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LEADERSHIP, SATISFACTION, COMMITMENT, AND TURNOVER INTENTION
IN THE UNITED ARAB EMIRATES PUBLIC SECTOR
Mohammed Humaid Aljanahi, Ph.D.
Western Michigan University, 2019
This study sheds light on the Abu Dhabi Public School employee’s perception,
transformational, and transactional leadership style and their nuanced effects on
satisfaction, commitment, and turnover intention. The study found that transformational
leadership increased satisfaction and commitment, and decreased turnover intention. Also,
diverging from theoretical expectation, only some aspects of transactional leadership such
as passive management by expectation had a decreased satisfaction, and increased
turnover intention. Moreover, the study proved that to an extent western instruments, such
as the MLQ (Bass & Avolio, 2004), TCM (Allen & Meyer, 2004), and MSQ (Weiss, Dawis,
England, & Lofquist, 1967), do work in the Middle East.
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CHAPTER 1
INTRODUCTION
The United Arab Emirates (UAE) was established in 1971 when six countries (Abu
Dhabi, Ajman, Dubai, Fujairah, Shajrah, and Umm AlQuwain) came together under the
leadership of His Highness Sheikh Zayed AlNahyan, followed by Ras AlKhaima in 1972. At
the time, individuals and organizations were primarily concerned with preserving
subsistence practices to survive in the desert. This changed in the 1970’s once the country
discovered oil and became an international hub for business, tourism, finance, and
transportation. As a result, researchers and policymakers developed strategic plans and
considered leadership styles to foster a modern workforce capable of sustaining economic
growth.
For example, under the leadership of the Prime Minister and Vice President His
Highness (H.H.) Sheikh Mohammed bin Rashid AlMaktoum, the UAE created a road map
through the year 2021 (Vision 2021, 2010, para. 1) that aimed “to make the UAE among the
best countries in the world by the Golden Jubilee [50th anniversary] of the Union.” The
UAE’s Vision 2021 entails six focus areas for the government, including the creation of (1) a
cohesive society and preserved identity, (2) public safety and fair judiciary, (3) a
competitive knowledge economy, (4) a first-rate educational system, (5) world-class
healthcare, and (6) a sustainable environment and infrastructure. Each of these areas has
different key performance indicators (KPIs) that gauge the country’s progress toward
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reaching the different goals set by the plan. Two KPIs, the share of UAE nationals in the
workforce and the Emiratisation rate in the private sector, are linked to the goal of a
competitive knowledge economy (Vision 2021, 2010). This dissertation provides insight
into these KPIs by examining leadership in the UAE. Specifically, it studies the determinants
of satisfaction, commitment, and turnover intention in UAE public sector employees. As a
result, this research will aid policy makes in designing appropriate policies and potentially
help organizational leaders to meet the collective target of increasing the share of Emiratis
in the workforce.
On the other hand, for the second KPI, increasing the Emiratisation rate in the
private sector will not be possible without an understanding of the perspective of Emirati
employees. In particular, this dissertation studies the interplay of leadership, satisfaction,
commitment and turnover in the UAE. Additionally, since only .5% of Emiratis works in the
private sector (as cited by Aljanahi, 2017), insight from the public sector can be obtained
before studying the private sector.
Background
By 2018, 47 years after the founding of the UAE, the education and economic sectors
have not been fully developed. According to the Ministry of Education, only 27% of schools
have high quality teachers, and 27% have highly effective leadership (as cited by Vision
2021, n.d.). The Programme for International Student Assessment (PISA), which rates
education systems worldwide by looking at students’ scores, classifies the UAE’s education
system below average, since it ranks 38th, 36th, and 36th in math, science, and reading,
respectively (Vision 2021, n.d.; OECD, 2018). Further, R&D spending is 0.99% of GDP, only
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2.5% of GDP is from non-oil growth, and the share of UAE nationals in the workforce is at
7.3% (Vision 2021, n.d.). Schiliro (2013) makes the point that UAE’s economy is not yet
developed because it is highly dependent on its oil and oil related industries. He argues that
the UAE has to invest in R&D, primary and higher education, and also expand its local
workforce to become a sustainable knowledge economy. Similarly, the public, private, and
quasi-governmental sectors in the UAE are not yet fully developed, studied, or understood.
The failure to understand leadership styles and their effects on satisfaction, commitment,
and turnover intention in UAE public organizations hinders the process of increasing the
share of Emiratis in the workforce. Also, understanding Emiratis’ perspective regarding
what increases their satisfaction, commitment, and decreases their likelihood of leaving
allows the private sector to draft different human resource policies. A better understanding
of leadership and its associated variables allows for a successful implementation of the
UAE’s 2021 vision.
The UAE’s historical leadership context, is succinctly described by Almessabi
(2017), is highly authoritative due to its roots in tribalism. Al-Kubaisy quotes (1985) the
previously existing leadership style as “sheikoracy” where individuals adhere to rules set
by the patriarch with the advice of tribal leaders (as cited by Almessabi, 2017). Similarly,
Davidson (2005) agrees with Al-Kubaisy (as cited by Almessabi, 2017) that “the tribal
hierarchy primarily defined the traditional political structures of the lower Gulf” (p. 14).
The head of the tribe was the leader – patriarch – and he possessed all of the authority.
Each leader of each influential tribe was appointed in the diwan, a governing body, while
the majlis, an open forum, was more informal such that anyone can come and “air their
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grievances” (Davidson, 2005, p. 16). The patriarch’s authority and the existing forums of
communication were characteristics of the leadership style in the early days.
Having said that, modern leadership literature in the UAE has moved towards
exploring Western leadership styles. Research findings on leadership types in the UAE have
been inconsistent as displayed in Table 1.1. Different studies surmise that there is
consultative or participative leadership (Yousef, 2000; Randeer & Chaudhry, 2012),
transformational leadership (Litz & Scott, 2017; Awamleh, Evans, & Mahate, 2005; Jabnoun
& Al-Rasasi, 2005), consensus leadership (Randeer & Chaudhry, 2012), and passive
avoidant leadership (Bealer & Bhanugopan, 2014). Also, the studies have looked mostly at
the private sector or individuals who work in different sectors (Yousef, 2000; Awamleh,
Evans, & Mahate, 2005; Jabnoun & Al-Rasasi, 2005; Randeer & Chaudhry, 2012; Bealer &
Bhanugopan, 2014; Litz & Scott, 2017).
Table 1.1: Leadership Styles in the UAE
Citation

Year

Leadership Style

Sector

Yousef

2000

Consultative Leadership

Private

Awamleh, Evans, & Mahate

2005

Consultative Leadership

Private

Jabnoun & Al-Rasasi

2005

Transformational Leadership

Public

Randeer & Chaudhry

2012

Consensus Leadership

Private

Bealer & Bhanugopan

2014

Passive Avoidant Leadership

Private

Elanain

2014

Leader-Member Exchange

Private

Jabeen, Behery, & Abu Elanain

2015

Transactional Leadership

Private

Litz & Scott

2017

Transformational/Transactional

Mixed

Keywords: UAE, Leadership; Transactional, Transformational, Public Sector
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No consensus exists on the leadership style that is prevalent in the UAE (Yousef,
2000; Awamleh, Evans, & Mahate, 2005; Jabnoun & Al-Rasasi, 2005; Randeer & Chaudhry,
2012; Bealer & Bhanugopan, 2014; Litz & Scott, 2017). Moreover, it is troubling that all the
papers focus only on the private sector and not the public sector. The two studies that did
look at transformational leadership in the UAE focused on education by interviewing
graduate students employed in different schools (Litz & Scott, 2017) and on health care
employees in UAE public hospitals (Jabnoun & Al-Rasasi, 2005). The latter found that there
is minimal transformational leadership exercised in UAE hospitals, while the former had
mixed findings, with principals believing that their leadership style was transformational,
though teachers disagreed.
Moreover, studies conducted in the UAE rarely attempted to link transformational
leadership to variables such as commitment, satisfaction, and turnover intention. It is
noteworthy that very few studies have been conducted in the UAE on commitment,
satisfaction, and turnover intentions for three reasons.
First, the research on commitment was conducted in the private sector, and the
study found that a transformational leadership style had only a moderate to weak impact
on commitment (Jabeen, Behery, & Abu Elanain, 2015). In addition, Yousef (2017, p. 82)
surveyed government employees in the Emirate of Ras AlKhaima, and in regard to
commitment, Yousef found that employees commit to their jobs because they “have to”
rather than because they “want to.” However, Yousef’s work cannot be generalized to all
employees in the public sector because it looked at local government employees,
specifically in Ras Alkhaima.

6
Second, a variable that this dissertation attempts to explore is the link between job
satisfaction and transformational leadership, which is a link that has been researched the
most in the UAE as compared to commitment and turnover. Yousef (2017) found that
“employees in the investigated departments are highly satisfied with supervision and
coworkers’ facets of the job and moderately satisfied with work conditions, and security
facets of the job are positive attitudes” (p. 82). Nonetheless, this does not explain the
presence or lack of transformational leadership and its effects on satisfaction. Similarly, in
a comparison between private and public sector employees in the UAE, one study found
that government employees are more satisfied than their counterparts (Zeffane & Melhem,
2017) in the private sector.
Moreover, a case study of Dubai Police provides evidence that environmental factors
such as salary and incentives were better predictors of job satisfaction relative to
demographic factors such as age, marital status, and level of education (Abdulla, Djebrani,
& Mellahi, 2011). On the other hand, when looking at Emirati (UAE national) females in
both the public and private sectors, it was found that age, income, non-routine jobs, and
education all positively affect job satisfaction (Shallal, 2011).
Third, a handful of studies shed light on turnover intentions in the UAE. As a matter
of fact, Ababneh (2016) looked at faculty commitment across different universities and
found that perceived commitment, job satisfaction, and trust predict intentions to stay.
Moreover, Zeffane, and Melhem (2017) reported that in both the public and private service
sectors, perceived performance, trust, and job satisfaction negatively affect employees’
turnover intentions in the UAE. Additionally, organizational commitment in the UAE oil
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industry negatively affects turnover intention (Suliman & Al-Jenaibi, 2010). Only one study
explored leadership—specifically leadership-member exchange (LMX) in UAE’s industrial
and service jobs—and found that low levels of LMX lead to increased turnover, while high
levels of LMX decrease turnover (Abu Elanain, 2014). None of the research explored the
impact of transformational leadership on turnover intention.
Not only is there no scholarship on leadership in the public sector, but also there is
limited research on job satisfaction, employee commitment, and turnover intention in the
UAE (the case is built in the literature review). Based on a systematic review, only Abu
Elanain (2014) explores leadership, specifically leader-member exchange and its relation
to satisfaction, commitment, and turnover in the private sector. Thus, there is a gap of
inadequate research in the UAE on the subject of transformational leadership and (1) job
satisfaction, (2) employee commitment, and (3) turnover intention.
The literature review in this dissertation includes a systematic review in Scopus that
looks at the different variables in the UAE and demonstrates the limited literature on these
variables in the public sector (see Chapter 3). Abu Elanain (2014), who has the only
research paper that looks at leadership, satisfaction, commitment, and turnover, argues
that the research has to be expanded by looking at other variables and in different contexts;
however, he looked at leader-member exchange and not at other types of leadership. Thus,
in an attempt to advance the research on leadership in the local government and
specifically Abu Dhabi public schools, this dissertation is the first to explore whether
transformational leadership or transactional leadership exists in the public sector among
Abu Dhabi Local Government employees in a public school setting. Moreover, it looks at the
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perception of leadership style and its effects on satisfaction, commitment, and turnover
intentions of Abu Dhabi public school employees.
There are many practical implications that follow from this dissertation. First, it
allows Emirati policy makers to glean insight from the findings in order to test their
applicability in other public sectors to achieve the UAE’s KPI on increasing the share of
Emiratis in the workforce (Vision 2021, n.d.). Second, less than one percent of all Emiratis
work in the private sector (as cited in Aljanahi, 2017), making it difficult to understand
what leadership style affects commitment, satisfaction, and turnover. Thus, by examining
the public sector where most Emiratis work, private sector companies can glean human
resource practices that will encourage Emiratis to stay in their jobs, with the intent of
helping achieve the UAE’s KPI of increasing the rate of Emiratis in the private sector (Vision
2021, n.d.). Third, the dissertation is potentially relevant to all Gulf Cooperation Countries
who are struggling with nationalization policies. While the context will be different, this
paper will serve as a foundation to test the relationship between leadership, satisfaction,
commitment, and turnover in other Gulf Cooperation Countries, as well.
Problem Statement
Emiratisation is a government policy that encourages the hiring of Emirati nationals
in the workforce and specifically the private sector—similar to equal employment
opportunity. Toledo (2013) argues “since the public sector can no longer absorb native
workers at the same rate it used to, other efforts are underway to increase employment
opportunities for native workers” (p. 42). A saturating public sector, the preferred
employer of Emiratis that employs 90.5% of the indigenous workforce (Federal
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Competiveness and Statistics Authority, 2017), is one factor that prompted the government
to encourage the hiring of Emiratis in the private sector. Unprecedented unemployment
rates, low Emirati participation in the private sector, and the current demographic makeup
are other elements that require attention in regard to the issue at hand. Nonetheless, to
achieve higher Emiratisation rates, one has to understand what encourages Emiratis,
beyond working hours, skills needed, compensation, language, and job security (Aljanahi,
2017), to choose the public sector over the private sector. Also, by exploring a specific
leadership style—transformational leadership and transactional leadership—used in the
Abu Dhabi public schools, revised policies are recommended for increasing the
participation of Emiratis. To better address the policy problems that the UAE faces in
achieving their 2021 vision, exploring variables such as employee commitment, job
satisfaction, and turnover intention are crucial.
According to Suliman (2006), prior to the booming of industries in the UAE,
retention was high in organizations as a result of recruitment practices that were based on
personal relationships; however, there were no clear performance standards, no
expectations for retribution or rewards, and no communication of goals. Organizational
supervisors have only managed individuals without attempting to lead, and as a result,
there continues to be a lack of understanding regarding the role of leadership in the UAE.
Furthermore, when comparing job satisfaction amid multiple organizations in the UAE, AlJenaibi (2011) argued that much more research needs to be developed and more questions
must be asked in regard to the nature of job satisfaction in the UAE. Similarly, Yousef
(2017, p. 85) argues that “replication of this study in other emirates in the UAE to confirm
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or refute its finding would be of interest” indicating that there should be replication of
research on commitment, satisfaction, and turnover in the UAE. This dissertation addresses
Yousef’s (2017) call for further research and will serve as a foundation for future research
in the UAE and even potentially in Gulf states.
Consequently, the extant research (Suliman, 2006; Al-Jenaibi, 2011; Yousef, 2017) is
either outdated or sporadic. Existing articles do not build upon one another, leading to a
literature gap which does not directly deal with the problem at hand. Further, the literature
does not attempt to understand how looking at transformational leadership can allow for
the Emiratisation policy to succeed as a result of having a better understanding of the work
habits of government employees—who make up the majority of the Emirati workforce—
such as commitment, satisfaction, and turnover.
Purpose Statement
The government of the UAE aims to increase the participation rate of Emiratis in the
workforce through Emiratisation (Vision 2021, 2010). Sabry and Zaman (2013) argue that
only 0.5% of the private-sector workforce are Emiratis (as cited in Aljanahi, 2017). Because
so few Emiratis work in the private sector, this dissertation uses a quantitative approach,
focusing on Abu Dhabi public school employees to understand the perspective of public
sector employees. Additionally, this paper will provide a statistical description of the data
and explore the inferential relationships between the independent variable of
transformational leadership compared to transactional leadership and the dependent
variables of commitment, job satisfaction, and turnover intention.
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Research Question
Given the different variables that this dissertation is addressing, the research
question becomes:
What is the association between perceptions of leadership style and commitment, job
satisfaction, and turnover intention among Abu Dhabi Public School employees?
There will be a comparison of transactional leadership, which is thought to be an
alternative phenomenon from transformational leadership, in order to better understand
leadership in the Abu Dhabi public schools (a detailed argument is provided in Chapter 2).
Theories
Hypotheses formulated to better understand the research question are rooted in
various theories, from transformational leadership and transactional leadership to
Maslow’s hierarchy of needs to motivation theories that affect employees’ commitment,
satisfaction, and turnover intention. Specifically, Bass (1985) argued that transformational
and transactional leadership are alternative phenomena; the former allows for individuals
to reach their best potential, while the latter is an exchange between parties (Khanin, 2007;
Keithwood & Jantzi, 2000 as cited in Stewart, 2006). Similarly, Coad and Berry (1998)
argue “Bass found that they were really two independent dimensions: a person could
exhibit one, the other, both, or neither” (p. 165). Transformational leadership reflects
Maslow’s (1954) higher order needs of self-esteem and self-actualization by encouraging
followers to improve themselves (Bass, 1997; Hater & Bass, 1988). Conversely,
transactional leadership is rooted in exchange theories such as management by exception,
where the leader monitors the employee and intervenes when necessary (Judge & Piccolo,
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2004), and contingent reward, where the leader clarifies the objectives and rewards for
achieving them (Walumbwa et al., 2008).
Through the leaders’ encouragement of employees to achieve higher order needs
(Maslow, 1954), employees become satisfied with their jobs (Marzuki, Permadi, & Sunaryo,
2012; Herzberg, 1965; Locke, 1976). Similarly, within its various components,
transformational leadership positively affects commitment (Aviolo, Waldman, &
Yammarino, 1991). On the other hand, transactional leadership is based on extrinsic
reward, which is associated with Maslow’s (1954, 1970) lower order needs such as
physiological, safety, and relationship needs (Odumeru & Ogbonna, 2013). As a result,
individuals do not aim to become their best self but rather work to obtain an extrinsic
reward, which hinders their job satisfaction (Bass, 1999; Deci, 1972). Thus, commitment
decreases when it is viewed as compliance, which is rooted in the punishment and reward
aspects of exchange theory.
As the literature emphasizes, transformational leadership leads to increased
satisfaction and commitment while negatively affecting turnover intention (Ajzen &
Fishbein, 1980). Comparatively, this dissertation explores the effects of transactional
leadership on satisfaction, commitment, and turnover intention and poses hypotheses that
allow for a better understanding of the leadership style in the Abu Dhabi public schools and
its effects on employee perception. Chapter 2 builds a case for choosing the different
theories, detailing how they fit together. Having said that, it is important to look at the
research design, the different variables, and the methodology.
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Nature of the Study
Leadership—specifically, transformational leadership—in the Abu Dhabi public
schools has not been extensively studied. As a result, this study aims to not only describe
the perception of Abu Dhabi public school employees of transformational leadership, but
also test the hypotheses with regard to the three dependent variables of (1) job
satisfaction, (2) commitment, and (3) turnover intention. Moreover, this dissertation uses a
nonexperimental explanatory research design via a survey to describe these perceptions
held by Abu Dhabi public school employees and a binary logistic regression analysis to
study the relationship between transformational leadership (or transactional) and the
different variables of interest. The data will be collected via instruments that are valid and
reliable, with the first measuring the type of leadership (Bass & Avolio, 2004), the next
measuring job satisfaction (Weiss, Dawis, England, & Lofquist, 1967), the third looking at
commitment (Meyer & Allen, 2004), and the last being a question on turnover intention.
Also, to ensure validity and reliability, a Parallel-Forms Reliability test is run with a pilot
study that asks academics and Emirati government employees to take two forms of the
survey. Later, a survey will be sent to the different Abu Dhabi public schools and then data
will be entered into a statistical program for analysis.
The survey will contain questions that explore different concepts, but with regard to
the variable of commitment, this dissertation will not attempt to make a distinction
between job commitment and organizational commitment (a rationale for this is given in
Chapter 2). Instead, commitment will be defined as persistently engaging in an activity that
an individual deems valuable.
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Assumptions
It is also crucial to clarify some of the assumptions made in this paper. One
assumption is that understanding leadership and its effects on satisfaction, commitment,
and turnover intention in the Abu Dhabi public schools will allow for successful
Emiratisation in schools, which can be a start for further scrutiny of leadership effects in
other local government and private sectors. Having 99% of Emiratis work in the
government sector, and only 1% in the private sector (as cited in Aljanahi, 2017) makes it
difficult to sample private-sector Emirati employees or reach an acceptable sample size.
Thus, it is practical to survey the perceptions of Emiratis in Abu Dhabi public schools.
Another assumption is that transactional leadership and transformational
leadership are two mutually independent types of leadership. Bass (1985) purports that
“transformational and transactional leadership are conceptually separate and independent
dimensions that appear simultaneously in behavior repertoire of leaders” (as cited in
Tejeda, Scandura, & Pillai, 2001, p. 33). This dissertation looks at two sets of hypotheses to
compare the results between transactional leadership and transformational leadership and
their relationship to commitment, satisfaction, and turnover intention in the Abu Dhabi
public schools. The comparison allows for a better understanding of the type of leadership
and how leadership style can aid or hinder commitment, satisfaction, and retention of
Emiratis in the public school level.
Scope and Delimitation
The Emiratisation initiative can be explored from different perspectives ranging
from an economic view of wages, psychological theory of motivation, or even insight from
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human resource management. Nonetheless, this study is limited to an analysis of
transactional leadership and transformational leadership and the consequences of those
leadership types on Abu Dhabi public school employees’ commitment, satisfaction, and
turnover intention. The research will survey individuals employed by the Abu Dhabi local
government in the education sector, which are under the Abu Dhabi Education Council. The
research will provide insight and hypotheses to future research on Abu Dhabi public school
employees. Meanwhile, participating schools will benefit from the findings. Nonetheless,
this does not mean that the study is without limitations.
Limitations
One limitation is that further investigation is needed to investigate if
transformational leadership affects the satisfaction, commitment, and turnover intention of
all Abu Dhabi public school employees and if that can be extended to the local and federal
levels of government. Another limitation is that employees may rate their leaders positively
because the surveys will be conducted in a public organization, where the UAE has great
power distance (Hofstede, 1980), meaning that employees feel obliged to respect authority.
Although, the UAE and Gulf Cooperation Countries (GCC) share very similar cultural
characteristics the findings should not be generalized without careful consideration – they
have to be tested in different neighboring countries in different sectors. Irrespective of
these limitations, the study still provides insight into leadership in Abu Dhabi public
schools and more broadly local government in the UAE (in retrospect there were more
limitations to this study that are detailed in in Chapter 5).
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Significance
The dissertation contributes to advancing the knowledge of various facets that are
related to Emiratisation. First, it aids in understanding the effects of Abu Dhabi public
school employees’ perception of leadership style – transformational or transactional – and
its effects commitment, satisfaction, and turnover. This can potentially facilitate improved
human resource management and organizational culture in Abu Dhabi public schools by
increasing commitment, increasing satisfaction, and decreasing turnover. Next, it provides
insight into improved hiring and retention policies that can be further scrutinized in the
Abu Dhabi public schools and other employment sectors to encourage the hiring of
Emiratis. This can serve as a policy recommendation to support UAE’s 2021 vision (2010)
of establishing a knowledge-based economy, by addressing the KPI of increasing the share
of nationals in the workforce. Also, it can allow for private sector companies to glean
insights, test human resource practices, and formulate new policies that attract Emiratis;
therefore, it can address the KPI of increasing Emiratisation in the private sector (Vision
2021, 2010). A better understanding of leadership and its effects on satisfaction,
commitment, and turnover in Abu Dhabi allows for better human resource policies in the
public sector, development of theories to be tested in the private sector, and policy
recommendations to help achieve the country’s vision.
Overview
To summarize, Chapter 1 detailed the background, history, and context of the UAE.
This information provided a foundation to consider the policy problem of Emiratisation
that the government faces in hiring Emiratis into the workforce and the private sector.
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After identifying this problem, the introductory chapter stated the purpose of the study, the
research questions to be addressed, and general leadership theories and the variables that
will be explored. Also, it stated some assumptions of the study, scope, limitation, and most
importantly the significance of the dissertation.
Chapter 2 is a two-fold review of the literature. First, the literature scrutinized the
following concept in general: leadership, satisfaction, commitment, and turnover intention.
Second, it looked at research that studied these concepts specifically in the United Arab
Emirates. It made the case that similar to other contexts the different variables are related
and need to be further explored and to build the literature.
Chapter 3 details the methods used such as logistic regression and t-tests to study
the variables in the UAE. An exploratory quantitative study with hypotheses scrutinizes
the effects of transformational and transactional leadership styles on Abu Dhabi public
school employees’ perspective on the variables to describe and infer any associations.
Chapter 4 discusses in detail the data analysis process. First, it described the actual
data analysis and provided descriptive statistics. Also, it analyzes the data using a
categorical principal component analysis to explore item loadings. Next, the hypotheses
were explored by conducting different statistical tests such as the Mann-Whitney U,
multiple linear regression, and binary logistic regression.
Chapter 5 summarizes and discusses the results from the data analysis regarding
the theoretical expectations. Next, it interprets the key findings in the greater context of the
leadership, satisfaction, commitment, and turnover intention literature. It also discusses
secondary findings that were not the main focus of the dissertation, but essential findings.

18
Besides, the chapter discusses unforeseen limitations. Last, the chapter concludes with the
contribution to the literature and recommendations for future research.
It is noteworthy to further explore the hypotheses by establishing a review of the
seminal and contemporary literature surrounding leadership, satisfaction, commitment,
and turnover intention.

CHAPTER 2
LITERATURE REVIEW
Types of Leadership
Organizations are made up of individuals, groups, and different departments; each
has their own needs and goals. The goals of diverse individuals and units are not always
aligned; sometimes they conflict. The finance department, for example, attempts to
decrease spending to increase profits. Conversely, the marketing department wants to
increase spending on advertisements thus temporarily reducing profits. Also, conflicting
goals can even surface between individuals. Conflict can be most pronounced when there is
resource scarcity present, like when there are limited opportunities vis-a-vis promotions in
the organization. This theory of conflicting goals was initially researched by Cyert and
March in 1963 where the authors argue that a bias exists in the idea of “singleness of
objective and interest” (as cited by Brennan, 1969). The authors argue that organizations
and individuals are not rational and they pursue different goals that they want to maximize.
Furthermore, Cyert and March (1963) argue that leader’s clear communication in an
organization can overcome these competing goals (as cited by Brennan, 1969). Leaders are
crucial in guiding individuals and departments to achieve their common and competing
goals.
The study of leadership has evolved from great man (or woman) theory stipulating
that there are individuals that are superior to others and are natural leaders (Dowd, as
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cited in Organ, 1996) to the common belief that there are different types and styles of
leadership. The great man theory was never researched because it was an idea that was put
into place through a series of religious lectures by Carlyle stipulating that individuals had
to find and obey the great man (Spector, 2016). After “those lectures were brought together
in a single volume entitled On Heroes, Hero-Worship, and the Heroic in History, and the
Great Man theory was born” (Spector, 2016, p. 250) fortuitously a theory was formed with
bias, sexism, and no academic rigor. Moreover, Spector (2016) cites the current literature
which dismisses the great man theory such as articles from Day et al. (2014), Northouse,
(2013) and Yukl (1989, 2013). The foundational research of Bass and Avolio (1993) on full
range leadership lists the most prominent leadership styles in the leadership literature but
does not include the great man theory.
The common forms of leadership in the literature are: (1) Laissez-Faire, (2)
Autocratic, and (3) Participative (Bass & Avolio, 1993). Laissez-Faire leadership is
indifferent or absent leadership that avoids accountability and action (Bass & Avolio, 1993;
Hinkin & Schriesheim, 2008), and it is destructive to organizations (Buch et al., 2014). The
laissez-faire leader avoids responsibility because the individual leader is not involved in
any decision-making, which may allow employees to run the organization haphazardly. The
use of such a leadership style can lead to increased turnover intention in small to medium
enterprises (SME), as evidenced by a study of Warren County, New Jersey (Hyson, 2016).
This finding was corroborated in a study of nurses in academic health centers across the
U.S. (Raup, 2008).
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On the other hand, autocratic or authoritative leadership is a style of leading where
the manager is involved in every decision and dominates the employee’s interactions,
decisions, and rewards (Bass & Avolio, 1993; Stogdill, 1974). Power and information are
asymmetrically concentrated with the leader. Employees merely follow orders and are
discouraged from joining the decision-making process. Similar to the laissez-faire style,
authoritative leadership style increases employee turnover intention as well (Wang, Cheng,
& Wang, 2016).
Unlike laissez-faire and authoritative leadership styles a participative leadership
style entails motivating employees to be a part of the discussion, and decisions such as goal
setting, and rewards (Stogdill, 1974). In comparison to authoritative leadership,
participative leadership distributes information and power more equitably among
employees. However, the final decision rests on the leader who also acts as a facilitator.
Furthermore, there are many advantages to participative leadership such as increased job
satisfaction (Kim, 2002), and decreased turnover intention (Kumar & Jauhari, 2016).
In addition to the previous characteristics being leadership types, they are also
leadership styles that can be used by managers or leaders. Although scholars have explored
five prominent leadership styles from different perspectives, aspects, outcomes, and
variables, this dissertation will focus only on the last two leadership styles, namely
Transactional and Transformational.
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Introducing Transformational and Transactional Leadership
Transactional Leadership
Transactional leadership is rooted in exchange theory. It is composed of the leader,
follower, and situation, and the interaction of these three elements is where the exchange
takes place (Hollander, 1978). Transactional leadership is an exchange between two
individuals, usually a follower and leader (e.g., employee and manager), with each
individual seeking to maximize their self-interest (Burns, 1978). According to Burns (1978,
p. 19), “the exchange could be economic or political or psychological in nature.” Examples
of economic and political exchange are when a manager agrees to pay the individual for
their labor or a citizen votes for a president because of his policy on immigration. Parties
continue the relationship until they cannot benefit from one another. The leader and
follower contact each other to obtain something of value based on negotiations (Bass &
Avolio, 1994). The exchange is based on getting something in return for something else,
usually compensating compliance. According to Blau (1977), social exchange theory
establishes an accepted set of standard, and violation of the rules leads to punishment to
discourage such behavior from reoccurring.
Management by exception and contingent reward theory are embedded in
transactional leadership and resemble social exchange theory. The former comes in two
forms: passive and active. Both entail monitoring behavior, but the first does not intervene
until an issue arises, while the second scans the environment for potential bottlenecks and
tackles them before they create problems (Judge & Piccolo, 2004). Contingent reward
entails the leader clarifying the role of the follower, what is expected from them, and what
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they will get in return if they meet the required performance standard (Walumbwa et al.,
2008).
Transactional leadership can be summarized as an exchange between a leader and a
follower (exchange theory), where the leader defines the roles and rewards of a follower
(contingent reward), and monitors the follower to intervene when necessary (management
by exception).
Transformational Leadership
Burns (1978, p. 20) purports that transformational leadership is based on
interactions between followers and their leader which result in “rais[ing] one another to a
higher level of motivation and morality.” Moreover, he argues that transformational
leadership is moral; it focuses on higher end goals such as equality, justice, and wellbeing.
Followers, through transformational leadership, elevate their behavior and through their
engagement become accustomed to leading themselves and others. This characteristic
distinguishes transformational leadership from transactional leadership where employees
are usually directed and haphazardly empowered. Transformational leaders have different
tasks such as (1) stimulating interest, (2) redirect employees focus on the mission, (3)
allow followers to reach their maximum potential, and (4) encourage the organization to
work towards a common goal (Bass & Avolio, 1993).
Achieving transformational leadership and the leader’s tasks is possible through
employing four characteristics that can be either separated or combined: individualized
consideration, intellectual stimulation, inspirational motivation, and idealized influence
(Trottier, Van Wart, & Wang, 2008; Avolio, Waldman, & Yammarino, 1991; Bass, 1985).
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Individualized consideration, the first characteristic, is when the leader understands that
employees have different needs and attempts to satisfy them so that the employee can
reach their desired potential (Trottier, Van Wart, & Wang, 2008; Bass & Avolio; 2004;
Avolio, Waldman, & Yammarino, 1991; Bass, 1985). However, it is necessary that the leader
not only satisfies the employee needs but also allows the employee to grow according to
the employee’s and the organization’s goals. One way leaders could encourage
individualized consideration is through open communication channels between employees
and managers – or followers and leaders.
Intellectual stimulation, the second characteristic, involves challenging followers to
look at problems, their values, and attitudes from a different perspective to develop
creative solutions or have a better understanding of the issue at hand (Trottier, Van Wart,
& Wang, 2008; Bass & Avolio; 2004; Avolio, Waldman, & Yammarino, 1991; Bass, 1985).
Thinking creatively allows for the followers to conceptualize the bigger picture and for the
organization to achieve their mission innovatively. Moreover, it sheds light on problems
and opportunities that are not obvious or easily identified. Guided group discussions are an
example of how preconceived notions and ideas can be challenged or improved.
Inspirational motivation, another characteristic, entails making followers feel they
are appreciated, build their confidence, and know they can trust their leadership (Trottier,
Van Wart, & Wang, 2008; Bass & Avolio; 2004; Avolio, Waldman, & Yammarino, 1991; Bass,
1985). Another aspect of inspirational motivation is to motivate followers to buy into the
organization's mission and vision; thus working towards its accomplishment. Thus it is
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possible to inspire followers through leading by example, giving motivating speeches, and
staying positive (Trottier, Van Wart, & Wang, 2008; Avolio, Waldman, & Yammarino, 1991).
Lastly, idealized influence involves building trust and confidence between the
follower and the leader; as a result, the leader is idealized, seen as a role model and is
followed by employees (Trottier, Van Wart, & Wang, 2008; Bass & Avolio; 2004; Avolio,
Waldman, & Yammarino, 1991; Bass, 1985). Avolio, Waldman, and Yammarino (1991,
p. 15) argue that "idealized influence is, to a large degree, a culmination of other three I’s
couple with a strong emotional attachment with the leader.” The combination of all four
aspects results in transformational leadership. A lot of research compares and contrasts
transformational leadership with transactional leadership and this dissertation does the
same, but first it is important to differentiate between them.
Differentiating Between Transactional and Transformational Leadership
The transactional and transformational leadership styles have been explored
simultaneously, and often argued that they are opposite to one another (Al-Mailam, 2004;
Bass et al., 2003; Lowe, Kroeck, & Sivasubramaniam, 1996). Burns (1978, p. 4)
differentiates between the transactional and transformational leadership style by defining
the former relationship as one where the “leader approaches followers with an eye to
exchanging one thing for another.” The notion of transaction implies that the relationship
between both the leader and follower or manager and employee is based on exchange. For
example, the employees exchange their labor for a wage. On the other hand, Burns (1978,
p. 4) defines the following relationship as “the transforming leader exploits an existing
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need or demand of a potential follower … look[s] for motives in followers, seeks to satisfy
higher needs, and engages the full potential of the follower.”
Transformational leadership is different than transactional leadership because it
moves beyond an exchange mechanism to one where the leader allows followers to reach
self-actualization: the drive and commitment to achieve a purpose (Maslow, 1967). The
follower in such a scenario is not concerned with money, food, or building relationships,
but wants to achieve a more significant outcome such as equality; it is the transformational
leader’s responsibility to allow their followers to reach their full potential and desired state
or reality of the world. Moreover, transformational and transactional leaders have two
distinct realities of the world and perceive their followers and themselves differently the
former being a higher need such as self-actualization; the latter is a lower need such as
physiology (Kuhnert & Lewis, 1978). Thus, this dissertation will classify transactional and
transformational leadership as opposing rather than complimentary styles of leadership
because of previous research that distinguishes between the two (Tracey & Hinkin, 1998).
Two schools of thought develop competing theories regarding the relationship
between transactional and transformational leadership. The first contends that they are
interrelated and compliment each other (Burns, 1978), while the other stipulates that both
leadership styles are conceptually different from one another (Bass, 1985). In a metaanalysis Judge and Piccollo (2004) found that transformational leadership is an expansion
of transactional leadership, however when looking at leadership style in the context of the
UAE, Awamleh, Evans, and Mahate (2005) found that the two leadership types are
completely separate and do not affect one another. According to Awamleh et al. (2005),
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when controlling for the different characteristics of leadership style, only transformational
affected employee satisfaction, but not transactional leadership. Accordingly, there is no
clear consensus on which leadership style positively affects employees/followers nor is
there enough research on this subject matter in the UAE and specifically Abu Dhabi public
schools. However, there is a lot of research that focuses exclusively on comparing and
contrasting these two styles and this dissertation does the same, but first, it is important to
investigate if leadership generalizes across national and organizational cultures; and if not,
if leadership is merely a Western concept that is not applicable to the United Arab
Emirates.
Leadership Across Cultures
Early proponents of management learned that there is no universal approach to
managing an organization. Organizations differ depending on their resources, employee
skills, setting, communication style, and power sharing. The reason is that organizations
have different characteristics; as a result, they operate in different environments –or
cultures. The various attributes of a culture “shapes everything” (Hickson & Pugh, 1995,
p. 90, as cited in McSweeney, 2002). Hofstede (1980) argued that culture is made up of
four components: (1) power distance, distribution of power among individuals; (2)
uncertainty avoidance, degree of acceptance of the unknown; (3) individualism, degree of
independence or collectivity; and (4) masculinity, the degree of assertiveness in
comparison to timidity. Hofstede later on added two dimensions (5) long-term versus
short-term orientation; the former focuses on perseverance, thrift, concentrate on longterm rewards, while the latter focuses on short-term rewards, stability, and respecting
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tradition (1991); the last dimension is (6) indulgence, which refers to the degree to which
individuals spend their money or time to enjoy life and feel happy, the opposite of which is
restraint, wherein they follow societal norms that prohibit such activities (2010). The
different characteristics dictate how a leader should operate in a given culture. In a low
power distance culture, for example, an organization will not be effective in having a strict
hierarchy. Hofstede (1991) argues:
In management literature there are numerous unquestioning extrapolations of
organizational solutions beyond the border of the country in which they were
developed. This is especially true for the exportation of management theories from
the United States to the rest of the world, for which non-U.S importers are at least
responsible as the U.S. exporters. (p. 373)
The different attributes of organizations as a function of their culture raises the issue of the
effectiveness of practicing transformational and transactional leadership in different
contexts i.e. the local government, and particularly in Abu Dhabi public schools.
Various research studies were conducted to explore the applicability of
transactional and transformational leadership across different cultures, organizations, and
contexts. For transactional leadership they were applicable to different cultural contexts
affecting different attributes such as quality management in Thailand (Laohavichien,
Fredendall, & Cantrell, 2011) and commitment in Bangladesh (Rahman, Islam, Ahad
Abdullah, & Sumardi, 2018). Other research also found transactional leadership present in
culture across the following countries: China and Taiwan (Chen & Fahr, 2001), Ghana
(Sanda, 2017), and the United Arab Emirates (Behery & Al-Nasser, 2016).
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Similar to transactional leadership, transformational leadership attributes were
perceived to be useful across different cultures (Den Hartog et al., 1999). The authors
found that some aspects of transformational leadership are common, implying that
management and executive leadership can apply transformational leadership theory across
different settings. Johnson and Johnson, for example, epitomize the ability of
transformational leadership to work across cultures or settings through their Executive
Quality Leadership Development Program that prepares individuals to lead globally
(Crosby & Zlevor, 2010). The case of Johnson and Johnson suggests that there are common
denominators of transformational leadership that cut across cultures, such as the need for
self-actualization and constant improvement. However, Leong and Fisher (2011) study
leadership across different cultures and caution against the assumption that
transformational leadership is universal. The authors found that only power distance was
highly correlated with the way in which leadership style is practiced; lower power distance
cultures are more likely to be transformational and high power distance cultures are
transactional. Hence, Leong and Fisher (2011) argue that transformational leadership’s
pervasiveness will vary depending on particular cultural attributes such as
professionalism, egalitarianism, and hierarchy. Nevertheless, both studies (Crosby &
Zlevor, 2010; Leong & Fisher, 2011) that look at leadership across cultures did not focus
exclusively on the Middle East, and there is scarce research on leadership specifically in the
Gulf Cooperative Countries (GCC).
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Leadership in the Emirati Context
Research on the Emirati context is limited, inconclusive, and sporadic. In a
systematic review of the literature, keywords such as “UAE,” “Transactional,”
“Transformational,” “Leadership,” and “GCC” were searched in Scopus yielding a search
result of 20 articles – most of them are duplicates and Table 2.1 includes all of the unique
studies. Only 11 studies focusing on leadership in the UAE were found, and they covered
various topics such as innovation, team performance, gender, organizational citizen
behavior, and service quality (Darwish, Zeng, Rezaei Zadeh, & Haak-Saheem, 2018; Shaya &
Abu Khait, 2017; Jabnoun & AL Rasasi, 2015; Rao & Kareem Abdul, 2015; Suliman & Al
Obaidli, 2013). All of the studies in the systematic review were set in a specific private
sector, multiple private industries, or across individuals in both private and public sector
(Darwish, Zeng, Rezaei Zadeh, & Haak-Saheem, 2018; Shaya & Abu Khait, 2017; Litz & Scott,
2017; Behery & Al-Nasser, 2016; Rao & Kareem Abdul, 2015; Jabeen, Behery, & Elanain;
2015; Bealer & Bhanugopan, 2014; Suliman & Al Obaidli, 2013; Behery, Paton, & Hussain,
2012, Randeree & Ninan, 2011; Jabnoun & AL Rasasi, 2005). There is no study that looks at
leadership in the public sector, i.e., state or local government, particularly Abu Dhabi public
schools. The studies had different conclusions on leadership in the UAE; some argue that
transformational leadership exists in the UAE, others argued transactional, and few found
that both are present. Consider Bealer and Bhanugopan (2014, p. 309), who argue that
“managers in the UAE are less transformational and more passive-avoidant – not
transactional – than managers in the USA and Europe.” The paper argues that managers in
the UAE are less likely to be transformational in comparison to their US and European
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counterparts. The argument that leaders in the UAE are less likely to be transformational or
transactional does not nullify their effects (if there is any) on satisfaction, commitment, and
turnover intention if present. For example, studies found that transactional and
transformational leadership had a heterogeneous effect on variables such as innovation
and team performance across industries (Darwish, Zeng, Rezaei Zadeh, & Haak-Saheem,
2018; Shaya & Abu Khait, 2017; Litz & Scott, 2017; Behery & Al-Nasser, 2016; Rao &
Kareem Abdul, 2015; Jabeen, Behery, & Elanain; 2015; Bealer & Bhanugopan, 2014;
Suliman & Al Obaidli, 2013; Behery, Paton, & Hussain, 2012, Randeree & Ninan, 2011;
Jabnoun & AL Rasasi, 2005). Thus, more research needs to be conducted to understand the
factors, attributes, and results of leadership in the UAE, relying on the research set in the
private sector, and across different sectors and industries does not add to the
understanding of leadership in Abu Dhabi public schools.
H1: Abu Dhabi public school employees perceived their leaders to be transactional.
H2: Abu Dhabi public school employees perceived their leaders to be transformational.
This dissertation sheds light on two contrasting leadership styles in the UAE,
transformational and transactional. It is important to understand that transactional and
transformational leadership style cuts across cultures and exists in private organizations
located in the UAE. However, this study adds to the literature by looking at the two forms of
leadership in the public sector, particularly Abu Dhabi public schools. After scrutinizing
leadership style in Abu Dhabi public school, it is insightful to look at its association with job
satisfaction.
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Table 2.1: Literature Review of Leadership in the UAE
Citation

Year

Theme

Sector

Jabnoun & AL Rasasi

2005

Leadership, Service Quality, and UAE
hospitals

Mixed

Randeree, & Ninan

2011

Leadership, Teams, IT projects

Mixed

Behery, Paton, & Hussain

2012

Psychological contract, organizational
commitment,
Transformational leadership

Private

Suliman & Al Obaidli

2013

Leadership and organizational
citizenship behavior

Private

Bealer & Bhanugopan

2014

Nationality and leadership style

Private

Jabeen, Behery, & Elanain

2015

Transactional Leadership,
Psychological contract and commitment

Private

Rao & Kareem Abdul

2015

Leadership and team performance

Private

Behery & Al-Nasser

2016

Coaching, Leadership, Commitment,
Trust

Private

Litz & Scott

2017

Leadership and Education System

Mixed

Shaya & Abu Khait

2017

Gender and Leadership in the UAE

Mixed

Darwish, Zeng, Rezaei
Zadeh, & Haak-Saheem

2018

Leadership and Innovation

Mixed

Keyword: UAE; Transactional; Transformational; Leadership; and GCC

Job Satisfaction
Leadership style is crucial piece in understanding job satisfaction in local
government so the country achieves its 2021 vision of increasing the participation of
Emiratis in the workforce and successful Emiratisation precisely in Abu Dhabi public
schools. However, it is important for leaders to understand that achieving job satisfaction is
not easy because each individual has different needs. Maslow’s (1954) Hierarchy of Needs
stipulates that individuals have five basic needs composed of: (1) physiological, (2) safety,
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(3) belongingness, (4) esteem, and (5) self-actualization, after satisfying one set of needs
they attempt to satisfy the next. Maslow argues that physiological needs are based on
maintaining the body’s normal functions such as drinking water and eating food to survive.
Second, safety needs deals with the desire for stability, routine, avoiding the unknown,
feeling protected and safe, and having a conviction about how the world works. Third,
belongingness entails building bonds, relationships, affection, and love with other
individuals. Fourth, esteem needs according to Maslow (1954, p. 90) come in two forms:
the former “desire for strength,” “achievement,” “mastery,” and the latter, “reputation or
prestige … status, dominance, recognition.” Lastly, he mentions, self-actualization needs
where individuals attempt to be the best they can be, achieve their best image of
themselves, and unlocking their potential to reach their goals. The theory is based on
deprivation and satisfaction, when individuals are deprived of a need they are motivated to
satisfy it until they climb the hierarchy. Moreover, Maslow (1954) has differentiated
between higher and lower needs, explaining that since the lower needs such as
physiological, safety, and relationships are only absent in extreme cases, they tend to be
satisfied; however individuals are driven to satisfy higher order needs such as esteem and
self-actualization.
On satisfaction, Locke (1976, p. 1307) defines job satisfaction as “as a pleasurable or
positive emotional state resulting from the appraisal of one’s job or job experience.” Early
management studies seldom focused on satisfaction. Scholars such as Fredrick Taylor
focused on increasing productivity through efficiently streamlining the production line
(Jones, 1911). Individuals were viewed as merely inputs to a larger system to create
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desired outputs. Having said that, Taylor thought that efficiency would improve workers
attitudes (Locke, 1976). Furthermore, this view has evolved after the Hawthorne study
(Jung& Lee, 2015) fortuitous finding that job satisfaction has many positive effects for the
individual and organization such as increasing morale, and productivity. Early research
focused on the human side of production, the focus shifted towards the job itself instead of
individuals, supposing that empowerment and accountability allowed for employee growth
vis-a-vi satisfaction (Locke, 1976). Taylor’s and Hawthorne’s study have led to the
emergence of three schools of thought on job satisfaction: (1) the physical-economic
school, which focused on wages and factory layout to increase satisfaction; (2) the Human
Relations school, which focused on individuals and work relationships to enhance
satisfaction; (3) Growth School purports that growth and self-actualization leads to job
satisfaction (Locke, 1976). The first school of thought, the physical-economic satisfies
Maslow’s (1954) physiological and safety needs. The second, the human relation school,
satisfies belonging needs. Lastly, the growth school satisfies Maslow’s esteem and selfactualization needs. Individuals need to satisfy one set of needs prior to satisfying the next
set of needs argues Maslow (1954). Thus, as individuals ascend through the hierarchy their
satisfaction increases. Moreover, the dissertation investigates job satisfaction by examining
two theories that address individual needs and values: Maslow’s Hierarchy of Needs theory
(1954) and Herzberg’s motivator theory (1956).
In a similar argument developed by Herzberg (1956), he contends that there are
two factors that affect satisfaction: motivators and hygiene. Herzberg (1956) argues that
hygiene factors do not increase satisfaction, but instead, decrease dissatisfaction, which
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make the work tolerable to the employee. On the other hand, according to Herzberg,
motivators increase satisfaction because they lead to self-actualization or realization,
which is consistent with Maslow (1954). Herzberg (1956, p. 114) states the following: “It is
only from the performance of a task that the individual can get the rewards that will
reinforce his aspiration.” A transformational leader’s job is to motivate employees by
allowing them to meet their self-actualization needs and grow, personally and
professionally.
Maslow’s Hierarchy of Needs and Leadership
Although it is best practice to enable employees to grow and achieve their potential
not all leaders or organizations need to. For example, if the work is repetitive a
transformational style is not effective. Also, if an employee has not met or does not want to
reach their full potential using a transformational leadership style will be futile. Having said
that, this does not mean that leaders should not attempt to motivate their employees, but it
exemplifies that Maslow’s hierarchy of needs can be categorized as either transactional or
transformational. The latter consists of esteem and self-actualization needs, which
according to Maslow are higher-order needs (1954, 1970). On the other hand, Maslow
(1954, 1970) argues the former is made up of physiological, safety, and the need for
belongingness, calling it lower order needs.
Transformational Leadership and Job Satisfaction
A transformational leader’s job is to encourage employees to reach their full
potential (Burns, 1978; Bass & Avolio, 1993; Stogdill, 1974). It is through individualized
consideration of each employee’s goals, intellectually stimulating employees to look at
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challenges as opportunities for organizational and personal development, motivating
employees to overcome their challenges and stick to their and the organizational goals, and
setting an example and influencing employees (Avolio, Waldman, & Yammarino, 1991) that
employee can achieve self-actualization (Maslow, 1954). Individuals that want to achieve
self-actualization, according to Maslow (1954, p. 211), are characterized as “attempt[ing] to
grow to perfection and to develop more,” indicating that they are proactive. Furthermore,
Herzberg (1956) and Locke (1976) found that motivating employees to achieve selfactualization leads to job satisfaction. The role of motivation in organizations falls on the
manager, as the formal or informal leader of a group. The perception of transformational
leadership style has been correlated with increased job satisfaction (Shirbu & Darshan,
2011; Yang, 2012; Braun, Peus, Weisweiler, & Frey, 2013; Belias & Koustelios, 2014;
Metwally, El-bishbishy, & Nawar, 2014; Choi, Goh, Adam, & Tan, 2016). The reason being
transformational leaders attempt to motivate employees to grow personally and
professionally, thus satisfying their higher order needs such as esteem and selfactualization needs (Maslow, 1954, 1970). Employees who are motivated to work so they
improve or attain a certain status, position, or roles are intrinsically motivated (Deci,
1972). Futhermore, Krugianski and Zeevi (1971) found that intrinsic motivators, or higher
order needs, lead to job enjoyment that can be understood as job satisfaction.
H3: Abu Dhabi public school employees who perceived their leaders to be transformational
are more likely to display increased job satisfaction.
Thus, this dissertation will attempt to explore the relationship of the perception of
transformational leadership by employees and job satisfaction in Abu Dhabi public schools.
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Transactional Leadership and Job Satisfaction
The first two needs on Maslow’s (1954) hierarchy are physiological and safety
needs. The former is on maintaining human function through eating and drinking. The
latter is meeting the need for stability, routine, feeling safe and protected. Both needs can
be acquired through wages and work conditions, which are transaction in nature. Maslow
(1954, 1970) categorizes the physiological and safety needs as lower level needs; they are
rarely absent in a work environment. Employees will most likely not work without a wage
or safety, except in extreme circumstances. Also, the two lower needs do not greatly
increase satisfaction (Maslow, 1954, 1970). Herzberg’s (1956) motivation theory terms
safety, work conditions, and wages as hygiene needs, arguing that they do not increase
dissatisfaction. Similarly, Locke (1976) classifies a physical-economic school of thought
that focuses on wages and work layout to increase satisfaction. It is clear that transactional
leadership is based on an exchange between the manager and employee.
Transactional leadership involves monitoring employees and guiding their behavior
via rewards and punishment to complete tasks necessary for the organization to operate.
Social exchange theories explain the transactions that take place through contingent
reward and management by expectations (Blau, 1977). The latter focuses on informing
employees on best practices vis-a-vis expected behaviors and task outcomes (Judge &
Piccolo, 2004). Similar to management by expectation, contingent reward theory does
clarify the employee’s roles; however, it lets employees know what to expect depending on
the outcome (Walumbwa et al., 2008). If the manager or leader desires the outcome, the
employee or follower are rewarded; however if the outcome is undesired they are
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punished. Deci (1972) looked at extrinsic and intrinsic motivation and found that when
individuals are paid to complete a task or threatened to be punished (extrinsic motivation)
for not completing the task they will continue performing only if there is a contingent
reward. Also, the author found that individuals with intrinsic motivation continue
performing a task even if they do not have to, will not be rewarded, and are not monitored.
Transactional leaders use extrinsic rewards to motivate their employees, and these
rewards satisfy Maslow’s lower order (Maslow, 1954, 1970) needs, such as physiological
needs, safety needs, and the need for belongingness. Furthermore, Krugianski and Zeevi
(1971, p. 615) purport that “it is the same tasks when extrinsically, as opposed to
intrinsically, motivated will be accompanied by feelings of greater weariness and strain.”
Meaning that transactional leadership style will lead to decreased job satisfaction as a
result of management by expectation and contingent rewards.
H4: Abu Dhabi public school employees who perceived their leaders to be transactional are
more likely to display decreased job satisfaction.
Prior to looking at other variables that are affected by leadership it is crucial to
discuss the literature on satisfaction and leadership in the UAE. Furthermore, it is
important to look at the extant literature around the hypotheses (H3 and H4).
Leadership and Satisfaction in the Emirati Context
In a systematic review of the satisfaction literature in the UAE keywords such as
“UAE,” “transactional Leadership,” “transformational Leadership,” and “satisfaction” were
searched and resulted in an identical article (Jabnoun & AL Rasasi, 2005). Thus, the
keywords were expanded to “UAE,” “Leadership,” and “satisfaction.” With the new
keywords 10 articles were found – see Table 2.2. From the 10 articles only 5 were related
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to leadership and satisfaction: Jabnoun and AL Rasasi (2005), Randeree and Chaudhry
(2012), Abu Elanain, (2014), Al Nuaimi, Chowdhury, Eleftheriou, and Katsioloudes, (2015),
and Alkhyeli, and Van Ewijk (2018).
Table 2.2: Literature Review of Satisfaction in the UAE
Citation

Year

Theme

Sector

Related

Jabnoun & AL Rasasi

2005

Leadership, service quality,
hospitals

Mixed

Yes

Al-Rawi

2008

Teamwork cohesiveness in UAE

Private

No

Randeree & Chaudhry

2012

Leadership, satisfaction, &
commitment

Private

Yes

Wilkins,Stephens
Balakrishnan &
Huisman

2012

Satisfaction and perceptions of
quality

Private

No

Hess

2013

Leadership development in
healthcare

Private

No

Abu Elanain

2014

Leader-Member-Exchange and
Turnover

Private

Yes

Zebal & Saber

2014

Market orientation in Islamic
banks

Private

No

Al Nuaimi,
Chowdhury,
Eleftheriou, &
Katsioloudes

2015

Teacher satisfaction in UAE

Mixed

Yes

Abuhejleh, Dulaimi, &
Ellahham

2016

Lean Management in Healthcare

Private

No

Alkhyeli, & Van Ewijk

2018

Teacher job satisfaction in UAE

Private

Yes

Keywords: Leadership; Satisfaction; and UAE.

Jaboun and Al Rasasi (2005) looked at transformational leadership in UAE hospitals
and concluded that it leads to increased patient satisfaction. The authors studied the
relationship between leadership style and hospital employee’s service quality but did not
look at their satisfaction level.
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Another study by Randeree and Chaudhry (2012) also looked at leadership style in
the UAE; however, they examined the construction industry. Concluding that leadership
leads to satisfaction adding that consensus, team management leadership, and
transformational leadership are the predominant leadership styles in the industry. The
problem with their study is that they did not use validated instruments such as Multifactor
Leadership Questionnaire (Bass & Avolio, 2004). Instead, the instrument they used was
listing leadership styles and having employees rate and rank the leadership style that they
think is most commonly used. Furthermore, there was one question to that looked at
satisfaction in relation to the leadership style in their organization.
Next, Abu Elanain (2014) looked at leader-member exchange and satisfaction’s
mediating effects on turnover across different industries in the UAE. He found that leadermember exchange does lead to increased satisfaction. From the studies it can be concluded
that (Abu Elanain, 2014; Randeree & Chaudhry, 2012; Jaboun & Al Rasasi 2005) leadership
is related to job satisfaction; however, the studies each look at various industries and use
different theories. As a result, studies that look at the leadership and satisfaction in schools
need to be scrutinized.
Two in particular, Al Nuaimi, Chowdhury, Eleftheriou, and Katsioloudes (2015) and
Alkhyeli, and Van Ewijk (2018) focused on teacher satisfaction in UAE schools. The former
is focused on participative decision-making and satisfaction in Abu Dhabi schools (private
and public), and does not focus on leadership style but insinuates that leadership is
important. The latter, which focused on private school teachers in the UAE found that
school leadership does affect satisfaction; however, neither study distinguish between
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transactional and transformational leadership (Alkhyeli & Van Ewijk, 2018; Al Nuaimi,
Chowdhury, Eleftheriou, & Katsioloudes, 2015). Thus, it is evident that literature on
leadership and satisfaction in the UAE public sector and particularly Abu Dhabi public
schools is lacking; this dissertation attempts to expand the literature by looking at the
aforementioned hypotheses (H3 andH4) to understand the association between perceived
leadership style in the UAE and its effects on satisfaction.
Leadership style does not only affect job satisfaction, but different variables as well.
Moreover, this dissertation will attempt to shed light on the relationship between the
independent variable, leadership style, and its effect on job satisfaction as they are
essential elements of job commitment.
Commitment
Commitment can be defined as persistently engaging in an activity that an individual
deems valuable. Organizational commitment is composed of three aspects: (1) buy into
organizational mission, and values; (2) disposition and motivation to devote energy in
attaining organizational goals; and (3) willingness to be a part of the organization (Porter,
Steers, Mowday, & Boulian, 1974). Commitment is a broad topic and as a result studies
have attempted to distinguish between the types of commitments such as job,
organizational, and career commitment (Bashaw & Grant, 1994; Wiener & Vardi, 1980).
Although, Morrow (1983) argues that the different typologies of commitment are
redundant, researchers need to continue differentiating between them given the
importance of contextual differences. Similarly, Cooper-Hakim and Viswesvaran (2005)

42
came to the conclusion that the commitment construct is slightly redundant – with low
correlation between the different facets of commitment – but it should not be a concern.
Transformational Leadership and Commitment
On the other hand, commitment was viewed from a behavioral to a psychological or
attitudinal perspective made up of three components: (1) affective commitment can be
described employee’s participation, association, and fondness with the organization –
wanting to be committed; (2) continuance commitment is when an employee understands
that they already invested in the organization and there will be costs to leaving – they need
to be committed; (3) normative commitment is a feeling that one is indebted – ought to be
committed (Meyer & Allen, 1991).
Three-Component Model of Commitment by Meyer and Allen (1991) resembles
transformational leadership since it portrays characteristics of being motivated,
challenged, and attached to the organization’s goals (Burns, 1978; Bass & Avolio, 1993). It
is noteworthy that the four I’s of transformational leadership resemble the three aspects of
job commitment (Avolio, Waldman, & Yammarino, 1991). According to the authors it is
through the amalgamation of individual consideration, idealized influence, inspirational
motivation, and intellectual stimulation that leaders could promote individual commitment
to the organization. Having said that, it is important to study commitment and leadership in
the context of Abu Dhabi public schools and examine the different effects of each of the
Three-Component Model of Commitment; whether they are affected by transactional and
transformational leadership (Meyer & Allen, 1991).
H5: Abu Dhabi public school employees who perceived their leaders to be transformational
are more likely to display increased job commitment.
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Transactional Leadership and Commitment
Early on there existed two schools of thought. One school of thought viewed
commitment as a behavior, regarding how to encourage the continuation of a conduct. The
second school of thought viewed commitment as an attitude and explores the phenomena
that lead to it (Meyer & Allen, 1991). Viewing commitment from an exchange and
expectancy theory (behavioral) is analogous to transactional leadership, which uses
rewards and punishment to encourage employees. Furthermore, there is a weak link
between commitment and compliance –an aspect of transactional leadership, but a strong
link between internalization and identification – two facets of transformational leadership
(O’Reilley & Chatman, 1986). As a matter of fact, Scholl (1981, p. 597) purports that
“models that view commitment as a set of behavioral intentions derived from a positive
exchange relationship or the expectation of future rewards really do not add to expectancy
theory or equity theory as explanations of behavior.” He argues that commitment should be
studied from a perspective other than expectancy and exchange theory to have a better
understanding of what drives individual’s persistence when their expectations are not met.
H6: Abu Dhabi public school employees who perceived their leaders to be transactional are
more likely to display decreased job commitment.
Prior to looking at other variables that are affected by leadership it is crucial to
discuss the literature on commitment and leadership in the UAE. Furthermore it is
important to look at the extant literature around the hypotheses (H5 and H6).
Leadership and Commitment in the Emirati Context
In a systematic review of the commitment literature in the UAE keywords such as
“UAE,” “transactional leadership,” “transformational leadership,” and “commitment” were
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searched in Scopus and resulted in 3 identical article (Behery & Al-Nasser, 2016; Jabeen,
Behery, and Elanain, 2015; Behery, Paton, & Hussain, 2012). Thus, the keywords were
expanded to “UAE,” “Leadership,” and “satisfaction.” With the new keywords 13 articles
were found and only 7 were related to commitment in the UAE – see Table 2.3. The seven
articles were found in the previous systemic reviews on leadership and satisfaction in this
dissertation (Behery & Al-Nasser, 2016; Abuhejleh, Dulaimi, & Ellahham, 2016; Jabeen,
Behery, & Elanain, 2015; Abu Elanain, 2014; Randeree & Chaudhry, 2012; Behery, Paton, &
Hussain, 2012; Al-Rawi, 2008). The overlap of literature reviews illustrates the limited
number of research articles on leadership in the UAE. However, it is important to
contextualize commitment and leadership in the UAE.
Table 2.3: Literature Review of Commitment in the UAE
Citation

Year

Theme

Sector

Related

Al-Rawi

2008

Teamwork cohesiveness in UAE

Private

No

Behery, Paton, &
Hussain

2012

psychological contract,
organizational commitment,
transformational leadership

Private

Yes

Randeree &
Chaudhry

2012

Leadership, satisfaction, and
commitment

Private

Yes

Abu Elanain

2014

Leader-Member-Exchange and
Turnover

Private

Yes

Jabeen, Behery,
& Elanain

2015

Transactional Leadership,
psychological contract and
commitment

Private

Yes

Abuhejleh,
Dulaimi, &
Ellahham

2016

Lean Management in Healthcare

Private

No

Behery & AlNasser

2016

Coaching, Leadership, Commitment,
and Trust

Private

Yes

Keyword: UAE; Commitment; Leadership
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The earliest paper was published by Al-Rawi (2008) did not explore leadership in
relation to commitment, but did study the relationship between team cohesiveness and
leadership and commitment. However, when Behery, Paton, and Hussain (2012) looked at
the mediating effects of transformational leadership and commitment, they summarized
their findings as follows: “this study suggests at best only a weak relationship between TL
behavior and OC” (p. 313). To further investigate the subject, Jabeen, Behery, and Abu
Elanain (2015) studied the mediating effects of transactional leadership on commitment
and found that there was a partially mediating effect. It is noteworthy to mention that
papers were exploring psychological contract and organizational commitment; the
leadership styles were both mediating variables (Jabeen, Behery, & Abu Elanain, 2015;
Behery, Paton, & Hussain, 2012). Similarly, Behery and Al-Nasser (2016) explored the
relationship between coaching and commitment, and found that transactional leadership
has a mediating effect.
In contrast, instead of looking at mediating effects, Randeree and Chaudhry (2012)
study the direct relationship between leadership style and commitment. The authors found
that leadership style is positively associated with commitment. In the survey employees
ranked the most influential leadership style on commitment (and satisfaction) was
consultative, consensus, and then transformational. Having said that, the problem with
their study is they did not used validated instruments such as Three Component Model of
commitment (Meyer & Allen, 2004) the instrument they used was listing leadership styles
and have employees rate and rank the leadership style that they think is mostly used by
their leader. Furthermore, there was one question that looked at commitment in relation to
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the leadership style in their organization. The last study in the systematic literature review
looks at the direct effects of leader-member exchange and commitment (Abu Elanain,
2014). The author has found that leadership and particular leader-member exchange does
affect commitment – but he also looks at other variables such as satisfaction and turnover.
In sum, the problems with the commitment literature are similar to the ones in the
satisfaction literature. First, few research articles look at transformational and
transactional leadership and the ones that do argue for having them as a mediating variable
(Behery & Al-Nasser, 2016; Jabeen, Behery, & Abu Elanain; 2015, Behery, Paton, & Hussain,
2012). Second, all the research was done in the private sector, and some were across
multiple industries (Behery & Al-Nasser, 2016; Abuhejleh, Dulaimi, & Ellahham, 2016;
Jabeen, Behery, & Elanain, 2015; Abu Elanain, 2014; Randeree & Chaudhry, 2012; Behery,
Paton, & Hussain, 2012; Al-Rawi, 2008). Thus, by testing hypotheses H5, and H6 this
dissertation fills the literature gap by observing the relationship between leadership and
commitment in the public sector and particularly Abu Dhabi public schools where research
is lacking. However, it is imperative to look at the relationship and ordering of the two
variables satisfaction and commitment.
Which Comes First Commitment or Satisfaction?
Little to no consensus has been achieved regarding the casual relationship between
job satisfaction and commitment. Different views exist across the spectrum such as: (1) job
satisfaction affects job commitment, (2) and job commitment affects job satisfaction, (3)
they either mediate or moderate each other, or (4) other variables affect them and there is
no direct relationship between the two variables.
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Although job satisfaction and commitment are closely related it is important to
differentiate between them. The former is a positive feeling resulting from one’s job (Locke,
1976) while the latter is continuing to work on a job because of its derived importance to
the employee or follower (Porter, Steers, Mowday, & Boulian, 1974). However, both
phenomena have typically been linked to each other; job satisfaction, defined as being
happy with one’s job, leads to commitment or alternatively believing an organization’s
mission is valuable results in continuing to work hard.
Early on, Curry et al. (1986) refuted the causal ordering that job commitment leads
to satisfaction – he argued that satisfaction led to commitment. Similarly, Mosadeghrad and
Ferdosi (2013) found that there is a positive relationship between job satisfaction and job
commitment arguing that satisfied employees are usually committed. As a matter of fact,
job satisfaction has been found to positively impact job commitment (Williams & Hazer,
1986; Armutlulu & Noyan, 2011; Eslami & Gharakhani, 2012; Yücel, 2012; Su, Baird, &
Blair, 2013; Fu & Deshpande, 2014; Leite, Rodrigues, & Albuquerque, 2014). Furthermore,
the finding was shown to be true across both public and private sectors (Markovits, Davis,
Fay, & Dick, 2010).
On the other hand, other studies argue that commitment leads to satisfaction: such
as Bateman and Strasser’s (1984) finding that satisfaction is not an antecedent of
commitment but vice versa. In addition, Brady and King (2018) found that organizational
commitment leads to job satisfaction. On the same note, an amalgam of research has found
positive effects of aspects of job commitment on satisfaction such as Wang, Tao,
Ellenbecker, and Liu (2012), and Zopiatis, Constanti, and Theocharous (2014).
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Having said that, it is important to illustrate that job commitment and satisfaction
are independent constructs whereby each explains a different set of characteristics. A
meta-analysis of commitment and its correlates illustrate that affective commitment and
job satisfaction are two distinct constructs (Meyer, Stanley, Herscovitch, & Topolnytsky,
2002). In spite of the constructs being distinguished it is important to highlight that
research has found job satisfaction and commitment to share some correlation (Brooke,
Russell, & Price, 1988; Mathieu & Farr, 1991; Nystedt, Sjoberg, & Hagglund, 1999). Having
said that is it important to study both variables together to better understand employee
work related behavior (Meyer, Stanley, Herscovitch, & Topolnytsky, 2002), in the case of
this dissertation turnover intention.
Research has found that there are links between transformational leadership and
job commitment (Atmojo, 2012; Yang, 2012). On the same note, Zopiatis, Constanti, and
Theocharous (2014) argue that individuals with affective commitment are shown to have
higher intrinsic job satisfaction. To summarize, earlier the argument was made that
transformational leaders allow individuals to attain self-actualization by appealing to their
intrinsic motivators. What’s more, this relationship gets complex; when taking into account
that job satisfaction results in increased job commitment (Gunlu, Aksarayli, & Percin,
2009). Mosadeghrad and Ferdosi (p. 125, 2013) argue that “It has been noted in this study
that leadership, job satisfaction and commitment are closely interrelated.” It is apparent
that job satisfaction, and commitment covary with transformational leadership.
As a matter of fact, both Bashaw and Grant (1994), and Wiener and Vardi (1980)
found that job and organizational commitment are positively related to job satisfaction, and
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negatively related to intent to leave. Moreover, Gunlu, Aksarayli, and Percin (2009) found
that intrinsic satisfaction has a higher effect than extrinsic satisfaction on job commitment.
As argued earlier that transactional leadership focuses on Maslow’s lower needs (1954,
1970) and motivates employees by appealing to extrinsic motivators such as reward and
punishment (Krugianski & Zeevi, 1971). Transformational style of leadership, which
satisfies higher order needs, is more likely to result in job satisfaction affecting job
commitment and decreasing turnover intention. On the other hand, transactional style of
leadership, which satisfies lower order needs, is less likely to result in job satisfaction
affecting job commitment and increasing turnover intention. It is sound to look at how the
perceptions of having transformational leaders or managers affects job satisfaction, job
commitment, and turnover intention in Abu Dhabi public schools. While also comparing the
findings to the effects of transactional leadership in Abu Dhabi public schools on job
satisfaction, commitment, and turnover intention.
Turnover Intention
The previous section made the case that leadership style, job satisfaction, and job
commitment have been found to affect turnover intention. Attrition has always been a
matter of concern because of the costs they impose on organizations. Two types of costs
are associated with turnover are tangible – that can be quantified – and intangible – that
are difficult to quantify (Roseman, 1981). The former, according to Roseman, entails
(1) recruitment, such as ads; (2) selection, like time committed to choose employee;
(3) orientation and training, for example time allocated to mentor employee and expenses
paid for specific skills needed; and (4) separation, can be costly when employee has to pay
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the employee dues. The latter involves decreased morale, increased workload on other
employees, dismantling of workgroups (Roseman, 1981), and loss of knowledge. Turnover
is interpreted as “the degree of individual movement across the membership boundary of a
social system [emphasis in original]” (Price, 1977). According to Price, there are two types
of turnover voluntary or “quits” and involuntary or “dismissal.” He focuses on the former
because (1) the majority of employees quit and are not dismissed; (2) it is convenient to
build a theory that explains one type of turnover; and (3) voluntary turnover is more likely
to be ameliorated in comparison to involuntary. As a result, this dissertation will focus on
voluntary quits in Abu Dhabi public schools excluding involuntary, which are “out” of the
control of employees (Ajay & Olatunji, 2019; Guo, 2019; Lee, 2019; Liu, Zhu, Wu & Mao,
2019; O’Connor, 2019).
Furthermore, turnover intention: according to Tett and Meyer (1993, p. 262)
“conceived to be a conscious and deliberate willfulness to leave the organization” is a good
predictor actual turnover. As a result, many authors choose to use turnover intention as a
proxy to measure actual turnover. For example, in a meta-analysis review, Steel and Ovalle
(1984) found that intent to leave or stay is a good predictor of employee attrition or
retention. In addition, other research supports that intention to quit leads to actual
turnover (Sun & Wang, 2017; Whitford & Lee, 2007; Harrison, Newman, & Roth, 2006;
Price & Mueller, 1981). In spite of turnover being of concern to organizations, monitoring it
is challenging because of the difficulty in approximating the number of employees that
want to quit the organization. However, the Theory of Reasoned Action stipulates that the
best predictor of behavior is intention (Ajzen & Fishbein, 1980, p. 5). The authors argue:
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We are suggesting that behaviors are not really difficult to predict. For example, to
predict whether an individual will buy a video game, the simplest and probably
most efficient approach is to ask him whether he intends to do so.
Conversely, Lee and Mowday (1987) argue that actual quits are the best predictor of
voluntary turnover contrary to the literature that stipulates quit intentions, similarly
Cohen, Blake, and Goodman (2016) stated that quit intention is a poor proxy of actual quits.
However, it is difficult to account for actual quit rates, because voluntary quits are abrupt
and data collection lags behind, therefore it is more efficient to study turnover intention.
The perception of commitment and satisfaction to one’s job, according to Lee and Mowday
(1987), does negatively affect intention to quit. Thus, this dissertation will measure via
survey (which is discussed in greater detail in chapter 3) the effects of transactional and
transformational leadership in Abu Dhabi public schools and its relationship to job
satisfaction, job commitment, and turnover intention.
The Different Facets Turnover Intention
In the literature, different relationships exist between the effects of job satisfaction
and commitment on turnover intention. In one example, a negative relationship exists
between job satisfaction and intent to leave (Hellman, 1996; Shaw, 1999). In another
example, Price and Mueller (1981) argue that satisfaction is an indirect antecedent to
quitting. On the other hand, Perryer, Jordan, Firns, and Travaglione (2010) found that
commitment is negatively related to turnover intention and various articles found both a
direct and indirect association (Gyensare, Anku-Tsede, Sanda, & Okpoti, 2016;
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Srithongrung, 2011). Most research on job commitment and satisfaction impact turnover
intention negatively.
Not only does this dissertation attempt to address if these findings are applicable to
the Abu Dhabi public schools, it also tries to observe if the two variables are linked to
transformational leadership. Sun and Wang (2017) found that transformational leadership
decreased turnover intention, and similarly, Tse, Huang, and Lam (2013) found that
transformational leadership decreases the intention to quit and controls for actual quit
rates. While looking at the transformational leadership style of principals, Griffith (2013)
found that it negatively impacts teacher turnover, with the negative effect transformational
leadership has on turnover intention being supported by multiple studies (Caillier, 2016;
Gyensare, Anku-Tsede, Sanda, & Okpoti, 2016; Mittal, 2016; Gill, Mathur, Sharma, &
Bhutani, 2011).
Myriad research studies illustrate that a relationship exists between
transformational leadership and other variables such as commitment and satisfaction.
Accordingly, the study’s focus of leadership style on the intervening variables that affect
intention finds roots in the seminal work of Ajzen and Fishbein (1980) in which intention is
a result of attitudes and stimuli: transformational leadership on satisfaction and
commitment, and their effect on turnover intention. One study by Bycio, Hackett, and Allen
(1995) illustrated that transformational leadership does positively correlate with job
commitment, job satisfaction, and negatively with turnover intention.
H7: Abu Dhabi public school employees who perceived their leaders to be transformational
are less likely to leave their organization.
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H8: Abu Dhabi public school employees who perceived their leaders to be transactional are
more likely to leave their organization.
Prior to discussing the methodology it is crucial to discuss the turnover intention
and leadership in the UAE. Furthermore, it is important to look at the extant literature
around the hypotheses (H7, and H8).
Leadership and Turnover Intention in the Emirati Context
In a systematic review of the turnover literature in the UAE, keywords such as
“UAE,” “leadership,” “retention,” and “turnover” were searched in Scopus and resulted in 7
articles. From the 7 only 5 were somewhat related to the topic of leadership and turnover –
or retention as displayed in Table 2.4. As previously stated, the overlap of the articles in
the literature review with those on commitment and satisfaction illustrate the limited
literature in the UAE. From the 5 articles (Alkhyeli & Van Ewijk, 2018; Jabeen, Behery, &
Abu Elanain, 2015; Abu Elanain, 2014; Zahoor, Montes, & Wahl, 2014; Behery, Paton, &
Hussain, 2012), only one, Zahoor, Montes, and Wahl (2014), was not found in the previous
literature reviews.
Table 2.4: Literature Review of Turnover Intention in the UAE
Citation

Year

Theme

Sector

Related

Behery, Paton, &
Hussain

2012

Psychological contract, organizational
commitment, transformational leadership

Private

No

Abu Elanain

2014

Leader-Member-Exchange and Turnover

Private

Yes

Zahoor, Montes, &
Wahl

2014

Retaining talented leaders

Private

No

Jabeen, Behery,
& Abu Elanain

2015

Transactional Leadership, psychological
contract and commitment

Private

No

Alkhyeli, & Van
Ewijk

2018

Teacher job satisfaction in UAE

Private

No
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Zahoor, Montes, and Wahl (2014) look at the retention of leadership in Abu Dhabi
Company for Onshore Oil Operations; the paper is on talent management and not
commitment. Meanwhile, Behery, Paton, and Hussain (2012) and Jabeen, Behery, and Abu
Elanain do not look at turnover as a variable, but insinuate that committed employees
through psychological contracts are by default retained. The former argue that’s that this
relationship is mediated by transformational leadership, while the latter contends it is
mediate by a transactional leadership. Their argument is true to some extent but simplistic
because commitment according to Meyer and Allen (2004) comes in different forms: such
as the liking of one’s job, losses and gains if an employee chooses to change jobs, and
obligation. Also, Alkhyeli, and Van Ewijk (2018) do not look at turnover intention as a
variable. The authors explore variables that affected teacher job satisfaction in the UAE that
the teachers stated were important such as pay and recognition. The authors assumed that
school managerial practices that focus on the priorities of the teachers would decrease
turnover.
The only research that looks at turnover intention as a variable is Abu Elanain
(2014) when he explored leadership style, specifically leader-member exchange effects on
turnover intention in the UAE. Thus, this is the only paper that directly deals with turnover
as a variable in the UAE and links it to leadership. The problem with these papers is that
they are all focused on the private sector (Alkhyeli & Van Ewijk, 2018; Jabeen, Behery, &
Abu Elanain, 2015; Abu Elanain, 2014; Zahoor, Montes, & Wahl, 2014; Behery, Paton, &
Hussain, 2012). The research is sporadic as in some talk about retention, others turnover,
and even turnover intention. Surprisingly, most papers except for Abu Elanain (2014)
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assume that turnover decreases or retention increases without looking at it as a variable
(Alkhyeli & Van Ewijk, 2018; Jabeen, Behery, & Abu Elanain, 2015, Zahoor, Montes, & Wahl,
2014; Behery, Paton, & Hussain, 2012). In addition, all of the papers looked at “turnover”
in the private sector, and none looked at it in relation to transformational and transactional
leadership style (Alkhyeli & Van Ewijk, 2018; Jabeen, Behery, & Abu Elanain, 2015; Abu
Elanain, 2014; Zahoor, Montes, & Wahl, 2014; Behery, Paton, & Hussain, 2012). Thus, this
dissertation attempts to shed light on turnover intention in the UAE public sector,
specifically Abu Dhabi public schools to build upon the nonexistent literature.
As the literature review illustrate research in the UAE is inconclusive and sporadic
in relation to the variables that this dissertation explores. In a systematic review of the
literature, keywords such as “UAE,” “Transactional,” “Transformational,” “Leadership,”
“GCC,” “satisfaction,” “commitment,” “turnover intention,” and “retention” were searched
in Scopus yielding a search result of 41 papers articles. Only 23 of the 41 studies were
unique articles. Most of the studies in the systematic review were set in a specific private
sector, multiple private sectors, or across individuals in both private and public sector.
There is no study that looks at leadership, commitment, satisfaction, and turnover
intention in the public sector i.e. state or local government, particularly Abu Dhabi public
schools. The studies that did look at the education sector looked at private schools. This
dissertation aims to add to the literature of public sector and Abu Dhabi public schools a
population that is not heavily studied. It was evident that there was weak instrumentation
since majority of the studies did not use validated and pre-established instrument which
are used in this dissertation such as Meyer and Allen’s (2004) three component
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commitment model of employee commitment, Bass and Avolio (2004) Multifactor
Leadership Questionnaire, Weiss, Dawis, England, and Lofquist’s (1967) Minnesota
Satisfaction Questionnaire (the section ‘Leadership in the School Context’ discusses current
research that uses MSQ), and Office of Personnel Management’s (2016) turnover question
from their federal employee survey. These instruments are reliable and have been tested
across different contexts and cultures, and looks at specific leadership styles. Not only does
it fill in the gap in the literature, but it also pioneers research in leadership and its effects
on employee satisfaction, commitment, and turnover intention in UAE public sector. It is
important to explore the prevalent methodologies used in the UAE prior to contextualizing
leadership.
Methodologies in the UAE
From the 23 unique papers found in the systematic literature review on Scopus it as
displayed in Table 2.5 a large portion of papers depend on surveys, 16 to be precise. From
the 16 surveys 10 are quantitative nonrandom samples (Jabeen, Behery, & Abu Elanain,
2015; Al Nuaimi, Chowdhury, Eleftheriou, & Katsioloudes, 2015; Bealer & Bhanugopan,
2014; Abu Elanain, 2014; Suliman & Al Obaidli, 2013; Behery, Paton, & Hussain, 2012;
Wilkins, Stephens Balakrishnan & Huisman, 2012; Randeer & Chaudhry, 2012; Al-Rawi,
2008; Jabnoun & AL Rasasi, 2005), and 2 are mixed methods nonrandom samples (Litz &
Scott, 2017; Randeree & Ninan, 2011). Two surveys did not mention a sampling method
(Behery & Al-Nasser, 2016; Awamleh, Evans, & Mahate, 2005). One was a quantitative
random sample (Yousef, 2000) and another was a quantitative stratified random sample
(Darwish, Zeng, Rezaei Zadeh, & Haak-Saheem, 2018). While 6 out of the 23 papers were
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qualitative, 3 were case studies (Hess, Barss, & Stoller, 2013; Zahoor, Montes, & Wahl,
2014; Abuhejleh, Dulaimi, & Ellahham, 2016). Two were thematic analysis (Shaya & Abu
Khait, 2017; Zebal & Saber, 2014), and 1 was an analytical hierarchy process paper
(Alkhyeli & Van Ewijk, 2018). Only 1 out of the 23 was a conceptual framework paper that
used a secondary factor analysis (Rao & Kareem Abdul, 2015). Although the most
prominent of data collection was surveying the methods varied from quantitative,
qualitative, and mixed methods.
Table 2.5: Literature Review of Research Methods in the UAE
Author

Year

Method

Test

Abu Elanain

2014

Survey: nonrandom
sample

Hierarchical regression
analyses

Abuhejleh, Dulaimi, &
Ellahham

2016

Qualitative: Case Study

Thematic Analysis

Al Nuaimi,Chowdhury,
Eleftheriou, &
Katsioloudes

2015

Survey: nonrandom
sample

Wilcoxon-Mann-Whitney
test

Al-Rawi

2008

Survey: nonrandom
sample

SEM

Alkhyeli, & Van Ewijk

2018

NA

Analytic Hierarchy Process

Awamleh, Evans, & Mahate

2005

Survey: NA

Correlation test, Multiple
Regressions, and partial
correlation

Bealer & Bhanugopan

2014

Survey: nonrandom
sample

Factorial and Descriptive
Methods

Behery & Al-Nasser

2016

Survey: NA

Principal Component
Analysis and SEM

Behery, Paton, & Hussain

2012

Survey: nonrandom
sample

Mediated Regression, Beta
Weights, and ANOVA

Darwish, Zeng, Rezaei
Zadeh, & Haak-Saheem

2018

Survey: Straified Random
Sample

Partial Least Squared SEM

Hess, Barss, & Stoller

2013

Qualitative

NA
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Table 2.5—Continued
Author

Year

Method

Test

Jabeen, Behery, &
Abu Elanain

2015

Survey: nonrandom
sample

Pearson’s correlation
analysis and multiple
regression

Jabnoun & AL Rasasi

2005

Surveys: nonrandom
sample

T-test and Correlation

Litz & Scott

2017

Survey: Mixed Methods,
norandom

Interviews and mean score

Randeer & Chaudhry

2012

Survey: nonrandom
sample

Comparing Mean Score

Randeree & Ninan

2011

Survey: Mixed Methods

Comparing Mean Score

Rao & Kareem Abdul

2015

Conceptual Framework

Secondary Factor Analysis

Shaya & Abu Khait

2017

Qualitatve: Thematic
Analysis

NA

Suliman & Al Obaidli

2013

Survey: nonrandom
sample

Correlation test

Wilkins,Stephens
Balakrishnan & Huisman

2012

Survey: nonrandom
sample

Kruskal-Wallis test and
Mann-Whitney U test

Yousef

2000

Survey: random sample

moderated multiple
regression analysis and
regression models

Zahoor, Montes, & Wahl

2014

Qaulitative: Case Study

NA

Zebal & Saber

2014

Qualitatve: Thematic
Analysis

NA

On the other hand, the data were analyzed in different ways. Five papers used
regressions (Jabeen, Behery, & Abu Elanain, 2015; Behery, Paton, & Hussain, 2012; Abu
Elanain, 2014; Awamleh, Evans, & Mahate, 2005; Yousef, 2000). Three used structural
equation modeling (Darwish, Zeng, Rezaei Zadeh, & Haak-Saheem, 2018; Behery & AlNasser, 2016; Al-Rawi, 2008). Three compared mean scores (Litz & Scott, 2017; Randeer &
Chaudhry, 2012; Randeree & Ninan, 2011), and 2 ran correlation tests (Suliman & Al
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Obaidli, 2013; Jabnoun & AL Rasasi, 2005). While the remaining were thematic analysis,
Wilcoxon-Mann-Whitney test, factorial and descriptive methods, secondary factor analysis,
and last the Kruskal-Wallis test and Wilcoxon-Mann-Whitney test (Abuhejleh, Dulaimi, &
Ellahham, 2016; Al Nuaimi,Chowdhury, Eleftheriou, & Katsioloudes, 2015; Rao & Kareem
Abdul, 2015, Zebal & Saber, 2014; Bealer & Bhanugopan, 2014; Wilkins, Stephens
Balakrishnan & Huisman, 2012). Thus, using a nonrandom sample in this dissertation and
analyzing the data by running regressions and t-tests is consistent with the methods used
in the research focusing on the UAE. The next section discusses the context that this
research is set.
UAE in Context
Abu Dhabi, Dubai, Sharjah, Umm Alquwain, Fujairah, and Ajman were six separate
Sheikhdoms. In 1971, they joined together to form what is now the United Arab Emirates,
under the leadership of H.H. Sheikh Zayed Bin Sultana AlNahyan. A year later, in 1972, the
seventh Emirate Ras AlKhaima followed them.
The seven Sheikhs of each Emirate make up the Supreme National Council: “The
Supreme Council is the top policy-making body in the UAE, and the President and Vice
President are both elected from its membership for renewable five-year terms” (UAE
Embassy, n.d., para. 1). According to the Embassy’s official webpage the Supreme Council
approves the President’s Prime Minister. In return the Prime Minister who chooses
different Ministers and Cabinet members (para. 3). Also, the Federal National Council
(NFC) plays a direct role in providing policy recommendation and questioning Ministers,
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half of the members (20) are elected and the other half chosen by the Sheikhs of each
Emirate (para. 4). This is a depiction of the policy and law making process in the UAE.
The UAE’s official religion according to its constitution is Islam and its official
language is Arabic. However, the country is tolerant to different religions; tourists and
expats can openly practice their religion (UAE Embassy, n.d., para. 24) 1. Moreover, since
the UAE is very diverse and the majority are expats English, Hindi, and Urdu are widely
spoken (Central Intelligence Agency, 2018). The diversity is a result of the immigration of
expats to the UAE is a result of its vibrant economy.
The UAE was able to transform its country from a desert to a modern mecca as a
result of oil, which accounts to 30% of GDP (Central Intelligence Agency, 2018; UAE
Embassy, n.d.). However, as a result of decreasing prices of oil and a global economic
slowdown, the UAE is moving away from oil and investing in other sectors such as tourism,
trade, and sustainable energy. The immigration of educated expats, increasing
unemployment by Emiratis, and the saturation of public sector has brought to the attention
of policy-makers the need for better policies to hire, attract and retain Emiratis – the focus
of this dissertation.
The Nexus Between Globalization, Education, Emiratis, and Leadership
In 2001, Shihab stated that, “the current concern [] centers upon how to improve
the quality of education […] and how to provide basic education to the vast majority of the
population” (p. 256). During that period, 1990 to 2000, globalization was in full effect as
communication, travel, and ecommerce changed markets, making them interdependent. As
a result of these external forces the UAE government drew a new strategy focusing on

61
“creating more job opportunities for nationals through improved education” (Central
Intelligence Agency, 2018).
The Government of Abu Dhabi is on a mission of transforming its education system
to cater to the future needs of the labor market (Abu Dhabi Government, n.d.), which is in
line with the UAE’s 2021 vision to increase its competitive advantage in the world stage.
According to the Government of Abu Dhabi public and private schools encompass the
education system and are administered by Abu Dhabi Department of Education and
Knowledge (ADEK). ADEK, according to the Government, is responsible to see that the
schools are up to par with the standards set by the Ministry of Education’s strategy. The
impetus towards reforming the education system is in line with the Emiratisation policy; to
have human capital (Emiratis) that are able to compete globally and locally. Emiratis will
compete locally with expatriates for private sector jobs and globally through their
organizations with international companies. The challenge changed from a concern of
educating citizens to having citizens that can compete.
The United Arab Emirates government is pushing for Emiratisation of the various
sectors in the country. This is a result of the increasing number of unemployment among
Emiratis, and a saturating public sector in which most Emiratis work (Aljanahi, 2017).
Adding to this complexity is that Emiratis are approximately 20% of the population; in
theory, there are enough jobs for them. However, Raven (2011) illustrates that UAE
educational institutions have two pools to recruit from Emiratis – indigenous minorities
and the expat majority. He further argues that the challenges that the government faces to
promote the hiring of Emiratis are threefold: (1) mismatch between the relevant skills
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taught and needed for the education sector, (2) low social status perception of teaching as a
career, and (3) inadequate funds to provide education as a degree in all public universities.
Thus, it becomes difficult to hire Emiratis when they are outnumbered by skilled
expatriates, that are trained and have their degrees, cost less to hire, and do have not deal
with the stigma of teaching as a low status career. Therefore, it is imperative explore
phenomena’s to attract and retain Emiratis such as leadership.
Research on leadership in the UAE education system is scarce; Litz and Scott (2017)
are one of many articles that have examined this subject. Scholars, the authors argue, need
to focus more on the topic and scrutinize the applicability of transformational and
transactional leadership. Litz and Scott found consistent discrepancies between principals
(leaders) and teachers (followers), whereby the former see themselves as more
transformational, and the latter see principal as transactional. However, these differences
that the authors found between the perception of leaders and followers incorrectly
contextualize leadership in the UAE. The reason is that Litz and Scott (2017) collected data
from graduate students employed in the UAE education sector and based on individual
cases that come from different schools, in different states, from different backgrounds –
rural or urban – and generalized their findings to all UAE schools. Thus, this dissertation
scrutinizes a number of cases (Abu Dhabi public schools) to find what leadership style
exists in the different schools and how does it affect satisfaction, commitment, and
turnover intention. After delving into the literature of leadership, satisfaction, commitment,
turnover intention and contextualizing leadership in the country, it is critical to discuss the
methodology used in this dissertation to explore the hypotheses.

CHAPTER 3
METHODOLOGY
The purpose of this cross-sectional study is to understand Abu Dhabi public school
employees’ perception of different leadership styles and their effects on satisfaction,
commitment, and turnover intention. Also, it aims to lead the way in studying the effects of
leadership in the UAE public sector by looking at different variables. This dissertation
provides a statistical description of the data and explores a predictive relationship between
the independent variable of transformational leadership compared to transactional
leadership and the dependent variables of commitment, job satisfaction, and turnover
intention. The chapter is outlined as follows: discussing the setting of the study, research
design and rationale, population, sampling, recruitment and data collection, the pilot study,
instrumentation and operationalization, data analysis, and threats to validity. Having said
that, it is important to first discuss the research design.
Research Design
Edmonds and Kennedy (2017) state that “Nonexperimental research is primarily
used to explain or predict relationships or to describe and measure the degree of
association (relationship) among variables” (p. 118). This dissertation looks at different
variables: leadership style is the primary independent variable. Job satisfaction,
commitment, and turnover intention are the dependent variables. Control variables include
nationality, age, experience and position.
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The independent and dependent variables are examined through a nonexperimental, correlational, cross-sectional research design. Edmonds and Kennedy (2017)
state this type of research lacks experimental control or intervention; researchers only can
observe the “strength (magnitude) and direction of the relationship between variables or
predict the influence of one variable has on another” (p. 125). The authors argue that two
types of observational or correlational approaches exist: (1) explanatory, which looks at
the link between several variables; (2) predictive, which attempts to estimate the outcome
between different variables. Using an explanatory design with survey data, this
dissertation observes the relationship between leadership style, satisfaction, commitment,
and turnover intention. Thus, this methodology will help answer the following research
question:
What is the association between perceptions of leadership style and commitment, job
satisfaction, and turnover intention among Abu Dhabi Public School employees?
Furthermore, the dissertation answers different hypothesis or sub questions to
better understand leadership in the Abu Dhabi public schools and its potential effects.
It is important to bear in mind that using a quantitative, non-experimental,
explanatory survey design is not free of limitations. One limitation is that there is no
control over the independent variable (Edmonds & Kennedy, 2017). Second, using this
design, the researcher cannot control for other third variables that might influence the
outcome or dependent variables. However, Edmonds and Kennedy (2017) argue that nonexperimental research can still predict relationships between different variable, but cannot
determine cause and effect. Furthermore, a third limitation is the cost associated with the
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study. Not only did copyrighted instruments have to be purchased, the study also required
recruiting participants on site in the United Arab Emirates.
Fifth, using a nonprobability sampling strategy limits the study. Access to
government employees is difficult without prior approval; therefore, the researcher will
depend on contacting public organizations through individual connections, phone calls,
emails, and in person visits. The sample will not be random, but purposive where Abu
Dhabi public school are recruited and within the schools employees are conveniently
recruited; the research cannot infer cause or effect, but only predict the relationship
between the different variables. However, it is important to describe the nature of research
design in the UAE.
The design selected here is not inferior to other research on leadership in the UAE.
All prior research on leadership was done using correlational survey design in the UAE. The
majority use convenience samples (Bealer & Bhanugopan, 2014; Jabeen, Behery, & Abu
Elanain, 2015; Randeer & Chaudhry, 2012). Some were purposive (El Amouri & Shirley
O’Neill, 2014; Litz & Scott, 2017), and only one author had a non-experimental random
design with probability sampling (Yousef, 2000, 2017). In terms of the research and
sampling design, this dissertation is comparable to other studies that look at leadership in
the United Arab Emirates, which is mostly non-experimental explanatory survey with
purposive (Abu Dhabi schools) and convenience samples (school employees). Not only is
delineating the research design important, but it is also important to describe the
population of the study.
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Population
The United Arab Emirates population was about approximately nine million in 2016
(Ministry of Economy). The latest population breakdown illustrates that Emiratis made up
approximately 11% of the population with a workforce participation rate of 47.5%. On the
other hand, expats made 89% of the population with 73% workforce participation (Federal
Competiveness and Statistics Authority, 2017; National Bureau of Statistics, 2011). The
country’s gross domestic product (GDP) – goods and services produced – was $348.7
billion dollars in 2016 with crude oil and natural gas, wholesale and retail, construction,
and financial services, contributing to the country’s GDP 16.7%, 12.8%, 10.3%, 10.1%,
respectively (Ministry of Economy, 2016).
Although the UAE has a diversified economy with different sectors, most Emiratis’
employer of choice is the government. According to Federal Competiveness and Statistics
Authority (2017), 36.6% of Emiratis work for the federal government, 41.9% for the local
government, 12.0% for quasi government sector approximately meaning 90.5% of locals
are employed by the public sector. On the other hand, 72.7% of expats work in the private
sector – as displayed in Table 3.1. Thus, since Emiratis are approximately 11% of 9 million,
constituting 990,000, with 47.5% workforce participation rate (470,250 working Emiratis),
and 36.6% of the workforce are employed by the federal government – roughly 172,111
Emiratis – 41.9% are in in local government (197,035 Emiratis).
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Table 3.1: Employment Breakdown by Sector and Nationality
Emiratis

Expats

Federal Government

36.60%

1.30%

Local Government

41.90%

4.40%

Quasi-Government

12.00%

6.40%

Total

90.50%

12.10%

Private Sector

8.30%

72.70%

Total Workforce

470,250

5,847,300

Federal Competiveness and Statistics Authority (2017)

What’s more, when analyzing Abu Dhabi 39.8% of all Emiratis in the state make up
the workforce in comparison to 78.3% of expats (Federal Competiveness and Statistics
Authority, 2017). According to Federal Competiveness and Statistics Authority (2017) of
the working population 23.8% are employed by the public sector, whereas 48.5% are
employed by the private sector. The authority reported that 5.4% of Abu Dhabi’s workforce
is employed in the education sector. Furthermore, Badri et al. (2013) found that in 2010
Abu Dhabi public school employed 10,758 teachers: 4,303 Emiratis and 6,545 expats, 40%
and 60%, respectively. Knowing the demographic information and the estimated number
of employees in UAE local government allows for a better understanding of the sample and
sampling strategy.
Sampling Strategy and Procedure
The survey, from the sample, collects demographic questions that are
straightforward. Participants were asked to identify their age, sex, position, nationality,
education level, years of employment with their current institution, and years working with
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the current supervisor, allowing for a snapshot of the sample. Trochim, Donnelly, and Arora
(2016) argue that in order to sample, the researcher has to understand the sampling
theoretical population, access population, sampling frame, and the sample, which are in
this case: employees in the public sector, employees in Abu Dhabi Government, Abu Dhabi
public schools that agree to participate in the research, and Abu Dhabi public schools
employees that accepted to participate, respectively. Trochim (2006) also indicate that
nonprobability samples are acceptable in situations in which probability sampling is
compromised by impeding feasibility and practicality concerns.
Due to the lack of information and access to the number of employees in the
participating public schools in Abu Dhabi, it is impractical to have a random sampling
strategy, thus a purposive nonprobability sampling was selected. Trochim (2006, para. 4)
states, “In purposive sampling, we sample with a purpose in mind. We usually would have
one or more specific predefined groups we are seeking.” Consequently, the predefined
groups were faculty and staff employed in Abu Dhabi public schools – this is also the
inclusion criteria. Also, different types of schools were purposively selected such as urban
and non-urban schools. Even though a nonprobability sampling strategy was utilized, still a
power analysis was run to calculate the sample size.
Knowing that 10,758 is the number of public school employees in Abu Dhabi made
calculating the sample size possible. Specifically, with a 10,758 population, 95% confidence
level, and 5% margin of error, a sample size of 371 is needed to correctly derive from the
sample the population mean (“Sample Size Calculator,” 2012). However, it is important to
keep in mind the sampling method used in this study is mixed method, the different

69
schools, urban and non-urban, were conveniently selected, however the surveys were
distributed randomly. Nonetheless, Trochim (2006) argues that using nonprobabilitysampling strategy does not mean that the findings cannot be representative of the
population. It is important to understand that “samples cannot depend upon the rationale
of probability theory” (para. 1). Thus, the purposive sampling can shed light on the link
between the different variables in relation to Abu Dhabi public school employees’
perception. Nonetheless, it is important to understand that purposive sampling fails to
infer the findings to all Abu Dhabi public school employees or claim cause and effect. The
following section discusses the procedure for recruitment, participation, and data
collection.
Recruitment and Data Collection
Due to the UAE having a highly bureaucratic organizations, it is difficult to gain
access to employees. As a result, personal contacts, emails, and in-person visits to gain
were used to gain access to organizations. Through referral, contacts were established in
different Abu Dhabi public schools. To access schools in Abu Dhabi research permission is
needed from Abu Dhabi Department of Education and Knowledge (ADEK) thus a request
was sent to their online portal. The council approved the research on 7/15/18 permission
letter is in Appendix A.
Employee participation in the survey was voluntary. Participating Abu Dhabi
schools were provided with a copy of the permission letter from ADEC (see Appendix A).
Next, the survey was emailed to contacts made at the different schools. The contact emailed
the survey to the employees in the school. The survey was also distributed by dropping

70
them off and picking them up – after completion they had to be sealed to protect the
answers of the participants. The survey was distributed on Saturday (which marks the
beginning of the Emirati work week) as recommended by Dillman, Smyth, and Christian
(2009). When the survey was complete, participants were thanked them for their time and
effort completing the survey. Table 3.2 depicts the timeline.
Table 3.2: Initial Recruitment Timeline
Recruitment Timeline
Week 1

Drop Off

Week 2

Week 3

Week 4

Week 5

Week 6

Pick Up

Participating in the survey is voluntary. Before starting the survey a page displays a
written statement introducing the survey – in Arabic and English – as per the Federal Code
Book (45 CFR 46.117, 2005, p. 142) (see Appendix B). Participants were introduced to the
researcher, length, subject, purpose, and the anonymity of the survey. Also, they were
informed that they can stop at any time if they wish not to continue. By starting the
questionnaire, they consented to participate and for data to be collected. This was possible
by applying for Western Michigan University Human Subjects Institutional Review Board
(HSIRB) waiver for signed consent. According to Code of Federal Regulation: “research
[that] presents no more than minimal risk of harm to subjects and involves no procedures
for which written consent is normally required outside of the research context” (45 CFR
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46.117, 2005, p. 142). However, before distributing the data collection instrument, a pilot
study was implemented.
Pilot Study
A pilot study, according to Dillman, Smyth, and Christian (2009), is “a mini-study
which the proposed questionnaire and all implementation procedures are tested on the
survey population in an attempt to identify problems with the questionnaire and related
implementation procedure” (p. 228). Nowadays, the authors argue, that it is increasingly
difficulty to conduct pilot studies because of time and resource constraints. That said, a
pilot study was administered by distributing the survey to friends, family, acquaintances,
committee members and Emirati government employees. The purpose of the pilot study
was to test the instruments’ reliability, particularly parallel-forms reliability. This type of
reliability test allows for examining the consistency between two separate instruments that
measure the same concepts (Trochim, Donnelly, & Arora, 2016). As a result, the questions
that make up each concept on the Emirati Workforce Leadership Survey (EWLS) such as
passive management by expectation, individual consideration, satisfaction, normative
commitment, and others were randomly divided in half. The next section discusses the
results of the pilot study.
Pilot Study Results
The pilot data was collected via a web-based questionnaire (Qualtrics). Participants
included Professors in the department and on the dissertations committee, friends,
acquaintances, and family members (some worked in the Emirati government and the
public sector). Participants filled out both versions of the survey; to test for reliability, a
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correlation between the two instruments was run. A population of 20 (N = 20) were
recruited; out of the 20 only 12 responded, however 10 (n = 10) completed both surveys
(50%) at approximately 7 minutes per survey. The response of participants that did not
complete both survey were discarded. Furthermore, to examine parallel forms reliability –
if the two different surveys measure the same concept – a paired sample t-test was
conducted. Paired sample t-test, according to Ho (2014, p. 63) “used in repeated or
correlated groups design, in which each subject is tested twice on the same variable.”
Also, Ho indicates the test allows the investigation of differences in the means between two
test, units, or groups.
Ho (2014) argues the Z-skewness shows if a distribution deviates significantly from
a normal curve – all the variables were normally distributed except LRC2. Z-skewness was
calculated: by dividing the skewness by the square root of the standard error skewness.
Also, a Shapiro-Wilk test that was automatically generated in SPSS when calculating
the skewness shows failure to reject the null hypothesis – except in the case of the LRC2 –
which is further proof the distribution is normal (Ho, 2014). Thus the paired t-test met all
the assumptions that it needs to meet according to Ho (2014); the distribution of the
variables were normal, and the separate data sets were collected from the same
respondents to calculate the normal distribution.
The results indicate that there was no significant difference in any of the means
except for one variable continuance commitment. Although continuance commitment
showed significance difference in means, it will still be used in the study since the
difference might be based on random error, or due to having a small sample. Thus, it can be
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inferred that randomly distributing the different questions that make up the numerous
scales and dividing them between the two surveys (parallel form) is a valid technique to
collect data and explore leadership, satisfaction, commitment, and turnover in Abu Dhabi
public schools.
Pilot Study Practical Implication
The pilot study, specifically the paired sample t-test shows that both surveys –
which are made up of different questions from the original scales – are not different. In
layman’s term the randomly assigned questions of each scale measure similar constructs.
As a result, it is valid to have members of an organization answer one survey and still
accurately interpret leadership, satisfaction, commitment, and turnover intention.
Nonetheless, for more scrutiny Kendall’s Tau test explored the correlation between each
set of questions in a given survey that measure a scale i.e. continuance commitment,
inspirational motivation, or employee satisfaction. The pairs of questions that had the
highest correlation for measuring a scale were selected for a third – hybrid – survey which
will be distributed among participating Abu Dhabi public schools. The pairs of questions
that were selected according to their correlation coefficient, and from –1 to +1, no
significance was found because of the small sample size (n = 10).
Inspirational leadership (Attribute) was taken from survey A (LIA1 and LIA2)
inspirational leadership (Behavior) was from survey B (LIB3 and LIB4), individual
motivation from survey B (LIM3 and LIM4) individual stimulation from Survey B (LIS3 and
LI4) individual consideration from Survey A (LIC1 and LIC2) these items made up

74
transformational leadership and were chosen because they had a positive and larger effect
size compared to the question in the other survey.
On the other hand, for transactional leadership the following pairs with a positive
and larger effect size were selected from the different surveys: contingent reward from
survey A (LCR1 and LCR2), passive management by expectation from survey B (LMBEP3
and LMBEP4), also from survey B active management by expectation (LMBEA3 and
LMBEA4).
Next, for satisfaction Survey B that was compiled of question MSQ11 to MSQ20
displayed higher positive and higher effect size. Last but not least, for the commitment
scales, the following pairings of questions were chosen. Affirmative commitment questions
were chosen from Survey B (ACS4 and ACS5), .252 (ACS4 and ACS6), (ACS5 and ACS6).
From survey B, also, continuance commitment showed correlates of (CCS4 and CCS5), .375
(CCS4 and CC6), and .425 (CCS5 and CCS6). While normative commitment questions
pairings were from survey A; (NCS1 and NCS3), (NCS2 and NCS1), and .525* (NCS3 and
NCS2) these questions correlated together showed positive and moderate to high effect
size.
Whilst the different questions parings of the scales make up the hybrid survey based
on correlation coefficients the last question that looks at turnover intention has a had an
the highest effect size and this is because the same question was asked in both surveys and
the respondents answered the question identically.
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It is important to shed light on the fact that significance level of the correlation
should not be of concern since the sample size is small (n = 10) and the instruments have
been already validated across different literature
Leadership in the School Context
The different literature displays that leadership exists in different settings, such as
healthcare, IT, and construction (Randeree & Chaudhry, 2012; Jabnoun & Al Rasasi, 2005;
Randeree & Ninan; 2001). It is essential to make the case that in a school setting the
phenomenon of leadership is present. Moreover, demonstrating that in a school setting
characteristics such as satisfaction, commitment, and turnover intention are also
researched in tandem with leadership is paramount. Additionally, it is necessary to give
recent evidence of the use of instruments such as MLQ (Bass & Avolio, 2004), MSQ (Weiss,
Dawis, England, & Lofquist, 1967), and TCM (Meyer & Allen, 2004), to research leadership,
satisfaction, and commitment in a school setting.
Not only is leadership studied in the private or healthcare sector, but it is
researched in schools across the globe. For example, Cypriot (Menon, 2014), Tanzanian
(Nguni, Sleegers, & Denessen, 2006), Turkish, (Şirin, Aydın, & Bilir, 2018), and Iranian
schools (Aliakbari & Sadeghi, 2014) are some of the contexts these studies are taking place.
There is a number of contemporary research that examines leadership; this dissertation
covers a small sample (Imran, Allil, & Mahmoud, 2017; Hallinger, Hosseingholizadeh,
Hashemi, & Kouhsari, 2018; Ribeiro, Yücel, & Gomes, 2018; Şirin, Aydın, & Bilir, 2018;
Aydogmus, Camogaz, Ergeneli, & Ekmekci, 2017; Diya Dou, Geert Devos, & Martin Valcke,
2017; Semarco & Cho, 2017; Ineme & Ineme, 2016; Sayadi, 2016; Shila & Sevilla, 2015;

76
Aliakbari & Sadeghi, 2014; Menon, 2014; Selamat, Nordin, & Adnan, 2013; Negussie &
Demissie, 2013; Khasawneh, Omari, & Abu-Tienh, 2012; Nguni, Sleegers, & Denessen,
2006).
Besides, in the rich body of work that explores leadership; commitment and
satisfaction have been examined with the variable in school settings. Recent works have
considered the relationship between the different variables using instruments such as MLQ
(Bass & Avoilo, 2004), MSQ (Weiss, Dawis, England, & Lofquist, 1967), and TCM (Meyer &
Allen, 2004). An example of a recent study that studied leadership using the MLQ in the
school setting is Şirin, Aydın, and Bilir, (2018) numerous earlier studies did so too (Sayadi,
2016; Shila & Sevilla, 2015; Menon, 2014; Selamat, Nordin, & Adnan, 2013; Khasawneh,
Omari, & Abu-Tienh, 2012; Nguni, Sleegers, & Denessen, 2006). In the studies, the
researchers are analyzing the relationship between leadership style and variables such as
commitment, satisfaction, or organizational citizen behavior, concluding that
transformational leadership has a positive effect on the different variables. On the other
hand, MLQ (Bass & Avolio, 2004) is examined in different settings such as Information
Technology (Aydogmus, Camogaz, Ergeneli, & Ekmekci, 2017) and Healthcare (Negussie &
Demissie, 2013), which also use the instrument.
In addition to MLQ, MSQ's (Weiss, Dawis, England, & Lofquist, 1967) use is
widespread, despite it being an older instrument. Current research that uses the MSQ are
Aydogmus, Camogaz, Ergeneli, and Ekmekci, (2017), Ineme and Ineme, (2016), and
Negussie and Demissie, (2013) in settings such as Information Technology, University, and
healthcare, respectively. Additionally, Sayadi (2016) examines the effects of leadership

77
style on Iranian elementary, middle school, and high-school teachers' satisfaction using the
MSQ. The author found that aspects of transformational leadership have a positive effect on
job satisfaction. Illustrating that MSQ is an instrument that to this day is used to study
satisfaction in school settings.
Lastly, some recent studies explored commitment using Meyer and Allen's (2004)
TCM. Research that used TCM survey in school settings is Hallinger, Hosseingholizadeh,
Hashemi and Kouhsari, (2018), Imran, Allil, and Mahmoud, (2017), Shila and Sevilla,
(2015), and Selamat, Nordin, and Adnan, (2013). On the other hand, research also explored
commitment using the TCM in fields such as higher education in the works of Esop and
Timms, (2019), and Tourism (Yetgin & Serap Benligiray, 2019). The contemporary
examples of the instruments justifies that each is viable to study leadership, commitment,
satisfaction in Abu Dhabi Public School using MLQ (Bass & Avolio, 2004), MSQ (Weiss,
Dawis, England, & Lofquist, 1967), and TCM (Meyer & Allen, 2004).
Understanding Public Administration Through Schools
Studying leadership is prevalent in public schools as indicated in the previous
section. However, it is essential to make the case that using private sector practices – or
instruments – is permissible and that the private sector resembles public organizations.
(Meier & O’Toole, 2002, 2009, 2011). For instance, Nelson and Balu (2014) study of fiscal
stress in US public schools demonstrates that to some extent schools act rationally,
particularly in raising money and cutting costs. Thus, it is viable to develop and test public
administration practices by studying schools carefully.
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Meier and O'Toole (2002) sought to understand if new public management (NPM) –
or the use of business practices – "make[s] the difference between success and failure in
the delivery of public policy results" (p. 629). The authors examined 1000 Texas School
District in an attempt to observe if management quality affects performance – it does.
Furthermore, the same authors Meier and O'Toole (2011) make the theoretical argument
that public and private sector overlap having similar characteristics and it is acceptable to
use business practices in the public sector. Nevertheless, Meier and O'Toole argue that it is
vital to understand that there will be differences in applying management practices across
different sectors (2019, 2011). The study of the authors took places in public schools
making the case to a certain degree public school can operate as a private business.
However, one must be heedful in generalizing that public organizations should be run as a
business.
US public schools cannot legally operate as private business responding to market
forces (Nelson & Balu, 2014) – they are required to abide by rules set forth by the federal
and state government. Furthermore, they operate in a juxtaposition of public opinion and
organizational goals (Pandey, 2010), a challenge between balancing external and internal
factors in decision making (Reitano, 2018). The case here is only that some private sector
practices can be applied in the public sector.
The second case is that schools are a context in which one can study public
administration practices. One example is Meier and O'Toole (2002) as stated earlier there
are numerous studies that make the case (Sun & Henderson, 2016; Jacobsen & Anderson,
2013; Johansen, 2013; Johansen; 2012; Rabovsky, 2011).
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Similarly, schools budgets have been studied to further the finance literature in
public administration (Barrett, Fowles, Jones, & Reitano, 2018; Reitano, 2018; Nelson &
Balu, 2014). These examples make the case that one can study public administration by
examining schools. In addition to the research literature, professional associations also
examine schools to inform practitioners on issues of leadership in public administration.
Some examples are the Association for School District Curriculum Development (ASCD)
and Association for School Business Officials International (ASBO). The former develops
programs and trainings that promote educators’ ability to lead while the latter provides
resources, the best practices, and networking opportunity for educators (ASCD, n.d.; ASBO,
n.d.). Both associations publish articles through a leadership magazine, for ASCD, and
leadership newsletter for ASBO. Making it clear that schools are studied to understand and
advance public administration. As a result, this study looks at Abu Dhabi public schools to
understand how government organizations can increase commitment and satisfaction and
decrease turnover intention.
Instrumentation
The Emirati Workforce Leadership Survey (EWLS) – used in this dissertation – is a
combination of four validated survey instruments such as the Multifactor Leadership
Questionnaire (2004), the Minnesota Satisfaction Questionnaire (Weiss, Dawis, England, &
Lofquist, 1967), the Three Component Model of Commitment Survey (Meyer & Allen,
2004), and a question adapted from the Federal Employee Viewpoint Survey (Office of
Personnel Management, 2016). The following sections will introduce the different surveys
that make up EWLS, discussing the name and year the instrument was developed,
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permission to use the survey from the developer, validity and reliability values in different
literature, ending with appropriateness to the current study.
Leadership
Bass and Avolio developed the Multifactor Leadership Questionnaire (MLQ) in 1995
and updated it in 2000 and 2004, respectively (2004). Today the MLQ 5X short form is a
survey comprised of 45 questions with a five-point Likert scales ranging from 0= not at all,
1= once in a while, 2= sometimes, 3= fairly often, and 4= frequently if not always. It is used to
assess the leadership style displayed in an organization, teams, or between individuals.
Originally, the MLQ was a six-factor model composed of (1) charismatic or inspirational
leadership, (2) intellectual stimulation, (3) individualized consideration, (4) contingent
reward, (5) active management by expectation, and (6) passive-avoidant leadership (Bass
& Avolio, 2004). The authors found that the six-factor model’s reliability ranged from 0.92
to 0.64 and its internal consistency is above 0.70. In essence, the six-factor model
represents the best model fit.
The authors argue that MLQ is useful in determining and differentiating between the
leadership styles used in an organization such as transformational and transactional (Bass
& Avolio, 2004). Dumdum, Sivasubramanian, and Avolio (2002) scrutinized hundreds of
studies and found that MLQ describes different components of leadership style (as cited in
Bass & Avolio, 2004). Similarly, Judge and Piccolo (2004) found in a review of full range
leadership that:
The results provide important support for the validity of transformational as well as
contingent reward and, to some extent, laissez-faire leadership. The validity of
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transformational leadership, in particular, seems to generalize across many
situations, including when it is studied in rigorous settings. (p. 765)
Not only does the MLQ 5X short form accurately measure transformational leadership, it
also accurately measures transactional leadership (Avolio, Bass, & Jung, 1999). The authors
found evidence of discriminant validity, and decreased correlation stipulating that the
survey can differentiate between both types of leadership. On a similar note, in a metaanalysis of leadership literature, Judge and Piccolo (2004) found that MLQ is a valid
instrument for measuring transactional and transformational leadership. Nonetheless, the
MLQ is not free from criticism. Bass and Avolio (2004) argue that: “Goodwin, Wofford, and
Whittington (2001) suggested that the high correlation between transformational and
transactional leadership ratings may be due to the item composition of the contingent
reward scale” (p. 75).
According to the authors, when Goodwin, Wofford, and Whittington (2001)
differentiated between active management by expectation (MBEA) and passive
management by expectation (MBEP) they found a decrease in the correlation between
transformational and aspects of transactional leadership, the findings were also supported
by Garman, Davis-Lenane, and Corrigan (2003) (as cited by Bass & Avolio, 2004).
Thereupon, Bass and Avolio (2004) devised a nine-factor model to distinguish
between the different leadership aspects, minimize correlation, and assess the array full
range leadership styles. The authors new MLQ taxonomy is as follows: (1) idealized
attributes (IA), (2) Idealized behavior (IB), (3) inspirational motivation (IM), (4)
intellectual stimulation (IS), (5) individualized consideration (IC), (6) contingent reward
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(CR), (7) passive management by expectation (MBEP), (8) active management by
expectation (MBEA), and (9) Laissez-faire (LF).
Bass and Avolio (2004) concluded that the nine-factor model produces the best
model fit across cultural context and raters. On the same token, Antonakis, Avolio, and
Sivasubramaniam (2003, p. 283) uncovered a “strong and consistent evidence that the
nine-factor model best represented the factor structure underlying the MLQ (Form 5X)
instrument.” Thus, this dissertation uses the nine-factor model to differentiate between
transformational and transactional leadership. Idealized attributes (IA), idealized behavior
(IB), inspirational motivation (IM), intellectual stimulation (IS), individualized
consideration (IC) make up the former, while the latter, is made up of contingent reward
(CR), passive management by expectation (MBEP), and active management by expectation
(MBEA) as illustrated in the Table 3.3.
While the leadership styles and their dimensions make up the independent variable.
One of the dependent variables – satisfaction – is measured by the Minnesota Satisfaction
Questionnaire (the survey is no longer sold and can be used for free for non-commercial
use).
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Table 3.3: MLQ Leadership Dimension Questions
Leadership Style

Survey Question No.

Transformational
Idealized Attributes (IA)

10,18,21,25

Idealized Behavior (IB)

6,14,23,34

Inspirational Motivation (IM)

9,13,26,36

Intellectual Stimulation (IS)

2,8,30,32

Individualized Consideration (IC)

15,19,29,31

Transactional
Contingent Reward (CR)

1,11,16,35

Passive Management by Expectation (MBEP)

3,12,17,20

Active Management by Expectation (MBEA)

4,22,24,27

Satisfaction
The Minnesota Satisfaction Questionnaire (MSQ) started out as the Work
Adjustment Project, by University of Minnesota in 1957 to better cater to vocational
rehabilitation clients through measuring their satisfaction as a proxy for their ability to
adjust to their jobs (Weiss, Dawis, England, & Lofquist, 1967). The authors argue that MSQ
not only informs if employees are satisfied, but also what satisfies them, for example,
compensation, clear communication, or creativity.
Additionally, two forms of the MSQ exist: the long form which takes about 20
minutes to administer, and the short form – which will be used in this dissertation – and
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takes about 5 minutes; both display reliability and validity (Weiss, Dawis, England, &
Lofquist, 1967).
According to Weiss, Dawis, England, and Lofquist, the short form is made up of 20
questions with 5 Likert scales ranging from 1= very dissatisfied, 2= dissatisfied, 3= neither,
4= satisfied, 5= very satisfied. It is noteworthy, to refrain from using the original rating scale
because of “ceiling effect,” whereby the answers are negatively skewed (Weiss, Dawis,
England, & Lofquist, 1967). The author’s solution was to use a different 5 Likert scale 1=
not satisfied, 2= somewhat satisfied, 3= satisfied, 4= very satisfied, 5= extremely satisfied –
which illustrated a more equal distribution around the mean.
Moreover, Weiss, Dawis, England, and Lofquist (1967) have three categories for
MSQ score; low satisfaction, moderate satisfaction, and high satisfaction; anything under
the 25 percentile is low; 26 to 74 is moderate; while 75 and above is high satisfaction. Also,
the short form contains different satisfaction scales: (1) general satisfaction, (2) extrinsic
satisfaction, and (3) intrinsic satisfaction (Weiss, Dawis, England, & Lofquist, 1967).
In sum, the MSQ is an accurate predictor of satisfaction (Buitendach & Rothmann,
2009). Weiss et al. (1967), found internal consistency using Hoyt reliability coefficients that
range from 0.84 to 0.92, 0.77 to 0.82, 0.87 to 0.92, for intrinsic motivation, extrinsic
motivation, and general satisfaction, respectively. According to Weiss, Dawis, England, and
Lofquist (1967, p. 24), the short form’s stability can be purported from the long form where
its “General Satisfaction scale scores yielded coefficients of .89 over a one-week period and
.70 over a one-year interval.” On the same token, the authors make the same argument for
the validity of the short form; arguing that the long form displays construct validity.
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Similarly, Hirschfeld (2000, p. 267) argues that “criticisms and suggestions makes little
difference in relations of job satisfaction components with relevant variables and
ostensibly does not result in improved construct validity of MSQ short-form scores.” This
indicates that the original short form survey is valid. Thus, MSQ is a comprehensive
instrument to understand satisfaction in the Abu Dhabi public schools.
Commitment
Satisfaction is one dependent variable in this research; another is commitment,
which will be measured using the Three Component Model (TCM) Employee Commitment
Survey (Meyer & Allen, 2004). Meyer and Allen customized a survey based on their Three
Component Model of Commitment in 1991 and updated it in 1997 (2004). The model is
comprised of (1) affective commitment, (2) normative commitment, and (3) continuance
commitment (Meyer & Allen, 1991). Each is a scale in the TCM survey – affective
commitment scale (ACS), normative commitment scale (NCS), and continuance
commitment scale (CCS) – which measures commitment as a result of desire (ACS),
obligation (NCS), and cost (CCS) (Meyer & Allen, 2004).
The survey, created by Meyer and Allen, has a long form and a short form; the latter
is used in this dissertation (2004). The authors allow the use of the instrument free of
charge for research purposes only. Moreover, the survey consists of three scales – ACS,
NCS, and CCS – each includes 6 questions, totaling 18. Meyer, Allen, and Smith (1993)
provided a 7-point Likert scale that ranges from 1= strongly disagree, 2= disagree, 3=
slightly disagree, 4= undecided, 5= slightly agree, 6= agree, and 7= strongly agree (as cited in
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Meyer & Allen, 2004). Also, to minimize agreement bias, the authors reversed the scales on
some questions.
The TCM employee commitment survey was tested and proven valid. For example,
Meyer and Allen (1996) ran a factor analysis and found that the scales load on different
factors. Similarly, they state (p. 273), “ACS, CCS, NCS are appropriate measures of
organizations commitment based on emotional attachment, perceived costs, and feelings of
obligation, respectively.” Thus, TCM is a valid construct of measuring commitment.
Not only is TCM valid, but also it is reliable. Meyer and Allen (1996) found that the
reliability coefficient of the different commitment scales: ACS, CCS, and NCS, are 0.85, 0.79,
0.73, respectively. Also, by testing and retesting surveys recruited more than 15,000
employees, from different organizations, over a period of 7 weeks to 11 months, the
authors concluded that the survey is reliable. Similarly, Lee et al. (2001) confirmed the
validity and reliability of TCM commitment survey in South Korea, meaning that the survey
works across cultures. As a result, TCM survey is used to measure the commitment of Abu
Dhabi public school employees – showing if the scale works in the Middle-Eastern context.
Turnover Intention
In addition to commitment and satisfaction, the last dependent variable is turnover
intention. Every year the United States Office of Personnel Management (2016) publishes
the Federal Employee Viewpoint Survey (FEVS). Inquiring federal employees on turnover
intention: “Are you considering leaving your organization within the next year, and if so,
why?” The answers range from no; yes, to retire; yes, to take another job within the federal
government; yes, to take another job outside the government; yes, other.
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Kim and Fernandez (2015) used FEVS to study turnover intention in government.
Operationalizing the answers as nominal and binary, where no=0, while the rest are =1.
Bergkvist and Rossiter (2007) justify the use of single item measure instead of multiple
item measure. Also, they argue that former – single item measure – display predictive
validity. Thus, it is appropriate to use a single question to understand Abu Dhabi public
school employees’ turnover intention.
The different surveys are appropriate to measuring leadership style, satisfaction,
commitment, and turnover intention. Specifically, the EWLS is composed of MLQ – the
independent variable measures leadership style. MLQ allows for differentiating between
Abu Dhabi public school employees’ perception of leaders style; transactional or
transformational. Also, MSQ, TCM employee commitment survey, and a question from
FEVS, are dependent variables that measure satisfaction, commitment, and turnover
intention, respectively. MSQ measures Abu Dhabi public school employees’ satisfaction
levels; TCM measures Abu Dhabi public school employees’ commitment style, while the
adapted question from FEVS is appropriate to understand the employees’ intention to leave
the organization. Not only is the instrumentation of the survey appropriate, but also it is
necessary to operationalize each variable.
Operationalization, Scoring, and Parallel-Forms
The Emirati Workforce Leadership Survey is made up of different questionnaires
that look at specific variables such as leadership, satisfaction, commitment, and turnover
intention. It is vital to operationally define the components of the surveys that this
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dissertation sheds light upon, starting with MLQ and followed by MSQ, TCM, and turnover
intention.
MLQ measures two types of leadership transformational and transactional
leadership. The latter is based on a form of exchange; individuals will comply with a leader
because they gain something of value in return, while the former is when a leader motivates
followers to reach their maximum potential (Burns, 1978).
Transformational leadership is operationalized as: (1) individualized influence
(attributes), charismatic qualities as a result of characteristics that lead to trust and
admiration; (2) individualized influence (behaviors), charismatic qualities of a leader as a
result of actions that prompts qualities such as persistence; (3) inspirational motivation,
encouraging followers to work enthusiastically towards a vision; (4) intellectual
stimulation, challenge followers to think creatively by questioning the status quo; (5)
individualized consideration, tailor support and coaching to each follower’s need (Bass &
Avolio, 2004).
On the other hand, transactional leadership, according to Bass and Avolio (2004), is
operationalized as: (1) contingent reward, awarding individuals if they meet their
objectives (2) active management by expectation, monitoring for inefficiencies and
correcting them (3) and passive management by expectation, correcting inefficiencies only
when they become a serious problem.
Other than leadership, satisfaction is another variable that is explored in this
dissertation. The MSQ short form measures general satisfaction levels of employees (Weiss,

89
Dawis, England, & Lofquist, 1967). Thus, this study operationalize satisfaction as a positive
feeling employee derive from their job (Locke, 1976).
In addition to leadership, and satisfaction, commitment is the third variable in this
dissertation. Commitment is persistently engaging in an activity that an individual deems
valuable. Meyer and Allen (1991) operationalize commitment in three forms: (1) affective,
where employees want to be committed; (2) continuance, employees need to be committed
or they will incur losses when leaving; and (3) normative, employees ought to be
committed because they feel indebted.
Lastly, turnover intention is when employees contemplate leaving their
organization. It is operationalized to entail retirement, changing organizations, moving
sectors, and other reasons as turnover intention. Using a dichotomous yes or no answer
distorts the understanding of turnover intention.
After operationalizing the different variables it is critical to stipulate the scoring of
the different variables. Each component of the MLQ, such as idealized influence or active
management by expectation, is calculated by summing the items (questions) and dividing it
by the number that makes up each scale (Bass & Avolio, 2004). However on aggregate the
leadership styles are calculated somewhat differently. Transformational leadership is made
up of 20 questions (as displayed in Table 3.3) and the aggregate score of transformational
leadership is possible by tallying all responses of the score of each individual divided by 20
(n/20). On the other hand, transactional leadership consists of 12 items (questions) and
calculating the aggregate score is possible by tallying all the responses of the score of each
individual divided by 12.
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Next, MSQ is used to explore general job satisfaction and is calculated by
aggregating the responses of the score of each individual, which is the derived from the
sum of their score, divided by 20 (Weiss, Dawis, England, & Lofquist, 1967).
Third, the TCM survey is used to explore three types of commitment profiles;
affective commitment scale (ACS), normative commitment scale (NCS), and continuance
commitment scale (CCS) (Meyer & Allen, 2004). The authors argue that each scale or
profile is made up of 6 questions – for a total of 18 – and summing the average of all the
employees’ responses for each scale illustrates the degree of commitment. However, Meyer
and Allen (2004) argue that it is important to rearrange reversed key items to correctly
compute the commitment scores.
Finally, after looking at MLQ, MSQ, and TCM, turnover intention is calculated as a
dichotomous variable. This dissertation operationalizes turnover intention the same as
Kim and Fernandez (2015), however with some adjustments so the questions are
appropriate to the context and scope of the study. The new answers to choose from are: (1)
no=0; (2) yes, retire; (3) yes, to take another job in a public school; (4) yes, to take another job
in a private school; (5) yes, other. In addition to operationalizing and delineating the scoring
of the variables, it is important to shed light on the administration of the survey.
Having discussed the scoring it is noticeable that the survey is made up of 71
questions excluding the demographic questions. Methodologists argue that long surveys –
in terms of time and number of questions – lead to low response rates (Trochim, Donnelly,
& Arora, 2016; Dillman, Smyth, & Christian, 2009). A solution is using parallel-forms of
survey that “is used to assess the consistency of the test results of two rests constructed in

91
the same way from the same content domain” (Trochim, Donnelly, & Arora, 2016, p. 121).
According to the authors the solution is twofold by testing for reliability and shortening the
survey. The latter is possible since the different variables are measured by multiple
questions; through randomly assigning different survey items (questions) for each
construct it is possible to create two separate surveys. For example, MSQ has 20 items to
measure satisfaction; each survey will be randomly assigned 10 questions (Weiss, Dawis,
England, & Lofquist, 1967). Meanwhile, MLQ constructs such as passive management by
expectation and other consist of 4 items (Bass & Avolio, 2004), 2 (from the 4) questions
used to measure each construct were randomly assigned to each survey. The same goes for
TCM that is made up of three constructs each with 6 items (total 18), 3 questions of each
construct will be randomly assigned to each survey (Meyer & Allen, 2004). The last
variable, turnover intention is made up of one question and is present in both surveys.
Randomly assigning the different construct evenly on both surveys allows for the
administration of a shorter survey instrument and testing for reliability (Trochim,
Donnelly, & Arora, 2016). After administering they survey it is possible to analyze the data.
Data Imputation
The data was collected dropping off the survey on site – participating Abu Dhabi
public schools – then picking it up or emailing participating schools the link to the online
survey. After the surveys were collected they were imported in Microsoft Excel and
checked or missing entries. To have more data to analyze and not lose statistical power
missing data was imputed. Since the school sample was not collected at random and there
are multiple questions to measure variables, the study applies person mean imputation:
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“averaging the items that measure a common theme” (Enders, p. 51, 2010). Later on, the
revised data was imported into SPSS. During the cleaning process SPSS by default
discarded incomplete data, which were imputed and imported to SPSS to have a complete
data set. It is important to discuss the validity of the different constructs in the dissertation.
Construct Validity
Traditionally, the American Psychological Association’s (1954, 1966) taxonomy of
validity was three fold: (1) content, (2) criterion-related, and (3) construct related validity
(as cited by Messick, 1993). The author argue that the first examines the questions’ (test,
experiment, or survey) ability to describe the subject; the second looks for a relationship
between what is being questioned and other variables; and the third scrutinizes if the
question actually describes what it is set out to measure. He cautions, “This view [of the
three types of validity] is fragmented and incomplete, especially in failing to take into
account evidence of value implications of score meaning as a basis for action and of the
social consequences of test use” (1993, pp. 6-7). Thus, there needs to be a broader
incorporation of validity.
Trochim, Donnelly, and Arora (2016) argue that confusion persists in the methods
literature in regard to the semantics used to describe validity. Similar to Messick (1993),
Trochim et al. (2016) are against a rigid classification of validity. They use the term
construct validity to broadly subsume all the various facets of validity (Trochim, Donnelly,
& Arora, 2016).
What’s more, for a better understanding and assessing of construct validity
Trochim, Donnelly, and Arora (2016) group them under (1) translation validity, and
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(2) criterion-related validity. The former deals with how well the construct is
operationalized, while the latter focuses on if the construct is operationalized according to
theory.
Trochim, Donnelly, and Arora (2016) categorize (1) face validity, and (2) content
validity under translation validity. As its name suggests, the first examines if the construct
is operationalized well – the process is highly subjective. The second deals with a checklist
of relevant “questions” – in the case of EWLS – that make up the operationalized constructs
(p. 130). In the pilot study the two translation validity were met, as on its face the EWLS
asked questions relevant to the construct, while for construct validity the questions and
sub-questions were related to the constructs.
Subsequently, the constructs in this dissertation were carefully operationalized, and
have face validity. The study also portrays content validity for the reason that the different
constructs are explored through myriad characteristics, and scrutinized by different
questions and sub questions. For example, three types of commitment are studied
(affective, continuance, and normative) and each is measured with 6 questions (Meyer &
Allen, 2004).
On the other hand, Trochim, Donnelly, and Arora (2016) organize (1) predictive
validity, (2) concurrent validity, (3) convergent validity, and (4) discriminant validity
under criterion-related validity. The first, predictive validity, looks at the congruence
between operationalization and theory in terms of prediction; does the construct predict
outcomes as stated in the literature (Trochim, Donnelly, & Arora, 2016). Research has
shown that transformational leadership is positively associated with satisfaction,
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commitment, and turnover intention (Byico, Hackett, & Allen, 1995; Ajzen & Fishbein,
1980).
Second, concurrent validity, explores according to theory how well the
operationalization differentiates between groups (Trochim, Donnelly, & Arora, 2016). In
the case of this dissertation, which distinguishes between transformational and
transactional leadership, satisfied and unsatisfied employees, and different types of
commitment, there is concurrent validity.
Third, convergent validity, is how comparable is the operationalization of these
construct to other theoretically similar constructs (Trochim, Donnelly, & Arora, 2016).
While fourth is discriminant validity; how distinctive is the operationalization of these
constructs to other theoretically different constructs. The authors that have established
these different instruments provided detailed evidence of the convergent and discriminant
validity of the different variables (Bass & Avolio, 2004; Meyer & Allen, 2004; Weiss, Dawis,
England, & Lofquist, 1967). Having said, threats to validity remain.
Threats to Validity
Major threats of validity in this study are internal and external validity. The former,
according to Trochim, Donnelly, and Arora (2016), is “the approximate truth about
inferences regarding cause-effect or causal relationship” (p. 28). The latter, is “the degree
to which the conclusions in your study would hold for other persons in other places and at
other times” (Trochim, Donnelly, & Arora, 2016, p. 28). The study uses a purposive
nonprobability sample, which is problematic since causal relationships cannot be
determined or generalized (Edmonds & Kennedy, 2017). According to the authors it is only
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possible to predict or explain the relationship between the different variables, but not infer
causation. As a result, the findings cannot be generalized to all Abu Dhabi public school
employees. Furthermore, for the study to be internally and externally valid data has to be
collected from a random sample (which is beyond the scope and feasibility of this study).
Nevertheless, present are conclusion and construct validity. The former is “the
degree to which conclusion you reach about relationships in your data are reasonable”
(Trochim, Donnelly, & Arora, 2016, p. 28). Using a purposive nonprobability sample to
select schools and a convenience sample within the schools to explain the relationships
between the different variables among Abu Dhabi public school employees. The latter,
states Trochim, Donnelly, and Arora (2016), is “the degree to which inferences can be
legitimately made from the operationalizations in your study to the theoretical constructs
on which those operationalization are based” (p. 28). Using pre-established measures and
operationalizations and tying it to the variables used to explore the leadership, satisfaction,
commitment, and turnover intention in the Abu Dhabi public schools is a form of construct
validity. The next chapter discusses the data analysis and findings.

CHAPTER 4
DATA ANALYSIS AND FINDINGS
The purpose of this study was to understand and explore the perception of
transformational and transactional leadership styles on public employee's satisfaction,
commitment, and turnover intention. Developing a more nuanced understanding of the
perceptions of public sector employees was possible by addressing the following research
question: What is the association between perceptions of leadership style and
commitment, job satisfaction, and turnover intention among Abu Dhabi Public Schools
employees? As a result, this study tests the following hypotheses:
H1: Abu Dhabi public school employees perceived their leaders to be transactional.
H2: Abu Dhabi public school employees perceived their leaders to be transformational.
H3: Abu Dhabi public school employees who perceived their leaders to be transformational
are more likely to display increased job satisfaction.
H4: Abu Dhabi public school employees who perceived their leaders to be transactional are
more likely to display decreased job satisfaction.
H5: Abu Dhabi public school employees who perceived their leaders to be transformational
are more likely to display increased job commitment.
H6: Abu Dhabi public school employees who perceived their leaders to be transactional are
more likely to display decreased job commitment.
H7: Abu Dhabi public school employees who perceived their leaders to be transformational
are less likely to leave their organization.
H8: Abu Dhabi public school employees who perceived their leaders to be transactional are
more likely to leave their organization.
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The following section summarizes the results of the data analysis. First, this section
discusses how the data was collected and if there are any discrepancies between the
method and the actual collection. Second, it reports the baseline descriptive and
demographic statistics of the sample while checking for external validity by comparing the
sample to the actual population. Third, it explains the item loadings. Fourth, it describes the
sample characteristics, evaluates statistical assumptions, and reporting statistical analysis.
Finally, it briefly reviews answers to each respective research questions before fully
addressing them in the findings section.
Actual Data Collection and Descriptive Statistics
Data collection took longer than the anticipated six weeks. Instead, it took twelve
weeks. There was no response after sending the survey link to 100 random Abu Dhabi
schools. Thus, two different methods were used to collect the data. The first was emailing
participating Abu Dhabi Public Schools the link to the survey for them to distribute to
employees. The second method involved surveys being dropped off at the schools, having
responses placed in sealed envelopes, and picking them up.
The types of schools that participated were from all around the Emirate of Abu
Dhabi including urban and non-urban cities. Not all school types and cities were recorded
since the survey was anonymous, and there was no survey question on the location of the
school or type. However, the following are the characteristics of the schools that answered
the paper surveys. Five schools were from the city of Alain, and three were from Abu Dhabi.
The school types were Kindergarten, cycle 1, which includes grades one to five, and cycle 2
from grades six to nine. Also cycle 3, which includes grades 10 to 12, and lastly, common
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cycle schools that have overlapping grades from the different cycles. The surveys were
distributed among schools from the different cycles both in urban and non-urban cities.
Four schools that answered the paper surveys were urban and 4 were non-urban, they
were spread across Abu Dhabi and Alain.
A total of 337 surveys were collected from Abu Dhabi Public Schools employees.
However, one school, with 42 responses, was deleted because the data was homogenous,
leaving only 295 surveys. Of the 295 surveys respondents 45.7% were Emirati compared to
54.3% non-Emirati expats. Males were 46.6% of the respondents while the females were
53.4% of the respondents. The sample's median age was between 35 to 44 years while the
distribution was: 3% from18 to 24, 15.2% was between 25 to 34, and 45% from 35 to 44.
While 33.1% was from 45 to 54, only 3.7% were older than 55 (see Table 4.1 for a detailed
descriptive statistics of the respondents).
Besides age and nationality, the median education level in the sample was a
Bachelor's degree. Of the population 68.6% had a Bachelor's degree, 24% obtained a
Master's degree, and 2.8% had a diploma – a two-year college degree. Almost 90% of the
population sample is educated and has a Bachelor's degree or higher. Moreover, the
respondents varied across 14 different positions such as an accountant, district principal,
nurse, and registrar. The majority of the respondents, at 83.3% were teachers, followed by
3.5% head of departments, 2% academic supervisors, and 2.0 % counselors.
Also, the respondent's average number of years working for their current institution
was 11.15 years – the valid response rate was 262 responses. For 295 respondents, the
average number of years working for their current supervisor was 4.34 years. The different
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descriptive statistics give a snapshot of the sample population – see Table 4.1 for a detailed
descriptive statistics of the respondents.
Furthermore, a cross-tabulation was carried out to report the baseline descriptive
and demographic statistics of the sample between different subgroups based on sex and
nationality. Some of the noteworthy findings based on sex was, 6.90% of male respondents
were Emirati while were non-Emirati 39.80%. On the other hand, 38.70% of the female
respondents were Emirati and only 14.60% were non-Emirati. Also, breaking down
responses by age and sex, 19.2% male respondents were between the ages of 35-44 years,
followed by 16.20% between 45-54. On the contrary, 25.70% of female respondents were
between the ages of 35-44, and 17.40% were between 45-54. On education, 26.30% of
male respondents had a bachelor's degree, compared to 42% of female respondents. Last,
on the number of years working for institution and supervisor, males had an average of
9.97 and 4.46 years, respectively, females had 11.92 and 4.27 years (see Table 4.1 for more
detailed cross tabulations).
Meanwhile, there were noteworthy findings based on nationality, 24.4% of the
Emirati respondents were between the ages of 35 and 44, while 13.20% were between the
ages of 45 and 54. On the other hand, 21.10% of non-Emirati respondents were between
the ages of 35 and 45. Meanwhile, 18.90% were from 45 to 54 years of age. Next, when
looking at education, 37.8% of Emirati respondents were bachelor's degree holders,
compared to 30.6% of non-Emiratis. However, only 5.4% of Emirati respondents had a
Master's degree, compared to 19.1% of non-Emiratis. Also, when looking at positions,
31.8% of Emirati respondents were teachers compared to 52.8% of non-Emiratis. Next,
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while exploring the number of years working for institution and supervisor, Emiratis had
an average of 14.43 and 4.95 years, respectively, non-Emiratis had 8.41 and 3.83 years (see
Table 4.1 below for detailed cross tabulation).
Lastly, checking for external validity between the respondent sample and actual
population was not possible because there was no data on the number of workers in each
sector based on nationality. The existing data on the workforce was based on the
percentage of male and female or nationality across all sectors (Federal Competiveness and
Statistics Authority, 2017). Moreover, Public School is defined differently and the closest
definition to this dissertation’s was Badri and colleagues (2013). They had a broader
definition of public schools being made up of “four school types (PPP, government, model,
and Ghad), where each type offered the teachers different responsibilities, curricula,
resources, and school environments” (p. 25). Thus, it is important to keep in mind the
narrow definition of public schools, which is only government schools in this dissertation,
while interpreting the analysis of this study. The next section discusses the association
between the observed variables, if there are any, and the factor loadings.
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Table 4.1: Demographic Characteristics by Sex and Nationality

Nationality

Emirati
Non-Emirati
Sex

Female

6.90%

38.70%

39.80%

14.60%
Emirati

46.60
%
53.40
%

n = 269
18-24 Years
25-34 Years
35-44 Years
45-54 Years
+55 Years

Education

45.70
%
54.30
%

n = 279
Male

Age

Breakdown by Sex
Male
Female

n = 282

3.00%
15.20
%
45.00
%
33.10
%
3.70%

n = 283
High School
Diploma
Bachelor's
Master's
Professional
Degree
Doctorate

Breakdown by
Nationality

0.70%
2.80%
68.60
%
24.00
%
1.80%
2.10%

nonEmirati

6.90%

39.80%

38.70%
Male
2.30%

Female
0.80%

Emirati
0.00%

14.60%
nonEmirati
3.00%

6.80%

8.30%

4.50%

10.90%

19.20%

25.70%

24.40%

21.10%

16.20%
1.90%

17.40%
1.50%

13.20%
1.90%

Male
0.70%
0.40%

Female
0.00%
2.60%

Emirati
0.70%
1.40%

18.90%
1.90%
nonEmirati
0.00%
1.40%

26.30%

42%

37.80%

30.60%

17.20%

7.30%

5.40%

19.10%

0.70%
1.10%

0.70%
1.10%

0.00%
0.00%

1.40%
2.20%
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Table 4.1—Continued
Breakdown by Sex
Position

n = 198
Academic
Supervisor
Accountant
Administrative
Assistant
Counselor
District Principal
HOD
LRC Specialist
Nurse
Principal
Principal Assistant
Registrar
School Deputy
Teacher
Vice Principal

Years
working for
Institution

2.00%
0.50%
1.50%

0.50%
0.00%

1.50%
0.50%

1.50%
0.50%

0.50%
0.00%

0.50%
0.00%
0.00%
1.00%
0.00%
1.00%
0.50%
0.00%
0.00%
0.00%

1.00%
2.10%
0.50%
2.60%
0.50%
0.00%
1.00%
0.50%
0.50%
50.00%

1.00%
2.10%
0.50%
2.60%
0.50%
0.00%
0.50%
0.50%
0.50%
0.50%

0.00%
0.00%
0.00%
1.00%
0.00%
0.50%
1.00%
0.00%
0.00%
0.00%

42.30%
0.00%

41.20%
1.50%

31.80%
0.5%

52.80%
1.0%

11.15
11

Male
9.97
10.00

Female
11.92
2.00

Emirati
3
14

nonEmirati
8.41
6

4.34
3

Male
4.46
13.00

Female
4.27
3.00

Emirati
4.95
4.5

nonEmirati
3.83
2

n = 258
Mean
Median

Female

2.00%
0.50%
3.50%
0.50%
1.00%
1.50%
0.50%
0.50%
0.50%
83.30
%
1.50%

n = 262
Mean
Median

Years
working for
supervisor

Male

Breakdown by
Nationality
nonEmirati
Emirati

Categorical Principal Component Analysis and Exploring Scales
Since the survey was developed using split reliability, categorical principal
component analysis (CTPCA), which is a data reduction technique, was utilized to explore
the relationship between the different items. Bass and Avolio (2004) recommend
averaging out the items to create a scale for each leadership characteristic such as active
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management by exception or idealized attributes – which is the approach followed in this
dissertation.
Not only were the scales used to run CTPCA, but also the items were all loaded
against each other before being averaged into the recommended scales. The 16 items from
the MLQ were analyzed using a CTPCA. The results for the single items displayed two
factors the first was one was all of the transformational leadership items loaded on with a
Cronbach alpha of .994 the first factor accounted for 87.16% of item variance as seen in
Table 4.2. The second factor, transactional leadership, displayed a Cronbach alpha of .626
and accounted for 24.2% of item variance.
Table 4.2: MLQ Single Item Cronbach Alpha Loadings
Dimension

Cronbach's Alpha

Eigenvalue

1

0.944

8.716

2

0.626

2.42

Total

.971a

11.136

Conducting the CTPCA on the scaled or average items showed similar results (see
Table 4.3). The results displayed two factors the first was one was all of the
transformational leadership items loaded on with a Cronbach alpha of .907 and accounted
for 48.50% of item variance. The second factor, transactional leadership, displayed a
Cronbach alpha of .303 and accounted for 13.6% of item variance. Although the Cronbach
alpha for the second dimension is low the items load well together in the CTPCA, polychoric
correlation matrix, and factor analysis thus the research will continue with the scaled
transactional leadership items.
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Table 4.3: MLQ Scaled Transformational and Transactional Leadership Cronbach Alpha
Loadings
Dimension

Cronbach's Alpha

Eigenvalue

1

0.907

4.85

2

0.303

1.36

Total

.959a

6.21

Contrary to Bass and Avolio’s (2004) finding, in this dissertation contingent reward
tends to load with transformational leadership in both the single items and the averaged
items. The loading of contingent reward with transformational leadership might have
implications of how different cultures might view reward as part of transformational
leadership rather than transactional. Other reasons are one of the items on contingent
reward (Q35 in the MLQ survey) may have been misinterpreted, poorly translated
(although it was translated and back-translated by three different individuals), or is viewed
differently in the given cultural context. For example, the idea of non-monetary reward, or
expressing feelings of apperception and gratitude, may be a phenomenon that is associated
with transformational leaders. Lastly, the use of only two questions to study contingent
reward is not enough to have it observe contingent rewards dimensionality on
transactional leadership. Thus, given the application of this research instrument to Emirati
Public organizations and the results of the loadings, the following approach is used;
contingent reward will be added to the transformational leadership scale, while the
transactional scale will be only composed of active and passive management by exception.
To confirm the findings a polychoric correlation matrix, with 50 bootstraps, for the single
items of each leadership characteristics, and 25 bootstraps for the scales was run (Lorenzo-
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Seva & Ferrando, 2015); the findings were similar to CTPCA (see Appendix C and Appendix
D for the scale polychoric correlation matrix) – so was the factor analysis (Garson, 2013).
(See Table 4.4 for single item factor analysis and 4.5 for scaled items factor analysis.)
Table 4.4: MLQ Single Items Categorical Principal Component Analysis Loading
Component Loadings
Questions

Dimension
1

2

Idealized attributes 1

0.804

–0.051

Idealized attributes 2

0.841

–0.042

Idealized behavior 1

0.793

0.122

Idealized behavior 2

0.881

0.028

Inspirational motivation 1

0.833

0.09

Inspirational motivation 2

0.81

0.121

Intellectual stimulation 1

0.843

0.035

Intellectual stimulation 2

0.886

0.064

Individual consideration 1

0.895

0.075

Individual consideration 2

0.751

0.112

Contingent reward 1

0.826

0.159

Contingent reward 2

0.849

0.13

Active MGT 1

–0.353

0.773

Active MGT 2

–0.441

0.708

Passive MGT 1

–0.157

0.806

Passive MGT 1

0.019

0.751

Variable Principal Normalization
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Table 4.5: MLQ Scaled Items Categorical Principal Component Analysis
Dimension

Component Loadings
Questions

1

2

Idealized Attributes

0.873

–0.004

Idealized Behaviors

0.9

0.09

Inspirational Motivation

0.839

0.106

Intellectual Stimulation

0.901

0.049

Individual Consideration

0.873

0.096

Contingent Reward

0.868

0.15

Active MGT

–0.489

0.705

Passive MGT

–0.089

0.9

Variable Principal Normalization

In addition to the leadership scale, satisfaction scale from Weiss, Dawis, England,
and Lofquist’s (1967) MSQ was explored. The ten items from the MSQ were analyzed using
a CTPCA. The results showed the ten items displayed two factors the first was one that all
the factors loaded on with a Cronbach alpha of .887 the first factor which is the general
satisfaction scale accounted for 49.62% of item variance as seen in Table 4.6. The second
factor displayed a Cronbach alpha of .166 and accounted for 11.76% of item variance.
While exploring the items in the second dimension some represented the extrinsic
satisfaction factors in the original study (Weiss, Dawis, England, & Lofquist’s, 1967)
nonetheless their loadings were less than 0.7 see Table 4.7. However, the closest loading
items for the second factor were on pay and advancement with loadings of 0.602 and a
mean of 2.623 for the former, and 0.446 and a mean of 1.81 for the latter. The low averages
illustrates that the answers were closer to not satisfied; thus they might be dissatisfaction
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scales, however, not enough dimensionality is present in this sample to argue that. For now
the general item satisfaction will be adapted in this research – both the polychoric
correlation and factor analysis concur with the findings of the CTPCA.
Table 4.6: MSQ Single Items Cronbach Alpha Loadings
Dimension

Cronbach's Alpha

Eigenvalue

1

0.887

4.962

2

0.166

1.176

Total

.930a

6.137

Table 4.7: MSQ Single Items Categorical Principal Component Analysis
Dimension

Component Loadings
Questions

1

2

Being able to be busy all the time

0.651

–0.194

The chance to be somebody in the community

0.698

–0.458

The competence of my supervisor to make decisions

0.664

–0.056

The way my job provides steady employment

0.763

0.178

The chance to do other things for people

0.776

–0.327

The chance to tell people what to do

0.705

–0.398

My pay and the amount of work I do

0.523

0.602

The chance of advancement on this job

0.653

0.446

The freedom to use my own judgment

0.778

0.231

The working conditions

0.789

0.12

Variable Principal Normalization

In addition to the leadership and satisfaction scale, the commitment scale that
adapted nine items from the TCM model by Meyer and Allen (2004) was analyzed by the
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CTPCA. First the reversed questions were recoded to match the unreversed items. The
results for the single items displayed two factors, the first was a general commitment scale
items loaded together with a Cronbach alpha of .858, and it accounted for 42.15% of item
variance (as seen in Table 4.8). The second factor, continuance commitment, displayed a
Cronbach alpha of .506 and accounted for 18.17% of item variance. In contrast, Meyer and
Allen (2004) were able to distinguish between the three commitment types: affective,
continuance, and normative. Only continuance commitment emerged as a distinguishable
scale in this sample. A reason for this inconsistency with Meyer and Allen (2004) might be
that commitment is not a multidimensional concept among Abu Dhabi Public School
Employees. Another, is important items on the different commitment scales were not
present, since only half the items were used, hence the failure in observing the
dimensionality of commitment (see Table 4.9 for CTPCA Three Component Model Single
Item Loadings). However, for data analysis, a general commitment scale – the average of
the items – will be explored followed by analyzing continuance commitment scale to
understand their outcome in association to the different variables. With the adjustments to
the scales the first statistical model – the t-test – can be performed to look for difference
between transactional and transformational leadership within the Abu Dhabi Public
Schools.
Table 4.8: TCM Single Items Cronbach Alpha Loadings
Dimension
1
2
Total

Cronbach's Alpha
0.858
0.506
.939a

Eigenvalue
4.215
1.817
6.032
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Table 4.9: TCM Single Items Categorical Principal Component Analysis
Component Loadings
Questions

Dimension
1

2

I would be very happy to spend the rest of my career with this
organization

0.815

–0.167

I do not feel a strong sense of "belonging" to my organization
(R)

0.746

–0.478

I do not feel a strong "emotionally attached" to this
organization (R)

0.698

–0.528

It would be very hard for me to leave my organization right
now, even if I wanted to

0.674

0.437

Too much of my life would be disrupted if I decided to I wanted
to leave my organization now

0.548

0.672

I feel that I have too few options to consider leaving this
organization

0.448

0.695

I do not feel any obligation to remain with my current
employer (R)

0.701

–0.25

I would feel guilty if I leave my organization right now

0.702

0.26

This organization deserves my loyalty

0.754

–0.159

Variable Principal Normalization

From T-test to Mann-Whitney U: Approach 1
Independent sample t-tests calculate the difference between the means of two
groups. According to Green and Salkind (2003) there are three assumptions that have to be
met (1) normal distribution, (2) equal variance, and (3) cases are from a random sample
and independent from each other. The second and third assumptions were met, however
the first one was not, since the distribution was negatively skewed due to the ordinal level
response used throughout the survey. Thus, a different test that is similar to the
independent t-test must be applied; in this case the Mann-Whitney U was used to calculate
the difference in the medians. The reason this alternative test is used is that the test is non-
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parametric, and the distribution does not have to be normal, nor does there have to be
parameters. The assumptions of the Mann-Whitney U, according to Green and Salkind
(2003), are (1) the distribution of the variables are not different, (2) cases are from a
random sample and independent from each other, and (3) requires a sample large sample –
greater than 41. In this sample all the assumptions for running are Mann-Whitney U test
are met. The responses were graphed on a histogram to observe if there were differences –
in the shape – between the different groups on any of the variables.
The first statistical model tests the difference between transformational and
transactional leadership by looking at the difference in the means between different Abu
Dhabi Public Schools employees’ perceptions of these variables. For example, the difference
between nationals and expats, and men and women, can be examined.
The Mann-Whitney U test between the scaled transactional and transformational
leadership variables and nationality was conducted. No difference between the two groups
was found. In both cases the null hypothesis – samples are not different – were not rejected
as seen in Table 4.10. In addition to looking at the scaled averages of the variables, the
difference in means between the individual characteristic showed no difference between
means as can be viewed in Table 4.11.
Furthermore, the Mann-Whitney U test explored the association between the scaled
transactional and transformational leadership variables and sex (see Table 4.12). It is clear
that there is no difference in the mean of the perception of transactional leadership
between men and women in Abu Dhabi Public School. However, there was a difference
between the means of men and women when looking at transformational leadership;
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women were more likely to see their leaders to be transformational with an average rank
of 151.86 in comparison to the men’s 125.43 average rank. Besides looking at the scaled
averages of the variables, the difference in means between the individual characteristic
indicate that there is a difference between the all the transformational leadership
individual characteristics except idealized attributes (see Table 4.13). However, with the
rest of the idealized behavior, inspirational motivation, intellectual stimulation, individual
consideration, and contingent reward, the null hypothesis was rejected with significance
levels 0.19, 0.22, 0.25, 0.05, 0.37, respectively.
Table 4.10: Mann-Whitney U Test Between Emirati and Non-Emirati Employees Exploring
Scaled Leadership Styles
Variable

Mann-Whitney U

Wilcoxon W

Z

Sig. (2-tailed)

Transactional Leadership

8896.5

20524.5

–1.236

0.216

Transformational Leadership

9479.5

21107.5

–0.479

0.632

Table 4.11: Mann-Whitney U Test Between Emirati and Non-Emirati Employees Exploring
Individual Leadership Style Characteristics
Variable

Mann-Whitney U

Wilcoxon W

Z

Sig. (2-tailed)

Idealized Attribute

8514

16770

–1.862

0.063

Idealized Behavior

8669.5

20145.5

–1.532

0.126

Inspirational Motivation

9502

17758

–0.251

0.802

Intellectual Stimulation

9269.5

20745.5

–0.487

0.626

Individual Consideration

8909

20537

–1.127

0.26

Contingent Reward

9572

21200

–0.122

0.903

Active MGT

8936

20564

–0.967

0.333

Passive MGT

8774.5

20250.5

–1.344

0.179
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Table 4.12: Mann-Whitney U Test Between Male and Female Employees Exploring Scaled
Leadership Styles
Variable

Mann-Whitney U

Wilcoxon W

Z

Sig. (2-tailed)

Transactional Leadership

8822

17337

–1.236

0.269

Transformational Leadership

7791

16306

–0.479

0.006

Table 4.13: Mann-Whitney U Test Between Male and Female Employees Exploring
Individual Leadership Style Characteristics
Variable

Mann-Whitney U

Wilcoxon W

Z

Sig. (2-tailed)

Idealized Attribute

9029

17544

–0.816

0.414

Idealized Behavior

7974

16359

–2.352

0.019

Inspirational Motivation

8026

16411

–2.287

0.022

Intellectual Stimulation

7974

16359

–2.236

0.025

Individual Consideration

7682

16197

–2.778

0.005

Contingent Reward

8140

16655

–2.087

0.037

Active MGT

8509.5

17024.5

–1.403

0.161

Passive MGT

9234

17749

–0.392

0.695

Women and Transformational leadership
Testing the implications for the hypothesis, H1 (Abu Dhabi public school employees
perceived their leaders to be transactional) and H2 (Abu Dhabi public school employees
perceived their leaders to be transformational) are possible by examining the difference in
perceptions between different groups of respondents. Groups can be differentiated based
on characteristics such as sex, nationality, and Arabic as opposed to English speaking
expats. The last one, Arabic opposed to English speaking expats, was dropped since the
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groups did not have similar distribution on the histogram, thus not meeting the first
assumption for running the Mann-Whitney U test.
For the first hypothesis H1 there were no differences in the means based on sex or
nationality; all employees equally perceive their leaders to be transactional based on Sex or
Nationality. The first model testing H2 illustrates that women employees in Abu Dhabi
Public School are more likely than men to perceive their leaders to be transformational.
The same cannot be inferred for Emiratis, expats, or men. As a result, for the rest of the
groups, the null hypothesis was not rejected, implying that they do not view leadership
style differently.
Schools in the UAE are single sex schools and because of culture and religion the
faculty are of the same sex of the student population. The having women perceive their
leaders to be more transformational than men (1) suggests that women leaders are more
transformational than men, or (2) women are more likely to rate their leaders more as
transformational.
As a result of the difference in means between men and women perception of
transformational leadership another set of regressions analyzed the independent variables
satisfaction, commitment, and turnover intention as an outcome of transformational
leadership, transactional leadership, sex, and the interaction term between sex and
transformational leadership to shed light on the issue of gender and leadership.
Regressing satisfaction on sex, transformational leadership, transactional
leadership, and the interaction term sex – where males were coded as 0 and females as 1 –
and transformational leadership the test yielded a negative beta (–0.221). The association
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between transformational leadership and satisfaction is lower in magnitude among
females. As a result, females in Abu Dhabi Public Schools that perceived their leader to be
transformational are less satisfied than males. On the other hand, males that perceived
their leaders to be transformational are more satisfied than their female counterparts (in
Table 4.14: model 1 shows the regression without the interaction term and model 2 with,
while Table 4.15 is a detailed view of the regression with the interaction term).
Table 4.14: Model Summary of Satisfaction as an Outcome Leadership Style With and
Without an Interaction Term
Model

R

R Square

Adjusted R Square

Std. Error Est.

1

0.558

0.312

0.304

0.67095

2

0.569

0.324

0.314

0.66599

a. Predictors:
Model1: Transactional & Transformational Leadership, Sex
Model2: Transactional & Transformational Leadership, Sex, Sex*Transformational Leadership
Dependent variable: satisfaction

Table 4.15: Regression Coefficient of Satisfaction as an Outcome of Leadership Style With
the Interaction Term Sex* Transformational Leadership
Model
2

Variable

B

β (Std. Coef.)

Std. Error

Sig.

0.329

0.494

(Constant)

0.225

Sex

1.131

0.703

0.402

0.005

Transformational Leadership

0.633

0.075

0.655

0.000

Transactional Leadership

0.25

0.28

0.045

0.583

–0.221

–0.592

0.098

0.025

Sex*Transform
a. Dependent Variable: Satisfaction
b. Sex coded as: Male (0) and Female (1)
c. Interaction term: Sex*Transformational L.
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While regressing commitment on sex, transformational leadership, transactional
leadership, and the interaction terms, sex and transformational leadership yielded a
negative beta (–0.621). The association between transformational leadership and
commitment is lower in magnitude among females. Thus, females in Abu Dhabi Public
Schools that perceived their leaders to be transformational are less committed than males.
On the contrary, males that perceived their leaders to be transformational are more
committed than females in Abu Dhabi Public Schools (in Table 4.16 model 3 shows the
regression without the interaction term and model 4 with, while Table 4.17 is a detailed
view of the regression with the interaction term).
Table 4.16: Model Summary of Commitment as an Outcome of Leadership Style, With and
Without an Interaction Term
Model

R

R Square

Adjusted R Square

Std. Error Est.

3

0.526

0.277

0.269

1.07822

4

0.563

0.317

0.307

1.04966

a. Predictors:
Model3: Transaction & Transformational Leadership, Sex
Model4: Transactional & Transformational Leadership, Sex, Sex*Transformational Leadership
Dependent variable: commitment
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Table 4.17: Regression Coefficient of Commitment as an Outcome of Leadership Style With
the Interaction Term Sex* Transformational Leadership
Model
4

Variable

B

β (Std. Coef.)

Std. Error

Sig.

0.518

0.411

(Constant)

0.427

Sex

3.087

1.224

0.636

0.000

Transformational Leadership

1.026

0.676

0.118

0.000

Transactional Leadership

0.008

0.006

0.071

0.905

–0.621

–4.001

0.155

0.000

Sex*Transform
a. Dependent Variable: Commitment
b. Sex coded as: Male (0) and Female (1)
c. Interaction term: Sex*Transformational L.

Next, regressing turnover intention on sex, transformational leadership,
transactional leadership, and the interaction terms, sex and transformational leadership,
yielded a positive beta (0.157). The association between transformational leadership and
turnover intention is higher in magnitude among females. Although female in Abu Dhabi
public schools perceive their leaders to be transformational they are still more likely to
leave their organizations than males. On the other hand, males that perceived their leaders
to be transformational were associated with less turnover intention (in Table 4.18 model 5
shows the regression without the interaction term and model 6 with, while Table 4.19 is a
detailed view of the regression with the interaction term).
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Table 4.18: Model Summary of Turnover Intention as an Outcome Leadership Style With
and Without an Interaction Term
Model

R

R Square

Adjusted R Square

Std. Error Est.

5

0.292

0.085

0.75

0.46927

6

0.32

0.103

0.089

0.46565

a. Predictors:
Model5: Transaction & Transformational Leadership, Sex
Model6: Transactional & Transformational Leadership, Sex, Sex*Transformational Leadership
Dependent variable: Turnover Intention

Table 4.19: Regression Coefficient of Turnover Intention as an Outcome of Leadership Style
With the Interaction Term Sex* Transformational Leadership
Model
6

Variable
(Constant)

B

β (Std. Coef.)

1.186

Std. Error

Sig.

0.231

0.000

Sex

–0.681

–0.697

0.281

0.016

Transformational Leadership

–0.231

–0.397

0.52

0.000

Transactional Leadership

0.059

0.11

0.032

0.064

Sex*Transform

0.157

0.693

0.069

0.023

a. Dependent Variable: Turnover Intention
b. Sex coded as: Male (0) and Female (1)
c. Interaction term: Sex*Transformational L.

In sum, testing models that each regress satisfaction, commitment, and turnover
intention as an outcome of the transformational leadership, transactional leadership, and
gender as an interaction terms shows that there is a difference between the males and
females in Abu Dhabi Public schools.
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On the other hand, when testing models that regress satisfaction, commitment, and
turnover intention on sex, transactional leadership, transformational leadership, and the
interaction term sex and transactional leadership. The interaction term was not significant
(P > 0.05); as a result, the interaction of sex and transactional leadership was no different
for males' or females' perception of Abu Dhabi Public schools.
After analyzing the regression with the interaction term it is important to note that
research on gender and leadership is nuanced. Maher (1997) surveyed evening university
students in the Midwest on their current supervisor and found that there are no differences
between men and women managers leadership style. Other researchers had also concluded
that there is no difference between men and women leadership style as being either
transformational or transactional (Martin, 2015; Paustian-Underdahl, Walker, & Woehr,
2014; Eagly, Johannesen-Schmidt, & Engen, 2003; Mandell &Pherwani, 2003; Manning,
2002).
On the other hand, there are proponents of the argument that women are more
transformational than men. In a three-sample survey of different sectors, Bass and Avolio
(1996) found that women displayed more transformational leadership characteristics in
comparison to men. Meanwhile, in a survey of an international bank in Australia, Carless
(1998) had women rated by their superiors, themselves, and subordinates. The author
found that women’s superiors rated them more transformational than men, similarly
women rated themselves more transformational than men, while subordinates rated men
and women equally transformational. On the token, there are different studies that view
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women to be more transformational than men (Saint-Michel 2018; Sahin, Gurbuz, & Sesen,
2017; Brandt & Edinger, 2015; Stempel, Rigotti, & Mohr, 2015).
Lastly, another argument is that men are more transformational than women. In a
survey Saudi Arabian nurses described their male leaders to be more transformational
than females (Alghamdi, 2018). Moreover, in a meta-analysis of three research paradigms
Koeing et al. (2011) found that leadership was viewed as masculine rather than feminine.
To sum up, the research on gender and leadership is multifaceted. Regressing the
different variables with the interaction term of gender and leadership style was a result of
the findings in the Mann Whitney U test that women perceived their leaders more as more
transformational than men. However, this is not the focus, nor the scope of this dissertation
and the survey was not designed to explore the difference between male and female
leaders. Having said that, the survey was not designed to collect information that
differentiated between male and female leaders.
After executing the first statistical model, Mann-Whitney U test, the second
statistical model, multiple regression analysis, was carried out to explore hypotheses H3,
H4, H5 and H6.
Multiple Regression: Approach 2
A multiple regression analysis was conducted to study satisfaction in relation the
overall transformational and transactional index. The results indicate that only
transformational leadership accounts for a significant amount of Abu Dhabi Public School
Employee satisfaction

= .265, F(2,290) = 52.3, p < 0.01, demonstrating that Abu Dhabi

Public School employees that perceive their leaders to be transformational are more
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satisfied than those that perceive them otherwise. The analysis demonstrated that 26.5% of
the variance in satisfaction is associated with scaled leadership variables (see Table 4.20).
A second analysis explored the separate effects of transformational and
transactional leadership characteristics to understand satisfaction among Abu Dhabi Public
School employees. The predictors were: idealized attributes, idealized behavior,
inspirational motivation, intellectual stimulation, individual consideration, and contingent
reward for transformational leadership. On the other hand, active and passive management
by exception were the predictors for transactional leadership. The model with all the
leadership characteristics was significantly related to employee satisfaction

= .307,

F(8,277) = 15.32, p < 0.01 illustrating approximately 30% of the variance in satisfaction the
of Abu Dhabi Public school employees is associated with leadership characteristics (see
Table 4.20). However, from the eight leadership characteristics only two were statistically
significant (p < 0.05) intellectual stimulation (.005) and individual consideration (.04) (see
Table 4.21). These findings implied that Abu Dhabi Public employees’ that perceive their
leaders to practice intellectual stimulation; challenges them to think and be creative, and
also individual consideration; and makes them feel that they attend to their individual
needs increases their satisfaction.
After testing the two models, it was interesting that in the first model, transactional
leadership scale was not negatively related to satisfaction, which does not provide evidence
for and is in the opposite direction of hypothesis H4. While in the second model, only
passive management by exception was negatively related to satisfaction, active
management by exception was positively related to satisfaction; however, both
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characteristics were not significant. Thus a third model was carried out to explore the
effects of passive and management by exception scales alone on Abu Dhabi Public
employee satisfaction. The model was significantly related to employee satisfaction

=

.059, F(2,287) = 9.005, p < 0.01 illustrating approximately 6% of the variance in satisfaction
the of Abu Dhabi Public school employees is associated with transactional leadership
characteristics (see Table 4.20). However, of the two scales, only passive management by
exception is negatively related to satisfaction with a standardized coefficient of -.225 (P <
0.01 ) while active management by exception is positively related with a coefficient of .190
(P < 0.01 ) (see Table 4.21). Inferring that the relationship between the different variables
is complex, and contrary to the hypothesis and the research literature, not all aspects of
transactional leadership is negatively related to satisfaction. In Abu Dhabi Public schools
employees’ satisfaction only decreases when their leaders are passive, not intervening
unless there is a major problem. While the coefficient for active management by exception,
intervening when as soon as problem arises, is positive yet not significant.
Table 4.20: Model Summary of Satisfaction as an Outcome of Different Leadership Variables
Model

R

R Square

Adjusted R Square

Std. Error Est.

1

0.515

0.265

0.26

0.68894

2

0.554

0.307

0.287

0.67981

3

0.243

0.059

0.052

0.78186

a. Predictors for Models:
Model1: Transactional and Transformational Leadership
Model2: Idealized Attribute, Idealized Behavior, Inspirational Motivation, Intellectual
Stimulation, Individual Consideration, Contingent Reward, Active MGT, Passive MGT
Model3: Active MGT and Passive MGT
b. Dependent Variable: Satisfaction
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Table 4.21: Regression Coefficients of Satisfaction as an Outcome of Different Leadership
Variables
Model
1

2

3

Variable

B

β (Std.
Coef.)

Std. Error

Sig.

0.246

0.000

VIF

(Constant)

0.892

Transactional Leadership

0.031

0.035

0.044

0.491

1.031

Transformational
Leadership

0.497

0.52

0.049

0.000

1.031

(Constant)

1.265

0.278

0.000

Idealized Attribute

–0.077

–0.086

0.08

0.338

3.188

Idealized Behavior

0.089

0.098

0.09

0.328

3.991

Inspirational Motivation

–0.095

–0.104

0.079

0.229

2.987

Intellectual Stimulation

0.246

0.292

0.087

0.005

4.26

Individual Consideration

0.155

0.208

0.075

0.04

4.054

Contingent Reward

0.111

0.142

0.078

0.153

3.917

Active MGT

0.04

0.055

0.042

0.338

1.333

Passive MGT

–0.023

–0.031

0.047

0.627

1.591

0.136

0

(Constant)

3.002

Active MGT

0.137

0.190

0.046

0.003

1.232

Passive MGT

–0.191

–0.255

0.048

0

1.232

b. Dependent Variable: Satisfaction

After performing a multiple regression analysis to explore satisfaction, the same test
analyzed commitment in relation to the transformational and transactional index. The
results indicate that the model with both transformational leadership and transactional
leadership accounts for approximately 21% of variance in the commitment of Abu Dhabi
Public School Employee commitment

= .212, F(2,290) = 39.11 p < 0.05 (see Table 4.22).
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Only transformational leadership scale was significant (P < 0.05). This finding
demonstrated that Abu Dhabi Public School employees that perceive their leaders to be
transformational were more committed than those that perceive them to be transactional.
Although transactional leadership had a positive coefficient .083 compared to .710 of
transformational leadership, it was not significant (P = .258) (see Table 4.23).
A second analysis explored the separate effects of transformational and
transactional leadership characteristics to understand overall commitment among Abu
Dhabi Public School employees. The predictors were: idealized attributes, idealized
behavior, inspirational motivation, intellectual stimulation, individual consideration, and
contingent reward for transformational leadership. On the other hand, active and passive
management by exception were the predictors for transactional leadership. The model
with all the leadership characteristics was significantly related to employee satisfaction
= .221, F(8,277) = 9.827, p < 0.01 illustrating approximately 22% of the variance in Abu
Dhabi Public school employees overall commitment is associated with leadership
characteristics (see Table 4.22). However, of the eight leadership characteristics none were
statistically significant. The findings were consistent when testing for the transformational
leadership characteristics, and transactional leadership characteristics separately. While
exploring the dimensionalities of the different commitment types only continuance
commitment emerged as a distinguishable scale. Testing the different leadership
characteristics and overall scales to predict continuance commitment provides a better
understanding of the commitment.
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Table 4.22: Model Summary for Commitment as an Outcome of Different Leadership
Variables
Model

R

R Square

Adjusted R Square

Std. Error Est.

1

0.461

0.212

0.207

1.13383

2

0.47

0.221

0.199

1.14602

a. Predictors for Models:
Model1: Transactional and Transformational Leadership
Model2: Idealized Attribute, Idealized Behavior, Inspirational Motivation, Intellectual
Stimulation, Individual Consideration, Contingent Reward, Active MGT, Passive MGT
b. Dependent Variable: Commitment

Table 4.23: Regression Coefficients Commitment as an Outcome of Different Leadership
Variables
Model
1

2

Variable

B

(Constant)

1.782

Transactional
Leadership

0.083

Transformational
Leadership

0.71

(Constant)

1.907

Idealized Attribute

0.053

Idealized Behavior

β (Std.
Coef.)

Std. Error

Sig.

VIF

0.405

0.000

0.06

0.073

0.258

1.031

0.467

0.08

0.000

1.031

0.468

0.000

0.037

0.135

0.697

3.188

0.109

0.076

0.152

0.475

3.991

Inspirational
Motivation

0.223

0.153

0.133

0.095

2.987

Intellectual
Stimulation

–0.016

–0.012

0.147

0.912

4.26

Individual
Consideration

0.129

0.109

0.127

0.31

4.054

Contingent Reward

0.181

0.145

0.131

0.167

3.917

Active MGT

0.085

0.074

0.071

0.228

1.333

Passive MGT

–0.028

-0.023

0.08

0.727

1.591

b. Dependent Variable: Commitment
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Exploring continuance commitment (CC) in relation to overall leadership scales was
possible by performing a multiple regression. The model with both transformational and
transactional scale yielded the following results:

= .043, F(2,290) = 6.570 p < 0.05.

Explaining only 4.3% in the variance in Abu Dhabi Public School employees’ CC (see Table
4.24). Moreover, only transformational leadership (P < 0.05) was found significant unlike
transactional leadership (P > 0.05) (see Table 4.25). A second model

= .061, F(8,277) =

2.24 p < 0.05 that looks at all the characteristics of both transactional and transformational
leadership in relation to CC explained 6.1% of the variance only (see Table 4.24). None of
the eight characteristics were significantly associated with CC. Thus, another model that
looked at the characteristics of each scale separately in order to explain CC (see Table
4.25). The model with the different facets of transformational leadership only explained
5.6% of CC with a model summary of:

= .056, F(6,281) = 2.75 p < 0.05 however none of

the characteristics were significantly associated with CC (as seen in Table 4.24). Moreover,
the model that looked at the variables making up transactional leadership was able to
explain only 0.8% of the variance in CC the model’s summary as

= .008, F(2,287) = 1.191

p < 0.05 (as seen in Table 4.24). Also, the model failed to reject the null hypothesis in the
ANOVA test (p = .306), meaning that both passive and active management exception do not
have significantly different means. After looking at the effects of leadership styles and their
characteristics on commitment and satisfaction, the next section will explore its effects on
turnover intention exploring hypothesis H7 and H8.
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Table 4.24: Model Summary of Continuance Commitment as an Outcome of Different
Leadership Variables
Model

R

R Square

Adjusted R Square

1

0.208

0.043

0.037

2

0.247

0.061

0.034

3

0.236

0.056

0.035

4

0.091

0.008

0.001

a. Predictors for Models:
Model1: Transactional and Transformational Leadership
Model2: Idealized Attribute, Idealized Behavior, Inspirational Motivation, Intellectual
Stimulation, Individual Consideration, Contingent Reward, Active MGT, Passive MGT
Model3: Idealized Attribute, Idealized Behavior, Inspirational Motivation, Intellectual
Stimulation, Individual Consideration, Contingent Reward
Model4: Active MGT and Passive MGT
b. Dependent Variable: Continuance Commitment

Table 4.25: Regression Coefficients of Continuance Commitment as an Outcome of Different
Leadership Variables
Model

Variable

B

1

(Constant)

2.509

Transactional Leadership
Transformational
Leadership

0.151
0.397

(Constant)

2.283

Idealized Attribute

0.051

Idealized Behavior

2

β (Std.
Coef.)

Std. Error

Sig.

VIF

0.569

0.000

0.086

0.103

0.142

1.031

0.205

0.113

0.001

1.031

0.653

0.001

0.028

0.188

0.784

3.188

0.304

0.166

0.213

0.154

3.991

Inspirational Motivation

0.234

0.127

0.186

0.209

2.987

Intellectual Stimulation

–0.279

–0.164

0.205

0.174

4.26

Individual Consideration

0.058

0.039

0.177

0.743

4.054

Contingent Reward

0.062

0.039

0.183

0.733

3.917

Active MGT

0.078

0.053

0.099

0.431

1.333

Passive MGT

0.053

0.035

0.111

0.635

1.591
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Table 4.25—Continued

Model

Variable

B

3

(Constant)

2.729

Idealized Attribute

0.015

Idealized Behavior

4

β (Std.
Coef.)

Std. Error

Sig.

VIF

0.503

0.000

0.008

0.182

0.933

3.025

0.31

0.169

0.211

0.143

3.926

Inspirational Motivation

0.244

0.131

0.186

0.19

2.983

Intellectual Stimulation

–0.313

–0.183

0.198

0.115

3.999

Individual Consideration

0.076

0.05

0.175

0.664

4.002

Contingent Reward

0.076

0.048

0.18

0.672

3.83

(Constant)

4.19

0.281

0.000

Active

0.146

0.101

0.095

0.124

1.232

Passive

–0.061

–0.041

0.099

0.534

1.232

b. Dependent Variable: Satisfaction

Binary Logistic Regression: Approach 3
Turnover intention is recorded as a dichotomous variable 0 (intend to stay) and 1
(intend to leave). A binary logistics regression was applied to observe the association of
the independent variables, transformational and transactional leadership, on a
dichotomous variable turnover intention of Abu Dhabi Public school employees. The model
significantly estimates turnover intention (

= 22.51(2), P < 0.05), and the Nagelkerke

was .102, meaning that it explains 10.2% of the variance in turnover intention. The
model predicted 64% of the cases correctly, while the Hosmer Lemeshow test (HL test)
failed to reject the null hypothesis (P = .946), demonstrating that the data fits the logistic
regression well – based on goodness of fit (see Table 4.26). In the model, only one of the
variables was significant "transformational leadership." The variable had a negative
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predictor of turnover intention when Abu Dhabi Public Schools employees perceived their
leaders to be transformational the lower their odds of turnover intention (OR= .525, P <
0.05) odds of turnover intention decreased by 5.25% (see Table 4.27).
A second analysis explored the separate effects of transformational and
transactional leadership characteristics to predict the probability of Abu Dhabi Public
School employees’ turnover intention. The model significantly explained turnover intention
(

= 29.96(2), P < 0.05), the Nagelkerke

was .136, meaning it predicts 13.6% of the

variance in turnover intention. The model predicted 65.5% of the cases correctly, with
Hosmer Lemeshow test (HL test) failing to reject the null hypothesis (P = .657), signifying
goodness of fit (as seen in Table 4.26). In the model, there was no significant variables,
however passive management by exception was almost accepted P = .058 (as seen in Table
4.27). Thus, another model only looked at the transactional leadership characteristics –
since none of the transformational leadership characteristics were significant. The model
was significantly associated with turnover intention (
Nagelkerke

= 15.03(2), P < 0.05), the

was .069, meaning it explained 6.9% of the variance in turnover intention.

The model anticipated 61.7% of the cases correctly with Hosmer Lemeshow test (HL test)
failed to reject the null hypothesis (P = .242); representing a goodness of fit (see Table
4.26). In the model of the two variables only passive management by exception was
significant. The variable had a positive predictor of turnover intention when Abu Dhabi
Public Schools employees perceived their leaders to have passive management by
exception style the higher their odds of turnover intention (OR= 1.651, P < 0.05) odds of
turnover intention increased by 16.51% (see Table 4.27). On the other hand, active
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management by exception had lower odds of turnover intention – it decreased it – however
the finding was not significant (P > 0.05). After applying the different statistical tests to
explore the data it is possible to summarize the findings.
Table 4.26: Model Summary of Turnover Intention as an Outcome of Different Leadership
Variables
Model

Nagelkerke R

HL Test

% Correct Prediction

1

0.102

0.946

64%

2

0.136

0.657

65.5%

3

0.069

0.242

61.7%

a. Predictors for Models:
Model1: Transactional and Transformational Leadership
Model2: Idealized Attribute, Idealized Behavior, Inspirational Motivation, Intellectual
Stimulation, Individual Consideration, Contingent Reward, Active MGT, Passive MGT
Model3: Active MGT and Passive MGT
b. Dependent Variable: Turnover Intention
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Table 4.27: Regression Coefficients of Turnover Intention as an Outcome of Different
Leadership Variables
Model
1

Variable

B

Std. Error

Sig.

(Constant)

1.68

0.774

0.030

53.67

Transactional Leadership

0.178

0.139

0.203

11.94

–0.645

0.157

0.000

5.25

2.033

0.911

0.026

76.34

Idealized Attribute

–0.342

0.251

0.173

7.1

Idealized Behavior

0.002

0.285

0.994

10.02

Inspirational Motivation

–0.357

0.248

0.15

7

Intellectual Stimulation

–0.091

0.274

0.739

9.13

Individual Consideration

0.126

0.242

0.605

11.34

Contingent Reward

0.014

0.246

0.955

10.14

Active MGT

–0.145

0.139

0.294

8.65

Passive MGT

0.29

0.153

0.058

13.37

(Constant)

–0.933

0.364

0.01

3.93

Active MGT

–0.224

0.129

0.082

7.99

Passive MGT

0.502

0.134

0.01

16.51

Transformational Leadership
2

3

(Constant)

Odds

b. Dependent Variable: Turnover Intention

Summary of Findings
This chapter summarized the relationships among leadership styles, satisfaction,
commitment, and turnover intention, which are nuanced and multifaceted. The analysis
looks at models with (1) the transformational and transactional leadership scale; (2) both
transformational and transactional leadership characteristics; (3) only transformational
leadership characteristics; and lastly (4) only transactional leadership characteristics in
relation to the different dependent variables. Prior to discussing the hypotheses it is
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important to discuss the validity of the instruments and their applicability to the UAE
public sector, and more specifically, the public schools in Abu Dhabi.
The other instrument in the survey was the MSQ developed by Weiss et al. (1967).
The survey items on satisfaction loaded well with each other; some of the items that
portrayed extrinsic leadership also loaded as a second dimension, but their Cronbach alpha
was weak (α<0.7). Moreover, there might be more emphasis placed on pay and
advancement as dissatisfaction in the UAE public sector as the items with the lower
means–pay and advancement–loaded well with each other.
Lastly, the TCM questions by Allen and Meyer (2004) were used to explore
commitment. All of the questions loaded well with each other, however only continuance
commitment items loaded separately, potentially indicating that Abu Dhabi public
employees need to stay in their jobs or they will incur losses–not because they want
(affective) or ought to (normative). To summarize, the use of the different “Western”
surveys are applicable and valid–to an extent–in the UAE public sector, specifically Abu
Dhabi public schools. Primary results regarding the hypotheses are presented in summary
in Table 4.28.
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Table 4.28: Dissertation Findings in Relation to Hypotheses
Theoretical expectation
Employee perception of leadership style
H1: Abu Dhabi public school employees perceived their leaders to be
transactional.

Unsupported

H2: Abu Dhabi public school employees perceived their leaders to be
transformational.

Partially

Leadership style and satisfaction
H3: Abu Dhabi public school employees’ who perceived their leader to be
transformational are more likely to display increased job satisfaction.

Supported

H4: Abu Dhabi public school employees’ who perceived their leader to be
transactional are more likely to display decreased job satisfaction.

Partially*

Leadership style and commitment
H5: Abu Dhabi public school employees who perceived their leaders to be
transformational are more likely to display increased job commitment.

Supported

H6: Abu Dhabi public school employees who perceived their leaders to be
transactional are more likely to display decreased job commitment.

Partially*

Leadership style and turnover
H7: Abu Dhabi public school employees who perceived their leaders to be
transformational are less likely to leave their organization.

Supported

H8: Abu Dhabi public school employees who perceived their leaders to be
transactional are more likely to leave their organization.

Partially*

* Indicates that there is a caveat
a. Only women perceive their leaders to be more transformational
b. Only passive management by exception decreased job satisfaction
c. Only passive management by exception increased turnover intention
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As shown, the first set of hypotheses, H1 (Abu Dhabi public school employees
perceive their leaders to be transactional) and H2 (Abu Dhabi public school employees
perceive their leaders to be transformational), allowed for light to be shed on the
perceptions of different Abu Dhabi public school employees’ leadership styles. Some Abu
Dhabi public school employees, in this case, women, perceive their leaders to be more
transformational in comparison to men, thus supporting H2. No difference was found when
comparing Emiratis to non-Emiratis. These findings suggest that women are more
transformational than male leaders and that women view their leaders as being more
transformational. On the other hand, for H1 there was no difference between males and
females, or national and non-national Abu Dhabi public school employees’ perceptions of
their leaders as transactional.
The second set of hypotheses, H3 (Abu Dhabi public school employees who perceive
their leaders to be transformational are more likely to display increased job satisfaction)
and H4 (Abu Dhabi public school employees who perceive their leaders to be transactional
are more likely to display decreased job satisfaction), allowed for observation of
satisfaction in relation to the overall transformational and transactional scale. It was found
that Abu Dhabi public school employees that perceive their leaders to be transformational
are more satisfied than those that perceive them otherwise. Moreover, while running a
model with all the separate transformational and transactional leadership characteristics,
only intellectual stimulation (.005) and individual consideration (.04) were statistically
significant. On the other hand, since in the first model transactional leadership was not
negatively related to satisfaction, the use of a separate model for transactional leadership
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characteristics revealed that only passive management by exception has a negative and
significant effect on satisfaction, partially supporting H4. Active management by exception
has a positive and significant effect on satisfaction. Some aspects of transactional
leadership negatively affect satisfaction; others positively affect it.
The third set of hypotheses, H5 (Abu Dhabi public school employees who perceive
their leaders to be transformational are more likely to display increased job commitment)
and H6 (Abu Dhabi public school employees who perceive their leaders to be transactional
are more likely to display decreased job commitment) invited exploration of commitment
in relation to the overall transformational and transactional scale. It was found that Abu
Dhabi public school employees that perceive their leaders to be transformational are more
committed than those that perceive their leaders to be transactional. On the other hand,
while looking at both transformational and transactional leadership characteristics
together and separately, none were statistically significant. Thus, only H5 was supported
while H6 was not. However, since only CC loaded well as a second dimension, models for
looking at the relationship of the variable in relation to transformational and transactional
leadership were used out to gain a multifaceted understanding of commitment. Only the
model with both scales found that transformational leadership has a positive and
significant effect on CC. The models with both transformational and transactional
leadership characteristics, and only the transformational leadership characteristics
explained some of the variance in CC. However, none of the coefficients (variables) has a
significant effect. On the other hand, the model with the transactional leadership
characteristic failed to reject the ANOVA, implying that there is no difference in the mean
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and that the model does not do a good job of explaining variance (Green & Salkind, 2003).
This finding illustrates that Abu Dhabi public school employees’ perceptions of
transformational leadership are associated with increased commitment. This finding
supports H5.
The last set of hypotheses, H7 (Abu Dhabi public school employees who perceive
their leaders to be transformational are less likely to leave their organization) and H8 (Abu
Dhabi public school employees who perceive their leaders to be transactional are more
likely to leave their organization) were chosen to study turnover intentions in relation to
transformational and transactional leadership. A binary logistic regression was performed
since this was recorded as a dichotomous variable. Use of the first model with the
transformational and transactional leadership scale produced results indicating that Abu
Dhabi public school employees that perceive their leaders to be transformational have
lower odds of turnover intention; thus, H7 is supported. Transactional leadership has no
significant effect, according to the results.
A second model of transactional and transformational leadership characteristics
was significantly predictive of turnover intention but there were no significant variables–
passive management by exception was almost significant. Only one other model found a
significant variable that explored only the transactional leadership characteristics against
turnover intention. By using this model, it was found that Abu Dhabi public school
employees who perceive their leaders as displaying passive management by exception
have higher odds of having turnover intentions, thus partially supporting H8. While active
management by exception was found to be associated with lower odds of turnover
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intention, the finding was not significant. This suggests that not all transactional leadership
characteristics negatively predict Abu Dhabi public school employees’ turnover intentions.
A summary of the hypotheses is found in Table 4.28, Dissertation Findings in
Relation to Hypotheses. While this study is the first that is known to have looked at
leadership, satisfaction, commitment, and turnover intentions in the public sector, there
are important implications for future research. Specifically, future researchers should
address the limitations of this project and build on the conclusions of this dissertation as
discussed in the final chapter.

CHAPTER 5
CONCLUSION, DISCUSSION, AND FUTURE CONSIDERATIONS
The United Arab Emirates government embarked on a mission to create a
sustainable knowledge economy. Emiratization is a significant initiative in achieving their
goal with KPIs of (1) increasing the participation rate of Emiratis in the workforce and
(2) increasing the rate of Emiratization in the private sector. The purpose of this study was
to explore the perception of leadership styles, such as transformational and transactional,
on Abu Dhabi public schools employees’ satisfaction, commitment, and turnover intentions.
Perceiving the different effects of each variable in the public sector allows for a better
understanding of the psyche of Emirati public sector workers. Therefore, with these
insights, one can develop recommendations aimed at increasing workforce participation
among Emiratis and Emiratization in the private sector.
Similar to the intricacy of Emiratization phenomena, in answering the hypotheses,
the relationships between the different variables are not straightforward. Instead, they are
nuanced and complex. For example, the findings that were consistent with theoretical
expectations were that Abu Dhabi’s public school employees’ perceptions of
transformational leadership increase job satisfaction (H3) and commitment (H5) but
decrease turnover intentions (H7).
On the contrary, theoretical expectations set forth and partially supported were H2,
H4, and H8. A case in point is evidence regarding H2. Only female Abu Dhabi public school
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employees perceived their leaders as transformational. Also, in contrast to the expectation
outlined in H5, there is evidence that passive management by exception decreases
satisfaction, while active management by exception increases it. Similarly, in relation to H7
it was found that only passive management by exception increases turnover intentions,
while the other aspects of transactional leadership do not have a significant effect.
Furthermore, the evidence did not support H1 or H6. For the former, no groups,
whether Emiratis and non-Emiratis or men and women, were found to perceive their
leaders as more transactional. For the latter, Abu Dhabi public school employees who
perceive their leaders as transactional are not likely to display decreased job commitment.
Interpretation of Key Findings
Comparing the findings of this dissertation with other peer-reviewed articles in the
literature allows for the extension of the knowledge on leadership, satisfaction,
commitment, and turnover intentions in the UAE. However, it is crucial to keep in mind that
(1) literature in the UAE is sporadic and limited, and (2) this study is unique since it is the
only one known to involve evaluation of all four variables in the public sector using
validated instruments.
Similar to previous literature, the results of this study indicate that perceptions of
transformational leadership lead to increased satisfaction (Shirbu & Darshan, 2011; Yang,
2012; Braun, Peus, Weisweiler, & Frey, 2013; Belias & Koustelios, 2014; Metwally, Elbishbishy, & Nawar, 2014; Choi, Goh, Adam, & Tan, 2016).
Additionally, while comparing this dissertation to other studies in which various
leadership theories were scrutinized in different sectors of the UAE (Abu Elanain, 2014;
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Randeree & Chaudhry, 2012; Jaboun & Al Rasasi 2005), the findings from this study are in
accordance with those of earlier researchers, in that leadership leads to increased
satisfaction in the UAE. However, the focus of this dissertation was transactional and
transformational leadership; the findings indicate that the latter have positive outcomes on
satisfaction.
Meanwhile, when considering the literature related to commitment and leadership
research in the UAE, the results of this study do not concur with the finding that
transactional leadership affects commitment (Behery & Al-Nasser, 2016; Jabeen, Behery, &
Abu Elanain, 2015). It is noteworthy that all the studies had transactional leadership as a
mediating factor. On the other hand, the findings outlined in this dissertation that
transformational leadership leads to increased commitment are in line with those of are
Behery, Paton, and Hussain (2012), who explored transformational leadership’s mediating
effect on commitment and found a weak positive relationship. Moreover, when looking at
leadership styles in general, Randeree and Chaudhry (2012) found that transformational
leadership does affect commitment. Also, Abu Elanain (2014) confirmed that leadermember exchanges lead to increased commitment. In general, the findings of this study are
in line with previous findings that leadership prompts increased commitment. Additionally,
it is purported that the perception of transformational leadership in Abu Dhabi public
schools leads to increased commitment.
Finally, the relationship between leadership style and turnover intention was
explored in this study. The authors of many peer-reviewed articles have found that
transformational leadership decreases turnover intentions (Caillier, 2016; Gyensare, Anku-
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Tsede, Sanda, & Okpoti, 2016; Mittal, 2016; Huang & Lam, 2013; Griffith, 2013; Gill, Mathur,
Sharma, & Bhutani, 2011). Similarly, Abu Elanain (2014) scrutinized leadership effects
(leader–member exchanges) on turnover intentions in the UAE private sector and found
that they do decrease turnover intentions.
While discussion of the previous examples addressed similarities and differences
between the current literature and this dissertation, many of the findings of this study
expand upon the knowledge in the discipline of public sector leadership.
In the greater context of leadership, commitment, satisfaction, and turnover
intentions in the UAE public sector, one can interpret the findings in this way:
1. In comparison to males in the public sector, females perceive their leaders – who
are also female – as more transformational.
2. Perception of transformational leadership style in the UAE public sector leads to
increased satisfaction, commitment, and decreased turnover intentions.
3. The transactional leadership style has no adverse effects on the satisfaction of
UAE public employees, which is different from theoretical expectations.
4. Only some aspects of the perception of transactional leadership style – passive
management by exception – are negatively associated with UAE public
employees’ satisfaction and commitment, which is also contrary to a hypothesis
of this study. Some aspects, however, are positively associated with turnover
intentions.
5. Active management by exception has a positive association with UAE public
employees’ satisfaction.
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Although the findings were extended to the public sector, more research should be
conducted to explore the conclusions outside of Abu Dhabi public schools. Moreover, the
discovery of nuanced findings was possible as a result of the different models with
individual transactional and transformational leadership characteristics, and scaled
transactional and transformational leadership that allowed for exploration of other
variables that were apparent, such as CC.
Secondary Findings
One of the secondary findings, when exploring individual transformational
leadership characteristics, is that intellectual stimulation has a significant and positive
impact on satisfaction. Similarly, individual consideration also has a significant and positive
impact on Abu Dhabi public school employees’ satisfaction. Thus, principals, heads of
departments, and headteachers need to take into consideration challenging their
employees or followers to think creatively and come up with innovative solutions to
problems to increase their satisfaction. Also, each follower or employee must feel that they
are different from the group and that the leader–the principal or the head of the
department–pays particular attention to their individual needs.
Another secondary finding is that regarding the relationship between
transformational leadership and CC, which emerged as a distinct variable in the CTPCA.
Meyer and Allen (2004) defined CC when one needs to be committed, because they know
they will incur losses when leaving the organization. Thus, Abu Dhabi public employees
acknowledge the phenomena that they are committed because moving to a new
organization means they will incur losses and have to work on attaining the social capital
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to position themselves in a network conducive to climbing the corporate ladder. Using the
regression model, it was found that transformational leadership is positively associated
with CC. Accordingly, if principals in Abu Dhabi schools are perceived as displaying
transformational leadership characteristics, this increases their employees’ CC.
An additional secondary finding involves the difference in means between males
and females in Abu Dhabi public schools after conducting the Mann-Whitney U test. As a
result, another set of regressions was used to analyze the independent variables of
satisfaction, commitment, and turnover intentions. The variables were an outcome of
transformational leadership, transactional leadership, sex, and the interaction term
between sex and transformational leadership to shed light on the issue of gender and
leadership. It is clear that the association between transformational leadership and
satisfaction has a lower magnitude among Abu Dhabi public school females in comparison
to men. Similarly, the association between transformational leadership and commitment
has a lower magnitude among Abu Dhabi public school females in comparison to males.
On the other hand, the association between transformational leadership and
turnover intentions has a higher magnitude (negative) on females in comparison to males.
The primary and secondary findings of this dissertation build on the literature relating to
leadership, satisfaction, commitment, and turnover intentions in the Emirati public sector,
specifically Abu Dhabi public schools. Nevertheless, there are limitations to this study that
must be addressed.

143
Limitations of the Study
One of the limitations of the study is the minimal information collected from the
survey, such as school type and sex. Employees from two types of schools participated in
the survey; these types were urban and non-urban. In the final survey, there was no
question regarding school location or type. As a result, the information on school type was
only available for the paper surveys; this was not the case for the online survey. Thus, the
research was limited in testing the different associations among the variables in a different
context. Meanwhile, although there were differences reported from results of using the
Mann-Whitney U test between men and women and the regression with the interaction
term. The survey was not designed to collect contextual data that could have further
explored the differences between the sexes (Maher, 1997).
Another limitation is generalizability. The point of this dissertation was to look at
Abu Dhabi public school employees’ perceptions of leadership and their associations with
commitment, satisfaction, and turnover intentions. Notwithstanding, this dissertation may
serve as a building block to further investigations related to perceptions of leadership in
other public schools in different Emirates, other local governments, different public sector
institutions, and then Emiratis that work in the private sector. The findings are far from
conclusive.
Continuing with the idea of generalizability, since the GCC has a similar religion,
culture, traditions, and beliefs, the findings are an impetus for future research on GCC
public sector leadership. Generalizing the findings to other Arab nations or the Middle East
as a whole is a stretch because of the unique context of the oil-rich nations of the GCC. An
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additional limitation to generalizability is the sampling strategy that was used to recruit
schools. Although ADEC provided a list of all the public schools and 100 schools were
randomly selected to participate in the survey, none responded. Consequently, through
personal networks, a convenience sample of different Abu Dhabi public schools was
established and their employees were randomly recruited.
Another limitation is the trustworthiness of the data collection method. First, the
data were collected in two different forms: One was an electronic survey that involved the
use of Qualtrics. Once the respondents entered their answers, the data were stored in a
database and made readily available. Next, paper surveys were dropped off at schools and
picked up after six weeks. An issue with the paper survey was manually going through
every response, entering the responses into Excel, cleaning them, and then importing them
into SPSS. Although the data entered were double-checked, to err is human. Some data may
have been entered incorrectly; however the data were checked a third time to ensure
accuracy.
A second issue that arose with trustworthiness was that one school had
homogenous data, meaning all the responses were the identical. Detecting the bias was
possible since Meyer and Allen’s (2004) commitment questions used reverse scales to
check for this. Thus, the legitimacy of the answers was doubted, and consequently, deleted.
Furthermore, the validity and reliability of the instruments had some limitations. As
mentioned earlier, this study is the first that is known to have used valid and reliable
instruments to research leadership in the UAE public sector. Nevertheless, a caveat is that
only half the instruments were used since the pilot study was a split reliability test and the
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questions with the highest correlation coefficients were used to make up a third concise
survey. It was apparent in the CTPCA that there was a loss in dimensionality in the
variables. By the same token, the transformational leadership scale was different from Bass
and Avolio’s loading (2004) contingent reward, loaded with transformational leadership
and not transactional leadership. Although using half the instruments increased the
response rate and decreased the completion time, this is a limitation because of the loss of
dimensionality.
Lastly, resources and time were limited in this study. The MLQ by Bass and Avolio
(2004) is a licensed instrument, and the rights to administer it had to be purchased. Due to
limited funding, 100 schools were randomly recruited to participate in the survey. Lastly,
time was a limitation; a split reliability test was used to create a hybrid survey. Since long
surveys with all the questions from the original survey instruments are time-consuming,
the response rate was therefore decreased. On this same note, collecting data from the
different schools consumed much time since the Emirate (state) of Abu Dhabi is large;
picking up and dropping off the surveys was costly.
Future Research
Being the first study that is known to have explored leadership, satisfaction,
commitment, and turnover intentions in the Emirati public sector permits the framing of
the literature. First, instruments such as the MLQ, MSQ, and TCM are valid and reliable
(caveats related to their use in this dissertation are noted in the limitations). Much of the
research evaluated in the literature review did involve the adoption of validated and
reliable instruments but data were collected in the private sector (Behery, Paton, &
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Hussain, 2012; Randeree & Chaudhry, 2012; Abu Elanain, 2014; Jabeen et al., 2015; Behery
& Al-Nasser, 2016; Alkhyeli & Van Ewijk, 2018). Thus, there is evidence to support that
“Western” surveys such as the MLQ, MSQ, and TCM do work in the Middle Eastern public
sector context. It is essential to highlight that although this dissertation did not involve the
use of the complete instruments, in order to save time, increase the response rate, and to
compensate for the lack of resources, using the split reliability tests was still valid and
reliable (Trochim et al., 2016). However, future research should use the complete surveys
since one issue was that there was no dimensionality to variables (such as affective
commitment and normative commitment) in the CTPCA.
Second, the survey data showed that perceptions of transformational leadership
have a positive outcome on satisfaction and commitment by increasing them. Researchers
have to scrutinize this finding in different contexts. One way is to study whether the
findings hold true for schools in other Emirates (states). It is crucial to observe the
interaction of the different effects in other public institutions such as the UAE Armed
Forces, the Ministry of Finance, and the Municipality of Dubai. The findings noted in this
dissertation have to be scrutinized in order to understand leadership’s effect on the UAE
public sector.
Third, transformational leadership has positively affected turnover intentions by
decreasing it among public employees. Researchers have to build on the idea of turnover
intentions and look at the effects of other characteristics such as age, experience, sex,
education, and years spent with the current institution. Moreover, researchers have to
explore turnover intentions not only as a linear relationship but also observe if there is an
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inverted-U curve (Moon, 2017). A longitudinal study will help determine if employees with
low satisfaction and commitment leave early on. Moreover, it will also answer if employees
that intend to leave a UAE public organization do eventually leave.
Fourth, in its entirety, transactional leadership was not found to be negatively
associated with all of the different dependent variables. Only some characteristics of the
phenomena, such as passive management by exception, were found to be negatively
associated with the satisfaction of public employees. On the other hand, passive
management by exception, was indicated as being positively associated with turnover
intentions, thus increasing it among public employees. Active management by exception
was found to be positively associated with satisfaction. The authors of future studies
should refrain from assuming that one leadership style is better than the others. The
consensus should be that in a particular context when a leader displays a trait, this trait
effect is as follows: When a leader in an Abu Dhabi public school displays management by
exception, turnover intentions increase and job satisfaction decreases. This finding
emphasizes Bass’s (1985) idea that a leader can display characteristics from both
transactional and transformational leadership styles (as cited by Tejeda, Scandura, & Pillai,
2001).
Fifth, future research can be designed with consideration for both characteristics of
transformational and transactional leadership or some aspect of one style. In this research
it was found that intellectual stimulation and individual consideration have a significant
effect on commitment and satisfaction. Thus, future researchers have to scrutinize whether
specific characteristics affect phenomena differently. One example from this research is the
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finding that active management by exception does not have adverse effects on the
dependent variables; they are mostly positive yet not significant, except for the case of
satisfaction.
Sixth, the first hypothesis insinuates that women perceive their leaders to be more
transformational; this has grave implications for future research. Since public schools are
usually single-sex schools and run by the teachers and faculty of the same sex, it becomes
possible to study a leader’s gender and its effects on myriad characteristics such as
performance, commitment, satisfaction, turnover, and similar items. The use of an
interaction term displayed that the magnitude of leadership style has different effects for
men and women. However, this was not the scope of the dissertation. Besides, single-sex
schools can be compared to private schools to explore any difference in satisfaction or
turnover. Moreover, studies can compare male- and female-dominated workforces and
scrutinize the effects of having a female leader on performance. The research can be
extended so that a single-sex dominated workforce is compared to a heterogeneous
workforce. Thus, future research can be designed to explore men’s and women’s
perceptions of satisfaction, turnover intentions, and commitment with a leader from a
different gender in the UAE public sector. Aljanahi (2017) also called for research that
looks into the different effects of gender in the UAE’s public sector.
Seventh, in addition to comparing men’s and women’s perceptions, this project was
constructed as an attempt to look at the difference between Emiratis and non-Emiratis;
however, there were no significant differences in their perceptions of transformational and
transactional leadership. Moreover, a significant difference was found in the means of
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Arabic and English speaking expatriates; however, the groups were not equal in size. Thus
it was not possible to compare them. Future researchers can scrutinize followers’
perceptions based on characteristics such as being Emirati or an expatriate in the public
sector, also comparing between Arabic and English speaking expatriates and their
perceptions of their leader’s style and their effects on commitment, satisfaction, and
turnover intentions. Using a stratified sample is one way to compare the different groups
based on nationalities and languages that are spoken, since English speakers as in nonArab expatriates are a smaller group in the case of Abu Dhabi public schools.
Eighth, although this exploratory research was conducted in a public sector setting,
it is crucial to observe whether the findings hold for Emiratis that work in the private
sector. The difficulty in exploring the relationships of the different variables in the private
sector is the result of the low number of Emiratis working there. Studying Emiratis in the
private sector is possible through a case study or a phenomenological approach. Moreover,
a quantitative approach such one that involves surveying managers on their perceptions of
their Emirati followers’ satisfaction, commitment, or turnover intentions when a specific
leadership characteristic or style is downplayed or emphasized is another approach to gain
insight. It is also possible to survey employees on their perceptions of their leader’s style,
and later survey the managers on their perceptions of their employees’ satisfaction,
commitment, or turnover intentions when a particular leadership characteristic is present.
Different methods allow for a better understanding of Emiratis that work in the private
sector.
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It is also essential to recommend future research to fortify their findings by avoiding
the limitations in this study. One is to use each instrument in its entirety instead of having
to use a split reliability test, which leads to a loss in variable dimensionality in the CTPCA.
Another recommendation is that instead of using a convenience sample, future researchers
would be better off using a random sample to more confidently generalize the findings.
Next, future researchers can take advantage of using online surveys since they are
convenient, accessible, and have minimal chances of errors related to data entry. With
regard to the limitation of response bias, using reverse scales allows for researchers to
detect any bias; another safeguard is to have an unrelated question in the survey that asks
how accurate the respondents’ answers are. However, the researcher must consider the
ethical implications of using such methods.
Time and resources are other limitations that future researchers should consider.
The former can be an issue with the length of the surveys and the commute to pick up and
drop off the surveys around the Emirate. Future researchers might want to focus on one
variable instead of trying to study all the different variables, thus ensuring the survey is
short.
For the latter (resources), the issue is also the commute and using licensed
instruments. Longer commutes require more resources; as recommended earlier,
electronic surveys are much more efficient and effective. Also, researchers should apply for
grants that are offered by the UAE government or higher education institutions. Regarding
licensed instruments, it is efficient to look at a single variable and use most of the resources
to collect data on it. The advantage of using readily-available instruments is that they are
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valid and reliable. If the instruments are not tested in the UAE, the study will set out to
validate the instrument in a new context and culture – GCC – while exploring the variable in
the country.
Implications
The dissertation has potential implications for positive social change on different
levels: individuals, organizations, and policies. Transformational leadership leads to
individuals with higher commitment and satisfaction that are less likely to leave their jobs.
Saving employees the trouble of looking for a new job and the costs that come with that are
psychological, such as their well-being, or monetary, such as lost income and moving
expenses. Other implications that commitment and satisfaction have on employees are that
they tend to be happier (Hellé & Sääksjärvi, 2011; Fisher, 2010).
The positive implications on the individual level will have external effects on the
organizational level. First, organizations with committed and satisfied employees will have
less turnover, which saves on costs of recruiting and hiring. Also, there are positive effects
when the organizational culture becomes amiable. Ideally – although this idea is not
explored in this dissertation – happy employees will be more productive. Thus it allows the
organization to be more effective and efficient. Public organizations would be able to focus
on their core mission and better serve society.
Lastly, other impacts can be expected on the policy level. Since transformational
leadership leads to increased commitment, satisfaction, and decreased turnover, this aids
the UAE in reaching its goal of establishing a sustainable knowledge economy. This
happens first by meeting their KPIs of increasing the participation rate of Emiratis in the
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workforce and second by the increasing rate of Emiratization in the private sector. Working
on these goals allows the UAE, which is an oil-dependent country, to compete in globally
and diversify its economy.
In addition to the positive social implications, there are insights for praxis resulting
from this dissertation, specifically in increasing the rate of Emiratis in the workforce and
the private sector. First, public sector employers, managers, or leaders that follow a
transformational leadership style or active management by exception are likely to increase
their employees’ or followers’ satisfaction. Thus, managers need to treat each employee
according to their specific needs and challenge them to think creatively, applying individual
consideration and intellectual stimulation. Although the findings from this study are
specific to Abu Dhabi public schools, in other public sectors and in private sectors,
managers need to test these methods and observe any difference in their employees’
satisfaction. Satisfaction can be noticed through a change in mood and it can be gauged by
asking their employees if they are satisfied, or if they have some questions in their annual
review.
By the same token, if managers are following a transactional leadership style, they
need not adopt a transformational leadership style if their goal is to decrease
dissatisfaction. The results from this study indicate that only passive management by
exception is negatively associated with satisfaction, not active management by exception.
Thus, public and private sector leaders that do not have the time, resources, or ability to
train and display transformational leadership characteristics. The leaders can refrain from
waiting for a serious problem to come up before addressing it to decrease dissatisfaction.
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Similarly, managers have to pay attention to any differences that result when they change
their behavior.
Second, public sector employers, managers, or leaders that follow a
transformational leadership style will likely increase their employees’ and followers’
commitment. Accordingly, managers need to practice transformational leadership style
characteristics such as having goals for the future and reminding followers of the
importance of values. It is also essential to create a sense of pride and belonging. In
addition to the idealized behaviors and attributes, it is important to display intellectual
stimulation, individual consideration, and individual motivation. Public and private sector
managers need to test these methods and observe any difference in their employees’
commitment. Managers can try different ways to increase commitment, from setting an
example and reminding followers about the importance of the organizational values and
their mission to motivating employees to grow by overcoming challenges with creative
thinking and innovative solutions. However, it is noteworthy that when leaders and
organizations are not capable of practicing transformational leadership, it is necessary to
understand that transactional leadership is not negatively associated with commitment.
Third, public sector employers, managers, or leaders that follow a transformational
leadership style will likely decrease their employees’ and followers’ turnover intentions.
Some of the transformational leadership practices that leaders can follow are displaying
ideal attributes and ideal behaviors as well as providing intellectual stimulation, individual
consideration, and inspirational motivation. If the leader and the organization lack the
ability to practice a transformational leadership style, managers must know that not all
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aspects of transactional leadership are negative. One can refrain from increasing turnover
intentions by avoiding a passive management style.
In sum, the choice to follow one leadership style or another is dependent on the
goals of an organization. It is necessary to keep in mind that there is not a right or wrong
leadership style. Managers, leaders, employers, organizations, and researchers in the UAE
need not fall into the trap of following fads; just because transformational leadership is
positively associated with some variables, it does not mean it is the best one and has to be
practiced in all contexts. Furthermore, different leadership styles have myriad outcomes on
diverse variables. The findings of this dissertation are specific to the setting of Abu Dhabi
public schools; agents in other public sectors need to observe the application of leadership
styles and their effects on employees in that specific context. The same goes for private
sector managers who need to explore whether following the recommendations in this
study affect their employees in the same way as it does in the public sector.
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Consent Form
Please read this consent information before you begin the survey.
Western Michigan University, School of Public Affairs and Administration
I would like to invite you to take 10 minutes of your time to participate in this Survey to
better understand the UAE public sector. This research is part of my dissertation titled
“Leadership, Satisfaction, Commitment, and Turnover Intention in UAE Public Sector.”
About the study
The study is being conducted as part of the dissertation requirement of Mohammed
Aljanahi, Western Michigan University, Department of Public Affair and Administration. All
Abu Dhabi Public School employees can participate in this survey. You are more than
welcome to take the survey at your office, in class, at home or anywhere you wish to
complete it. The survey is evaluating your perception of a leader (based on who you see as
a leader) and your satisfaction, commitment, and turnover intention.
Risks and Benefits
A risk in taking this survey is answering questions that might be sensitive. Having the
survey being completely anonymous minimizes the risk and you have the right to stop at
any time. Also, do not feel pressured to participate or answer positively.
A benefit of this research is to understand, which leadership style positively affects
satisfaction, commitment, and turnover intention. Understanding leadership style will
allow for public organizations to adapt their policies to improve their organizations by
increasing commitment and satisfaction, thus retaining employees. Also, the decrease in
turnover intention decreases the cost of hiring new employees. This also allows for a better
understanding of Emiratisation. Employees can practice leadership styles that increase
satisfaction, commitment and decrease turnover intention in the current or future
organizations.
Duration
This survey is comprised of 44 questions that take approximately 10 minutes to complete
Anonymity
Your replies will be anonymous. Feel free to be completely honest there is no right or
wrong answer.
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Access to Data
Only Mohammed Aljanahi will have access to the information you submit[MA2] . After the
study is over the data will be kept for 10 years then destroyed. The data will not be deidentified nor will it be distributed in the future for secondary research. However,
Mohammed Aljanahi might use the data in the future if needed.
You can choose to stop participating in the study at anytime for any reason. You will not
suffer any prejudice or penalty by your decision to stop your participation. You will
experience NO consequences either academically or personally if you choose to withdraw
from this study.
The investigator can also decide to stop your participation in the study without your
consent. Submitted surveys will be used to run data. Participation is completely voluntary
When you begin the survey (click the next page button), you are consenting to participate
in the study. If you do not agree to participate in this research project simply exit now. If,
after beginning the survey, you decide that you do not wish to continue, you may stop at
any time. If you have any questions prior to or during the study, you may contact
Mohammed Aljanahi at (989-289-9380) or email at (mwm4209@wmich.edu) or my
committee chair Daniela Schroeter at (2693878941) or Daniela.Schroeter@wmich.edu, the
Human Subjects Institutional Review Board (269-387-8293) or the vice president for
research (269-387-8298).
By starting the survey you consent the use of the answers you supply.
Thank you in advance for taking the time to answer the questions your participation is
appreciated.
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Response thresholds
Q1
-1.92 -1.38
Q2
-1.87 -1.38
Q3
-1.73 -1.34
Q4
-1.99 -1.36
Q5
-1.92 -1.43
Q6
-2.14 -1.32
Q7
-1.87 -1.20
Q8
-1.82 -1.22
Q9
-1.56 -1.04
Q10 -1.45
-.98
Q11 -1.73 -1.22
Q12 -1.56 -1.14
Q13
-.58
.15
Q14
-.29
.37
Q15
-.74
-.06
Q16 -1.04
-.42

in variables
-.69
.24
-.87
-.01
-.80
.25
-.79
.14
-.84
.08
-.88
.15
-.46
.54
-.54
.43
-.46
.37
-.35
.39
-.60
.22
-.52
.39
.97
1.73
.93
1.73
.59
1.35
.32
1.10

Significant correlations.
Variable Variable
P-Esti
1.000
2.000
.790
1.000
3.000
.646
1.000
4.000
.725
1.000
5.000
.663
1.000
6.000
.668
1.000
7.000
.669
1.000
8.000
.665
1.000
9.000
.680
1.000
10.000
.569
1.000
11.000
.636
1.000
12.000
.656
1.000
13.000
-.372
1.000
14.000
-.402
1.000
15.000
-.167
2.000
3.000
.708

Low
.679
.540
.661
.586
.584
.542
.573
.579
.454
.420
.580
-.471
-.511
-.287
.615

High
.846
.732
.781
.739
.736
.725
.727
.750
.649
.705
.738
-.256
-.304
-.059
.776
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2.000
2.000
2.000
2.000
2.000
2.000
2.000
2.000
2.000
2.000
2.000
2.000
3.000
3.000
3.000
3.000
3.000
3.000
3.000
3.000
3.000
3.000
3.000
3.000
4.000
4.000
4.000
4.000
4.000
4.000
4.000
4.000
4.000
4.000
5.000
5.000
5.000
5.000
5.000
5.000
5.000
5.000
5.000
5.000
6.000
6.000
6.000
6.000
6.000
6.000
6.000
6.000
7.000
7.000
7.000
7.000

4.000
5.000
6.000
7.000
8.000
9.000
10.000
11.000
12.000
13.000
14.000
15.000
4.000
5.000
6.000
7.000
8.000
9.000
10.000
11.000
12.000
13.000
14.000
16.000
5.000
6.000
7.000
8.000
9.000
10.000
11.000
12.000
13.000
14.000
6.000
7.000
8.000
9.000
10.000
11.000
12.000
13.000
14.000
16.000
7.000
8.000
9.000
10.000
11.000
12.000
13.000
14.000
8.000
9.000
10.000
11.000

.810
.707
.655
.684
.732
.746
.636
.705
.670
-.419
-.432
-.200
.726
.690
.677
.708
.654
.665
.658
.652
.644
-.310
-.274
.147
.730
.697
.723
.700
.709
.643
.713
.708
-.416
-.394
.812
.703
.687
.661
.608
.704
.720
-.330
-.376
.123
.731
.671
.682
.585
.661
.756
-.321
-.375
.778
.753
.621
.678

.747
.604
.581
.588
.602
.656
.467
.569
.558
-.519
-.551
-.418
.655
.576
.569
.596
.534
.548
.549
.573
.483
-.460
-.381
.005
.662
.609
.673
.615
.615
.540
.614
.616
-.517
-.482
.740
.611
.566
.565
.465
.599
.637
-.425
-.455
-.002
.666
.557
.609
.440
.583
.657
-.413
-.531
.723
.668
.471
.586

.853
.761
.734
.741
.835
.811
.745
.779
.754
-.294
-.313
-.096
.790
.738
.751
.775
.735
.728
.722
.718
.699
-.199
-.191
.240
.786
.771
.779
.762
.761
.711
.769
.771
-.320
-.290
.898
.755
.765
.747
.694
.771
.776
-.228
-.256
.279
.777
.756
.760
.654
.731
.840
-.193
-.302
.872
.795
.688
.724
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7.000
7.000
7.000
8.000
8.000
8.000
8.000
8.000
8.000
8.000
9.000
9.000
9.000
9.000
9.000
9.000
9.000
10.000
10.000
10.000
10.000
10.000
11.000
11.000
11.000
11.000
12.000
12.000
13.000
13.000
13.000
14.000
14.000
15.000

12.000
13.000
14.000
9.000
10.000
11.000
12.000
13.000
14.000
16.000
10.000
11.000
12.000
13.000
14.000
15.000
16.000
11.000
12.000
13.000
14.000
16.000
12.000
13.000
14.000
16.000
13.000
14.000
14.000
15.000
16.000
15.000
16.000
16.000

.745
-.433
-.407
.880
.647
.743
.744
-.377
-.392
.114
.714
.755
.801
-.306
-.355
-.154
.119
.715
.704
-.217
-.248
.131
.812
-.236
-.293
.102
-.277
-.325
.806
.520
.316
.472
.265
.572

Non-significant correlations.
Variable Variable
P-Esti
1.000
16.000
.039
2.000
16.000
.084
3.000
15.000
-.002
4.000
15.000
-.107
4.000
16.000
.087
5.000
15.000
-.084
6.000
15.000
-.061
6.000
16.000
.087
7.000
15.000
-.065
7.000
16.000
.053
8.000
15.000
-.069
10.000
15.000
-.084
11.000
15.000
-.095
12.000
15.000
-.019
12.000
16.000
.085

.640
-.550
-.528
.793
.551
.654
.648
-.517
-.526
-.013
.613
.651
.742
-.479
-.490
-.265
-.050
.626
.595
-.334
-.430
-.076
.752
-.377
-.422
-.048
-.389
-.430
.726
.400
.114
.342
.095
.462

.797
-.311
-.315
.892
.727
.793
.806
-.272
-.307
.233
.782
.799
.840
-.191
-.260
-.014
.240
.784
.787
-.083
-.171
.244
.886
-.136
-.208
.210
-.107
-.203
.879
.609
.411
.566
.371
.660

Appendix D
Polychoric Correlation Leadership Scaled Items
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Polychoric
V1
V1 1.000
V2
.576
V3
.516
V4
.541
V5
.503
V6
.475
V7 -.243
V8
.023

correlation matrix
V2
V3
V4
.576
.516
.541
1.000
.546
.568
.546 1.000
.530
.568
.530 1.000
.562
.447
.595
.528
.525
.577
-.269 -.223 -.189
-.027
.022
.104

V5
.503
.562
.447
.595
1.000
.611
-.156
.057

V6
.475
.528
.525
.577
.611
1.000
-.141
-.022

Response thresholds in variables
V1
-.42
-.34
-.17
.39
V2
-.59
-.48
-.23
.51
V3
-.63
-.53
-.31
.34
V4
-.37
-.24
.09
.82
V5
-.40
-.27
.04
.67
V6
-.47
-.35
-.11
.53
V7
.15
.70
1.26
2.02
V8
.04
.39
.86
1.63
Significant correlations.
Variable Variable
P-Esti
1.000
2.000
.576
1.000
3.000
.516
1.000
4.000
.541
1.000
5.000
.503
1.000
6.000
.475
1.000
7.000
-.243
2.000
3.000
.546
2.000
4.000
.568
2.000
5.000
.562
2.000
6.000
.528
2.000
7.000
-.269
3.000
4.000
.530
3.000
5.000
.447
3.000
6.000
.525
3.000
7.000
-.223
4.000
5.000
.595
4.000
6.000
.577
4.000
7.000
-.189
4.000
8.000
.104
5.000
6.000
.611
5.000
7.000
-.156
7.000
8.000
.223
Non-significant correlations.
Variable Variable
P-Esti
1.000
8.000
.023
2.000
8.000
-.027
3.000
8.000
.022
5.000
8.000
.057
6.000
7.000
-.141
6.000
8.000
-.022

Low
.516
.365
.456
.432
.376
-.360
.497
.496
.487
.464
-.368
.488
.390
.442
-.373
.550
.507
-.306
.050
.551
-.305
.119

High
.618
.592
.621
.568
.533
-.177
.588
.606
.608
.567
-.138
.599
.522
.586
-.148
.645
.648
-.101
.219
.640
-.028
.312

V7
-.243
-.269
-.223
-.189
-.156
-.141
1.000
.223

V8
.023
-.027
.022
.104
.057
-.022
.223
1.000
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Paper Survey Informed Consent Form
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Western Michigan University
School of Public Affairs and Administration
Principal Investigator:

Daniela Schroeter

Student Investigator:

Mohammed Aljanahi

Title of Study:

Leadership, Satisfaction, Commitment and Turnover Intention in
the UAE’s Public Sector

STUDY SUMMARY: This consent form is part of an informed consent process for a
research study and it will provide information that will help you decide whether you want
to take part in this study. Participation in this study is completely voluntary. The purpose
of the research is to: Understand the effects of leadership on satisfaction, commitment, and
turnover intention on the UAE public sector and will serve as Mohammed Aljanahi’s
dissertation for the requirements of the (list degree to be earned here).” If you take part in
the research, you will be asked to complete a survey. Your time in the study will take no
longer than 10 minutes. Possible risk and costs to you for taking part in the study may be
taking 10 minutes of your time to complete the survey and potential benefits of taking part
may be a better understanding of the effects of leadership in public organizations that aids
in formulating better public policies and improved Human Resources policies in the private
sector. You have the alternative choice of not to participating in this research.

You are invited to participate in this research project titled "Leadership, Satisfaction,
Commitment, and turnover intention in the UAE public sector" and the following information in
this consent form will provide more detail about the research study. Please ask any questions if
you need more clarification by calling +971552369522 and to assist you in deciding if you wish
to participate in the research study. You are not giving up any of your legal rights by agreeing to
take part in this research or by signing this consent form. After all of your questions have been
answered and the consent document reviewed, if you decide to participate in this study, you will
be asked to sign this consent form.

Understand if leadership style affects satisfaction, commitment, and turnover intention in the
UAE public sector.

All Abu Dhabi public school employees who wish can participate in this survey.

You are more than welcome to take the survey at your office, in class, at home or anywhere you
wish to complete it.
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The estimated duration of the survey is 10 minutes you have up to 4 weeks to complete and drop
off the survey.

By taking this survey you will be asked a series of questions and have to choose the appropriate
answers. Feel free to be completely honest there is no right or wrong answer.

The survey is evaluating your perception of a leader (based on who you see as a leader) and your
satisfaction, commitment, and turnover intention.

A risk in taking this survey is answering questions that might be sensitive. The risk is minimized
by having the survey being completely anonymous and you have the right to stop at anytime.
Also, do not feel pressured to participate or answer positively.
A benefit of this research is to understand, which leadership style positively affects
satisfaction, commitment, and turnover intention. Understanding leadership style will
allow for public organizations to adapt their policies to improve their organizations by
increasing commitment and satisfaction, thus retaining employees. Also, the decrease in
turnover intention decreases the cost of hiring new employees. This also allows for a better
understanding of Emiratisation. Employees can practice leadership styles that increase
satisfaction, commitment and decrease turnover intention in the current or future
organizations.

There are no costs other than time 10 minutes in participating in this survey.

There is no compensation for your participation in this survey, but it is really appreciated.

Only Mohammed Aljanahi and his committee members will have access to the information.
Upon your request and ADEC’s you can have a copy of the dissertation, which will show only
aggregate findings nothing personal. Personal information and answers are anonymous and in no
way will it be shared with the school, principal, or ADEC.

You can choose to stop participating in the study at anytime for any reason. You will not suffer
any prejudice or penalty by your decision to stop your participation. You will experience NO
consequences either academically or personally if you choose to withdraw from this study.
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The investigator can also decide to stop your participation in the study without your consent.
Submitted surveys will be used to run data. Participation is completely voluntary
Should you have any questions prior to or during the study, you can contact the primary
investigator, Mohammed Aljanahi at +971552369522 or aljanahimohammed@gmail.com. You
may also contact the Chair, Institutional Review Board at 269-387-8293 or the Vice President for
Research at 269-387-8298 if questions arise during the course of the study.

This consent document has been approved for use for one year by the Western Michigan
University Institutional Review Board (WMU IRB) as indicated by the stamped date and
signature of the board chair in the upper right corner. Do not participate in this study if the
stamped date is older than one year.

-------------------------------------------------------------------------------------------------------------------

I have read this informed consent document. The risks and benefits have been explained to me. I
agree to take part in this study.

Date if you agree __________

Appendix F
Hybrid Survey (Without MLQ Questions)
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First Section consisted of MLQ Questions
Second Section:
Please answer the following 10 questions by asking yourself: How am I with this aspect of
my job?

The answers that can be selected are:
-

Not satisfied
Somewhat
Satisfied
Very satisfied
Extremely satisfied

Being able to be busy all the time

o Not satisfied
o Somewhat satisfied
o Satisfied
o Very satisfied
o Extremely satisfied
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The chance to be somebody in the community

o Not satisfied
o Somewhat satisfied
o Satisfied
o Very satisfied
o Extremely satisfied
The competence of my supervisor to make decisions

o Not satisfied
o Somewhat satisfied
o Satisfied
o Very satisfied
o Extremely satisfied
The way my job provides steady employment

o Not satisfied
o Somewhat satisfied
o Satisfied
o Very satisfied
o Extremely satisfied
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The chance to do other things for people

o Not satisfied
o Somewhat satisfied
o Satisfied
o Very satisfied
o Extremely satisfied
The chance to tell people what to do

o Not satisfied
o Somewhat satisfied
o Satisfied
o Very satisfied
o Extremely satisfied
My pay and the amount of work I do

o Not satisfied
o Somewhat satisfied
o Satisfied
o Very satisfied
o Extremely satisfied
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The chance of advancement on this job

o Not satisfied
o Somewhat satisfied
o Satisfied
o Very satisfied
o Extremely satisfied
The freedom to use my own judgment

o Not satisfied
o Somewhat satisfied
o Satisfied
o Very satisfied
o Extremely satisfied
The working conditions

o Not satisfied
o Somewhat satisfied
o Satisfied
o Very satisfied
o Extremely satisfied
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Please answer the following 9 questions by asking yourself: to what extent do
I agree or disagree with the following statements?

The answers that can be selected are:
- Strongly disagree
- Disagree
- Slightly disagree
- Undecided
- Slightly agree
- Agree
- Strongly agree
I would be very happy to spend the rest of my career with this organization

o Strongly disagree
o Disagree
o Slightly disagree
o Undecided
o Slightly agree
o Agree
o Strongly agree
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I do not feel a strong sense of "belonging" to my organization

o Strongly disagree
o Disagree
o Slightly disagree
o Undecided
o Slightly agree
o Agree
o Strongly agree
I do not feel a strong "emotionally attached" to this organization

o Strongly disagree
o Disagree
o Slightly disagree
o Undecided
o Slightly agree
o Agree
o Strongly agree
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It would be very hard for me to leave my organization right now, even if I wanted to

o Strongly disagree
o Disagree
o Slightly disagree
o Undecided
o Slightly agree
o Agree
o Strongly agree
Too much of my life would be disrupted if I decided to I wanted to leave my organization
now

o Strongly disagree
o Disagree
o Slightly disagree
o Undecided
o Slightly agree
o Agree
o Strongly agree
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I feel that I have too few options to consider leaving this organization

o Strongly disagree
o Disagree
o Slightly disagree
o Undecided
o Slightly agree
o Agree
o Strongly agree
I do not feel any obligation to remain with my current employer

o Strongly disagree
o Disagree
o Slightly disagree
o Undecided
o Slightly agree
o Agree
o Strongly agree
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I would feel guilty if I leave my organization right now

o Strongly disagree
o Disagree
o Slightly disagree
o Undecided
o Slightly agree
o Agree
o Strongly agree
This organization deserves my loyalty

o Strongly disagree
o Disagree
o Slightly disagree
o Undecided
o Slightly agree
o Agree
o Strongly agree
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Please answer the following questions by choosing whichever answer applies to you

Are you considering leaving your organization within the next year, and if so why?

o No
o Yes, to retire
o Yes, to take another job within government
o Yes, to take another job in the private sector
o Yes, to work in another public school
o Yes, to work in a private school
o Yes, other
Please select all the answers that are relevant

You can choose more than one answer
What do you like to be provided from a leader?

▢Food
▢Shelter
▢Clothing
▢Personal security
▢Employment

201

▢Resources
▢Respect
▢Self-esteem
▢Strength
▢Desire to help you become the most that you can be
Last section:

Please answer the last set of demographics questions

If you do not want to answer leave move on to the other question.

What is your age?

o 18-24
o 25-34
o 35 - 44
o 45 - 54
o 55 - 64
o 65+
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What is your sex?

o Male
o Female
What is your position in the organization?
________________________________________________________________

What is your nationality?

o Emirati
o Non-Emirati

What is the highest degree or level of school you have completed? If currently enrolled,
highest degree received.

o Less than high school
o High school graduate
o Some college
o 2 year degree
o 4 year degree
o Master degree
o Professional degree
o Doctorate

203
How long have you worked for your current institution?
________________________________________________________________

How long have you worked with you current supervisor?
________________________________________________________________

We thank you for your time spent taking this survey.
Your response has been recorded.

Appendix G
Human Subjects Institutional Review Board Approval Letter
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