment model used in this study has three dimensions – 

affective commitment, normative commitment, and continuance commitment. Looking 

at the findings, affective commitment which reflects their emotional attachment to the 

school and normative commitment which reflects an individual’s obligation to remain 
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with the school have higher mean score than the overall value. Continuance commitment 

indicates a moderate level only. 

Among the three dimensions, the affective commitment has the highest average 

(M=8.09, SD=1.63). Affective commitment relates to the individual’s “affective 

orientation of the employees toward the organization” (Dixit & Bhati, 2012, p. 38). It is 

an emotional commitment, whereby teachers in the cluster primary schools feel connected 

to their schools and stay on because they want to do so. Furthermore, the tendency for 

teachers to remain in the schools are usually based on their affective commitment towards 

the school.  

The results of affective commitment corroborate with that of Fauziah et al. (2010) who 

found affective commitment as having higher mean value compared to normative and 

continuance commitment. The strong affective commitment towards their school could 

be due to job scope which is well defined and the opportunity to grow professionally as 

well as recognition of their contributions, as suggested by Meyer and Allen (1991) and 

Nagar (2012). Based on the findings, it is proven that the Ministry of Education as a whole 

and the school leaders should ensure that teachers are happy in schools as this can lead 

them to continue to have a high affective commitment. 

The second dimension is the normative commitment. Although many studies found a 

low mean value for normative commitment (Fauziah et. al, 2010; Manan, 2017; and 

Nurharani & Norshidah, 2014) the findings of the current study indicated teachers’ 

perception on normative commitment was high (M=7.92, SD=1.93). The result 

corroborates with the findings of Hayat et al. (2015). The high normative commitment 

amongst teachers could be due to their early socialisation experiences (Meyer, Allen, & 

Smith, 1993) as well as teachers culture and morale beliefs that people should not job-

hop (Erdheim, 2005). Researchers Meyer and Allen (1991) explained that normative 

commitment refers to employee’s feeling of obligation to stay in the organization based 
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on one’s personal norms and moral values. Meyer and Allen, (1997) further said people 

with higher normative commitment think that they must stay with an organization.  

Adding on, a high level of normative commitment is based on the teachers’ ethical 

believes that it is right and good to continue within the organization (Ibrahim & Iqbal, 

2015). This indicates that teachers might be satisfied with the current school and their 

principals and felt that they needed to stay with the school because they should and not 

otherwise. Furthermore, according to Erdheim, (2005), low normative commitment can 

result in high turnover. Where else, employees with high normative commitment are 

much less likely to contemplate leaving or actually leave an organization than 

uncommitted employees. As such, teachers in primary cluster schools in Selangor 

displayed a high level of normative commitment. 

However, in their study on Pakistan’s service sector, researchers M. I. Khan et al. 

(2014) noted that normative commitment was not seen as an important factor of 

organizational commitment, as studies on normative commitment might provide different 

results due to the cultural differences. On the same vein, Newman et al. (2011) stated that 

normative commitment “depends on the prior attitudes and values of employees before 

joining the organization” (p. 1769). This means that an employee’s impression on the 

organization could be affected of how they were molded in their previous company and 

this behaviour might take the time to change in accordance with the present organization. 

Nevertheless, M. I. Khan et al. (2014) noted that leaders should understand the “needs 

and concerns” of their staff and when employees feel that they are valued, “this would 

allow employees to reciprocate by enhancing their normative commitment” (p. 75). 

The third dimension is continuance commitment. The results of this study reveal that 

teachers at cluster primary schools in Selangor have moderate level continuance 

commitment (M=7.01, SD=1.86). Furthermore, among the three organizational 

commitment dimensions, continuance commitment has the lowest mean score. According 
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to Meyer and Allen (1997), a moderate level implies that teachers decide to stay in the 

current school for the reason being that leaving the organization will be a cost incurred 

for them. Another reason being is that transferring to a new school has the risk of losing 

their seniority at present as well as good friends and colleagues. Futhermore, Allen and 

Meyer (1990) stated that continuance commitment is based on the investments made by 

employee and the lack of alternatives outside. This could result in the employees being 

stressful and be less active in their work. 

This is supported by a study focusing on the role of job satisfaction in determining 

continuance organizational commitment was carried out among primary school teachers 

in Libya by Alsiewi et al. (2016). The research found that general satisfaction, job security 

satisfaction, and growth and development opportunities had no significant positive effects 

on continuance commitment among the school teachers. They concluded “teachers placed 

greater importance on the value derived from their jobs and relationships in school rather 

than on monetary rewards, (p. 20). This shows the need by school principals to pay 

attention to ways to create or maintain the healthy relationship among teachers to ensure 

that there are highly-committed teachers in schools. This is proven in previous studies, 

by in Hackney, (2012); Kumar et al. (2012); Rohani et al. (2012), all who concluded that 

there is a negative relationship between organizational commitment, absenteeism, 

replacement rates, and satisfaction in the workplace. Thus, the lack of understanding of 

teachers’ satisfaction, the absence of appropriate policies and directions by the principals 

will affect teachers’ continuance commitment.  

In an earlier study by M. I. Khan et al. (2014) conducted on 267 respondents from 

different organizations in the services sector of Pakistan, the researchers found a low 

correlation between continuance commitment and transformational leadership. In 

discussing their findings, the researchers said the low correlation could be because of 

employees’ fear of the losses they might incur from cash, time, or investment. They 
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concluded that “transformational leadership cannot account for the continuance 

commitment of the employees to their organization, as they may not consider a leader’s 

attributes a reason to be perceived as a loss” (p. 85). 

In short, lack of commitment amongst teachers can take the form of bad punctuality, 

absenteeism minimal attention paid to the class, failure to demonstrate a strong affiliation 

with the school, and reduced desire to carry out the goals of teaching. According to Demir 

(2013) and Fauziah et al. (2010), it is important to increase teachers’ levels of 

organizational commitment to contribute to students’ development. Furthermore, as 

Hallinger, Heck, & Murphy (2014) said, a favorable work environment, recognition of 

achievement and contribution, room for development and support from administrations 

or leaders are an important factor in enhancing organizational commitment. 

 

5.3.2 Research Question 2 

• Level of principal transformational leadership practices in the schools. 

 

Transformational leadership is defined as the style of leadership in which the leaders 

are recognised as “change agents who are good role models, who can create and articulate 

a clear vision for an organization, who empower followers to meet higher standards, who 

act in ways that make others want to trust them, and who give meaning to organizational 

life” (Northouse, 2013, p. 214). As Handford and Leithwood (2013) noted, the extend of 

trust teachers have on their principals, is very much influenced by the principals’ 

leadership practices. 

As a promising model of leadership (Sun, Chen, & Zhang, 2017), it is widely known 

that transformational leaders have behaviors that “promote empowering cultural norms, 

high levels of subordinate motivation, commitment to quality, and enhanced 

productivity” (S. Kumar, 2014, p. 2). Transformational leaders do this by paying attention 
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to the “emotions, values, ethics, standards, and long-term goals” (Northouse, 2010, p. 

171) and stimulate the growth and development of their followers, as well as the 

organizations. Such behaviours would encourage cooperation and collaboration through 

motivation and not by competition (S. Kumar, 2014). At the same time, the leaders 

provide the much-required motivation, coaching and mentoring (Bass & Riggo, 2006). 

Besides that, transformational leaders see their employees as “more than just employees; 

they are people” (Wiltshire, 2012, p. 3). Transformational leaders also create a healthy 

working environment for their employees. This helps employees to feel valued and 

appreciated in the organization. 

In finding the level of principal transformational leadership practices as perceived by 

teachers in primary cluster schools in Selangor, the results showed that the overall 

transformational leadership achieved a mean score considered to be high level in 

practicing transformational leadership (M=8.51, SD=1.44). The results are aligned to the 

findings by Jamalullail et al. (2014); Mohamad and Parvina (2013); and Teh et al. (2015). 

Researchers Teh et al. (2015) in their conclusion said “Malaysian schools generally have 

a positive level of transformational school leadership implementation” (p. 79). Findings 

by Jamalullail et al. (2014) who said the practice of transformational leadership by 

headmasters in the primary schools in Temerloh district is high. They further suggested 

that transformational leadership style is “suitable to be practiced in primary schools by 

headmasters” (p. 46). 

Similarly, researchers Mohamad and Parvina’s (2013) results illustrate that majority 

of head teachers had a positive attitude toward the importance of transformational 

leadership and perceived themselves as practicing transformational leadership style on an 

average level. They concluded that in practising transformational leadership, the head 

teachers in the studied schools “stimulate staff’s' professional learning, foster staff’s' 

intellectual curiosity and the most important facilitate the vision for the school” (p. 8). 
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However, the findings contradict with the study by Arokiasamy et al. (2016). Their study 

on 275 teachers in 12 national primary schools in the district of Kinta Selatan, Perak 

showed that the practice of transformational leadership by school principals was merely 

at a moderate level.  

Besides that, the findings of all the eight dimensions of transformational leadership 

received similar mean ratings between 8.89 (SD=1.42) and 8.34 (SD=1.45) which can be 

rated as high. Of the eight, creating high performance expectations had the highest mean 

(M=8.89, SD=1.42). This is similar to the results by Enage et al. (2016), Tang (2011) and 

H. Yu, Leithwood, and Jantzi (2002).  Among the items under this dimension, principals 

are perceived to have high expectations for the students, followed by for the teachers as 

professionals. This indicates that principals demonstrate their expectations for teachers’ 

high performance and students’ achievements.  

Creating high performance expectations is all about the manner teachers are treated in 

order to boost their confidence level. Principals also must provide clear directions for the 

teachers to work towards the common goals for the school’s achievements. When 

principals are being encouraging and motivating, it helps teachers to work towards 

achieving the school goals. It also means that teachers are clear about what is expected 

from them. Rutledge II (2010) said that the “communication of these expectations will 

enhance the teacher’s perception of the gap that exists between what the school is 

currently accomplishing and what it aspires to achieve” (p. 19). Furthermore, according 

to Leithwood et al. (1994) principals who are actively involved with staff development 

events are more effective at enhancing teachers’ abilities. In a separate study, Osman and 

Siti Fatimah, (2014) said “transformational leadership is what drives the followers, 

motivates, and inspires them to reach beyond their expectations” (p. 128).  According to 

Pennings (2007) “by articulating high expectations for their followers, leaders provoke a 
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heightened sense of commitment, sacrifice, motivation, and performance from followers” 

(para. 23). 

The findings of the study also illustrated that teachers had rated their schools’ 

principals high in terms of modelling behaviour (M=8.62, SD=1.57). Principals were 

rated as setting a respectful tone to the students, symbolizing success and 

accomplishment, being open and genuine when dealing with teachers and is willing to 

change their own practice. This corroborates with the findings by Talebloo et al. (2015). 

This implies that principals serve as role models by setting examples for the teachers to 

emulate and enhance their beliefs about their own capacities and enthusiasm for change. 

Principals also set a good example by becoming involved in all aspects of school activity 

and being punctual to school. In doing so, the principals enhance teachers’ beliefs about 

their own capabilities and contributes to emotional arousal processes (H. Yu et al., 2002).  

The third dimension is on building collaborative structures (M=8.61, SD=1.67). 

According to Leithwood et al. (1994) principals who practice transformational leadership 

style allow teachers to participate and share their teaching techniques, as well as being 

involved in decision making with regards to their teaching and learning programs or any 

other discussions that concerns them. Teachers in primary cluster schools in Selangor 

revealed that their principals involve in the decision-making processes in schools. Besides 

that, their principals also support an effective committee structure for decision making. 

This allows teachers to use the participatory process to arrive at a consensus. This is 

consistant with Leithwood (2012) who stated transformational leadership brings the 

leader and teachers to work towards the school’s improvement. In doing so, the principals 

create “systems and structures that allow for the ―ongoing refinement of administrative 

operations in order to foster continuous improvement efforts” (Goodnow, 2011. p. 15). 

Working together will also “build trust and make further collaboration easier” (Leithwood 

et al., 2006, p. 33). By inviting teachers to participate in the teamwork, teachers would 
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have the sense of belonging towards the school. Besides that, Leithwood and Sun (2012) 

had also stated that transformational leadership practices like building collaborative 

structures have a much bigger contribution to student achievement than others. 

Next is the strengthening school culture dimension which speaks about “behaviours 

by the principals at developing school norms, beliefs, values, and assumptions that are 

student-centred and support continuing professional growth by teachers” (Leithwood, et 

al., 1999, p.83). The findings indicate the principals promotes an ongoing collaboration 

among the teachers and at the same time create an environment of caring, trust, and 

respect (M=8.60, SD=1.57). A two-way communication system also helps to encourage 

collaborative problem solving. Furthermore, teachers at primary cluster schools in 

Selangor highly perceived their principals as a leader who respects and treats them as 

professionals. The principals also take the time to do classroom visits and get to know the 

students better. Such practices also encourage effective communication among all and 

this leads to supporting openness to change. This is supported by Schein (2010) who 

argues that strengthening school culture is the important factor in a leader’s practice as 

the culture of a school plays a big role in the success of the school (Leithwood, et al., 

1999). According to H. Yu et al. (2002) such behaviours “contribute to teacher 

commitment through their influence on teachers’ understanding of the goals being 

pursued by the school” (p. 374). 

Following suit in the order is building consensus about school goals and priorities 

(M=8.43, SD=1.53). Apart from creating visions and goals for the schools, it is equally 

important for the principals to adequately communicate these visions and goals to the 

teachers. Findings of the present study showed that teachers had rated their principals as 

motivating them to evaluate their progress towards the school goals. Teaches are also 

encouraged to review and develop their own growth which is consistent with the school’s 

priorities. This is similar with the findings by Enage et. al (2016), Talebloo et al. (2015) 
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and Teh, et al. (2015). By giving such encouragement and clear directions, the school 

goals, and visions which seem too far and challenging but look achievable for the 

teachers. 

The other dimensions of transformational leadership that are the bottom three of the 

mean score table is providing individualized support (M=8.40, SD=1.78), providing 

intellectual stimulation (M=8.36, SD=1.62), and building a widely-shared vision 

(M=8.34, SD=1.45). Providing individualized support relates to the principals’ behaviour 

that indicates respect for school staff members and concern about their personal feelings 

and needs. Individualized support can be provided in various manners such as giving 

personal attention to teachers, and assisting them when they are facing problems (Bass, 

1990). For this, teachers have rated highly that their respective principals valuing 

teachers’ opinions when it comes to decisions that can affect their work. This is supported 

by Leithwood and Riehl (2003) who stated that a leader shows their emotional 

intelligence when paying attention to employees’ needs and providing them with 

individualized support. By paying attention to the teachers’ needs and concerns, 

principals at the primary cluster schools in Selangor are also proactive in the development 

of the teachers. Principals do this by ensuring that the required resources for the teacher 

are adequately in place.  

Besides paying attention to feelings and needs, teachers at primary cluster schools also 

perceived their principals as a leader who is welcoming and considerate, supports the 

personal, professional development of staff and act as a motivator. The results for the 

providing intellectual stimulation dimension illustrate the principals as someone who 

highly encourages them to evaluate their practices and refine them accordingly and also 

encourage teachers to pursue their own goals for professional learning.  

Apart from giving encouragement to the teachers, school leaders also facilitate 

opportunities for teachers to learn from each other. In doing so, principals basically 
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“challenges the staff to re-examine some of the assumptions about their work and to 

rethink how it can be performed” (Jantzi & Leithwood, 1996 p. 515). Teachers will also 

be able to learn new teaching methods in order to capture and hold the students’ attention 

during the teaching and learning programme. Principals also lend his or her views and 

share new ideas for teachers to make teaching more interesting in the classrooms. The 

findings by Raman et al. (2015a) supported this study. They concluded that “a principal 

who practices transformational leadership is able to inspire and stimulate the teachers’ 

intellect while at the same time care about the teachers” (p. 226). 

Finally, the building a widely-shared vision dimension sits at the bottom of the table, 

with a mean score is 8.34. However, the findings of this present study do not concur with 

other studies, in which teachers had strongly perceived this dimension of leadership 

practices (Enage et al., 2016; Teh et al., 2015; and Talebloo et al., 2015). Furthermore, 

Leithwood et al. (1994) had stated that it is the most important leadership dimension 

because “when visions are value-laden, they will lead to unconditional commitment” (p. 

54). Nevertheless, the mean value of this dimension is still considered to be high level. 

Under this dimension, teachers agree that principals communicate the school vision to 

them and helps them to understand the relationship between the vision and the Ministry 

of Education. Principals also do clarify the school vision for the school programmes and 

provide a vision for the teachers to accomplish by working together. Researchers 

Valentine and Prater (2011) revealed that in school principals with transformational 

leadership has a clearer vision and set a suitable example. Thus, principals as school 

leaders must take note of the importance of building a shared vision and communicate it 

well with the teachers. 

Based on the findings of this study, it can be summarized that school leaders have a 

positive attitude toward the importance of practicing transformational leadership. It 

supports Sharma (2010) who said “leadership plays an indispensable role in the 
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effectiveness of an educational institution, right from the setting of goals to the 

accomplishment of goals” (p. 335). They understand the need to have a friendly 

relationship with the teachers, being fair, giving encouragement at the right time and 

allowing room for professional development.  Having seen the past studies and coupled 

with the findings from the present study, it is not an exaggeration to say that the presence 

of transformational leadership in school has its merits. The characteristics of the 

leadership style itself are conducive to be applied in schools and the change factors to 

demand such leadership. 

 

5.3.3 Research Question 3 

• Teachers’ perception of school culture in the school. 

 

The culture of a school is unique and influential (Hongboontri & Keawkhong, 2014) 

such as the ways individuals interact in schools (Cleveland et al., 2011). According to 

Mohamad and Pravina (2013) “every school creates new identities and establishes unique 

school cultures” (p. 3) and no schools will have the exact same culture. They added that 

school culture is the unwritten rules that focus on the interactions and school 

improvement. As Schein (2010) puts it “culture is not only around us but within us as 

well” (p. 9). This indicates how much school culture is important to create a sense of 

belonging and provide a clear direction for all. 

The results of this study showed that teachers in primary cluster schools in Selangor 

had a high perception of their school culture (M=8.61, SD=1.27). This is similar to the 

findings by Arokiasamy et al.  (2016). In their study on secondary school teachers in 

Kedah, the researchers concluded that “school principals and educational authorities in 

schools should pay more attention to the school culture in order to increase job 

satisfaction of teachers and progress in the performance of schools” (p. 59). Similarly, 
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Barkley et al. (2014) in their study also found a high mean level of teachers’ perception 

of school culture in Florida and Mississippi. They also found that teachers “valued school 

improvements” which is an “indicate that the teachers are beginning to experience the 

cultural changes” (p. 10). These results correspond with Dickerson (2011, p. 26) who 

stated “a collaborative culture is important to undergird efforts at school improvement”.   

It, however, contradicts with the study by Pourrajab and Muhammad Faizal (2015), 

whose result show that the practice of organizational culture at the secondary schools in 

Lorestan province, Iran, is at a medium level. They also found that students were less 

satisfied with the current situation and concluded that teachers’ and principals’ characters 

are significant explanatory variables in predicting school organizational culture. In 

another study, Ali et al. (2016) found that the present level of school culture is low in 

schools in Mardan district of Pakistan. The researchers concluded that the leadership in 

these secondary schools almost never tried to create a positive school culture for the 

schools’ effectiveness.  

The school culture instrument developed by Gruenert and Valentine (1998) consists of 

six dimensions. The findings of the study showed that all of the six dimensions exists in 

the primary cluster schools in Selangor. Among the six, the collegial support dimension 

had the highest mean value (M=8.85, SD=1.41). Collegial support refers to the extent to 

which teachers effectively worked together (Gruenert & Valentine, 1998). According to 

Madiha (2012), collegiality is a “vehicle to increase teacher knowledge” (p. 1243) as it 

stimulates enthusiasm and creates a sense of belonging in schools. The findings of the 

present study show that teachers in primary cluster schools in Selangor trust each other, 

value each other’s opinions and ideas, and work together to accomplish the objectives of 

the school. By working together, teachers are able to meet the school’s objectives which 

in turn is an advantage for the students. Furthermore, in such learning environment, 

Matthews and Crow (2010) stated “teachers more likely to take risk in creating learning 
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opportunities” (p. 45) and this would create an “air of professionalism among all teachers 

as they participate on effective learning teams and share basic norms and values” (Green, 

2010, p.156). Adding on, Madiha (2012) concluded that “effective collegiality in schools 

is a vital source of enhancement in staff professional growth, student learning, and 

organizational effectiveness” (p. 1244). 

Following suit is the unity of purpose dimension (M=8.82, SD=1.38) that “measures 

the degree to which teachers work towards the common mission of the school” (Gumuseli 

& Eryilmaz, 2011, p. 17). Besides, when teachers cooperate, it “increases creativity, 

teamwork, self-esteem and a sense of belonging, (Tłuściak-Deliowska, 2017, p. 14). By 

fostering the unity, the descriptive analysis shows that teachers in primary cluster schools 

in Selangor support the mission of the school. This is because of the existence of a clear 

sense of direction provided by the mission. The clear mission helps teachers to understand 

it better. Researcher Freed (2014) stated that unity of purpose is important to “create more 

empathy and build connection among adults in the school community, but also to 

recognize where systemic issues need to be addressed in order to inform long-lasting 

personal and organizational change and growth” (p. 105). Furthermore, the unity of 

purpose also builds group cohesiveness and increases commitment (Kaplan & Owings, 

2013). School principals, in ensuring the existence of unity in schools, must “clearly 

define what the team is, who the team members are, what their roles are, and most 

importantly what they are all working toward” (Piotrowsky, 2016, p. 23). 

Next in the order is the professional development dimension (M=8.76, SD=1.31) 

which focuses on the “extend teachers enhance their personal development and school-

wide improvement” (Gruenert & Whitaker, 2015, p. 94). Under this dimension, the 

findings of the current study reveal that teachers in primary cluster schools in Selangor 

highly valued the school improvement. This supports the notion that “schools with the 

strongest cultures give their teachers more valuable professional development 
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opportunities” (How Schools Can Build Cultures Where Teachers and Students Thrive, 

2012, p. 6). Besides that, teachers also keep abreast with the latest information about the 

learning process by utilizing professional networks to obtain information and resources 

for classroom instruction and by regularly seeking ideas from seminars, colleagues, and 

conferences. Mizell (2010) stated that teachers “who do not experience effective 

professional development do not improve their skills, and student learning suffers” (p. 6). 

This happens in a negative culture which will damage staff development (Peterson, 2002). 

Thus, school leaders should include teachers’ professional development in the daily 

school operations. 

Teachers at the primary cluster schools in Selangor also rated highly of being kept 

informed on current issues in the school which is part of the collaborative leadership 

dimension (M=8.54, SD=1.54). Gruenert & Whitaker (2015) defined collaborative 

leadership the extent whereby “school leaders establish, maintain and support a 

collaborative relationship among staff,” (p. 94). Meanwhile, researchers Heck and 

Hallinger (2010) summarized that collaborative leadership was a vital key in school 

improvement. Collaborative leadership can be fostered by the principals through a 

positive school culture (Yager et al., 2010) as “schools with strong cultures also offer 

more opportunities for teachers to collaborate with each other” (How Schools Can Build 

Cultures Where Teachers and Students Thrive, 2012, p. 6).  

The results of the present study also showed that teachers highly perceived their school 

leaders trusting their professional judgments. According to Arbabi and Mehdinezhad 

(2015), “participation of employees at different levels in the organization to identify 

problems, analyse solutions and achieve solutions, can assist their managers and 

headquarters in solving problems” (p. 126).  Teachers also rated highly of their principals 

protecting the instruction and planning time; facilitate teachers to work together; value 

their ideas; support risk-taking and innovation in teaching; and engage them in the 
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decision-making process. The importance of collaboration is noted by Dumas (2010) 

when he said “in a certain sense, collaboration, when done correctly, could almost be seen 

as ‘a silver bullet’ for which schools are looking,” (p. 29). This means, in establishing a 

collaborative leadership, school principals and teachers would work together for the 

betterment of their schools.  

The last two dimensions of school culture are learning partnership (M=8.36, SD=1.50) 

and teacher collaboration (M=8.35, SD=1.50). Learning partnership refers to teachers and 

parents having common expectations on the students’ achievements (Gumuseli & 

Eryilmaz, 2011). In having expectations on the same wavelength, teachers and parents 

tend to work together to ensure that the expectations are met. By being involved with 

schools’ activities, it assists in the development of trust on the teachers. This is because 

parents are aware of what is happening and what are their children learning in school. 

Besides that, the current findings also show students accepting their responsibility for 

their schooling by being active in class and completing their homework. As Mutch and 

Collins (2012) stated, “teachers and parents collaborate for the good of the school and the 

ultimate benefit of their students” (p. 170).  In their study on 233 schools in New Zealand, 

Mutch and Collins (2012) found that the schools practice “two-way communication to 

enhance the understanding of student backgrounds and learning needs; to consult with 

parents, whanau (extended families), and communities on school priorities; and to engage 

in collaborative goal setting” (p. 172).  

In a study by Butucha (2013) in East Shoa and West Arsi Zones of Oromiya regional 

state, Ethiopia, the researcher also found that learning partnership having a low perception 

among the teachers. In conclusion, he said this could be because “teachers are not aware 

of the school’s learning partnership programs or that they were not given the opportunity 

to participate in learning partnership programs” (p. 11). 
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The final dimension on the school culture table is teacher collaboration, defined as the 

“extent teachers engage in constructive dialogue that furthers the school vision,” 

(Gruenert & Whitaker, 2015, p. 94). According to Bitinas (2016) “collaboration can exist 

between teachers both academically and behaviourally” (p. 22). The researcher further 

added that in order to have a successful interrelationship among staffs in school, it is 

important for teachers to collaborate with their colleagues.  

According to Bottia et al. (2016) in mentioning “teacher collaboration, we refer to an 

environment where teachers build their lessons cooperatively, eliminating redundancy 

and augmenting compatibility across parts of the curriculum and across grades” (p. 507-

508). This is seen in the primary cluster schools in Selangor, where teachers collaborate 

to develop and evaluate programs and projects, are aware of what others are teaching, and 

take the time to observe each other teaching. The findings also show that any teaching 

disagreement is voiced openly and discussed. Dickerson (2011) said in collaborating, 

teachers are able to share their experience and guide each other.  

To summarize, although the findings of the current study illustrate a high perception 

of teachers on school culture, the results might differ but with close similarity to the 

studies done by other researchers. As Craythorn, (2014) said “culture varies from one 

organization to another” (p. 11). Researcher Butucha, (2013) said this is due to the 

“cultural contexts and teacher characteristics” (p. 10). Nevertheless, it is undeniable that 

school culture is a vital factor in the school (Creemers & Kyriakides, 2010). This is 

because healthy culture helps the school principals, teachers, and staff to “shape, identify, 

and follow, to carry out improvements. The characteristics can be strengthened to 

reinforce school members to learn together, get commitment and motivation” (Sai & 

Siraj, 2015, p. 50).  

Culture is clearly the single most important factor that gives each organization its own 

distinctive, unique milieu and character. As school culture is not the same with each 
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school, it is important to note that creating schools with a culture of positive relationships 

have long been a characteristic of success. Furthermore, as Tłuściak-Deliowska (2017) 

stated, a strong culture is an identity of the school which distinguishes it from the others.  

As reported above, school culture dimensions were rated differently when compared to 

other studies but with close similarity which can be due to the background of the teachers 

and cultural differences.  

 

5.3.4 Research Question 4 

• Relationship between principal transformational leadership practices and 

teacher organizational commitment in the schools. 

 

Leadership plays a vital role in the outcome of the organizations, such as commitment 

(Ali et al., 2016; Nur Ain et al., 2015) and changes that can lead to the success or failure 

of the organization (Rua & Araujo, 2013). According to Yu (2013), the behaviour of the 

leader has “an effect on the employee’s positivity and initiative and thus bring about the 

change of employee organizational commitment” (p. 127).  School leadership refers to 

‘‘the work of mobilizing and influencing others to articulate and achieve the school’s 

shared intentions and goals’’ (Leithwood & Riehl, 2005, p. 14). Principals are responsible 

for interpreting the changes in the school, and skilfully use appropriate leadership styles 

and on different situations, able to motivate teachers, staff and students to be more 

interested and committed to the affairs and activities of the school.  

Awang and Hasani (2016) stated that the evolution of the current education system has 

introduced a new educational leadership style, which is the transformational leadership. 

The impact of transformational leadership is further proven through literature reviews 

done by Keskes (2014) and Osman and Siti Fatimah (2014) who deduced that 

transformational leadership has a positive effect on organizational commitment. 
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Researcher Yu (2013) also concluded that transformational leaders are able to “inspire 

the follower motivation of achievement and high hierarchy of need in order to strengthen 

the organizational commitment” (p. 129). In view of this, transformational leadership is 

said to instill commitment among members of the organization to new ways of thinking 

and vision (Huang, Li, & Wang, 2014; Mareena et al., 2011). Furthermore, studies have 

revealed that organizational commitment plays an important role in determining whether 

a member will stay with the organization and work towards its goals (Luthans, 2010). 

Committed employees will be able to survive being part of the organization compared to 

those who are not committed. A committed employee will be responsible, more involving, 

loyal and have a sense of ownership towards the organization (Abdulkareem et al., 2015; 

Raman et al., 2015a). 

Accordingly, the fourth research question sought to analyse if there was a significant 

relationship between principal transformational leadership practices and teacher 

commitment towards school as an organization. The results of the correlation analysis 

revealed that significant relationship that is strong in strength (r= .558) existed between 

principal transformational leadership practices and teacher organizational commitment. 

The significance of the correlation suggests that as principals’ practice of 

transformational leadership style increases, so does teachers’ commitment towards the 

organization.  

Understanding the need to fulfill the school’s efficiency and improved achievement, 

the findings show that the principals in the primary cluster schools in Selangor have 

worked towards increasing the teachers’ commitment level. This is visible in the findings 

as shown in Research Question 2, whereby teachers had highly perceived their principals 

as practicing transformational leadership.  

The findings are consistent with the results by other researchers (Jamalullail et al., 

2014; Noraazian & Khalip, 2016; and Raman et al., 2015a). In another study, Veland 
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(2012) concluded that “transformational leadership is the best way to achieve the goals 

of schools in the 21st century” (p. 1). Noraazian and Khalip (2016) in their study on the 

impact of transformational leadership and teachers’ commitment to 40 primary New Deal 

schools in Perak, found that transformational leadership and its dimensions have a 

positive and significant relationship with organizational commitment, implying that 

transformational leadership predicts organizational commitment among teachers in 

Malaysia.  

Certainly, when school principals pay attention to teachers’ differences and high-level 

needs, they create a platform for teachers to succeed. This is proven in past studies which 

indicate that transformational leadership affects the commitment of the employees. This 

is noted in the study by Raman et al. (2015a) who concluded that “high principals’ 

transformational leadership will result in high teachers’ commitment” (p. 224). 

Similarly, over in China, researcher Yu (2013) who conducted a study on 309 teachers’ 

organizational commitment in universities, found a significant relationship between 

transformational leadership and employees’ organizational commitment. In conclusion, 

the researcher stated that universities leaders adjust their leadership styles and behaviours 

to increase the commitment level of employees.  

In another study, Jamalullail et al. (2014) researched on 240 teachers working in 10 

primary schools in the district of Temerloh, Pahang. Their study revealed a significant 

relationship between the headmaster’s transformational leadership level and teachers’ 

commitments. They concluded that “school organization is in dire need of leadership 

formula like this, especially in terms of judgments and teacher development as an 

individual” (p. 45). This clearly indicates that commitment being a vital factor towards 

the success of schools, should be given more attention. This reiterates the findings of the 

present study and that of past researches that, effective school leadership would help in 

increasing the teachers’ commitment. 
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Rather surprising, however, the inter-correlation between the dimensions of principal 

transformational leadership practices with teacher organizational commitment showed all 

but two transformational leadership dimensions demonstrated a significant correlation at 

a strong strength with organizational commitment. The other two, providing 

individualized support and fostering the acceptance of group goals revealed a moderate 

strength with organizational commitment. Nevertheless, the findings indicated that there 

is a significant and positive relationship between the dimensions of principal 

transformational leadership practices and teacher organizational commitment.  

The strongest correlation between the dimensions of principal transformational 

leadership practices and teacher organizational commitment was with strengthening 

school culture (r= .549), where principals focus on developing the school culture and 

encouraging mutual caring and trust among teachers. According to H. Yu et al. (2002), 

such behaviours “contributes to the teacher commitment through their influence on 

teachers’ understanding of the goals being pursued by the school, and the importance of 

those goals, by virtue of them, being widely shared” (p. 374).  

By integrating the characteristics of transformational leadership, principals are able to 

have a clear and positive impact on teachers’ commitment towards their schools. It is 

proven that supports from school principals are important to maximize the influence of 

teachers’ teachings and behaviours (Reeves, 2011). As Navickaitė, Dačiulytė, Urbanovič 

(2015) asserted “when a leader communicates and cooperates with followers, his or her 

personal transformational leadership qualities come into the foreground” (p. 68). 

As noted previously, transformational leadership focuses on the organization’s goals 

and encourages the employees to work towards that goal. Transformational leadership 

behaviour is reflected as to how an employee feels about their moral obligation to 

continue working, their obligation to commit to and their willingness to stay (Zeleke and 

Yeshitila, 2015).  
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Similarly, although two of the dimensions of transformational leadership in the current 

study show moderate correlations when analysed individually, as a whole 

transformational leadership has a strong strength with organizational commitment. The 

fostering the acceptance of group goals demonstrated the lowest correlation (r= .489).  

This is something school principals at the primary cluster schools in Selangor should look 

into. According to Yu (2013) goal setting “affects the action by influencing the action 

direction, tension and sustained time” (p. 129). The researcher further stated: 

Without good goal setting, not only will this transformational leadership behavior 

effectiveness be unable to play successfully, but also produce negative effects to 

the teachers organizational commitment and job satisfaction, and finally damage 

teacher organizational commitment, increase teacher’s job burnout and turnover. 

(p. 135) 

 

Overall, the results of the present study suggest that principals in primary cluster 

schools in Selangor practices transformational leadership and in doing so, they increase 

the commitment of the teachers. Adding on, Mehdinezhad and Ganjali (2016) concluded 

that the more the principals displayed the characteristics of transformational leaders, the 

higher organizational commitments their followers exhibited. This is evident by the 

practices of these principals such as holding high expectations for their students and 

teachers, being respectful, encouraging ongoing collaboration and creates an atmosphere 

of caring and trust in the school. However, some of the results differs to what was reported 

by earlier studies. As noted by Yu, Leithwood and Jantzi (2002), although the impact of 

transformational leadership practices on teachers’ organizational commitment can be 

similar across studies, the magnitude of its effect might differ. 
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5.3.5 Research Question 5 

• Relationship between principal transformational leadership practices and school 

culture in the schools. 

 

To a certain extent, the culture of an organization is shaped by its leaders (Schein, 

1992). According to Schein (2010), “culture and leadership are two sides of the same coin 

in that leaders first start the process of culture creation when they create groups and 

organizations” (p. 22). Meanwhile, Gruenert and Whitaker (2015) said “culture plays a 

part in a school’s success and failures. But it takes the school leader to transform that 

culture into one thing that is strong and supportive” (p. 170). Adding on, Aydogdu and 

Asikgil (2011) asserted, “the role of leadership in creating culture is almost an 

indisputable reality” (p. 68). 

The findings of the present study reveal that overall, principal transformational 

leadership practices have positive and significant correlations with school culture. 

Furthermore, the strength of the correlations is strong (r= .853). The results are similar to 

the findings by Cemaloglu (2011), and Kythreotis et al. (2010). The present study proves 

that principals in primary cluster schools in Selangor have effectively used the 

transformational leadership practices to create a positive school culture. This view is 

supported by the works of Turan and Bektas (2013) who stated “through better 

representing the organizational culture, the school administrators can strengthen their 

symbolic leadership practices” (p. 162). 

Looking further, all eight dimensions of principal transformational leadership 

practices also showed significant and positive correlations with school culture. This 

outcome is consistent with the study by Tang (2011) on 217 primary school teachers in 

Male, Maldives. In the study, Tang concluded that transformational leadership is 

Univ
ers

ity
 of

 M
ala

ya



 

 

217 

 

important to the development of a collaborative school culture. Besides that, the results 

of the current study also corroborate the findings by Quin et al. (2015).   

The eight dimensions of transformational leadership indicated a strong strength with 

school culture. The strongest correlation is shown by the strengthening school culture 

dimension of transformational leadership (r= .836). The results show that the elements of 

strengthening school culture are more prevalent when working with transformational 

leaders. The strong correlations indicate that teachers are treated as professionals and 

encouraged for ongoing collaboration. Principals also set priorities to develop a shared 

set of values, beliefs, and attitudes with regards to teaching and learning. This shows that,  

it is the effective communication, an environment of caring and trust, and support for the 

openness to change between teachers and principals that makes the correlation stronger.  

Next is the building collaborative structures (r= .824), followed by providing 

intellectual stimulation dimensions (r= .811). According to Leithwood and Sun (2012) in 

building a collaborative structure, school principals make sure that teachers are involved 

in the decision-making process. At the same time, working conditions to ensure a smooth 

collaboration among the teachers must be created. These practices are seen in principals 

in primary cluster schools in Selangor who ensures teachers have adequate involvement 

in decision-making with regards to school programs and teaching and learning activities. 

In doing this, principals also create and support an effective structure for the decision-

making to take place accordingly. H. Yu et al. (2002) stated that by involving teachers in 

the decision-making process, it “contributes to teachers’ beliefs that they are able to shape 

the context for change to meet their own needs” (p. 374).  

Meanwhile, providing intellectual stimulation focuses on the practices that challenge 

teachers to re-analyse some of the assumptions about their work and to think again as to 

how differently it can be carried out (Mulford et al., 2004). According to Mohamad and 

Parvina (2013) “such stimulation seems likely to draw teachers’ attention to discrepancies 
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between current and desired practices and to understand the truly challenging nature of 

school change goals” (p. 2). The results of the present study showed that teachers are 

encouraged to evaluate their practices and refine them, while at the same time, being 

encouraged to pursue their own goals for professional learning. Teachers are also given 

the opportunities to learn from each other and the learning process is further discussed to 

stimulates new ideas relevant to school directions. Such practices by the principals 

indicate as to how an effective school should be. As Deal and Peterson (1990) stated, the 

manner things are done in school, the values and beliefs are what creates a strong school 

culture. 

Next is the modelling behaviour dimension which also showed a strong correlation 

with school culture (r= .782). Principals who set examples for teachers to follow is aimed 

to make teachers to belief about their own strength and sense of self-efficacy. These 

respectful behaviours and attitudes would reflect on the culture of the school. The 

subsequent four dimensions of transformational leadership are fostering the acceptance 

of group goals (r= .760), providing individualized support (r= .756), building a widely-

shared vision (r= .732), and creating high performance expectations (r= .722). All these 

four dimensions also showed a strong correlation with school culture.  

The overall findings of this study support the conclusion by Hallinger (2011) and Sahin 

(2011) who stated that leadership in a school plays a significant factor in developing a 

positive culture. It is apparent that school culture is a key factor of learning organizations 

as it reflects the practices and beliefs of the school. According to Yaakob and Yahya 

(2012), to achieve the school’s vision and mission, positive school culture and 

transformational leadership should be given due attention. This is supported by an earlier 

study by Bolton (2010), who found that the behaviour of a transformational leader who 

takes their followers’ views and ideas into consideration creates a healthy culture. In 
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another study, Pratt (2014) concludes that transformational leadership approach creates a 

positive school culture.  

Looking at the overall significant values shown in the results, there is no doubt that 

school principals play a vital role in creating the school culture, which results in improved 

teachers’ commitment. This effect was clearly perceived by teachers in primary cluster 

schools in Selangor. 

 

5.3.6 Research Question 6 

• Relationship between school culture and teacher organizational commitment in 

the schools. 

 

In every organization, its culture becomes firmly anchored as an important aspect, an 

element in the organization (Bedarkar et al., 2016) and shapes the organizational 

behaviours and the way things are done in organizations (Balay & Ipek, 2010). On the 

other hand, commitment relates to the attachment and identification to a workplace 

(Albdour & Altarawneh, 2014).  

The findings reveal a significant and positive relationship between the schools’ culture 

and teachers’ commitment (r= .575). The findings of this study showed that school culture 

has a positive and significant relationship with teacher organizational commitment in 

primary cluster schools in Selangor with a strong strength of the correlation. This 

indicates that a positive school culture would increase teachers’ commitment towards the 

school. The current findings add to the existing literature and is consistent with the 

findings of Masouleh & Allahyari (2017); Mitic et al. (2016); Mustafa et al. (2016); 

Raman et al. (2015b); Rahmani et al. (2015); and Zulfikri et al. (2015). 

The main issue that emerges from this study is that the “importance of organizational 

culture in understanding organizational commitment can neither be underestimated nor 
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overlooked” (Masouleh & Allahyari, 2017, p. 99). Besides school culture, the aspects of 

organizational commitment are important for an organizational effectiveness, as 

commitment is oriented towards the organization (Masouleh & Allahyari, 2017). As 

Nongo and Ikyanyon (2012) stated “for employees, corporate culture is either the glue 

that binds employees to the organization or the wind that blows them away” (p. 22). This 

is the same in school environments. 

In a study on 232 employees working in managerial positions in textile manufacturing 

organizations located in Punjab province, Pakistan, researchers Mustafa et al. (2016) said 

“the culture of an organization can be analysed to predict employee job satisfaction and 

commitment levels” (p. 130). Where else, Masouleh and Allahyari (2017) focused their 

study on the relationship between organizational culture and commitment among faculty 

members of Islamic Azad University, Rasht, Iran. Using the Structural Equation 

Modelling analysis, the findings revealed that organizational culture relates to the 

commitment of its staff. 

Similarly, Rahmani et al. (2015) who studied the relationship between organizational 

culture and commitment among hospital staffs in Tehran. These hospitals are affiliated 

with Tehran University of Medical Sciences. The researchers stated that organizational 

culture has an effect on how the employee feels towards the organization, which in turn 

affects their working attitude.  

As the six dimensions of the school culture focus on the shared values or beliefs, 

behaviour patterns, and the relationships in schools (Tchong, 2014), further inter-

correlation analysis revealed that all six dimensions of school culture are significant and 

positive in the relationships with organizational commitment. The findings of the current 

study support the notion by Peterson and Deal (2011) who stated high culture practice in 

schools, will increase teachers’ commitment.  
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The findings of the present study also corroborate with the studies by Mitic et al. 

(2016) who had also found an organizational culture as having a positive impact on 

organizational commitment. Their study focused on 400 middle managers working in 129 

companies in Serbia. In concluding, they suggested that employers should work towards 

improving the company’s culture in order to increase the employees’ commitment 

towards the organization. They further stated that besides better benefits, employers also 

motivate and encourage their employees. 

The current findings indicate a good communication between the principals in the 

primary cluster schools in Selangor and the teachers, whereby teachers are well informed 

of the current issues and often involved in the decision-making process. When principals 

engage, and inspire the teachers, it means they are also fostering commitment towards 

better improvements of the schools (Alqarqaz, 2014). The current study also revealed that 

teachers are also encouraged in continuous development for the self-improvement and for 

the betterment of the schools. According to Mizell (2010), to be effective, teachers would 

“continually expand their knowledge and skills to implement the best educational 

practices” (p. 3). 

Msila (2014) contended that school culture becomes impoverished when there is a lack 

of commitment among the teachers. She further stated, “commitment is what needs to 

come from a team” (p. 1280). The present study revealed that teachers in primary cluster 

schools in Selangor are united, as they support and work towards a common mission for 

the school. Furthermore, the schools’ mission provides a clear sense of direction for the 

teachers. In ensuring there is unity among all, principals are responsible for creating and 

maintaining effective working conditions in schools (Nethels, 2010).  

 As Gruenert and Valentine (1998) mentioned, a successful collegial support exists in 

schools, an atmosphere of working together exist, as revealed in the present study. 

Besides, Alqarqaz (2014) stated that this promotes trust amongst the teachers. The study 
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by Madiha (2012) had also revealed that teachers in Islamabad “trust each other and feel 

comfortable in sharing their expertise,” (p. 143). The present study is also consistent with 

that of Madiha’s, supporting the notion that teachers with a high level of collegiality are 

committed.  

 The findings of the current study also revealed that teachers engage in collaborative 

actions for educational purposes. Based on the analysis, teachers do this by observing and 

taking notes of each other’s teaching, and working together to develop and evaluate 

programs. Any disagreements are voiced out and discussed together. In fact, Vantine 

(2016) asserted that “classroom observations are one of the most informative means of 

gathering information about students” (p. 102).  

 These actions indicate the importance of “teacher collaboration on a school’s culture 

for improvement” (Piotrowsky, 2016, p. 22) which subsequently enhances teachers’ 

commitment level (Bland, 2012). According to Poulos, Culberston, Piazza, and 

D’Entremont (2014), the impact of teacher collaboration can be seen on “student learning 

by improving classroom practice, promoting data use, increasing academic rigor, and 

supporting students’ non-academic needs” (p. 20). In another study, researchers Ohlson 

et al. (2016) studied the relationship between a collaborative school culture, teacher 

quality and the influence these variables have upon student attendance and suspensions 

in 50 public schools in the southeastern United States. Their findings revealed the 

significance of teacher collaboration on student outcomes. In conclusion, they stated, 

“when teachers work collectively and share in the collective education of children, they 

are better equipped to meet the needs of their students” (p. 121). 

Finally, the findings of the current study teachers in primary cluster schools in 

Selangor revealed that students and their parents work together towards the achievement 

of the child. This supports the notion by Aida et al. (2013) who said the organization 

culture helps teachers to work effectively and efficiently. According to Gumuseli and 
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Eryilmaz (2011) “teachers and parents have common expectations towards students’ 

performance” (p. 17) as part of learning partnership, which is described as an important 

element to “help students understand how academics relate to them, who they are, and 

what the world means to them” (Piotrowsky, 2016, p. 24). Researcher Vantine (2016) 

noted that “this gives the students the ability to develop self-awareness, self-advocacy, 

and self-efficacy” (p. 102) and “this is how they become productive, moral citizens of the 

world” (Blodget, 2016, p. 72). 

The findings from this study will enhance the understanding of the effect of school 

culture towards organizational commitment. Furthermore, this study supports the past 

literature that states school culture is an important antecedent of commitment as it is able 

to stimulate certain behaviours of teachers that foster their commitment (Naranjo-

Valencia, Jiménez-Jiménez, & Sanz-Valle, 2011). 

 

5.3.7 Research Question 7 

• Influence of principal transformational leadership practices on teacher 

organizational commitment in the schools. 

 

As noted by Gulluce et al. (2016), transformational leadership makes way for success 

and at the same time enhances employees’ commitment towards their organization. The 

Pearson product-moment correlation coefficient analysis showed a strong correlation 

between all eight dimensions of transformational leadership with teacher organizational 

commitment.  

Nevertheless, evidence from the stepwise multiple regression analysis revealed that 

only two dimensions of transformational leadership out of the eight positively and 

significantly influenced organizational commitment of teachers in primary cluster schools 

in Selangor explaining 31.6% of the variance in teacher organizational commitment. The 
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two predictors are strengthening school culture and building a widely-shared vision for 

the school, with the former having a larger effect. The findings corroborate with that of 

Mohamad and Parvina (2013). In their study on 176 headteachers pursuing a Bachelor of 

Educational Management program, the headteachers evaluated themselves very high in 

creating a productive school culture and building a widely-shared vision.  

Researchers Mulford et al. (2004) defined strengthening school culture as the 

behaviour which encourages collaboration among staff and assists in creating a widely-

shared set of norms, values, and beliefs with continued improvement of services for the 

students. According to Harris et al. (2013) behaviours of a transformational leader to 

strengthen school culture focuses on “reinforcing with staff norms of excellence for their 

own work and the students and assisting staff to clarify shared beliefs and values and to 

act in accord with such beliefs and values” (p. 18).  These behaviours help teachers to 

understand the school’s vision and goals which in turn will increase teachers’ 

commitment, (Leithwood & Sun, 2012). Basically, it reflects the task of creating common 

planning time for teachers so that they can work together and establishing group structures 

for problem solving. This is in corroboration with the current study which indicated that 

teachers in primary cluster schools have perceived their principals as someone who 

encourages ongoing teacher collaboration for the implementation of new programs and 

practices.  

According to Leithwood et al. (1999) strengthening of school culture contributes to 

school improvement. The finding of the current study implies that the level of teacher 

organizational commitment will be increased when teachers perceived that their principal 

encourages collaboration and a trustworthy environment, and also is being respectful. 

This behaviour also encourages “collaborative problem solving when that is like to be 

profitable (Leithwood et al., 1999, p. 83). Furthermore, the strengthening school culture 

behaviour by the principals enhances teachers’ motivation which will lead to their 
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professional growth. Principals do this by clarifying and communicate the school’s 

vision, solve conflicts, resolve it through the use of shared values, and provide 

opportunities for collaborative work. 

The second dimension that is a predictor to teacher organizational commitment is 

building a widely-shared vision. The building a widely-shared vision dimension is part of 

the ‘setting directions’ category.  In explaining this, Leithwood (2012) stated that 

“building a compelling vision of the organization’s future is a fundamental task included 

in many leadership models” (p. 14).  He explained that principals build a widely-shared 

vision among teachers by establishing an overall a purpose or vision which everyone is 

strongly committed, and provide encouragement for the development of the school 

norms. In transformational leadership, this dimension is said to be “the most powerful 

leadership dimension” (H. Yu & W.M. Yu, 2012, p. 218). This is because this is seen as 

“a key strategy in strengthening staff motivation and commitment” (Leithwood et al., 

2010, p. 86). 

The present findings show that principals in the primary cluster schools in Selangor 

communicate the school vision to the teachers. It is important for principals to create a 

clear school vision and communicate it to the teachers as the lack of a clear vision could 

be a barrier to school reform (Schlechty, 2000). The results also revealed that principals 

spare their time to help teachers understand the relationship between these visions with 

the Ministry of Education’s or school board’s initiatives. In doing so, principals basically 

developing a shared understanding of the visions and teachers are able to grasp on what 

is expected from them in achieving the school’s goals and will be committed to working 

towards it. 

The present study further reported that principals give the teachers an overall sense of 

purpose.  Besides that, principals also provide visions for the teachers to accomplish by 

working together and goes further by clarifying these visions to the teachers for their 
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teaching and learning programs. This is evident in the study by Supovitz et al. (2010) who 

found that when the school’s mission and goals are communicated clearly, it makes a 

great difference in the teachers’ teaching and learning practices. “Such efforts foster a 

collaborative organizational culture, as well as contribute to productive teacher emotional 

states and organizational learning. These consequences, in turn, have positive impacts on 

student learning” (Sun & Leithwood, 2015, p. 4).  

 

5.3.8 Research Question 8 

• Role of school culture as a mediator on the relationship between the principal 

transformational leadership practices and teacher organizational commitment in the 

schools. 

 

In the present study, it was revealed that the three variables, principal transformational 

leadership practices, school culture and teacher organizational commitment significantly 

correlates with each other. This satisfies the conditions to conduct the mediation test. The 

mediation analysis was carried out using the Process Macro for SPSS. The results of the 

analysis showed that principal transformational leadership practices (independent 

variable) were a significant predictor for both teacher organizational commitment 

(dependent variable) and school culture (mediator). In the presence of the mediating 

variable, the size of the direct effect had reduced indicating that a partial mediation exists. 

The findings show that principal transformational leadership practices play a key role 

in influencing the teacher organizational commitment level. The results of this study 

reinforce the previous findings by Ali et al. (2016); Almutairi (2016); Awang and Hasani 

(2016); and Raman et al. (2015a). According to Ali et al. (2016), transformational 

leadership style is the best to find out organizational commitment. The researchers studied 

126 employees working in the banking sector of district Peshawar, Pakistan. Using the 
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simple regression model, they found transformational leadership significantly predicts 

organizational commitment. As stated by Almutairi (2016) “leaders can lead individuals 

or groups to attain goals and develop employees’ commitment to the organization” (p. 

233).  

Leadership also is important in creating a positive culture. Investigating the 

relationship between transformational leadership and organizational culture in a medical 

school in Ilam, researchers Veiseh et al. (2014) said “transformational leadership has a 

remarkable influence on the development of organizational culture” (p. 122).  Similarly, 

Quin et al. (2015) conducted their study on performing schools in Southwest Mississippi 

and had suggested that leadership curriculum is revamped to produce leaders “who can 

create positive school cultures and manage reform efforts” (p. 55). This clearly shows 

that in any organization or institution, a good leader is needed to build organizational 

excellence to drive, which helps to maximize efficiency (Keskes, 2014). This is supported 

by Prat (2014) who stated that transformational leadership approach creates a positive 

school culture.  

Moreover, the culture of an institution has been reported to serve as a mediator in 

various other studies (Hutahayan et al., 2013; Shim et al., 2015; and Siti Zaleha et al., 

2013). In the present study, school culture partially mediates the relationship between 

principal transformational leadership practices and teacher organizational commitment, 

with a moderate effect size of .283. The result indicates that through the mediation of 

school culture, principal transformational leadership practices enhances teacher 

organizational commitment at the primary cluster schools in Selangor. 

These findings are consistent with previous works, like that of Hutahayan et al. (2013), 

who found that with the mediation of organizational culture, the transformational 

leadership has a significant effect on organizational cultural behaviour (OCB) among 

employees of State-Owned Enterprises in PT. Barata Indonesia. In another study by Shim 
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et al. (2015) on a study on 358 South Korean police officers, their findings showed that 

transformational leadership and organizational commitment was fully mediated by group 

culture. They concluded that leadership training alone will not be sufficient to increase 

the employees’ commitment level. Shim et al. (2015) stated “on the basis of 

understanding of the mediational role of organizational culture in the transformational 

leadership commitment link, police performance can be ultimately enhanced” (p. 768). 

The study by Simosi and Xenikou, (2010) also found that “culture orientations served as 

mediators in the relationship between leader behaviour and followers’ affective and 

normative commitment to the organization” (p. 1598). 

In a similar vein, Siti Zaleha et al. (2013) in their study focused on the mediating role 

of organizational culture on the relationship between leadership and organizational 

commitment. The study was based on 200 employees in the Malaysian Islamic banking 

service sector. They found that “good leadership and healthy organization culture works 

in tandem in creating a full bar of commitment in an organization” (p. 175). However, in 

their study, the researcher mentioned that transactional leadership style would be the ideal 

style in the banking industry as it “promotes target orientations” (p. 175). 

The present study, however, contradicts with the findings by Nor Hazana et al. (2015), 

who did not find any significant relationship between transformational leadership and 

organizational commitment. The researchers also found that organizational culture failed 

to mediate between transformational leadership and organizational culture in their study 

among 112 small business employees. Acknowledging that “leadership development is a 

critical area”, the researchers suggested that “more leadership training programs need to 

be developed” (p. 28). 

Based on these, it is clear that principal transformational leadership practices have an 

effect on teacher organizational commitment. This is proven in the results of the present 

study that in practicing transformational leadership, principals in primary cluster schools 
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in Selangor enhances the commitment level of teachers. In return, committed teachers 

tend to work harder to achieve the school goals.  

The result of the present study also revealed that school culture has an important role, 

whereby it mediated the relationship between principal transformational leadership 

practices and teacher organizational commitment. Since school culture has an effect on 

this relationship, principals of primary cluster schools should work towards maintaining 

this positive school culture. In doing so, school culture would in return influences 

members of the school (Karuppiah et al., 2014) such as their commitment level. 

Furthermore, Acar (2012) stated that committed staffs are “addicted to the organization’s 

objectives and the organization itself when they adopt the organizational culture” (p. 217).  

Employees who are highly committed often feel that he or she is safe, owned and has 

the satisfaction of a job and the prospects of the organization. On the other hand, 

researchers Hallinger and Heck (2010) stressed that the failure to maintain teachers’ 

commitment might cause problems to the school management and its leadership. 

 

5.3.9 Research Question 9 

• The fitness of the model linking with principal transformational leadership 

practices (TL), teacher organizational commitment (OC) and school culture (SC) 

applicable to the primary cluster schools. 

 

In the proposed conceptual model of the present study, principal transformational 

leadership practices are the exogenous variable, teacher organizational commitment is the 

endogenous variable, while school culture is the mediating variable. The structural 

equation modelling (SEM) analysis was used to determine if the overall model is 

acceptable. As suggested by researchers Hair et al. (2010), one fit index is referred from 

each of the three categories to test the proposed model. The fit indexes referred are the 
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Goodness of Fit Index (GFI) from the absolute fit index category, the Comparative Fit 

Index (CFI) from the increment fit category, and finally, the Chi Square/Degrees of 

Freedom from the parsimonious fit category. However, for the present study, the 

researcher had also included the Root Mean Square of Error Approximation (RMSEA). 

The initial measurement model showed inadequate fit indices. Therefore, the 

Modification Indexes (MI) was referred. According to Byrne (2010), the re-specification 

procedure is done to obtain a model that is both statistically well-fitting and substantively 

meaningful. As recommended by Zainudin (2014) the correlated measurement errors of 

redundant items were “set as a free parameter” (p. 68). The model was re-tested to check 

if it meets the threshold levels. As suggested by the MI table, five measurement errors of 

redundant items were correlated, which saw the fit indices greatly improved. All the 

decisions of model modification were based on research literature. The final model 

obtained (CIF= .970, GFI= .920, Ratio ChiSq/df= 3.921; RMSEA = 0.094) achieved the 

threshold values.  

Although the RMSEA value is above the value suggested by Zainudin (2014), 

researchers Browne and Cudeck (1993) and Byrne (1998) had categorized the RMSEA 

values into four categories: RMSEA values ≤ .05 can be considered as good fit; values 

between .05 and .08 as an adequate fit, and values between .08 and .10 as mediocre fit, 

whereas values ≥ .10 are not acceptable. Thus, for this study, the RMSEA value is 

categorised as a mediocre fit. Therefore, the re-specified structural model fits with the 

data collected from primary cluster schools in Selangor.  

 The first correlation of the measurement errors of redundant items was between the 

modelling behaviour and providing individualized support dimensions. In Leithwood’s 

transformational leadership model, the providing individualized support and modelling 

behaviour are part of the understanding and developing people category, which primarily 

focused on the teacher as an individual (Rutledge II, 2010). In providing individualized 
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support, school principals focus on the respect and concerns on the feelings and need of 

the teachers (Yu et al., 2002) while modelling appropriate behaviour is all about principals 

leading by example in order to obtain the highest performance (Smith, 2015). By 

respecting teachers, principals are setting an example, and also help build trust and respect 

among their colleagues. This might explain the correlation between the two items. 

By modelling appropriate behaviour, principals in return has high performance 

expectations from the teachers. According to Leithwood (2012) “high performance 

expectations do not define the substance of organizational goals, but demonstrates the 

degree of effort expected to accomplish those goals” (p. 16). Thus, the measurement 

errors for modelling behaviour and creating high performance expectations are also 

correlated. 

Next, the Modification Index also showed that measurement errors of e2 (building a 

widely-shared vision) and e1 (fostering the acceptance of group goals) were significantly 

correlated. This could be because the building a widely-shared vision and the fostering 

the acceptance of group goals dimensions are part of the same category of setting 

direction. Studies have shown that building a widely-shared vision and the fostering the 

acceptance of group goals dimensions are the core practices of successful leadership 

(Leithwood and Reihl, 2003). According to Leithwood and Sun (2012), principals 

“identify, develop, and articulate a widely-shared vision or broad purpose for their 

schools that is appealing and inspiring to staff” (p. 400) and at the same time, they work 

with others to achieve shared goals. The similarities of the two dimensions might be the 

reason for the correlation. 

The third re-specification was done by correlating the measurement errors of 

strengthening school culture and building collaborative structures. Both these dimensions 

fall into the same category of redesigning the organization which is about creating an 

environment for educational changes to take place. The Modification Indices showed that 
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the measurement errors of e7 and e8 were significantly correlated with each other. 

According to Leithwood and Sun (2012), in strengthening school culture, principals 

“promote an atmosphere of caring and trust among staff, build a cohesive school culture” 

(p. 400). By understanding the goals pursued in their school, it increases teachers’ 

commitment to work towards those goals (Yu et al, 2002). Besides that, principals 

develop a collaborative structure to give teachers the opportunity to participate in 

decisions about school programmes, and to foster participation in decision-making, which 

in return “will facilitate staff collaboration for planning and professional growth” 

(Leithwood & Sun, 2012, p. 401). Furthermore, Ng (2008) noted that strong correlation 

with each other means “strengthening one dimension might help strengthen other 

dimensions” (p. 8). 

The final re-specification was done based on the Modification Indices which showed 

that the measurement errors of e10 and e11 were significantly correlated with each other. 

This correlation of the measurement errors was between continuance commitment and 

normative commitment which are dimensions of organizational commitment. 

Continuance commitments relate to the awareness of the costs involved with leaving the 

organization while normative commitment reflects a feeling of obligation to continue 

employment (Allen & Meyer, 1990).  

According to Alsiewi et al. (2016), continuance commitment arises from a person’s 

decision to stay with the company due to “monetary, psychological, social and other 

costs” (p. 15) associated with the company or due to the lack of alternatives. On the other 

hand, normative commitment refers to the psychological attachment of the employee with 

the company due to their loyalty or obligation (Alsiewi, 2016). From the definitions, it is 

clearly seen that both normative and continuance commitment are about leaving or 

remaining with an organization. The similarities of the two dimensions might be the 

reason for the correlation. 
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To wrap up, the present study is an attempt to enhance the knowledge about 

transformational leadership, teacher organizational commitment, and school culture. The 

findings of the present study suggest steps to further improve principals’ leadership 

practices and towards the development of our education system.  Researchers Tahir, 

Abdullah, Ali, and Daud (2014) noted that principals “encourage collaboration and unity 

of members foster a sense of community in building a positive relationship” (p. 137). 

Transformational leaders also lead by example to inspire the teachers (Raka, 2015). 

Adding on, Khan and Mohd Zabid (2012) noted that organizational commitment gives a 

positive attitude among the employees towards their organization. The present study 

revealed that principals carry out their roles as transformational leaders to gain respect 

from the teachers and subsequently to enhance the commitment of the teachers (Luft, 

2012) and gain optimal performance within their schools (Smith, 2015).  

In this study, perceptions of school culture are measured as a mediation between 

principal transformational leadership practices and teacher organizational commitment. 

The study has shown that school culture plays an important role in enhancing teacher 

organizational commitment. This is similar to the findings by Öztürk and Maral (2015). 

As Kiral and Kacar (2016) stated “school culture gives the teacher a different identity and 

provides all the common values, beliefs, assumptions and artifacts that could help them 

with the commitment to school” (p. 90). The presence of a positive school culture helps 

teachers to understand the aims and objectives of the school and be part of it. Based on 

the findings, it showed that principals elicit commitment from the teachers both directly 

and also through the school culture.  

Therefore, the data collected for the present study fits the proposed model. However, 

the fit was only achieved after correlating the measurement errors of several variables in 

the model. Nevertheless, the proposed model is viable in enhancing the organizational 

commitment of teachers in primary cluster schools in Selangor. 
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5.4 Conclusion 

Organizational commitment has a pivotal role in schools for its effectiveness and 

students’ outcome. This is particularly so as teachers are fundamental and paramount to 

carry out the goals of teaching (Mart, 2013b) and teachers’ commitment towards the 

schools is considered to be the main thrust in determining the success of a country's 

education system as teachers are responsible for implementing every educational policy 

within the school organization (Leithwood et al., 2006).  

The commitment of teachers and the effectiveness of a school depend largely on the 

leadership of the schools. As presented in the literature, leadership plays an important 

role in schools to ensure that teachers maintain their commitment towards the schools. 

The need for a reliable leader in schools is clearly outlined in the Malaysia Education 

Blueprint 2013 – 2025, which elaborates on ensuring high-performing school leaders in 

every school (MOE, 2013, p. E-25). As noted by Sutton and Shouse (2016) “teaching is 

complex; teachers and school leaders crave meaningful, collaborative experiences to 

make sense of that complexity” (p. 70). The collaboration between the teachers and 

principals would make it easier to meet the goals of their schools.  

On the other hand, studies have also shown that school culture has a significant effect 

on organizational commitment. Understanding the school culture is important. This is 

mainly because school culture has a significant role in transforming the school (Du, 

2010). In fact, Masood, Dani, Burns, and Backhouse (2006) said “culture has been an 

area in which conceptual work and scholarship have provided guidance for managers as 

they have searched for ways to improve the effectiveness of their organizations” (p. 943). 

According to Sutton and Shouse (2016), the key step to a collaborative culture is to 

“empower teachers and involve them in every facet of the school improvement process” 

(p. 73). By welcoming teaches to participate in the discussion on school matters, it would 

ease matters in terms of problem solving and decision-making. 
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Given the importance of commitment among teachers, this study aimed to examine the 

relationship between principal transformational leadership practices and teacher 

organizational commitment, with the mediating factor of school culture in primary cluster 

schools in Selangor. The study was designed to answer a total of nine research questions. 

The results of the present study demonstrated the importance of principal 

transformational leadership practices and school culture in how teachers in primary 

cluster schools in Selangor feel about their schools. This supports the vast studies that 

showed transformational leadership is positively associated with organizational 

commitment in a variety of organizational settings and cultures (Khasawneh, Alomari, 

Abu-Tineh, 2012). The findings also showed that teachers in primary cluster schools in 

Selangor have a moderate level of organizational commitment. However, teachers 

perceived highly in terms of their affective, and normative commitment and a moderate 

level of continuance commitment. Commitment is the bond between the teachers and the 

schools and this is seen in the teachers’ strong affective commitment towards the school. 

It reflects their enthusiasm towards the teaching profession and the school’s goals. 

The study further revealed that transformational leadership exists amongst the 

principals in primary clusters schools in Selangor and this is perceived highly by the 

teachers. As the definition of transformational leadership per se that this leadership style 

influences and motives followers to work towards a common goal. The results of the 

present study support the definition. It is important to note that principals in primary 

cluster schools in Selangor are highly perceived to have high expectations on both 

teachers’ performance and students’ achievements. Besides having high expectations, 

teachers are also encouraged to engage in ongoing professional growth. At the same time, 

principals serve as role models by setting examples for the teachers such as respecting the 

teachers.  
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Another factor that must be paid attention to is the culture of the organization (Veiseh 

et al., 2014). Teachers high perceptions of their school culture indicates the impact the 

culture has on them. The culture in primary cluster schools in Selangor indicates that 

teachers trust each other and work together as a group to meet the school’s objectives. 

The positive and collaborative school culture would definitely be an added benefit for the 

students’ learning process. Besides, a clear school mission also helps the teachers to stay 

united.  

Further, positive and significant relationships between principal transformational 

leadership practices, teacher organizational commitment, and school culture showed the 

significance of transformational leadership practices in these schools. In practicing 

transformational leadership, principals motivate their teachers to make an impact in 

schools’ teaching and learning programs. It supports the notion by (Ling, 2012) that the 

“role of the principal is critical in sustaining teacher commitment by being attentive to 

personal and school context factors” (p. 156). 

However, following the stepwise multiple regression analysis revealed that only two 

dimensions of transformational leadership - strengthening school culture and building a 

widely-shared vision are predictors of teacher organizational commitment in primary 

cluster schools in Selangor. Working in collaborative and trustworthy surroundings, 

teachers feel more motivated to enhance their professional growth. In developing a 

widely-shared vision among teachers, principals establish an overall vision in which 

teachers are strongly committed and provide encouragement for the development of the 

school norms.  

Studies have shown that organizational culture definitely has a positive impact on 

organizational commitment (Mitic et al., 2016). The study also revealed that school 

culture act as a mediator in the relationship between principal transformational leadership 

practices and teacher organizational commitment in primary cluster schools in Selangor. 
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This is visible when the coefficient between principal transformational leadership 

practices and teacher organizational commitment, which represents the direct effect 

reduces when the mediator is entered, indicating a partial mediation. The findings 

reinforce the previous studies that culture is important in any organization as culture 

affects the organizational behaviours of the employees. 

Finally, the structural relations of the variables were analysed using the Structural 

Equation Modelling (SEM). The analysis initially, revealed that the proposed model did 

not meet the adequate level of fitness, indicating that the data collected does not fit with 

the data collection. Nevertheless, a re-specified proposed model that fits the data collected 

from the primary cluster schools in Selangor was established. 

To sum up, the present study reveals that principal transformational leadership 

practices affects teacher organizational commitment. On the other hand, school culture is 

also important in primary cluster schools in Selangor as it plays a mediating role for the 

relationship between principal transformational leadership practices and teacher 

organizational commitment. Although only partial mediation was observed it is still 

significant in enhancing teachers’ commitment level. As such, school leaders need to be 

a motivator and inspire their teachers with a clear understanding of the school’s vision 

and goals. The findings of present study give an insight from the perspective of primary 

cluster schools and paved a direction for future studies. Thus, based on these results, three 

managerial implications can be deducted. 

 

5.5 Limitations 

The present study focused on the perspective of one group of respondents, who are the 

teachers of primary cluster schools in Selangor involving 30 schools in the state. 

Therefore, the generalizability of the results to another population sample, such as all 
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253-primary cluster school in Malaysia is not possible. This is due to the fact that the 

results might differ because of the other external factors involved, such as school location. 

Therefore, the findings are limited to the population of the study. 

Next, the data for the present research was collected by focusing on one method that 

used the numerical rating scale which required the respondents to answer the questions 

based on their own perception. Although the respondents were assured of their 

confidentiality as stated in the cover letter attached to each questionnaire, there might be 

the possibility of inconsistent responses. 

The third limitation is with regards to the data collection method. By using self-

administered questionnaires, the actual characteristics and profile of the respondents 

could not be validated. There is no opportunity to explain or elaborate the real meaning 

of the questions in the questionnaire (Bryman, 2004).   

Finally, the present study focused on the perception of a single group of respondents, 

who are the teachers in primary cluster schools in Selangor. Therefore, there may be the 

possibility of biasness which cannot be avoided.  

 

5.6 Implications 

A high level of teacher organizational commitment and school culture were reported 

at the primary cluster schools in Selangor when the teachers are led by principals who 

practice the transformational leadership style. This supports the literature that 

transformational leadership has a positive influence on the employees’ commitment level 

and also create and maintain a positive school culture.  

This is in line with the organizational commitment perspectives as recommended by 

Allen and Meyer (1996) who spoke on three attitudinal forms of commitment. Jain and 

Duggal (2015) stated committed employees would work towards the advancement of the 

organization. Hence, it is vital for teachers to develop their commitment towards the 
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school. They are expected to contribute to the attainment of school although sometimes 

they burdened with excessive workload. Furthermore, any complexity that occurs in the 

schools must be tackled proactively so that teachers’ commitment towards the school is 

not affected. The findings of this study will hopefully lead to a change of ideas, concepts 

and new information, new perceptions and responses to the discretion of teachers in 

deciding their teaching contents appropriate to the ability level of the students. This also 

reflects that teachers are confident with their ability. 

Furthermore, according to Soltani and Karimi (2016) “employees interpret human 

resource practices and the trustworthiness of management as indicative of organization’s 

commitment to them” (p. 384). This shows the implications of transformational 

leadership towards organizational commitment. As asserted by Mehdinezhad, and Ganjali 

(2016) transformational leaders “can cause the followers act with very high morale and 

put profound effects on their organizations” (p. 220). 

Therefore, based on the findings of the study, school principals should practice being 

transformational leaders to bring transformations and improvements of organizational 

performance. In doing so, principals should be attuned to the feelings and needs of the 

teachers, while at the same time communicate to the teachers the schools’ visions and 

goals. When principals are being encouraging and motivating, it helps teachers to work 

towards achieving the school goals. As Wiltshire (2012) noted “for transformational 

leaders, followers are more than just employees; they are people” (p. 3). This aspect is 

particularly important for schools that desire to achieve positive outcomes driven by 

employee commitment and principals’ leadership.  

Additionally, the culture of the schools is also an important factor in the teachers’ 

organizational behaviour and is crucial to any school’s success (Gun & Caglayan, 2013). 

It is important to take note that a positive culture exists when there is a good leadership 

to lead the school. Conversely, “strength of culture can be easily conceptualized as the 
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strength of commitment” (Masouleh & Allahyari, 2017, p. 96). In a positive school 

culture, teachers work unitedly towards the mission of the school, given opportunities to 

enhance their professional development, and practices collaborative leadership. The 

characteristics of such culture promote feelings of commitment among teachers, 

especially in the existences of a supportive leadership. School principals should take the 

time to identify areas that need improvement keeping in mind the school goals and 

teachers’ feelings.  

The finding of the present study which revealed the school culture as a mediator is also 

in line with previous studies like that done by Hutahayan et al. (2013); Shim et al. (2015) 

and support the role of transformational leadership on organizational commitment. 

School culture may, therefore, be interpreted as an important factor to strengthen the 

relationship between transformational leadership and organizational commitment.  

Theoretically, further research on school culture would benefit from exploring how 

schools enhance organizational commitment. It will also be beneficial to study the extent 

transformational leadership accounts for the positive perceptions of school culture. 

Practically, schools would benefit from supporting school culture by identifying how it 

fits within the school. In making school culture as a vital element of the school, it 

determines the teacher's commitment. In return, “teachers’ school and classroom practices 

improved and ultimately improved student achievement” (Piotrowsky, 2016, p. 25). 

The commitment of teachers in schools might be ineffective when other factors like 

the school’s leadership and culture are not considered. Literature has shown that leaders 

who practice transformational behaviour are able to enhance the commitment of the 

employees. Furthermore, school culture indicates teachers’ attitude towards the school 

and the way they behave. Understanding the combined effects of transformational 

leadership and school culture in the aspect of enhancing teachers’ commitment will help 
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school leaders and policy makers to understand better where to focus for optimal 

organizational outcomes. 

 

5.7 Recommendations for Future Research  

The present study has given an in-depth as to the relationship between principal 

transformational leadership practices, teacher organizational commitment, and school 

culture. In doing so, it was found that the relationship between principal transformational 

leadership practices, teacher organizational commitment, is mediated by school culture 

in the context of primary cluster schools in Selangor. Although the present study has 

yielded important data and added to the existing knowledge, the researcher acknowledges 

that there are certain areas that can be explored further. The following recommendations 

are suggested for future research: 

 

1. The present study had focused on primary cluster schools in Selangor. As there is a 

total of 253 primary cluster school in Malaysia, it is suggested that future studies are 

expanded geographically with a bigger sample size. Besides that, similar studies can 

also be carried out in various other school types so that comparative studies can be 

done. 

 

2. In future, it is recommended to analyse the differences in the respondent's perceptions 

in terms of the demographic characteristics, such as gender, age, academic 

background, and experience. It is also important to determine if demographic profile 

of the principals have an impact on the leadership practices, school culture, and 

teachers’ commitment level. 
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3. This study relied on self-administered survey questionnaire to gather its data. A 

similar study can be further enhanced by combining research designs into a mixed-

method approach to examine the relationship between these variables. Interviews, 

site visits, and observations can be integrated into the research which will help to 

reveal a deeper understanding of the respondents’ perceptions. 

 

4. Additionally, future studies should examine the effect of transformational leadership 

on other outcomes, like teacher performance, intellectual capital, and student 

achievements. Incorporating different independent variables such as different 

leadership styles like distributed leadership, instructional leadership and 

transactional leadership in studies would provide better understandings on the extent 

of these leadership styles influence the outcomes. Comparative analysis can be 

conducted with such data. 

 

5. Future studies should also examine the mediating effect of other variables like school 

performance, organizational citizenship behaviour, training provided, and 

organizational communication, to name a few. This allows researchers to study on 

how different mediators explain the effect of its intervention in a relationship, 

especially on the outcome.  

 

6. The sample for the present study consisted only of teachers. Another potential area 

of research for future study is the use of the split sample approach to reducing or 

eliminate the issues of bias when data is collected from a single source. In the 

educational context, using this approach, the study can be complemented by 

collecting data from multiple groups of respondents, such as teachers and principals. 
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Furthermore, data gathered from different groups of respondents can be compared as 

it can reveal variations in the findings.    

 

5.8 Summary of Chapter 

This chapter focuses on the summary of the overall study in relation to principal 

transformational leadership practices, school culture, and teacher organizational 

commitment. This is followed by with discussions of the findings of each of the eight 

research questions. Following that, a conclusion was drawn up based on the results and 

discussions. The researcher had also explained on the limitations of the study. Next, the 

implications of the findings of the present study were discussed, and finally, 

recommendations for future researches were presented. 
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APPENDIX C: COVER LETTER OF ASSURANCE OF CONFIDENTIALITY & 

QUESTIONNAIRE 
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