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Title: Leadership, empowerment and intention to leave of |lucators in

selected schools in the Sedibeng West District of the Gauteng Province.
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empowerment behaviour, psychological empowerment and educators.

The teaching context in South Africa is continuously transforming.
Consequently, there are numerous challenges that the educator has to face.
Schools are challenged in ways that are different from private sector
companies. Lack of resources and funds, teacher turnover, dealing with
discipline, lack of learner motivation and seif-esteem, racism, violence,
antisocial behaviour, shortage of skilled personnel and educator strikes are

some of the challenges in the educational environment.

The education profession needs to re-think and re-design its existing
management processes in order to retain staff. It can be expected that
educators will be negatively influenced by the above challenges and will
therefore express intentions to leave the profession. The ability of any school
to achieve excellence will depend on the quality, level of competence and
energy of the educators. The school requires motivated educators and should
attract, develop, care for, retain and inspire the best people on a continuous
basis. The school principal should be competent and willing to empower
educators. Leadership empowerment behaviour and psychological

empowerment could lead to lower levels of teachers' intention to leave.

The aim of this research was to investigate the extent to which leader
empowerment behaviour and psychological empower 2nt predict educators’
intentions to leave the teaching profession in the Sedibeng West District of the
Gauteng Province. The research method consisted of a literature study that
served as the foundation of the empirical research. A cross-sectional survey
design was used to achieve the research objectives. Three standardised
questionnaires were used in the empirical study, namely the Leader

Empowering Behaviour  Questionnaire, Measuring Empowerment
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mean-square residual) = 0,04, NCNFI {non-centralised normal fit index) =
0,98.

1.4.4.3 Turnover Intention Scale/intention to leave (TI) (Sjoberg and
Sverke, 2000)

The Ti (Turnover Intention Scale/Intention to leave) developed by Sjéberg and
Sverke (2000), consists of a three-item scale devised to measure an overall
turnover propensity. The three items (responses) are measured on a five-
point frequency scale, ranging from one (“strongly disagree”) to five (“strongly
agree”). High scores indicate an employee's intention to leave his or her

current position {e.g. “I am actively looking for others jobs”).
1.4.5 Statisti |analys

The Statistical Consultancy Services of the North-West University: Vaal
Triangle Campus will be consulted for assistance in the capturing, analysis

and interpretation of the data collected.

The statistical analysis will be carried out with the SPSS program, 16.0
(SPSS, 2008). Descriptive statistics, (e.g. means, standard deviations,
skewness and kurtosis) will be used to analyse the data. Cronbach alpha
coefficients will be used to determine internal consistency, homogeneity and
uni-dimensionality of the measuring instruments (Clark & Watson, 1995:315).
Coefficient alphas contain important information regarding the proportion of
variance of the item of a scale in terms of the total variance explained by that

particular scale.

Exploratory factor analyses (Tabachnick & Fidell, 2001:584) will be used to
determine the validity of the PEQ, LEBQ and the IL. Firstly a simple principal
components analysis will be conducted. The _.genvalues and screen plot will
determine the number of factors. Secondly factors rotation will be conducted

to make the soiution more interpretable (Tabachnick & Fidell, 2001:584).

Pearson product-moment correlation coefficients will be calculated to specify

the relationship between the variables. In terms of statistical significance, it
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was decided to set the value at a 99% confidence interval level {p < 0,01).
Effect size will be used in addition to statistical significance to determine the
practical significance of correlation coefficients. A cut-off point of 0,30, which
represents a medium effect (Steyn, 2005:20) was set for tt practical

significance of correlation coefficients.

Regression analysis will be carried out to determine how effectively one
variable {independent) will predict the value of another (dependant) variable
(Leedy & Ormrod, 2005:101). “The R? tell us how much variance in the
dependant variable is explained by the independent variable in the
calculation” (Cohen, Manion & Morrison, 2007:538). In this research the
regression analyses will determine the percentage variance in the dependent
variable (intention to leave) that is predicted by the independent variables

(leader empowering behaviour and psychological empowerment).
1.5 ETHICAL ASPECTS

When people are the focus of research, the researcher should look at the
ethical implications of what he/she is proposing to do. The participants shouid
give informed consent to participate and they should also be informed about
the research. They have to know what is going to happen with their
information after recording. They need assurance that their privacy wili be
protected. The researcher should take great care and remain accountable for
the ethical quality of the enquiry (Henning, 2004:73). The participants should
be informed about the process; they should know what will happen and how

they will be affected by the process {(Leedy & Ormrod, 2005:101).

The researcher should take time to go through procedures and get the
approval of the institution or organisation in whose name the inquiry will be
conducted (Henning, 2004:73). For ethical approval, formai application will
take place according to the North-West University’s (NWU) prescribed form.
The study will be concluded after permission has been granted by the relevant
institution (Sedibeng West District of the Gauteng T Hartn it of Education),
principals and educators from primary and secondary schools, the school of

Jucational Sciences at the NWU Vaal Triangle Campus and the ..hical
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e An assessment of the level of educator wellness (psychological
empowerment) and school wellness (intention to leave) in ¢ ~'ected schools

will exist.

» Recommendations for interventions to enhance empowerment, leading to

individual (educator) and organisational (school) wellness will be made.

¢ Scientific information on the relationship between leadership behaviour,
psychological empowerment and intention to leave will be valuable in the

development of strategies to manage talent and performance.
1.6.1.1 To the subject

Retention of competent educators is and will be one of the most important
challenges that will face principals the next ten years. Valuable information will
be provided that will enable principals to manage their talent within schools

more effectively.
1.6.1.2 To the research focus area

Research on these constructs within the educational field is limited in South

Africa.

1.7 OVERVIEW OF CHAPTERS

Chapter 1: Introduction, problem statement and objectives

Chapter 2: Empowerment and educational leadership

Chapter 3: Intention to leave and the relation with leadership and
empowerment

Chapter 4: Empirical research

Chapter 5. Data interpretation and analysis

Chapter 6: Summary, findings and recommendations
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Reward systems

Arbitrary reward allocations
Low incentive value of rewards
Lack of competence-based rewards

Lack of innovation-based rewards

Job design

Lack of role clarity — role conflict
Lack of training and technical support
Unrealistic goals

Lack of appropriate authority

Low task variety

Limited participation in programs, meetings, decisions
that have a direct impact on job performance

Lack of appropriate/necessary resources
Lack of network-forming opportunities
Highly established work routines

High rule structure

Low advancement opportunities

Lack of meaningful tasks

Little challenges in the job

Limited contact with senior management

According to research done by Spreitzer (1996:489), a participative work
climate can be significantly related to perceptions of empowerment. Quinn
and Spreitzer (1997:45-46) identify four key elements that are important for

empowering employees:

« Empowered people feel that they understand the company vision and

strategic direction of the organtisation

« Openness and team work where employees are part of an organisational

culture that focuses on value of the organisation's human assets
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Menon {2001:159) defines the three main dimensions of psychological
empowerment as a sense of ~erceived control, ~erceived competence and
power, and as being energised towards achieving goals (goal internalisation).
Thomas and Velthouse (1990:672) and Spreitzer (1995:1443) define
empowerment more broadly as increased intrinsic task motivation manifested
in a set of four cognitions reflecting in an individual's orientation towards
his/her work role. The set of four task-related cognitions pertaining to an
individual’s work role consists of: meaning, competence, choice (self-
determination) and impact. Spreitzer (1995:1460) found in her research that
the four dimensions of empowerment combine to form a gestalt of
empowerment in the workplace. Menon and Hartmann (2002:140) found
similarities between Spreitzer's dimensions of self-determination and impact
and Menon’s dimension of perceived control. ich dimension will now be

discussed.
Meaning

According to Spreitzer, Kizilos and Nason (1997:681), meaning "serves as the
engine of empowerment”. They describe meaning as the mechanism through
which people get energised. A typical statement dealing with meaningfulness
(Spreitzer, 1995:1464) is: “My job activities are personally meaningful to me”.
Quinn and Spreitzer (1997:41) state that empowered people have a feeling
that their work is important and they care about what they are doing. Thomas
and Velthouse (1990:672) describe meaning as “the value of a work goal or

purpose, judged in relation to an individual's own ideals or standards”.

Employees experience meaning when they feel that they are on a path that is
worth their time and energy, that they pursue a valuable mission and that the
purpose matters in the larger scheme of things (Appelbaum & Honeggar,
1998:31). Spreitzer et al. (1997:683) argue that meaning is primarily related

to work satisfaction.
Sense of competence

Employees tend to avoid situations that exceed their skills and get involved in

tasks that they believe will be within their power to do (Menon, 2001:160}).
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Bandura (1997:1, 2) and Luszczynska, Scholz and Schwarzer (2005:441,442)

found that individuals with a strong sense of self-efficacy are:

more likely to have high aspirations;

less distressed by threats;

able to relax, calm themselves and seek support from friends;
able to prepare themselves better for different careers;
deeply interested in what they do;

able to concentrate on the task and not on themselves;

willing to set challenging goals and be persistent in goal pursuit despite its

complexity;
more flexible to adapt strategies to meet contextual conditions;

more committed to planning, focus on their future and develop success

scenarios;

able to perceive more positive outcomes of future actions and fewer

negative ones;

able to remain calm and confident in difficult situations and tasks;

able to recover after setbacks;

experiencing a low level of negative emotions in a threatening situation;
coping more actively with pain;

persisting longer with actions than others; and

able to overcome obstactes and focus on opportunities.

Bandura (1997:95) states that strong efficacy expectations will develop

through repeated success. By helping employees to feel more assured of their

28


















positions. Van Niekerk and Van Niekerk (2006:92) support this statement by
defining leadership as inspiring persons or ~-oups in such a way that they will
enthusiastically and willingly work in order to accomplish set aims. The
broader leadership challenge will be in line with this definition and in the
context of schools it will be to influence staff and other followers to work
towards attaining the vision of the school. Strategic leadership will also fit in
with this argument, because strategic goals/intent will of necessity be linked to
the vision and core function of the school (Van Niekerk & Van Niekerk,

2006:92).

People identify and remember effective behaviours of school leaders.
Principals have both direct and indirect effects on teaching and student
achievement. Research supports the fact that there is increasing pressure on
principals to ensure that instruction is improved (Wahistrom & Louis,
2008:459).

Wahistrom and Louis (2008:461) define shared leadership as educators’
influence over and their participation in school decisions. Earlier studies on
leadership identified trust in the decision-making capacity of the organisation’s
leadership as the predictor of overall satisfaction with the organisation, rather
than employee participation in decision-making. In more recent studies it was
found that the perceived ability of colleagues is a strong predictor of trust and
that trust is a very strong predictor for risk-taking behaviours (Serva, Fuller &
Mayer in Wahlstrom & Louis, 2008:462).

Schools with higher levels of engaged educators (including commitment to
students), have higher levels of trust in colleagues. Principals can build trust
indirectly through supportive behaviour (Wahlstrom & Louis, 2008:4¢™*. Bryk
and Schneider (as quoted by Wahistrom & Louis, 2008:462) found that
personal integrity, principal respect, personal regard for educators and
competence in core role responsibilities are associated with trust among the
adult members of the school. A leadership practice where power is shared
creates higher levels of motivation, increases trust and risk taking and builds

community and efficacy amongst its members (Wahlstrom & Louis, 2008:467).
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e Supervising educators
¢ Financial management
» Liaising and meeting with the district/department

Three percent of the principals that participated in a study done by Hoadley
and Ward (2009:30), reported that they spend most of their time on
supervising educators. The single category that most principals reported as
taking up most of their time (29%) was dealing with administration and
departmental reporting. Discipline was found to be the second largest
category that principals indicated as taking up most of their time.

Zame et al. (2008:122) rank the proficiencies required for effective school

principals as follows:
 Managing and organising the school’'s day to day functions
¢ Exercise of leadership

o Supervising the adaptation and implementation of curriculum and

instruction
¢ Using communication skills
¢ Facilitating group processes

e Assessing programs and services, student achievement and staff

performance

e Financial management

Political management

Although Zame et al. (2008:122) rank ‘exercising leadership’ as the second
most important activity of the school principal, Hoadley and Ward (2009:30)
argue that principals only spend 2,8% of their time on supervising educators.
With administrative tasks absorbing most of the time, principals should

exercise their administrative authority with a professional orientation, should
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Changying ‘"707:9) states that educators play a prominent role in education
and must therefore be retained the 1 fession. Management should

mobilise their professional enthusiasm to ensure the following “three highs”:

¢ Educators’ remuneration should be high — their salaries should be higher

than those of other professionals with similar academic credentials

¢ Educators' income should be high and should include good welfare

benefits and working conditions

» Educators’ prestige should be high and society should foster more respect

for educators

Kaye and Jordan-Evans (2000:29), Loeb and Darling-Hammond (2005:65) as
well as Rosser and Townsend (2006:135) highlight professional development
as one of the more important factors that will convince employees to stay with

an organisation.

Loab and Darling-Hammond (2005:65) mention some conditions that impact
on a school’'s ability to retain educators. These conditions include the quality
of professional development, involvement of parents as well as the quality
and applicability of tests that educators are required to administer. “There's a
relationship between intention to resign and unmet career expectations and
a definite link between job enrichment strategies, employ 2 commitment

and turnover intentions” (Kerr-Philips & Thomas, 2009:2).

Bogler and Somech (2004:278) identify professional growth (the employee's
perception that he/she has opportunities to learn and grow) as an important
dimension of empowerment. Chew and Chan (2008:505) state that training
and career development are considerable predictors of intention to stay and
identify training as one of the top five practices to retain employees in the
organisation. Kelley (2004:445) found in a study over a 10 year period, that
100% of principals and 146 out of 147 educators regard professional growth

and efficient mentoring as aspects that lead to the retention of staff.
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schools and encourage and support collegiality among all educators.
Principals can reduce educator isolation by fostering official or unofficial
professional learning communities; by increasing educator responsibility and
understanding; and by improving educator satisfaction, morale and

commitment (Brown & Schainker, 2008:14).

Brown and Schainker (2008:14) argue that the principal’'s support for
mentoring and induction programs, particularly those related to collegial
support, plays a major role in educators’ decisions to quit or remain in the
profession. “In order to prepare South Africa’s future leaders to be successful
in a dynamic work environment, leaders must serve as role models. This
involves the active coaching and mentoring of talent (Kerr-Philips & Thomas,
2009:2).

Organisations that provide well-structured leadership development programs
to their employees, contribute to retaining these employees. Support and
guidance from mentors are critical tools in retaining employees and are at the

same time invaluable in people’s growth (Kerr-Philips & Thomas, 2009:5).

Van Dick, Christ, Stellmacher, Wagner, Ahlswede, Grubba, Hauptmeier,
Hohfeld, Moltzen and Tissington (2004:353,357) postulate that an employee’s
organisational identification (membership in the organisation) is closely related
to staff turnover. They further state that leaders, who provide a vision and
allow employees to participate in goal setting, create positive employee
identification with the organisation. Organisations with a high degree of
communication between managers and employees are characterised by a low
staff turnover ratio and such management behaviours can be seen as
empowering leadership (Taplin & Winterton, 2007:9). Sjéberg and Sverke
(2000:248,250) found a negative relation between job involvement or

psychological identific ion and turnov - intention.

Brown and Schainker (2008:11,12) recognise the problems that educator
turnover cause in schools and identify the following steps that the principal
can follow to resolve this problem:

s Add classroom educators to the schools interview/hiring committee
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CHAPT_R FOUR
NULUCAL 0 A H |_N

4,1 INTRODUCTION

In the previous chapter, the literature study was undertaken with regards to
the definition, conceptualisation and relationship between empowering
leadership behaviour, psychological empowerment and intention to leave. The
purpose of this chapter is to outline the design of the empirical research in
order to determine the relationship between leader empowering behaviour,
psychological empowerment and intention to leave of educators in selected

schools in the Sedibeng West District of the Gauteng Province.

In this chapter, the empirical research design is discussed. The population,
the sample, measuring instruments and methodology regarding the scoring
and interpretation of the instruments, as well as the relevant statistical

analysis are discussed. The research hypotheses are also presented.

The literature study in chapters two and three formed the basis for the
empirical research design. In Chapter 1 the objectives of this study were

stated as:

e To conceptualise leader empowering behaviour, psychological
empowerment and intention to leave and the reiationship between these

constructs from literature.

e To determine the relationships between leader empowerment behaviour,
psychological empowerment and the intention to leave of educators in

selected schools in the Sedibeng West District of the Gauteng Province.

e To determine the extent to which leader empowerment behaviour and
psychological empowerment predict intentions to leave of educators in

selected schools in the Sedibeng West District of the Gauteng Province.

The empirical investigation therefore aims to gather information about the

relationship between leader e powe .. ent behaviour, psychological
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Population and sample

A population is the set of elements that the research focuses on and to which
the results obtained from the research shouid be generalised (Bless & Higson-
Smith, 1995:87). The Sedibeng West District of the Gauteng Province
consists of 101 primary and 47 secondary schools. To ensure a final sample
of at least 10%, it was decided to identify 14% primary and 17% secondary
schools. Schools were mainly selected for pragmatic reasons (having some
form of contact with principals, schools known to researcher, etc). The
population for this study can be defined as all educators teaching in selected
primary and secondary government schools in the Sedibeng West District of
the Gauteng Province (N=3600). Because of pragmatic reasons a non-
probability sample was used. The disadvantage of this method will be reduced
by enlarging the sample (Bless & Higson-Smith: 1995:88) to 500 educators
(r. 500).

In this study standardised questionnaires that previously have been used in
South Africa and/or other educational environments were utilised. Formal and
informal discussions related to the research have been conducted with the
Sedibeng West District of the Gauteng Province, members of school

governing bodies, principals and educators.
4.2.2.3 The questionnaire distribution

e final questionnaire was distributed to the different schools. The cover
letter that accompanied the questionnaire intended to orientate the
participants to the questionnaire as well as to assure them of confidentiality

and anonymity.

The researcher distributed the questionnaires in person in order to minimise
the disadvantages of postal questionnaire surveys and to ensure a high return
rate as well as to exercise control over the time for returning the

questionnaires.
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availability of resources and authority in decision-making. Spreitzer et al.
(1997:684) believe that there is a ~~'~tior “ip k-‘ween self-deteri...nation,

higher effectiveness and work satisfaction and less job-related strain.

impact is defined as the extent to which an individual can influence outcomes
at work. It often manifests in the employees’ belief that they can make a
difference, or that they have significant influence over what happens in their
work environment (Thomas & Velthouse, 1990.672). Empowered people will
feel that other people will listen to them (Quinn & Spreitzer, 1997:41). Menon
(2001:159) supports this by saying that a sense of perceived control is vital for
feelings of power. She further states that control is one of the basic

psychological states constituting feelings of empowerment.

Leaders who ensure continuous learning and skills development, who provide
the employees with information, who focus on corrective action rather to place
blame on the employee and who encourage their staff to explore new ideas,
will impact positively on educators’ perceptions that they can influence the

school environment.

There is a practical significant correlation of medium effect between Leader
Empowering Development and Psychological Empowering Attitude (as
measured by meaning and competence). Employees that are developed by
their leaders will have a positive attitude towards their own level of
competence and the meaning of their job. Competence is measured by the
person’'s confidence in his/her ability to do tasks skilfully, the degree of self-
assurance about abilities to perform work activities and a sense of mastery
(Thomas & Velthouse, 1990:672). Quinn and Spreitzer (1997:41) state that
competence involves confidence about ability and the sense that one is doing
good quality work. Through a feeling of self-worth (self-esteem) employees
see themselves as valued resources and are thus more likely to assume an
active orientation with regard to their work (Gist & Mitchell as quoted by
Spreitzer, 1995:1446). Thomas and Velthouse (1990:672) refer to
competence as Albert Bandura's self-efficacy or personal mastery concept.
Self-efficacy is to believe in one’s competence to manage difficult tasks and to

cope with demanding situations (Luszczynska et al., 2005:81). Self-efficacy
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expectations will determine how much effort and time people will expend in

the fe -~ of difficulties or obstacles (Bandura, 1977:% .4).

Spreitzer et al. (1997:681) describe meaning as the mechanism through
which people get energised. Quinn and Spreitzer (1997:41) state that
empowered people hav a feeling that their work is important and they care
about what they are doing. Thomas and Velthouse (1990:t..) describe
meaning as “the value of a work goal or purpose, judged in relation to an
individual's own ideals or standards”. Employees experience meaning when
they feel that they are on a path that is worth their time and energy, that they
pursue a valuable mission and that the purpose matters in the larger scheme
of things (Appelbaum & Honeggar, 1998:31). Spreitzer et al. (1997:683)

argue that meaning is primarily related to work satisfaction.

School leaders, that allow their staff to make their own decisions on issues
that will influence how they do their work, will contribute to the educators’
perception of meaningfuiness. Leaders that grant their staff authority and
develop their staff to discover their own solutions to problems will create
feelings of self-worth in the educator. Such leaders will create an environment

where educators experience their teaching task as precious and meaningful.

There is a practical significant negative correlation of medium effect between
Leader Empowering Development and Intention to Leave. Principals who
focus on educator development create a positive attitude and educators will
be less likely to leave the school. Kaye and Jordan rans (2000:29); Loeb
and Darling-Hammond (2005:65); as well as Rosser and Townsend
(2006:135); highlight professional development as one of the more import.. .

aspects that will convince employees to stay with an organisation.

South African schools face the challenge to keep their best educators,
especially in the so called "scarce” subjects. “Because a shortage of qualified
educators is already upon us, school management should treat this matter as
a priority” (Kearney, 2008:626). According to Xaba (2003:287), educator
turnover manifests itself in many ways and is attributed to many different

causes. The education system should take cognisance of this and should
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The second part of chapter 2 defined leadership in an educational
environment {(cf. 2.3.2) and focused on the role of the educational leader
(cf. 2.3.3). Lastly the leadership approach to empowerment (cf. 2.3.4) was
discussed with specific reference to delegation of authority {cf. 2.3.4.1),
accountability of outcomes (cf. 2.3.4.2), encouragement of seif-directed
decision-making (c¢f. 2.3.4.3), information sharing (c¢f 2.3.4.4), skills
development of people {cf. 2.3.4.5) and coaching (cf. 2.3.4.6).

Chapter 3 focused on intention to leave and its relationship with leadership
and empowerment (cf. 3.2). A conceptualisation of intention to leave
(cf. 3.2.1) was followed with emphasis on antecedents of intention to leave
(cf. 3.2.2) and antecedents of retaining educators {c¢f. 3.2.3). The role of
leadership in retaining educators (cf. 3.2.4) was then discussed and lastly the
relationship between psychological empowerment and intention to leave

(cf. 3.2.5) was presented.

Chapter 4 detailed the empirical research design (cf. 4.2). The questionnaire
as measuring instrument was presented with specific reference to the design
of the questionnaire, its validity and reliability. The different types of validity,
namely face validity, content validity, criterion-related validity, construct
validity and convergent and discriminant validity were discussed. A
discussion of reliability and the methods to establish reliability including test-
retest reliability, parallel-forms reliability and internal-consistency methods

followed.

An explanation of the three standardised measuring instrur its that were
used in the empirical study, namely the Leader _.npowering Behaviour
Questionnaire (LEBQ) (Konczak et al, 2000), Measuring Empowerment
Questionnaire (PEQ) (Spreitzer, 1995), and the Intention to Leave
Questionnaire (Sjoberg and Sverke, 2000) was given {cf. 4.2.2.2).

Chapter 5 presented the data analysis and interpretation by means of tables,
frequencies and discussions. Firstly, the different hypotheses were stated
(cf. 5.2). The characteristics of the participants (cf. 5.3) followed and the

validity and reliability of the measuring instruments (cf. 5.4) were discussed.
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new opportunities) that employees regard as important in a job that will direct

staff retention.

Where educators e.._erience ___eaning in what they are doing, they will feel
that they have some power when they are allowed to make decisions and
have an impact on their work environment which will make them rethink their

intentions to quit.

From the above it is clear that managers can create work environments that

will lead to people staying in the organisation.
6.3.2 Findings regarding the specific empirical objectives

¢ A simple principal components analysis was conducted on the 19 items of
the LEBQ and indicated that 2 factors could be extracted. These factors
are: Leader Empowering: Development and Leader Empowering:

Decision-making.

* A simple principal components analysis was conducted on the 12 items of
the PEQ. Two factors were extracted. Self-determination and impact
loaded as one factor in contrast to the two factors of the original
questionnaire. This factor was named /Influence. Iltems relating to

Meaning and Competence loz “2d as a single factor, namely Attitude.

¢ A simple principal components analysis was conducted on the items of the

intention to leave questionnaire. One construct was extracted.

¢ The internal consistencies of all the constructs were satisfactory according

to the guidelines for a coefficient reliability of 0.70.

o There is a practical significant correlation of medium effect between
L.eader Empowering Development and Psychological Empowering
Influence. This is an indication that educators that are developed by their

leaders will feel that they have an influence in the school.

s There is a practical significant correlation of medium effect between

L.eader Empowering Development and Psychological Empowering Attitude
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e Leader Empowering Development and Leader Empowering Decision

=

predicted 21% of the variance in P~+holc~ical =~ npowerment. Leader
Empowerment Behaviour Decision-making was a significant contributor.
Results further showed that Leader Development did not statistically
significantly predict Influence when entered into the regression equation.
This result indicates the importance of school leaders to create a
relationship with educators where they have a say in decision-making.
This will empower them by generating a feeling that they can make a

difference in their environment.

e Leader Empowering Development and Leader Empowering Decision
predicted 18% of the variance in Psychological —.npowerment (Attitude).
Leader Empowerment Behaviour (Development) was a significant
contributor to educators’ Attitude that is perceptions of competence and
meaning. Results further showed that Leader Decision-making did not
statistically significantly predict Attitude when entered into the regression
equation. This result indicates the importance for school leaders to create
a relationship with educators where they spend time and energy on the
development of education. By having discussions on development, the
principal can enhance feelings of meaning and self-efficacy. These two
constructs play a major role in people’s experience of job satisfaction and

commitment to the school.

o Leader Empowering Develop =2nt and Leader npowering Decision
predicted 11% of the variance in Intention to Leave. When Influence was
entered into the equation, 19% of the total variance in Intention to Leave
was predicted. Results further showed that Development and Influence
(Self-determination and Impact) did not statistically significantly predict

Intention to Leave when entered into the regression equation.
6.4 LIMITATIONS OF THE RESEARCH

The following limitations regarding the research were identified:
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