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ABSTRACT

Transformational leadership has been seen as an important issue in Human Resources
management and empirical educational research. This article presented the findings of a study in
which the transformational leadership scale (TLS) was adapted to Vietnamese educational context
in order to describe the principals’ transformational leadership as perceived by 655 Vietnamese
elementary school teachers in Kien Giang province for the school year 2014 — 2015. The purpose
of this study was to determine the transformational leadership level of elementary school
principals. The study used a quantitative research method and employed a descriptive research
design. The reliability scores for five dimensions of TLS ranging from .80 to .94 were satisfactory.
The findings indicated that the elementary school teachers perceived their principals fairly often
present transformational leadership. Besides, there were significant differences in the perceptions
of elementary school teachers about the dimensions of transformational leadership, according to
their gender, degree, school size, and school location.

Keywords: transformational leadership; principal; elementary school; teacher; Kien Giang
province

1.  Introduction

from the 1800s through the early 20th century, the concept of leadership was
investigated in terms of characteristics or traits theory (Creighton, 2005). This concept was
based on the assumption that people were born with congenital characteristics or traits for
successful leaders, such as high intelligence, a good memory, persuasiveness, and
unlimited amounts of energy (Amoroso, 2002). However, at the mid - 20" century, the trait
theory was debated by scholars and researchers because of its lack of predictability
(Amoroso, 2002). Due to the unreliability of the trait theory, scholars and researchers
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began to concentrate on the observable leadership behaviors, known as behavioral
leadership theory (Horn-Turpin, 2009).

In mid 1900s, behavioral leadership was the dominant theory. In this era of
observable leadership behaviors, two key research studies were carried out by researchers
from the University of Michigan and Ohio State. Both studies obtained similar results. The
study of Ohio State identified two central leadership behaviors: (a) behavior centered on
structure and (b) behavior based on consideration. Since these leadership behaviors were
exhibited, it was premised the leader provides structure for his or her followers, and the
leader considers or cares about their employees (Horn-Turpin, 2009).

The study of Vieluf, Kunter, and van de Vijver (2013) revealed the similar results
that corresponded to the two behaviors identified in the Ohio State study: (a) production-
oriented and (b) employee-oriented. The production-oriented behavior was homologous to
the structure behavior in the Ohio State study, which involved completion of tasks. The
employee-oriented behavior was homologous to the consideration-based behavior in the
Ohio State study. Leaders who displayed the employee-oriented behavior also showed
human relationship-oriented skills and relationships with her or his followers. These above
studies provided evidences supporting the notion that effective leaders must be cognizant
of both task and relationship orientation. Moreover, these studies also suggested that task
orientation behavior may need for some organizations while relationship-oriented behavior
may require for others (Creighton, 2005).

Since the late 1970s, a new leadership paradigm which has strongly attracted
attention has been known as transformational leadership theory. It was first introduced by
Burns (1978) in his seminal work Leadership as contrasting the characteristics of
transformational with transactional leadership (Marzano, Waters, & McNulty, 2005).
According to Burns (1978), leaders approach their followers with the intent of “exchanging
one thing for another: jobs for votes, or subsidies for campaign contributions”. In
transformational leadership, the leader strives for understanding employees’ needs and
motives. The main point is to shift the need from the leader to the followers. Through
gaining an understanding of the followers’ needs, “the transformational leader can
potentially convert followers into leaders” (Horn-Turpin, 2009).

Numerous studies which have been conducted in countries where schools are high
decentralization confirm that school leadership is the key to the effectiveness of school
organizations (Gkolia, Belias, & Koustelios, 2014). Leaders who can develop a positive
school culture they can improve the quality of their schools (Gkolia et al., 2014). In the
setting of Vietnamese elementary school, the pricipal’s transformational leadership has not
been expplored . Thus, the present paper was designed to examine the current situation on
transformational leadership of elementary school principals.
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2.  Content
2.1. Transformational Leadership

Transformational leadership is defined as “a process of influencing in which leaders
change their associate awareness of what is important, and move them to see themselves
and the opportunities and challenges of their environment in a new way” (Bass, & Avolio,
2004). Transformational leadership theory, originally, introduced by Burns (1978) and
later expanded by Bass (1985), and by Bass and Avolio (1994), which has become the
most widely regarded leadership concept in current education research (Robinson, Lloyd,
& Rowe, 2008). According to Bass and Avolio (1994), transformational leadership
includes four components: (1) idealized influence (including two subdimensions, idealized
attribution and idealized behavior), (2) inspirational motivation, (3) intellectual
stimulation, and (4) individual consideration.

Idealized Influence: Transformational leaders display behaviors of honesty, integrity,
power, confidence, having a collective responsibility and genuine care for others is
admired by his or her employees. Idealized Influence (Attributed) refers to leaders who
have ability to build trust in their followers, and Idealized Influence (Behavior) refers to
leaders who act with integrity (Bass, & Avolio, 2004).

Inspirational Motivation: Transformational leaders inspire followers by providing
meaning and challenge to the work, communicating high expectations for the group,
sharing vision, and arousing enthusiasm and optimism about the future of the organization
(Bass, & Avolio, 2004).

Intellectual Stimulation: Transformational leaders stimulate their followers’
innovation and creativity by promoting critical thinking to solve problems, questioning
assumptions, approaching old situations in new ways, and soliciting creative ideas to
problems (Bass, & Avolio, 2004).

Individual Consideration: Transformational leaders pay close attention to the
individual needs of followers for achievement and growth. Leaders act as a mentor and
coach with recognizing individual abilities, aspirations, and strengths (Bass, & Avolio,
2004).

2.2. Methodology
2.2.1. Sample

The participants were part of a convenience sample of 665 elementary teachers
(60.3%, n=395 men; 39.7%, n=260 women) from 28 schools in six school districts in Kien
Giang, the Southern part of Vietnam. There were 655 valid responses from 1000 copies of
questionnaires that were delivered. Participants were working in large schools (49.5%,
n=324), medium-sized schools (42.4%, n=278), and small schools (8.1%, n=53) and held a
university degree (76.3%, n=500), an associate degree (17.7%, n=116), and diplomas (6.0%,
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n=39). About two thirds of the participants in the sample (69.6%, n=456) taught in rural
areas, whereas 30.4% (n=199) taught in urban areas.
2.2.2. Instrument

a questionnaire with 20 items on transformational leadership was designed to
investigate the principals’ transformational leadership as perceived by 655 Vietnamese
elementary school teachers. it was adapted from the 45-item Multifactor Leadership
Questionnaire (MLQ - Rater Form 5X) developed by Bass and Avolio (2004). MLQ is
categorized into nine leadership dimensions (i.e., idealized influence (attributed), idealized
influence (behaviors), inspirational motivation, intellectual stimulation, individual
consideration, contingent rewards, active management-by-exception, passive management-
by-exception and laissez-faire) and three outcome effects (i.e., extra effort, effectiveness,
and satisfaction). The original dimensions of Transformational Leadership Scale as
identified by Bass and Avolio (2004) included idealized influence (attributed) (items 10,
18, 21, 25), idealized influence (behaviors) (items 6, 14, 23, 34), inspirational motivation
(items 9, 13, 26, 36), intellectual stimulation (items 2, 8, 30, 32), and individual
consideration (items 15, 19, 29, 31). In this study, the dimension item numbers on the TLS
were rearranged as follows: (a) idealized influence (attributed) (items 5, 9, 11, 13), (b)
idealized influence (behaviors) (items 2, 7, 12, 19), (c) inspirational motivation (items 4, 6,
14, 20), (d) intellectual stimulation (items 1, 3, 16, 18), and (e) individual consideration
(items 8, 10, 15, 17). The instrument was purchased under invoice # 28561.

For this study, the response format employed a 5-point Likert scale with the
following categories: with 1 denoting “not at all”, 2 as “once in a while”, 3 as
“sometimes”, 4 as “fairly often”, 5 = “frequently”, if not always instead of the original
response anchors were: 0 = not at all, 1 = once in a while, 2 = sometimes, 3 = fairly often,
4 = frequently, if not always. The average means scores that range from 1 to 1.80 are rated
as ‘not at all’. It means that the principal is perceived as not transformational in his/her
leadership. The mean scores ranging from 1.81 to 2.60 are rated as ‘once in a while’, which
means that the principal is perceived as less transformational in his/her leadership. the means
scores from 2.61 to 3.4 are rated as ‘sometimes’ represented a perception that the principal is
moderate transformational in his/her leadership. the mean scores ranging from 3.41 to 4.20
are rated as ‘fairly often’ represented a perception that the principal is more transformational
in his/her leadership. the mean scores ranging from 4.21 to 5.0 are rated as ‘frequently, if not
always’ represented a perception that the principal is most transformational in his/her
leadership. The averages for each dimension are calculated to identify whether a principal’s
leadership behavior is perceived as “more or less transformational than the norm” (Bass &
Avolio, 2004) by their teachers.
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2.2.3. Data Analysis

SPSS software, version 20, were used for analyzing the collected data from the
survey and testing the reliability of the scales. Descriptive statistics was employed for
measuring mean scores (Mean), frequency distributions (n), standard deviations (SD), and
the percentage of responses (%). The independent t-test was conducted for testing two
group comparisons (gender, school location). Then, multiple ANOVA tests followed by
Scheffé post-hoc test were used for testing three or more group comparisons (degree and
school size) to find differences in the perceived principal’s transformational leadership.
2.2.4. Reliabilities and intercorrelations of the TLS dimensions

Table 2.1 shows that there was a high level reliability of five dimensions of TLS. The
reliability scores for these dimensions ranged from .80 to .94 (for idealized influence
attribution, a=.888; for idealized influence behaviors, a=.887, for inspirational motivation
a=.937, for intellectual stimulation 0=.943, for individual consideration o=.800). A
coefficient alpha for internal consistency of the scale greater than .70 indicates satisfactory
reliability (Field, 2013). These reliabilities were similar to the previous research alphas of
Avolio and Bass (2004), which ranged from .86 to .91 (namely 0=.86, 0=.86, a=.91, 0=.90,
a=.90 for these dimensions respectively) (Bass & Avolio, 2004). Table 2.1 also indicates
that there was strong convergence between each TLS dimension. These correlations
averaged .767 (range = .718-.812). The findings suggested that the internal consistency
reliability of five dimensions of TLS is satisfactory and stable. The instrument is consistent
reliability.

Table 2.1. Alpha Reliabilities and Intercorrelations
of the Transformational Leadership Scale Dimensions

Dimension Coefficient Alpha Intercorrelations
Thisstudy By A&B 1 2 3 4
1 Idealized Influence (Attributed) .888 .86 -
2 ldealized Influence (Behavior) 887 .86 774” -
3 Inspirational Motivation 937 91 7897 812" -
4 Intellectual Stimulation 943 .90 7507 .807 780" -
5 Individual Consideration .800 .90 7447 7237 7187 7707

Note. ** p < 0.01 (2-tailed). A&B = Avolio & Bass.

3. Finding and Discussion
3.1. Vietnamese Elementary School Teachers’ perception of Principal’s
Transformational Leadership

Table 3.1 shows Descriptive statistics for each of the individual items of the TLS
grouped by dimensions .

The average item mean scores of the 20-item TLS dimensions were ranked from high
to low as follows: 3.91 (SD=.78) for idealized influence (behavior), 3.85 (SD=.81) for
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intellectual stimulation, 3.82 (SD=.86) for inspirational motivation, 3.73 (SD=.90) for
idealized influence (attributed), and 3.48 (SD=.90) for individual consideration. Overall
transformational leadership mean of 3.76 indicated that the study participants had a
perception that their principal was more transformational in his/her leaderships.

The highest average idealized influence (attributed) score was 3.87 for “Displays a
sense of power and confidence”. The lowest average idealized influence (attributed) score
was 3.61 for item “Instills pride in me for being associated with him/her.” The highest
average idealized influence (behavior) score was 4.05 for item “Emphasizes the
importance of having a collective sense of mission.” The lowest average idealized
influence (behavior) score was 3.80 for the item “Talks about their most important values
and beliefs”. The highest average inspirational motivation score was 3.80 for the item
“Expresses confidence that goals will be achieved”. The lowest average inspirational
motivation score was 3.79 for the item “Talks enthusiastically about what needs to be
accomplished.” The highest average intellectual stimulation score was 3.91 for the item
“Re-examines critical assumption to question whether they are appropriate.” The lowest
average intellectual stimulation score was 3.80 for the item “Suggest new ways of looking
at how to complete assignments” . The highest average individual consideration score was
item “Spends time teaching and coaching” . The lowest average individual consideration
score was 3.25 for the item “Considers me as having different need, abilities, and
aspirations from others.”

Table 3.1. Average Item Mean and Standard Deviation (SD)
for Transformational Leadership Scale Grouped by Dimensions

Dimensions and Items Content Average
Item Mean
Idealized Influence (Attributed) (1A) 3.73 .90
5. Instills pride in me for being associated with him/her 3.61 1.06
9. Goes beyond self-interest for the good of the group 3.67 1.08
11. Acts in a way that builds my respect 3.79 1.03
13. Displays a sense of power and confidence 3.87 1.00
Idealized Influence (Behaviors) (1B) 3.91 .78
2. Talks about their most important values and beliefs 3.80 .90
7. Specifies the importance of having a strong sense of purpose 3.87 91
12. Considers the moral and ethical consequences of decisions 3.94 .90
19. Emphasizes the importance of having a collective sense of mission 4.05 .89
Inspirational Motivation (IM) 3.82 .86
4. Talks optimistically about the future 3.81 94
6. Talks enthusiastically about what needs to be accomplished 3.79 97
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14. Articulates a compelling vision of the future 3.83 .92
20. Expresses confidence that goals will be achieved 3.85 91
Intellectual Stimulation (IS) 3.85 81
1. Re-examines critical assumption to question whether they are 3.91 .85
appropriate
3. Seeks differing perspectives when solving problems 3.88 .85
16. Get me to look at problems from many different angles 3.80 .89
18. Suggest new ways of looking at how to complete assignments 3.80 91
Individual Consideration (IC) 3.48 .90
8. Spends time teaching and coaching 3.64 1.12
10. Treats me as an individual rather than just as a member of the group 341 1.05
15. Considers me as having different need, abilities, and aspirations 3.25 1.25
from others
17. Helps me develop my strengths 3.62 1.15
Overall Scale 3.76 7

3.2. Differences in Elementary School Principal’s Transformational Leadership
according to Demographic Characteristics
(i) By Gender

Table 3.2 shows that male teachers (M=3.60, SD=.84) had significantly higher level
of perception with individual consideration than female teachers (M=3.41, SD=.94). A
possible explanation for this might be that the majority of female teachers do less
administrative work at school. After teaching, they come back home to complete
household tasks such as taking care children, cooking, washing, etc., so they have little
time and opportunity to share their feelings with colleagues and especially with the
principal. meanWhile. male teachers were provided with a chance to collaborate with each
other and work with their principal in common school mission. Hence, male teachers were
perceived to have received the individual consideration of the elementary school principals
whom the majority are men. This finding is similar to previous research outcomes of Wu
(2010) in that male teachers had significantly higher average score with individual
consideration than that of female teachers. There were no significant differences between
male and female ragarding Four other dimensions of the transformational leadership and
overall transformational leadership. This implies that male and female teachers would be
similar in their perception with idealized influence attributed, idealized influence behavior,
inspirational motivation, intellectual stimulation, and overall transformational leadership.
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Table 3.2. Independent t-Test of Differences in the Dimensions of Transformational
Leadership according to Gender

. . Male(n=260) Female(n=395) 95%CI

Dimension t(563) p

Mean SD Mean SD LL UL
1A 3.74 0.86 3.73 0.93 0.20 841 -0.13 0.16
IB 3.95 0.75 3.89 0.80 1.00 319 -0.06 0.18
IM 3.86 0.83 3.79 0.87 1.09 276 -0.06 0.21
IS 3.92 0.79 3.80 0.82 1.76 .079 -0.01 0.24
IC 3.60 0.84 341 0.94 2.68* .008 0.05 0.33
Overall TLS 3.81 0.73 3.72 0.79 1.494 136 -0.03 0.21

Note. * p <.05. ClI = confidence interval; LL = lower limit; UL = upper limit.
(ii) By Degree
Table 3.3 reveals that teachers who earned an associate degree (M=3.94, SD=.76)
were greater in attributed idealized influence than those teachers who held a university
degree (M=3.69, SD=.93), (F=3.74, p <.05). A possible explanation for this might be due
to the fact that the principals, in the process of leadership, pay much attention to teachers
with lower degree in order to encourage and motivate them to enhance teaching . It could
also be that the principals are more active in a way that make them feel a sense of respect,
pride, power, and confidence. There were no significant differences between teachers who
earned different degrees regarding Four other dimensions of transformational leadership
and also for overall transformational leadership. This shows that teachers who had
different degrees would be similar in their perception, especially with idealized influence
behavior, inspirational motivation, intellectual stimulation, individual consideration, and
overall transformational leadership. There were no empirical studies regarding differences
in teachers’ degree and dimensions of transformational leadership in Vietnam.
Table 3.3. Descriptive Statistics and One-way ANOVA of Differences
in the Dimensions of Transformational Leadership according to Degree

Dimension Degree n Mean SD ( dsz 2) p S(_:It1eesftfe
1. Diploma 39 3.65 0.96

1A 2. College 116 3.94 0.76 3.74* .024 2>3
3. University 500 3.69 0.93
1. Diploma 39 3.88 0.90

IB 2. College 116 4.00 0.65 0.86 423 --
3. University 500 3.90 0.80
1. Diploma 39 3.78 1.06

IM 2. College 116 3.96 0.72 1.88 153 --
3. University 500 3.79 0.87
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1. Diploma 39 3.85 0.96

IS 2. College 116 3.96 0.69 1.31 272 --
3. University 500 3.82 0.82
1. Diploma 39 3.53 1.08

IC 2. College 116 3.59 0.76 1.17 311 --
3. University 500 3.45 0.92
1. Diploma 39 3.74 0.92

Overall

LS 2. College 116 3.89 0.63 2.04 131 --
3. University 500 3.73 0.78

Note. * p < .05.

(iii) By School Size

Table 3.4 indicates that teachers who taught at large schools and medium-sized
schools (M=3.81, SD=.90; M=3.72, SD=.90, respectively) had idealized influence
(attributed) than those at small schools (M=3.36, SD=.85), (F=5.72, p<.05). Also for
idealized influence behavior, teachers who taught at large schools (M=3.94, SD=.77) had
higher level of perception than those at small schools (M=3.65, SD=.73), (F=3.47, p<.05).
Besides, teachers who taught at large schools (M=3.89, SD=.82) had greater inspirational
motivation than those at small schools (M=3.52, SD=.74), (F=4.26, p<.05). Furthermore,
teachers who taught at large schools and medium-sized schools (M=3.88, SD=.79;
M=3.88, SD=.81, respectively) were greater in intellectual stimulation than those at small
schools (M=.51, SD=.81), (F=4.99, p<.05). In addition, teachers who taught at large
schools (M=3.54, SD=.91) were greater in individual consideration than those at small
schools (M=3.16, SD=.85), (F=3.95, p<.05). Also for the overall transformational
leadership, teachers who taught at large schools and medium-sized schools (M=3.81,
SD=.76; M=3.76, SD=.78, respectively) had higher level of perception than those at small
schools (M=3.44, SD=.70), (F=5.35, p<.05). A possible reason for this might be due to the
fact that teachers who teach at large schools and medium-sized schools were provided with
greater opportunity to participate in community activities, cooperate with each other and
work together with the principal in common school mission. thus, they were more
experienced in the transformational leadership than those at small schools.

Table 3.4. Descriptive Statistics and One-way ANOVA of Differences
in the Dimensions of Transformational Leadership according to School Size

. . . F Scheffé
Dimension School Size n Mean SD (df =2) p Test
1. Small school 53 3.36 0.85
1A 2.Medium-Sizeds. 278 372 090 572+ 003 g:i
3. Large schools 324 3.81 0.90
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1. Small school 53 3.65 0.73

IB 2. Medium-Sized s. 278 3.93 0.79 3.47* 032 3>1
3. Large schools 324 3.94 0.77
1. Small school 53 3.52 0.74

IM 2. Medium-Sized s. 278 3.80 0.90 4.26* 015 3>1
3. Large schools 324 3.89 0.82
1. Small school 53 351 0.81

IS 2. Medium-Sizeds. 278 388 081 499« 007 2:1
3. Large schools 324 3.88 0.79
1. Small school 53 3.16 0.85

IC 2. Medium-Sized s. 278 3.48 0.90 3.95% 020 3>1
3. Large schools 324 3.54 0.91
1. Small school 53 3.44 0.70

?K‘;ra“ 2 Medium-Sizeds. 278 376 o7  °>3* 005 gj
3. Large schools 324 3.81 0.76

Note. * p <.05. Small school = < 12 classes; Medium-Sized school = 13-24 classes;

Large schools = > 25 classes.
(iv) By School Location

Table 3.5 shows that teachers who taught in rural areas perceived higher idealized
influence (behavior) (M=3.96, SD=.71), intellectual stimulation (M=3.90, SD=.77), and
individual consideration (M=3.53, SD=.86) than those in urban areas (M=3.80, SD=.90;
M=3.72, SD=.87; M=3.37, SD=.99, respectively), (t=-2.49, p<0.5; t=-2.62, p<0.5; t=-2.11,
p<0.5, respectively). this might be due to the fact that people in rural areas had stronger
interpersonal relationship than those in urban areas. The relationship between teachers and
principals is not only the relationship of superior to subordinate in terms of expertise but
also is an intimate villagers’ relationship. Perhaps, thanks to higher level of intimacy,
teachers who taught in rural areas perceived greater idealized influence (behavior),
inspirational motivation, and individual consideration. There were no significant
differences in transformational leadership with inspirational motivation, idealized
influence attribution, and overall scale between teachers who taught in different school
location. This shows that teachers who taught in different school locations would be
similar in their perception of the level of inspirational motivation, idealized influence
attributed, and overall scale.
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Table 3.5. Independent t-test of Differences in the Dimensions of Transformational
Leadership according to School Location

Urban area Rural area

Dimension (n=199) (n=456) t(653) p 9S%CI

Mean SD Mean SD LL UL
1A 3.68 1.03 3.76 0.85 -0.96 .336 -0.22 0.08
IB 3.80 0.90 3.96 0.71 -2.49* .013 -0.29 -0.03
IM 3.79 0.93 3.83 0.82 -0.53 598 -0.18 0.10
IS 3.72 0.87 3.90 0.77 -2.62* .009 -0.31 -0.04
IC 3.37 0.99 3.53 0.86 -2.11* .035 -0.31 -0.01
Overall TLS 3.67 0.87 3.80 0.71 -1.90 .058 -0.25 0.00

Note. * p <.05. ClI = confidence interval; LL = lower limit; UL = upper limit.

4.  Conclusion

these findings indicated that elementary school teachers perceived that their principal
often used transformational leadership behaviors in schools. In other words, elementary
school principals relatively showed idealized attributed influence, idealized influence
behavior, inspirational motivation, intellectual stimulation, and individual consideration to
direct teachers to achieve schools’ goals. There were significant differences in the
elementary school teachers’ perceptions of the dimensions of transformational leadership,
retarding their gender, degree, school size, and school location. Male teachers had higher
level of perception with individual consideration than female teachers. Teachers who
earned an associate degree were greater in idealized influence (attributed) than those
teachers who held a university degree. Teachers who taught at large schools and medium-
sized schools were greater in idealized influence (attributed) than those at small schools.
Also for idealized influence (behavior), teachers who taught at large schools reported more
perception that the principals were transformational in his/her leadership than those
teachers who taught at small schools. Besides, teachers who taught at large schools were
greater in inspirational motivation than those at small schools. Furthermore, teachers who
taught at large schools and medium-sized schools had higher level of perception with
intellectual stimulation than those at small schools. In addition, teachers who taught at
large schools were greater in individual consideration attributes than those at small
schools. Also for the overall transformational leadership, teachers who taught at large
schools and medium-sized schools had higher level of perception than those at small
schools. Teachers who taught in rural areas perceived that they had hihier level of idealized
influence (behavior), inspirational motivation, and individual consideration than those
teachers who taught at urban area.
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TOM TAT

Lanh dao chuyén déi dwoc xem 1a mét van dé quan trong trong quan 1i nguon nhan lyc va
nghién cizu gido duc theo kinh nghiém. Bai viét trinh bay két qud nghién cizu vé sw ldnh dao chuyén
doi ciia hiéu trueong dwoc nhdn thikc boi 655 gido vién ¢ cac truong tiéu hoc tai Kién Giang, nam
hoc 2014-2015. Cong cu nghién ciu la thang do TLS dwoc hiéu chinh cho phll hop Véi béi canh
gi4o duc Viét Nam. Muc dich ciia nghién cieu nay la xdc dinh mire d lanh dao chuyén doi cua hiéu
trwecng triong tiéu hoc. Nghién ciu sir dung phwong phdp dinh lwong va dp dung thiét ké nghién
citu md ta. Piém so dg tin cdy cho nam khia canh cua TLS tir 0,80 dén 0,94 14 théa ddng. Két qud
nghién citu chi ra rdang gido vién & cdc truong tiéu hoc nhan thay hiéu trieng cua ho khd thwong
xuyén thé hién su lanh dao chuyén doi. Ngodi ra cdc yéu té gidi tinh, bang cdp, quy mé trwong hoc
VA Vi tri nha truong cO anh hwéng dén nhdn thire cua gido vién tieu hoc vé mét so khia canh lanh
dao chuyén doi cia hiéu trieong.

Tir khoa: sy 1anh dao chuyén ddi; hiéu trudng; truong tiéu hoc; gido vién; tinh Kién Giang
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