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This paper presents the results obtained on a sample of 467 teachers from 25 elementary schools 
in the wider city area of Tuzla. The subject of the research was the relationship between principal 
leadership styles, as perceived by teachers, and the work motivation of teachers. The Multifactor  
Leadership Questionnaire (MLQ) and the Work Tasks Motivation Scale for Teachers (WTMST)  
were used to collect data. The obtained results showed a correlation between the perceived 
principal leadership style and teacher motivation, in a way that transformational leadership 
primarily contributes to intrinsic motivation, transactional leadership contributes to types of 
extrinsic motivation (introjected, identified, and external regulation), and laissez-faire contributes 
to motivation. At most 13% of the variance in teacher motivation can be explained by the 
principal leadership style. The probable reason for such results is the complexity of teacher 
motivation, which is influenced by numerous both hygiene and motivating factors.  
 
Keywords: school principals; transformational, transactional, laissez-faire leadership; teachers; 
work motivation; SD theory 
 

 
INTRODUCTION 

 
The first successful attempt to scientifically identify and describe leadership, which 
in practice probably occurred with the first social groups, dates to 1939 and American 
social psychologists K. Lewin, R. Lippit and R. K. White. They pointed to three fun-
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damental types of leader attitudes toward group members: autocratic, democratic, 
and laissez faire (Lewin, Lippit, & White 1939). Depending on the type of leader, 
the group’s performance differs in terms of achieving common work goals. All three 
authors conclude that, in the medium and long term, the best results are achieved by 
the democratic behavior of the leaders. Autocracy is most effective in the short term, 
while laissez faire leadership in most cases leads to the lowest achievement (Krech, 
Crutchfield, Ballachey 1969). 

During the 20th century, other authors also studied the topic of leadership, mainly 
starting from the pioneering theories of Lewin, Lippit and White, and supplementing 
and modifying their findings. Despite possible differences in the understanding of lead-
ership styles, researchers studying this phenomenon still put their main focus on the 
differences detected in the very beginning which relate to interpersonal relationships 
(manager-employee and employee-employee relations), emotional, social and work cli-
mate, and work performance in groups with different leaders (Bojanović 2004). 

Applying general knowledge on leadership to work organizations, Bass (1985) 
identifies transformational, transactional, and laissez faire leadership. The first con-
tains elements of democratic and the second contains elements of autocratic leader-
ship style. According to Bass and Riggi (2006), a particularly significant aspect of 
transformational leadership is that it leads to changes in employees themselves; raises 
the level of motivation and shapes them morally. 

The relationship between leadership style and employee motivation has also 
aroused the interest of researchers in the field of education. Eyal and Roth (2011) 
found a positive association between transformational leadership style and intrinsic 
motivation, as well as between transactional leadership and extrinsic motivation. 
Wasserman, Ben-eli, Yehoshua, and Gal (2016) reported multiple positive correlations 
of variables related to the perceived leadership style of the school principal, percep-
tion of profession, and teacher initiative in doing their job. Alasad (2017) points to a 
positive connection between the transformational leadership style and intrinsic mo-
tivation of teachers, and even a somewhat stronger connection between this principal 
leadership style and extrinsic motivation. Shepherd-Jones and Salisbury-Glennon 
(2018) found a positive association between autonomy, commitment, and competence 
in teachers’ task performance and the democratic style of leadership used by school 
principals. 

Eres (2011), however, did not find any significant correlation between the trans-
formational leadership style, which teachers generally rarely noticed in school prin-
cipals, and their work motivation. Gilbar (2015) did not find a connection between 
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the self-perceived style of principal leadership and the self-perceived teacher moti-
vation either. 

A generally higher level of motivation and dominant intrinsic motivation in teach-
ers are important for pedagogical practice and theory because it was determined that 
these factors correlate with teachers’ commitment to their work, and, ultimately, with 
student performance and the educational goals of the school (Jesus and Lens 2005; 
Karabenick and Conley 2011; Perlman 2013; Gorozidis and Papaioannou 2014). 

Considering the above, the focus of this research was to determine the relationship 
between the perceived leadership style of school principals and the motivation of 
teachers to do their job. Three leadership styles were observed: autocratic, demo-
cratic, and laissez faire. Motivation for work was assessed on a five-point continuum, 
which begins with amotivation, continues with external regulation, through motiva-
tion by introjection and identification, to internal regulation. 

 
 

The leadership role of the school principal 
 
The leadership role of the school principal is determined by the functions and areas 
of work that need to be covered, the competencies he must have, the training he needs 
to gain the appropriate competencies and to provide professional guidance of staff 
efforts, and responsibilities for resources. 

Since the school is a non-profit organization with a unique goal and function, it 
should be viewed as a specific unit, in which both general and specific organizational 
rules apply. In that sense, Staničić (2011) cites two basic functions of the school: ad-
ministrative-technical and developmental-pedagogical. The purpose of administrative-
technical tasks is optimal functioning of the school, which, unlike other organizations, 
performs educational work. The professional-pedagogical area is tied to the main feature 
of the school as a specific organization. Compared to the administrative-technical func-
tion, it is much more complex, and the participation of the principal is expected to be 
more pronounced. It involves developmental and pedagogical tasks related to: planning 
and programming, organizing, introducing innovations, monitoring and improving 
teaching, working with children with disabilities, professional orientation, professional 
development, analysis of educational results of the school, etc. 

Everard, Morris and Wilson (2004) divide the tasks of the school principal into 
three large groups: 1. people management (which includes employee motivation, de-
cision making, conflict management, candidate selection and recruitment, employee 
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promotion), 2. organization management (which includes school goals, creating 
teams, planning and programming, curriculum adaptation, quality management, re-
source management) and 3. change management (defining goals, deciding on strate-
gies, gaining trust, monitoring and evaluating changes). 

Referring to the OECD (Organization for Economic Co-Operation and Develop-
ment) annual analysis of educational parameters from 2007 (OECD 2007b) and the 
Analysis of performance in the 2006 PISA tests (OECD 2007a), Pont, Nusche and 
Moorman (2008) point to an indirect responsibility of school principals to improve 
educational outcomes. In order to achieve optimal results, principals should concep-
tualize their leadership into four tasks: 1. providing conditions and support for pro-
fessional development of teachers, and their evaluation, 2. goal setting, assessment 
and accountability, 3. financial and human resource management, 4. creating condi-
tions for improving school practice. 

There is no doubt that the role of the principal in an elementary school is complex 
and multidimensional. As a manager, the principal acts as an intermediary between 
the (educational) authorities, partially represented through the school board, and the 
teachers, or, indirectly, the students. The principal is responsible for creating material, 
technical and staffing conditions for the functioning of the school, creating a vision 
and mission of the school and its progress. 

 
 

Transactional, transformational and laissez faire school management 
 
The theoretical framework in this paper is comprised of the three leadership styles 
described by Bass (1985 according to Avolio and Bass 2010): transformational, trans-
actional, and laissez faire leadership. Transformational leadership is, according to 
Avolio and Bass (2002), a type of leadership that leads to changes within individuals 
and social systems in terms of motivation, moral shaping, and work performance. 
This is accomplished through the following mechanisms: creating a common identity 
between group members and in the group as a whole; the leader is a role model per-
sonal identification for employees; the leader understands the needs, strengths and 
weaknesses of employees, according to which he gives them appropriate tasks. 

The dimensions of transformational leadership (Bass 1990) are: 1. individualized 
consideration (refers to the attention the manager pays to the employee and his un-
derstanding of the employee’s needs), 2. Intellectual stimulation (the degree to which 
the manager accepts employee ideas and encourages his creative thinking), 3. Inspi-
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rational motivation (manager’s ability to articulate goals and get the employees to 
achieve them), 4. model of identification - attributed and behavior (the degree to 
which the manager represents a moral ideal for the employee, gains his respect and 
trust). 

Transactional leadership is based on the take-give principle. In this case, the leader 
gives employees guidance, recognition and a value system, and in return he takes/re-
ceives respect and obedience. It consists of: 1. contingent reward, 2. active manage-
ment by exception and 3. passive management by exception. Transactional 
management is most obvious in cases when the leader relies on passive management 
mechanisms, i.e. intervenes only when the work procedure has been violated or the 
set goal has not been achieved. He then threatens or punishes (Bass 1990). According 
to Burns (1978), transactional leadership is the most common style, but also a style 
that provides neither the manager nor the employee a high level of motivation or in-
tellectual stimulation. 

Laissez faire (let it be) leadership style, as described by Lewin, Lippitt, and White 
(1939) implies minimal involvement of the leader. Decisions are made by group mem-
bers, taking responsibility for their outcomes. Avolio and Bass (2011) paid the least 
attention to this leadership style. In their instrument, they described it through only 
one leadership component - passive/avoidant leadership (this is also another name 
that Avolio and Bass use for this leadership style). This is perhaps because in most 
cases where conscious, deliberate and planned activity is expected from the leader, 
this leadership style is not desirable. 

In practice, we almost never encounter pure leadership styles. Usually, a leader 
will show elements of two, or even three leadership styles, with one of them being 
the dominant one. This is why we commonly hear the phrase‘dominant leadership 
style’. 

 
 

Teacher motivation 
 
The notion of motivation is one of the fundamental constructs in psychology. It de-
notes psychological processes that move people to perform a certain activity and ex-
hibit certain behavior (Zvonarević 1978; Rot 2004). Most modern theories of 
motivation agree that the initial link in the chain of motivation is represented by needs. 
A need is defined as the lack of something (Rot 2004). Literature also mentions ex-
trinsic and intrinsic motivation. According to the Psychological Dictionary (Petz et 
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al. 2005), external or extrinsic motivation is motivation that originates in factors out-
side the individual (reward or punishment) and not in internal impulses. In contrast 
to the extrinsic, there is also internal or intrinsic motivation in which the need stems 
from internal impulses, and satisfaction arises from performing the activity itself or 
its meaning, instead of external factors. 

In the mid-1980s, Ryan and Deci have moved away from attempts to explain 
human behavior through a disturbed balance of needs and instrumental conditioning, 
setting the Self-determination theory. Overall human motivation, according to the 
Self-determination theory (Deci and Ryan 1985), is the result of a complex interactive 
process between external and internal control. External control denotes extrinstic, 
and internal denotes autonomous or intrinsic processes. The prevalence of intrinsic 
over extrinsic processes means achieving a higher level of self-determination, i.e. 
moving away from extrinsic to intrinsic motivation. The theory of self-determination 
thus shows motivation on a continuum that begins with amotivation, goes through 
different levels of extrinsic motivation (external regulation, introjected regulation, 
identified regulation) and finally ends with intrinsic motivation (internal regulation). 

-  Amotivation is defined by Ryan and Deci (2000) as the absence of any will to  
         act in relation to the physical and/or social environment. 

-  External regulation is the least autonomous form of extrinsic motivation. It  
         refers to motivation by means of punishment and rewards. 

-  Introjected regulation is internal but still (externally) controlled regulation of  
         behavior, in which a person resorts to a certain behavior in order to avoid feeli- 
         ngs of guilt or anxiety, or to achieve a sense of satisfaction and empowerment  
         of the personality. 

-  Identified regulation implies a higher level of autonomy and greater freedom  
         of choice compared to introjected regulation, because this behavior is more in  
         line with personal goals and identity. 

-  Intrinsic motivation is recognized in activities an individual performs for per 
         sonal pleasure (he finds pleasure in performing the activity itself) without visi- 
         ble external benefit. Guay, Mageau, and Vallerand (2003) point to three types  
         of intrinsic motivation: motivation towards knowledge, motivation towards 
         accomplishment, and motivation towards stimulation. 

 
Applying the Self-determination theory to work organizations implies setting self-

determination of each employee as the main goal. Numerous studies (according to 
Deci and Ryan, 1985) show that the qualities associated with self-determination – 
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creativity, self-regulation and adaptability (which members value the most, both in 
their subordinates, those who are equal to them, and in their superiors) increase or-
ganizational efficiency. Furthermore, factors that encourage self-determination, in-
cluding personal independence and constructive feedback, are indicators of perceived 
quality of the employee’s job. This implies that self-determination, as a goal of the 
work organization, could consequently contribute to job satisfaction and the quality 
of life of employees. 

 
 

Teacher motivation factors 
 
Human (in)action is generally determined by numerous factors of external and inter-
nal regulation. The same applies to the motivation of teachers to perform work tasks. 
This is confirmed by numerous studies (Pelletier, Seguin-Levesque and Legault 2002; 
Judge and Ilies 2002; Mihaliček and Rijavec 2009; Rasheed, Aslam and Sarwar 2010; 
Nyakund 2012; Ud Din et al. 2012; Gatsinzi, Jesse and Makewa 2014), and each one 
of them found a large number of individual factors. The sublimation of their findings 
could prove that work motivation of teachers is determined by: 1. effort, 2. individual 
abilities and perception, 3. goal-directed behavior, 4. intrinsic and extrinsic rewards, 
5. satisfaction and 6. equity. 

Studies indicate the potential existence of gender-based differences in motivation 
factors (Ghenghes 2013), where male teachers value job security the most, while the 
primary factors for female teachers are opportunity for professional growth and ad-
vancement and receiving praise from their boss/colleagues. Furthermore, extrinsic 
motivation factors grow stronger when teachers, regardless of gender, rate their teach-
ing salary as too low (Rasheed, Aslam, & Sarwar 2010). 

 
 
RESEARCH METHODOLOGY 

 
Research aim 
 
The aim of this paper is to analyze the relation between principal leadership styles, 
as perceived by teachers and different work motivations of elementary school teach-
ers. 
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Research hypothesis 
 
It is assumed that there is a connection between the perceived leadership styles of 
school principals and teacher motivation. It is also assumed that the perceived trans-
formational traits of principals significantly and positively contribute to intrinsic mo-
tivation of teachers, that the perceived transactional skills significantly and positively 
contribute to aspects of extrinsic teacher motivation (identified, introjected and ex-
ternal regulation) and, finally, that the observed laissez-faire traits positively con-
tribute to teacher amotivation. 
 
 
Respondents 
 
The sample, characterized as convenient, consisted of 467 teachers from 26 elemen-
tary schools in the wider city area of   Tuzla. According to the data collected in schools, 
the total number of teachers in 2015/2016 school year, when the survey was con-
ducted, was 744 which corresponds to the number of printed and distributed sets of 
instruments. However, it should be emphasized that the actual number of teachers 
was less than 744 (it was impossible to obtain accurate information by looking at in-
dividual school databases), because, in order to accumulate work hours for their job 
to be considered full-time, some individuals were employed in more than one school. 
In such cases, teachers were advised to fill in the questionnaires in the school in which 
they have the largest number of working hours. 

The return of valid questionnaires was slightly less than 63%. The gender distri-
bution of respondents in the sample was asymmetric, which is a reflection of a pop-
ulation imbalance: 307 (65.7%) female teachers and 89 (19.1%) male teachers, while 
71 (15.2%) respondents did not state their gender in the questionnaire. The age of the 
respondents ranged from 24 to 64 years (M=43.12; s=9.15; Sk=0.18; K=-0.55). No 
statistically significant differences in age were found between the male and female 
subsamples, and neither were they found in length of service. 

 
 

Research methods and procedures 
 
The method of theoretical analysis was applied in this research to compose the theo-
retical part of the paper. Elements of analytical-descriptive method were used in order 
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to show the specifics of management and leadership in elementary schools of Tuzla 
Canton. The main pillar of the empirical part of the paper is the survey method, rep-
resented through survey and scaling techniques. Methods of descriptive statistical 
procedures and multiple regression (OLS) were also utilized. 
 

Instruments
 

 
The Multifactor Leadership Questionnaire (MLQ) and the Work Tasks Motivation 
Scale for Teachers (WTMST) were used to collect data in the research. The Multifactor 
Leadership Questionnaire (Avolio and Bass 2010) consists of 36 statements arranged 
in eight subscales (idealized influence - attributed, idealized influence - behavioral, 
inspirational motivation, intellectual stimulation, individualized consideration, con-
tingent reward, management by exception and laissez-faire). Respondents completed 
their assessment of the frequency of forms of leader behavior expressed through state-
ments on a five-point scale, where the answers range from 0 = not at all, over 1 = 
rarely, 2 = sometimes, 3 = often to 4 = almost always. 

The Work Tasks Motivation Scale for Teachers (WTMST) (Fernet, Senecal, Guay, 
March and Dowson 2008) consists of 90 statements, divided into six subscales, where 
each subscale corresponds to one group of teacher work tasks (class preparation, 
teaching, evaluation of students, classroom management, administrative tasks and 
complementary tasks). Each subscale lists three statements for each of the five types 
of motivation (intrinsic motivation, identified regulation, introjected regulation, ex-
ternal regulation and amotivation). Respondents express their agreement with the 
statements on a seven-point scale, where the answers range from 1 = completely dis-
agree, 2 = somewhat agree, 3 = slightly agree, 4 = moderately agree, 5 = strongly 
agree, 6 = very strongly agree, up to 7 = completely agree.   

An evaluation of Multifactor Leadership Questionnaire and the WTMST was con-
ducted after a review of the relevant literature showed that no major study on a sample 
of teachers using these methods was conducted in our country. After checking the 
factor validity through confirmatory factor analysis and a detailed review of other 
relevant measurement properties, it was determined that the utilized instruments have 
satisfactory measurement properties, which can be evaluated on a qualitative scale 
in the range from good to exceptional. This especially refers to the internal measuring 
properties, while the factor validity of the constructs is in the range from acceptable 
to very good. Indicators of reliability, representativeness and homogeneity for the 
scales of teaching motivation and leadership style are shown in Tables 1 and 2. 
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Table 1.  Indicators of reliability, representativeness and homogeneity for the Work Tasks  
               Motivation Scale for Teachers 

 
Table 2.  Indicators of reliability, representativeness and homogeneity for the Multifactor  
                Leadership Questionnaire (MLQ) 

Note. α - Cronbach - reliability coefficient; β - Lord - Kaiser - Caffrey reliability coefficient 
of the first principal component; λ1 - Gutman - absolute lower limit of reliability, λ6 - Gutman 
- absolute upper limit of reliability; MSA - normalized Kaiser - Meyer - Olkin 
representativeness coefficient; H2 - Momirović - relative size of the variance of the first 
principle image component; N - number of scale items. 

 
As stated in the sample description, 744 sets of questionnaires were printed and 

distributed. The questionnaires were delivered to schools in open envelopes in a num-
ber that corresponded to the number of engaged teachers, after which they were 
handed to the teachers by expert associates pedagogues-psychologists. After filling 
in the questionnaires, the teachers returned them to the pedagogues-psychologists in 
closed envelopes. The process took an average of five working days in each school. 
Data collection was completed in February 2016. 

 

RESULTS
 

 
Table 3 shows the basic descriptive statistics for leadership dimensions, as well as 
for the teacher motivation dimensions, which are presented through summative scores 
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and average scale values.  The table also shows that the total score included idealized 
influence - attributed (IA), idealized influence - behavior (IB), inspirational motiva-
tion (IM), intellectual stimulation (IS) and individualized consideration (IC) as factors 
of transformational leadership. Conclusively, transactional leadership has been de-
scribed by two factors: Contingent Reward (CR) and Active Management by Excep-
tions (AME). The factor of Passive Management by Exceptions (PME) was not 
included in the final analysis because it did not make any significant contributions to 
the model.  Laissez-faire leadership was represented by one factor. 

 
Table 3.  Average values and standard deviations for the subscales of the Leadership style  
               questionnaire and Teacher motivation questionnaire 

Note. M - arithmetic mean; σ - standard deviation; jlk - summative score created as a 
simple summation; asv - average scale value. 

 
Based on the summative score and the average score value for all five factors of 

transformational leadership, two factors of transactional leadership and laissez-fair 
style which is represented by one factor, it is clear that teachers equally perceive trans-
actional and transformational leadership styles in school principals, while laissez-fair 
leadership is perceived far less. On the other hand, when it comes to the dimensions 
of motivation, the results show that teachers are moderately to highly motivated to 
work, while the amotivation factor is very weak to weak. Identified regulation, as the 
highest degree of external regulation, almost close to intrinsic motivation, is slightly 
ahead of other types of motivation.  
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The relation between leadership styles and types of teacher motivation were eval-
uated through standard regression analysis. Factors and facets of leadership combined 
into three main leadership styles (transformational, transactional and laissez-faire 
style) form a set of a total of eight predictor variables (Idealized Influence - Attributed) 
(IA), Idealized Influence - Behavior) (IB), Inspirational Motivation (IM) ), Intellectual 
Stimulation (IS), Individualized Consideration (IC), Contingent Reward (CR), Active 
Management by Exceptions (AME), Laissez-faire (LFR)), while the criterion variables 
are represented by five dimensions of teacher motivation: Intrinsic Motivation, Iden-
tified Regulation, Introjected Regulation, External Regulation and Amotivation. A 
separate regression model was tested for each dimension, and all variables were pro-
jected over the first principle component, which is presented in the form of regression 
scores. 

The average correlation of predictor variables with teacher motivation ranges from 
0.10 to 0.30, indicating the independence of the two sets of variables. The potential 
of leadership dimensions in explaining aspects of teacher motivation is thus modest. 
An overview of all general indicators of the model efficiency is shown in Table 4.  

 
Table 4. Multiple correlation coefficient and determination coefficients for teacher  
               motivation assessment models 

Note. R – multiple correlation coefficient; R2– multiple determination coefficient; ΔR2– 
corrected R2 

 
As it can be concluded from the table, regression solution proved to be most ef-

fective for the score prediction model on the Identified Regulation dimension, where 
about 13% of the teacher motivation variance was explained (R=0.35; R2=0.13, 95% 
IP from 0.05 to 0.15; Cohen’s f2=0.15, p<0.001).  The regression solution for the 
prediction of Intrinsic Motivation covered about 8% of the variance across different 
aspects of leadership (R = 0.31; R2 = 0.10, 95% IP from 0.03 to 0.12; Cohen’s f2 = 
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0.11, p <0.001). An almost identical regression solution was obtained in the case of 
Amotivation prediction, where 7% variance was explained (R = 0.30; R2 = 0.09, 95% 
IP from 0.02 to 0.10; Cohen’s f2 = 0.10, p <0.001). The remaining two solutions, for 
Introjected and External Motivation, gave a far more modest scope of prediction; in 
both cases - 3% of the explained variance of teacher motivation (R = 0.22; R2 = 0.05, 
95% IP from 0.00 to 0.05; Cohen’s f2 = 0.05, p <0.01). Apart from the case of Iden-
tified Regulation, which has a moderate effect size, all remaining models displayed 
small magnitudes of the effect, expressed over the Cohen scale. When assessing the 
significance of prediction, it is important to note that all predictor variables represent 
only eleven pieces of information, or in other words, the system of perceived leader-
ship. On that note, the perceived leadership style as a predictor should not be under-
estimated, especially in situations where it is combined with other relevant predictors.  

Table 5 shows data on significance of regression models tested through analysis 
of variance. All five models of analysis of variance are statistically significant at p 
<0.01 or higher level of significance. This once again confirms that the models have 
their own existence, even though their contribution is modest because the predictor 
variables are significantly homogeneous. 

      
Table 5. Summative indicators of analysis of variance for testing regression models 

Note. SS – sum of squares; df – degrees of freedom; MS – mean squares; F– Fisher 
F ratio 
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The predictor Inspirational motivation ((β=0.28, t=2.39, p<0.05) and Laissez-fair 
leadership (β=-0.15, t=2.57, p<0.01) statistically contribute to the first regression 
model (Intrinsic Motivation)to a great extent. No predictor contributes significantly 
to the regression model for the solution of the prediction Identified Regulation. The 
predictors Individualized Consideration (β = -0.33, t = -2.32, p <0.05) and Contingent 
Reward (β = 0.28, t = 2.39, p <0.05) statistically contribute to the explanation of In-
trojected Regulation. External regulation individually makes a significant association 
with the predictors Individual Consideration (β = -0.31, t = -2.22, p <0.05), Contin-
gent Reward (β = 0.29, t = 2.68, p <0.01) and Active management by exceptions 
β = 0.22), t = 2.27, p <0.05). The Amotivation prediction model is statistically deter-
mined solely by the Laissez-Fair leadership predictor ((β=0.33, t=5.56, p<0.001). 
The individual contribution of the predictors, with Laissez-faire leadership as an 
exception in the case of the regression model of Amotivation, does not exceed 1% of 
the variance in the prediction. Data on the partial contribution of (significant) 
predictor variables expressed through standardized and unstandardized coefficients 
are shown in Table 6. 

 
Table 6.  Partial contributions of predictor variables from the set of perceived leadership  
               style to the prediction of teacher motivation 

Note. B – unstandardized regression coefficient; β– standardized beta coefficient; sr2 – 
squared semi-partial correlation coefficient; t – Student’s t test. 
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DISCUSSION 
 

The analysis of the obtained data confirmed the research hypothesis. Thus, the 
connection between the perceived style of principal leadership and teacher moti-
vation has been established, in such a way that transformational leadership pri-
marily contributes to intrinsic motivation, transactional leadership contributes to 
types of extrinsic motivation (introjected, identified and external regulation), and 
laissez faire leadership leads to amotivation. At most 13% of the variance in teacher 
motivation can be explained by the principal’s leadership style. Taking into account 
the obtained predictor value of variables, the preferred leadership style is transfor-
mational, with elements of transactional. 

Although the research hypothesis did not clearly articulate the assumption about 
which leadership style will dominate in principal behavior, nor which type of moti-
vation will be predominantly present in teachers, it would be correct to assume that 
teachers will perceive principal leadership mostly as transactional, while the teachers 
themselves will mostly be motivated by extrinsic factors. The basis for such an as-
sumption could be found in the fact that the school system in Bosnia and Herzegovina 
is largely influenced by the political and administrative apparatus, which is highly 
bureaucratic and inherits the legacy of the previous state system. In addition, their 
activities and expected outcomes distinguish the school from manufacturing compa-
nies, where significant funds are invested in indirectly increasing labor productivity 
through education and profiling of transformational leaders. However, the results 
show that teachers perceived transformational and transactional leadership almost 
equally among their principals, and that, despite relatively low salaries, poor working 
conditions and often unsatisfactory employment status, they have moderate to very 
high motivation to perform work tasks. 

The reasons for such results can perhaps be found in the specifics of the teacher 
profession. In most societies, teaching positions are not among the highest paid, and 
candidates, even when choosing the course of their higher education, are more guided 
by their humanistic orientation and the expectation of satisfaction that will arise from 
performing the job itself. This is why they have the prerequisites to remain highly 
motivated even in conditions of partially fulfilled hygiene factors, which would in 
other professions be rated as demotivating. 

It is in this humanistic orientation of teachers, from which the school principals 
are recruited as well, where it is possible to look for the generic tendency of principals 
towards intellectual stimulation, inspirational motivation, care for employees and 
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other factors of transformational leadership, regardless of the absence of a systematic 
insight into the effects of this leadership style or a systematic training of transforma-
tional leaders. In addition, the teaching population is predominantly made up of 
women, who are generally found to have a greater tendency to perceive and manifest 
transformational leadership traits. 

In accordance with the assumptions this research initially made, it appears there 
is a positive relation between transformational leadership style and intrinsic motiva-
tion. Such results are in line with theoretical descriptions of constructs which are the 
subject of this research, but they also correlate to the knowledge gained in other, ear-
lier studies. The relation between transformational leadership and intrinsic motivation 
in a specific school setting can be explained by the size of the staff and the close re-
lationships that are formed in small groups. The largest staff in this research consisted 
of the principal and 47 teachers, while the smallest included the principal and 16 
teachers. In such circumstances, the inspirational motivation of principals is much 
more easily perceived. The motivation is achieved through daily contact with the staff 
and provides more opportunities for principals to share an attractive vision of the fu-
ture, as well as the optimism, enthusiasm and zeal they display in running the school. 
The negative correlation between intrinsic motivation and laissez faire leadership can 
also be explained by the specifics of the school system. Through laws, bylaws and 
curricula developed in the centers of education authorities, the school system has set 
clear requirements and frameworks for teachers to perform their tasks. In a situation 
where teachers’ expectations are set accordingly, where they expect clear instructions 
and procedures for doing most of their tasks, free leadership will be more likely per-
ceived as a potential threat to safety rather than an opportunity for independence and 
creativity in work. For this reason, it would be worthwhile to conduct a similar re-
search in a team of university teachers, and to compare the predictor value of laissez 
faire leadership in relation to intrinsic motivation. 

The general dominance of identified regulation in relation to introjected and ex-
ternal, is consistent with the effect of the transformational leadership style on intrinsic 
motivation, and the explanation given above is applicable here as well. Even though 
this regulation belongs to the external spectrum, on the continuum, the identified reg-
ulation is closest to the intrinsic motivation. What is interesting, however, is that no 
single leadership style factor individually has a predictor value in this model. This 
means that teachers, depending on the perceived leadership style in general, will be 
more or less motivated to perform their tasks, they will more or less feel that the tasks 
themselves are important, that performing those tasks allows them to achieve impor-
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tant goals in their work, and that it is important for a successful performance of their 
students. The absence of the predictive value of any single leadership factor on the 
identified regulation prevents the direct connection between this type of motivation 
and, in accordance with the hypothesis, the transactional leadership style. This is, 
however, compensated by the positive predictor connection between introjected reg-
ulation and the negative predictor relationship of individualized consideration to in-
trojected regulation. In practice, this means that the more teachers notice that 
principals devote time to teaching and guiding their people, treat them as individuals 
instead of just group members, take into account the moral and ethical consequences 
of decisions, and consider the fact that each individual has different needs, abilities 
and aspirations, the less they will be guided by a sense of guilt in case they do not 
perform their tasks. On the other hand, the more teachers see principals providing 
them with help in return for their efforts, pinpointing who is accountable for achieving 
the set goals, making it clear what they will get when they achieve the set goals, and 
expressing satisfaction when they meet the goals, the more they will be guided in 
their work by a sense of guilt if they do not complete the task, that is, they will per-
form the tasks to avoid feeling bad. 

Although they provide explanation for only a small percentage of variance, contin-
gent rewarding and active management by exception also have statistical significance 
and promote extrinsic motivation. Situations in which principals punish and reward for 
(un)performed work, create an environment where teachers perform tasks in order to 
avoid punishment or receive a reward. It is encouraging, however, that such situations 
are few and that they, just like the amotivation conditioned by the perceived laissez  faire 
leadership style, play a far less important role in the overall motivation of teachers. 

The results obtained in other studies of school leadership and motivation are simi-
lar, but not completely consistent. However, we can also look for support in research 
conducted outside of school organizations. Thus, Baard, Deci, and Ryan (2004) and 
Gange and Deci (2005) have discovered a connection between leadership style and mo-
tivation, while Bono and Judge (2003) pointed to a connection between transformational 
leadership style and intrinsic motivation. On the other hand, Avolio and Bass (2002) and 
Judge and Piccolo (2004) found a correlation between transformational leadership style 
and extrinsic motivation. Deci and Ryan (2000) explain this by reinforcing an initially 
primarily intrinsic motivation with factors of positive extrinsic rewards. 

Alasad (2017) also pointed out the connection between the transformational style 
of leadership and extrinsic motivation, in addition to the correlation with intrinsic 
motivation, in the school environment. Eyal and Roth (2011) have established a pos-
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itive association between transformational leadership style and intrinsic motivation, 
as well as between transactional leadership and extrinsic motivation. The link between 
leadership style and motivation in the Eres (2011) study was insignificant. 

After reviewing the relevant literature, no similar research was found in Bosnia 
and Herzegovina, which is why this research represents a pioneering step. Apart from 
the general theoretical contribution, the importance of this research lies in the fact 
that it can encourage future similar studies of the role of elementary school principals 
in developing teacher motivation, thus broadening the theoretical knowledge in this 
field. 

One limiting factor to the research is the fact that, although it has been used in ed-
ucational institutions before, the Multifactor Leadership Questionnaire is not specif-
ically designed for school principals, and the position of a school principal differs 
from a position of a leader of market-oriented work organizations, with principals 
having much fewer rights and obligations. Additionally, primary education in Bosnia 
and Herzegovina is under the jurisdiction of 12 different levels of government (10 
cantons in the Federation of Bosnia and Herzegovina, Republika Srpska and Brčko 
District), and any similar future study should be based on a sample that will be re-
gionally representative. 

Practically, the results of this research can encourage activities in terms of design-
ing and implementing formal or informal training programs for future school leaders, 
all with the aim of creating a more stimulating environment and, ultimately, promot-
ing student performance, i.e. expected educational outcomes in general. Currently, 
in the Tuzla Canton, the requirements for being hired as a school principal is having 
a teaching or professional associate position in a school and having five years of work 
experience. Leadership competencies are not imperative. 

 

CONCLUSION
 

 
The hypothesis set at the beginning of the research was confirmed. The relation be-
tween the perceived style of principal leadership and teacher motivation has been es-
tablished, in a way that transformational leadership primarily contributes to intrinsic 
motivation, transactional leadership contributes to aspects of extrinsic motivation (in-
trojected, identified and external regulation), and laissez faire leads to amotivation. 
At most 13% of the variance in teacher motivation can be explained by the principal’s 
leadership style. The probable reason for such results is the complexity of teacher 
motivation, which is influenced by numerous both hygiene and motivating factors. 
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PERCIPIRANI STIL RUKOVOĐENJA DIREKTORA KAO 
FAKTOR RADNE MOTIVACIJE NASTAVNIKA U 
OSNOVNIM ŠKOLAMA 
 
Sažetak: 
 
U radu su predstavljeni rezultati istraživanja provedenog na 467 nastavnika iz 25 osnovnih škola na 
širem gradskom području Tuzle. Predmet istraživanja bio je odnos rukovoditeljskog stila direktora, kako 
ga percipiraju nastavnici, i radne motivacije nastavnika. Za prikupljanje podataka korišteni su 
Višefaktorski upitnik rukovođenja (MLQ) i Skala nastavničke motivacije (WTMST). Dobijeni rezultati 
ukazuju na povezanost opaženog stila rukovođenja direktora i motivacije nastavnika, i to na način da 
transformacijsko rukovođenje primarno doprinosi unutarnjoj motivaciji, transakcijsko vidovima vanjske 
motivacije (introjicirana, identificirajuća i vanjska regulacija), te laissez faire amotivaciji. Najviše 13% 
varijance motivacije nastavnika moguće je objasniti stilom rukovođenja direktora. Vjerovatni razlog 
ovakvih rezultata je složenost motivacije nastavnika na koju utječu brojni kako higijenski tako i faktori 
motivacije.  
 
Ključne riječi: školski direktori; transformacijsko, transakcijsko, laissez faire rukovođenje; nastavnici; 
radna motivacija; SD teorija 
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