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ABSTRACT

Performance is critical in any organization operating in the industry. For a long time, businesses
and other organizations have concentrated on improving their performance. Institutions in Dubai
are striving to improve student’s performance through teacher empowerment and leadership.
Leadership is an important factor in the organization because employees can be easily guided on
how to improve their skills. Leader-Member Exchange (LMX) is becoming a common trend in the
organizations as its impact is great and boosts the overall performance of the organization. LMX
entails the formation of groups in an organization and designating a leader to each group. The
leaders conduct matters a lot as the subordinates try to emulate their behaviour. The implication is
that positive attributes from a leader are transferable to the employees hence bringing in positive
changes to the organization. The aim of the study is to establish teachers’ perspectives on LMX in
a private institution in Dubai. The researcher reviewed a number of literatures to provide broad
information about the existing studies conducted on the topic. There are numerous theories and
frameworks that explain more about the relationship of a leader and member. The transactional,
transformational, and social exchange are among the theories that this paper explored. It emerged
that the character of the subordinates in an organization matters most when a leader seeks to choose
a certain leadership style. Data collection entailed the used of questionnaires that were presented
to the population understudy. This entails both qualitative and quantitative data that was analysed
through a scientific software. The study found out that Arab leaders created a positive LMX in the
institution. Also, it was evident that adoption of LMX could influence performance in the
organization. On the other hand, the researcher concluded that LMX was essential in the
organization and there was need for it to be implemented. Another conclusion made by the
researcher is that Arab leaders were more effective in comparison to Western leaders and therefore

institutions are expected to consider Arab leaders.
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Chapter 1: Introduction
1.1 Background and motivation to the Study

Enhancing quality is a key initiative that the organization is mainly concerned across the world.
The quality of services offered by the employees is significant because they enhance the
performance of an organization (Morganson, Major, and Litano 2017). The Leader-Member
Exchange (LMX) is a theory that is applied to any organization as a way of improving the quality
of employees through their leaders. The LMX suggest that leaders should come up with a one on
one or dyadic relationship with their subordinate staffs. Performance is key in an organization, and
thus, the use of leaders to enhance performance is considered effective as opposed to when the
junior workers are working on their own (Kauppila, 2016). The LMX provides two approaches
which entail the perspectives of the team that is shared across the members in a group and the
perception of the follower that is unique among each member. (Naktiyok and Kula 2018) Argues
that the perspectives often lead to diverse measures, which bring different results at not only
individual levels, but also team levels. Education in is one great concern that Dubai is prioritising
to achieve a better labour workforce in the future. However, achieving the best education level that
the country anticipates will only be achieved when the country utilizes leaders in institutions of
learning to help motivate and guide the subordinates.

Performance across the institutions tends to vary because of the differences that exist regarding
service delivery. Institutions that are not using leader-member exchange tends to have lower
performance compared to those that are utilizing the practice among their employees. The LMX
theory is used by the organization to try and easily identify the strengths and weaknesses that exist
between the employees in an organizational context. The leaders can monitor closely the manner
in which employees are working and act as an example by providing them with the right direction
that is in line with the company or institution goals and objectives. The use of LMX is what
differentiates institutions efficiency in Dubai. The quality of the leaders used in the interaction
with employees is what matters most. Leaders need to be smart in a manner that they can pass their
skills and knowledge towards their subordinates (Munshi and Haque 2017). The country utilizes
both Western and Arab leaders whose efficiency and relationships with the teachers tend to differ.



Choosing between the Arab and Western leaders can only depend on the teacher’s perspectives on

the leader-member exchange in the institution.

The study is based on a qualitative and quantitative investigation that employs a cross-sectional
type of design. The study aims to learn how LMX can be used to enhance performance in the
Dubai private institutions (Megheirkouni 2017). The investigation will harness data and explain
the results established by the researcher to establish the perspective of Arab teachers on their
leaders. The research methodology will entail the use of questionnaires with open-ended questions
that will aid the collection of quantitative data. The data collected will be analyzed, and the

inferences and conclusion of the study be made.

The researcher has provided a wide introduction to LMX in organizations. Indeed, Leader-member
relationship is critical in an organization because of the impact that it puts on a performance. Most
organizations are performing poorly because they lack leaders who can guide the employees. The
companies lack a clear direction, and thus there is no common goal when employees are working
on their own. Some institutions have employed the concept of LMX, and this has affected their
performance. Therefore, the investigator seeks to investigate Arab teacher’s perspective on the
leader-member exchange. The researcher clarified research questions, the nature of the study, the

purpose of the study, definitions, scope, objectives of the study, background, and limitations.

1.2 Statement of the Problem

On the global view, multinational organizations are constantly experiencing vigorous cross-
cultural arrangements, which emanate from technological advances (Pellegrini, 2015). In
multinational companies including educational institutions, activities are conducted in varied
multicultural work groups, especially through expatriation and virtual work. Pellegrini (2015)
ascertains that enormous changes in the structure of different organizations are accompanied by
numerous interests focused on management across the cultures resulting in the need to have
appropriate leadership systems to bolster working, especially among the Arab teachers. Ali, Lodhi,
Orangzab, Raza, and Ali (2018) examined the effects of managerial coaching on the job
performance of employees. The examination focused on the mediating roles of LMX quality, work
engagement, turnover intents and job satisfaction. According to Ali et al. (2018), coaching is an
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imperative organizational and resource development tool with regards to improving the
employees’ behaviors and attitudes in the workplace. As such, it is vital for the study to investigate

the perspective of the Arab teachers on the notion of LMX exchange practices.

Building on relationships in organizations between the leader and members is an essential aspect
in enhancing the performance of members. Global organization act as examples to the local entities
that look at the manner in which they are building on leader-member relationship. The implication
is that globally, LMX is a common aspect that is often looked upon by the management of the
organization (Elanain 2014). On the other hand, LMX is an issue of concern across the Middle
East region. Countries that make up the Middle East are trying to enhance their organizational
performance through worker empowerment. The main aim that the region is focused on is to ensure
that they are able to achieve quality skills that will improve on efficiency and output of a worker
((Munshi and Haque 2017). Efficiency among workers is not only essential in institutions of
learning but any other organization as well. The quality between Arab leaders and teachers in
Dubai is an issue to be investigated to ascertain whether the teachers are comfortable having the
Arab leaders as their supervisors or if they need western leaders. The quality of teachers in the
institutions of learning is imperative considering the performance of students (Munshi and Haque
2017). Some institutions in the country have been employing the technique which has to yield
different results. The perspectives of teachers across the institution can be either different or similar
to each other depending on their experience with their Arab leaders. Perspectives of the teachers
are highly dependent on the existing relationship with their leaders (Elanain 2014). The Arab
leaders have already developed a close relationship with the teachers, and thus a contextual change
of the leaders might affect both the teachers and their leaders. The market workforce in Dubai is
greatly contributed by the type of education that students are receiving from their teachers. Quality
enhancement through leaders seems to have brought changes in the delivery of services in the
institution (Munshi and Haque 2017). Western leaders portray distinct characteristics from those
of Arab leaders because of differences in language and experience as leaders. Therefore, the impact

that is put by the leaders and teachers play an imperative role in an institution.

The poor relationship existing between the two parties will often negatively affect the organization.
In reality, often fails in a situation where the quality and the relationship of leaders is poor. Private

schools in Dubai are facing great competition from the public institutions hence, leading to a



reduction in the number of students in private schools. The stiff competition has been attributed to
a lack of quality teachers in private schools (Megheirkouni 2017). Therefore, the availability of
skilled teachers remains a challenge for the country as it seeks to achieve a higher education
standard. The enhancement of education in Dubai is set to counter the gap of skills that are essential
in the labor market. The inadequacy associated with low skilled labor has forced the country to
outsource labor from other countries that have a standard system of education (Stone & Dulebohn
2016). The use of LMX in Dubai private institutions is meant to counter the reducing number of
students. The perspectives of Arab teachers on LMX will better explain if the leaders are impacting

on their skills or there is a need to source leaders from the west.

1.3 Purpose of the Study, Objectives, Research questions and Assumptions of the study

The core aim of the research is to inquire about the value of LMX between teachers and leaders
from Arab countries, specifically in a privately-owned school in Dubai. LMX is paramount in
institutions of learning because it ensures that the efficiency of the teachers is improved through
their leaders (Megheirkouni 2017).
The objectives of the current investigation are to:

I.  To establish the extent to which Arab leaders create a positive LMX between them and

the teachers working under them?

ii.  To determine if the LMX favorable when the leaders are from Arab countries?

iii.  To examine if teachers prefer working under Arab or Western school leaders
Furthermore, the researcher drafted study questions to bolster the investigation process. The
questions encompassed:

a) What is the value of the LMX theory among the teachers and leaders from the Arab
countries?
b) Do Arab leaders create a positive LMX exchange practice between them and the teachers
working under them?
c) Isthe LMX favorable when the leaders are from Arab countries?
d) Do teachers prefer working under Arab or Western school leaders?
Moreover, the investigator had some assumptions in line with the study. The assumptions helped

the researcher in aligning the study towards its objectives; these assumptions were:



i.  Although some private organizations prefer not sharing their issues and experiences with
third parties, the researcher assumed that the teachers that will take part in the survey would
provide honest answers to the study questions.

Ii.  The researcher used an appropriate method of choosing the respondents and thus, assumes
that they have a better understanding of LMX.
iii.  The investigator assumes that no one among the respondents has any conflict of interest

with the study being conducted.

1.4 Rationale for the Study

The researcher intends to investigate Arab teacher’s perspectives on Leader-Member Exchange
(LMX) in a Dubai private institution. As supported by Cropanzano, Dasborough, and Weiss
(2017), in the past decades, the LMX emerged as the most efficacious framework to study
leadership among organizations. According to Cropanzano, Dasborough, and Weiss (2017), the
LMX theory has significant benefits drawn from the positive associations evinced between the
leaders and their respective followers. As such, it is imperative for the current investigation to
delve into the LMX model to unearth the various perspective held by the Arab teachers in
organizations. With regards to LMX, institutions will be able to establish the impact that is put by
the Arab leaders towards the teachers. The information is important because it will be easier to
determine if they are efficient in the delivery of services. Also, institutions will easily make
decisions on whether to maintain Arab leaders or even decide to outsource leaders from the west
(Babi¢ 2014). Besides, the information will be relevant to other institutions that have not yet
implemented the technique in their workplace. A study completed by Kim, Han, Son, and Yun
(2017) focused on the ideology of exchange between supervisor and subordinate dyads, knowledge
sharing, and LMX model via a social exchange lens. In perspective, Kim et al. (2017) assert that
considering relational and personal factors, subordinates’ ideology of exchanging perceptions
about the LMX model is significant in sharing knowledge. As such, it is prudent for the current
examiner to establish the perspectives of the Arab leaders on the LMX exchange practices. The
study will help to clarify some factors like quality among the Arab leaders and perspectives of the
teachers that affect LMX exchange practices in the institution. The Arab leaders can utilize the
information harnessed gauge their efficiency at the workplace. Indeed, this will help them improve
on the areas that need polishing. Therefore, researching teacher’s perspective on the leader-
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member exchange will provide an insight into the efficiency of the program in the institution. This
research could act as a pacesetter to other institutions that may be interested in implementing the

program (Megheirkouni 2017).
1.5 Structure of the Dissertation

The structure of the research will entail a total of five chapters. Chapter one provides for the
introduction of the study. This will entail the background of the study, research problem,
limitations of the study, objectives, research questions and nature of the study. Chapter two follows
with the literature review of the study. It contains the theoretical and conceptual framework of the
study. Chapter three and four will present the methodology and analysis of the study respectively.

Finally, chapter five will have a conclusion, findings, and recommendations of the study.



Chapter 2: Literature Review
2.1 Conceptual Analysis

2.1.1 Leader-Member Exchange

LMX is defined as an existing relationship in an organization between the leaders and
subordinates. LMX refers to the manner in which subordinates relate with their leaders on matters
concerning their job positions. This relationship tends to differ across leaders and the subordinates
because of the different traits that they both possess. The kind of relationship that leaders have
with their followers determines whether a company will perform well or not (Wulani and
Lindawati 2018). Enhancing on LMX helps the leaders to understand the point of weakness and
strengths that employees possess. Leaders are expected to assess the level of maturity of the
employees before choosing the suitable leadership style. The form of leadership used by managers
in an organization is key because of the effect that it brings (Merve 2018). For example, the
subordinate’s qualities should be understood by the leader to be well matched with the best
leadership style. In the end, leaders are in a better position of understanding their employees

through the development of a mutual relationship.

2.1.2 Quality of Arab leaders

The quality of a leader refers to the knowledge and skills they possess about the job they are
assigned. Leaders use their skills to impact on employee performance by transferring the skills and
qualities through the development of a good relationship. In this case, a leader can identify the
challenges that the employees are facing in the organization and come up with a formula to counter
the setbacks (Matta, Scott, Koopman, and Conlon 2015). Also, the quality of Arab leaders matters
a lot because they depict the quality that the subordinates possess. Qualities between leaders may
be different because of the type of leadership that they possess. Therefore, qualified leaders need
to be sourced to ensure that they can tackle the challenges that both the organization and

subordinates are facing.



2.1.3 Teachers perspective on LMX

Perspectives on the teachers refer to their point of view on the leader-member exchange. Teachers
may develop different or same perspectives according to the relationship that exists between them
and their leaders. It is key to understand that the perspective that leaders bear on the LMX is highly
inclined by the qualities of their leaders (Gupta and Bhal 2017). Managers qualities will determine
the delivery of services to their subordinates, and this will make the subordinates evaluate the
significance of LMX hence, their perspective will be good or bad if they had an unfriendly
experience (Gukdo, Soojin, and Seungwan 2017). Also, a positive perspective from the teachers

is an implication that the leaders are playing their role well and that the LMX is effective as well.
2.2 Theoretical Framework

2.2.1 Social Exchange Theory

The theory suggested that the social behavior of a person arises as a result of an exchange process.
The exchange that occurs between individual is purposed to minimize cost in an organization as
profit, and other benefits are maximized (Kim, Han, Son, and Yun 2017). The theory was
developed by a sociologist by the name of Homans who introduced the benefits and risks that
arises in an organizational relationship. The implication in this relationship is that people tend to
weigh the risks and the benefits and decide on whether to maintain the relationship. In this case,
the relationship in organizations is determined with the rewards and punishments that the juniors
receive from their leaders (Farh, Lanaj, and llies 2017). The main idea, in theory, is that an
interaction that causes approvals from others is likely to recur unlike that which leads to
disapproval. Therefore, this makes it easier to predict if an interaction will continue through
measurement of the rewards and punishments. The relationship is likely to continue if the
punishments will be minimal and the rewards are more. The rewards in this can be given in any

kind which ranges from money, gifts, and recognition among many more others.

On the other hand, punishment to a person might be through humiliation, deduction, and demotion.
Therefore, in a given social context, a relationship that maximizes rewards is the one that should
be maintained, and the cost kept at the minimal level (Yin 2018). In this case, individual affected
by the relationship is considered to be selfish in a manner that they are most concerned about their

interests hence nobody is concerned about equality among all the members. However, the theory



is a bit complex compared to other theories because it stated that individuals should feel positive
or negative in the relationship that they engage because of the comparison levels, cost-benefit
analysis, and comparable levels of alternatives (Lioukas and Reuer 2015). The cost-benefit
analysis entails a process of evaluating between the benefits and the cost incurred to achieve the
benefits. The theory suggests that the potential costs are those that are perceived to be negative.
On the other hand, the rewards in a given relationship are the desired personality or traits that bring

in a positive effect on an organization.

The cost-benefit analysis is a technique that is employed to track the rewards and punishments to
determine the value of the relationship. The cost-benefit analysis helps an individual to evaluate
and determine whether to start and continue with a relationship (Lioukas and Reuer 2015). The
comparison level refers to the expectations that individuals may have based on their past
experiences in other relationships. In these cases, the costs and benefits of a past relationship are
compared to those of the current relationship. The theory makes some assumptions, especially on
the leaders and members. First, the theory assumes that the individuals that interact are mostly
interested in the benefits that arise. Fulfillment in the interaction comes from the partners. Also,
people in the system are goal oriented, and the platform is highly competitive (Pillay and James
2015). On the other hand, critiques think that the theory is wrong because it depicts that individuals
in an interaction are always rational in their thinking and how they make decisions. Also, the model
is not well structured because it fails to include the power of emotions among individuals and how

emotions may affect the relationship between participants.



Figure 1: Social exchange theory
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2.2.2 Leader-member Exchange Theory

The LMX-theory explains how managers or leaders try to maintain their positions through some
agreements with their members. The theory suggested that leaders tend to form different
associations with their respective members. An in-group receives more favors compared to the
other groups (Epitropaki, Kapoutsis, Ellen, Ferris, Drivas, and Ntotsi, 2016). Therefore, the
members in an in-group receive more attention and are provided with more resources by their
leaders unlike the other members from other groups. The other workers in the organization are
categorized as an outgroup and do not receive favors from their leaders. A subordinate may be
considered for an in-group if the manager is convinced about the performance of the worker
(Newman, Schwarz, Cooper, and Sendjaya 2017).

A good example is when a leader can develop his or her group, and the leader can trust the
members, they work hard, and in the end, such members cannot let down the leader. The leader,
in turn, will be offering challenging projects to these members. However, in any given team, there
are those members that are considered to be weak and leaders are advised not to fully trust these
members with challenging assignments (Raghuram, Gajendran, Liu, and Somaya 2017). The
members are offered with daily responsibilities but are not promoted. Sometimes it is important to

think of the reasons as to why leaders fail to trust some of their members.
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To some extent, the leaders choose to withhold opportunities that might help these members in
succeeding. This is what the leader-member exchange entails. However, the most important thing
to note in this theory asserted that the connection that exists between the top leaders and the junior
staff can be categorized into three stages (Harry and Iryani 2016). The first stage is the role taking
where new entrants into the organization and the leaders take the initiative to assess their abilities
and talent as they provide them with a chance to showcase their capabilities. Another stage under
the LMX theory is the role making. In this stage, the leader and the follower undertake some
negotiations on work-related issues (Chan and Yeung 2016). Members that have similar
characteristics as those of the leaders are often selected to be among the in-group while those that

show any sign of betrayal are likely to be put among the out-group.

Routinization is the last stage that entails the establishment of the social exchange connection
existing between the leader and members. In this case, both parties try to maintain the existing
relationship for a long-term mutual benefit. One of the strengths is that the theory is unique because
it focuses on an individual association between the managers and the subordinates. An individual
relationship helps the leader to be able to understand each member on a personal level in a way
that it’s easy to establish their strengths and weaknesses (Yu, Matta, and Cornfield, 2018). Also,
the theory focuses on communication between the leader and the members which are a very
important aspect of any given organization. Through communication, leaders can reach out to their
workers or followers and able to provide them with directions and designate duties as well (Abbas
and Bashir 2017). However, critics against the theory argued that the scholars did not explain how
high-level relationships can be achieved in an organization (Kauppila 2016). The theory is
criticized because of the lack of equality whereby some members receive high favors while other

employees are denied privileges.
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Figure 2: LMX model
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2.2.3 Transactional Leadership Theory

The transactional style of leadership was developed in 1947 by Max Weber and later improved in
1981 by Bernard Bass. The style is used in the organization by the top managers because it aids in
organizing, controlling, and planning for a short period. The form of leadership is based on
motivation and providing direction to the junior employees or followers in an organization through
support of their interests (Irma, Ana, Snjezana, and Aleksandra, 2016). The theory states that
power among the leaders is as a result of their positions in the organizations and the responsibilities
that they are assigned. The follower, in this case, is expected to follow and obey the instructions
offered by the leader. The theory states that empowerment is best in the organization because it
leads to good performance in the end. Also, employees that do what the organization desires will
be rewarded by the management which in turn offers motivation and zeal for such a worker to
remain determined all through (Sui, Wang, Kirkman, and Li, 2016). However, the theory states
that workers that do not adhere to the desires and interests of the organization are often punished.
The implication here is that the manager and the workers have an exchange that is aimed to ensure

that the performance goals of the institution are achieved.

The theory of leadership mainly focuses on results and operates with the current structure in an
organization. Success in an organization that employs the theory is measured through analysis of
the penalties and rewards towards the employees (Morton, 2012). In essence, success will be

evident in an organization where most of the workers have been rewarded most. A transactional
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leader is in charge of maintaining the individual performance of the workers and ensuring that
each group is performing well as per the standards of the organization. The leader sets a working
criterion for the workers and conducts reviews in the organization on the workers. The reviews are
meant to measure the performance of each worker (Berkovich, 2016). The leader can establish the
weak and strong area of a worker and can take up necessary measures to improve performance
among the weak employees. Leaders, in this case, tend to relate and work well with the employees

that understand well their job and those that are inspired by the penalty and reward system.

Transactional leadership helps the organization in maintaining its status quo. The theory defines a
leader as someone who values structure and order in an organization. Order refers to the systematic
way that an organization has set and which should be followed all the employees keenly, that is,
from the top management to the lower subordinates (Misi¢-Andri¢ and Markov, 2012). On the
other hand, structure refers to the different departments in an organization. In most cases, each
department is responsible for undertaking some tasks. The departments in the organization make
up the whole structure that stipulates the manner in which the entity operates. Also, such leaders
command the juniors and lead across various operations that the organization needs to achieve
(Effelsberg, Solga, and Gurt 2014). However, it is vital to understand that a transactional type of
leadership is not applicable to all types of organization and cannot work well especially where
innovation and creativity are highly supported. The leaders are subjected to a certain order, and
thus they are not provided with room for creativity on how they work with their employees. Also,
if creativity is introduced, it might distort the order and structure that the company is expected to

follow.

Evidentially, the transactional type of leadership is based on the premise that leaders in a particular
organization offer employees with what they want in exchange for getting something that they are
in need. The implication, in this case, is that performance and rewards are important in
strengthening the relationship between managers and employees of a given organization (David,
March, and Jochen 2014). The form of leadership suggests that workers are not self-motivated and
thus require instructions, structure, and constant evaluation to enable them to complete various
tasks assigned to them in a certain time frame. The form of leadership was common during World

War Il and was mainly used by the United States. At this point, the country was at its rebuilding
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stage and needed a high-level structure that was meant to guarantee the stability of the state
(Paramova and Blumberg 2017). Professor McGregor Burns and other scholars that have advanced
on the theory argued that a transactional leader needs to be morally upright and have a higher
purpose. Burnes asserted that it is essential for a leader to show honesty, responsibility, and fairness

among other qualities.

The qualities that leaders exhibit matters a lot because their followers will try to emulate their
characteristics. Therefore, a good leader is likely to have the best followers whereas a leader that
exhibit bad qualities is likely to experience bad governorship because the junior staffs will be of
bad characters. In the early 90’s, researchers like Bernard M. Bass, Jane Howell, and Bruce Avolio
came up with a few dimensions of transactional leadership (Xuan 2017). These include the
contingent rewards that entail the process that involves rewarding and expectations of workers.
Another dimension for the theory is the passive management where a leader does not interrupt his
or her employing during work except for exceptional issues that might arise and need his attention.
Finally, another dimension mentioned by the scholars is the active management by exception
(Prochazka, Vaculik, and Smutny 2017). The leader, in this case, anticipate the problem and
ensures that all activities and oversees the processes that take place in the organization as they

issue some corrective measures.

The theory implies that leaders tend to emphasize rules, procedures, and short-term goals. Leaders
do not put up the effort to enhance or support the worker's creativity in the organization. Also, the
leaders under this theory are as well not interested in formulating and coming up with new ideas.
The leading theory is well employed in the organization where there are no numerous problems
(Prochazka, Vaculik, and Smutny 2017). Leaders do not reward any idea that an employee may
come up with the idea that will disrupt the current structure and program that the organization
employs. The leaders under this theory are thought to be effective in guiding decisions that will

improve the productivity of the organization and reduce the operating costs.

Also, such leaders are action-oriented and there tends to be a transition between these leaders and
their followers, hence, there exists no emotional attachment (Alvarez, Tomas, Estevan, Molina-

Garcia, Queralt, and Castillo, 2018). The transition that exists between the members and their
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managers is the money that is provided to the workers as compliance for the effort that they put in
the achievement of the entity goals. The theory makes some assumptions. First, the theory asserts
that the employees in a given institution or business are motivated by the reward or type of
punishment they receive from their leaders. Another assumption that the theory makes is that the
junior employees are subject to the rules and guidelines that are provided by their seniors. The
third assumption in this theory is that the workers are not self-motivated because their supervisors

keep on monitoring them in their activities.

Figure 3: Transactional leadership model (Kim and Lee 2011)
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2.2.4 Transformational Leadership Theory

The transformational leadership style in which a leader in an organization can inspire or influence
those individuals that are followers. A leader under this theory is often described to be enthusiastic,
energetic, and passionate. The leaders play the role of ensuring that every member of the
organization succeeds well in their activities. James MacGregor Burns was the main developer of
the theory of transformational leadership (Khan and Ismail, 2017). In regards to Burns theory, this
leadership style is prevalent in organizations especially when leaders and their subordinates
provide each other with both moral support and motivation as they advance to higher levels. The
inspiration that comes from transformational managers possess is sourced from the personality and
vision that they possess towards the achievement of the business goals and objectives. Another
expert and researcher by the name Bernard M. Bass expanded the theory stating that
transformational type of leader can be described well according to the impact that they put on the

workers or followers of an organizational leader (Khan and Ismail 2017). Through the followers,
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the leaders under this concept gain respect, trust, and serve as examples as well. The leadership
style is considered a new approach that shows how leaders in an organization can utilize their skills
in the creation of valuable and positive changes among the junior staffs. Burns came up with the

concept of leadership during his study on politics, but it is still used in organizations as well.

Therefore, burn played a role in developing both transactional and transformational leadership
theories. However, transactional leaders tend to put their focus on achieving compliance through
withholding and offering rewards to employees (Yaslioglu and SelenayErden, 2018). The main
goal is to ensure that the employees are transformed to offer support to each member for the profit
of the association. In most cases, employees join an organization with education skills as others
may be having minimal skill. The leader plays the role of ensuring that there is transformation
among this employee’s contrary to the state that they joined the organization initially (Ladan,
Nordin, and Belal 2017). Bernard M. Bass adds that the theory is related to psychological
mechanisms that are accompanied by four factors which include; individuals’ consideration,
intellectual stimulation, inspirational motivation, and idealized influence. The theory has been
supported over the past 30 years as various organizations that have employed the theory have
succeeded. The theory was first developed to show the essence of values and morals among the
leaders in an organization (Ladan, Nordin, and Belal 2017). It is vital to note that the theory was
founded on a questionnaire which was not consistent in the results provided. Also, transformational
leadership tends to focus more on high-level leaders and forgets about the other employees who
take part in a weighty role in the business. In some cases, leaders might use the type of leadership

in the wrong way, hence, end up affecting other employees.

On matters concerning the effect of this leadership style, researchers have established that a
transformational type of leadership offers positive changes in an organization. It emerged that the
groups in an entity that utilizes a transformational type of leader have recorded good performances
in the past contrary to other groups that have been under the supervision of other types of leaders.
The good performance associated with this type of leadership arises because leaders are convinced
that their followers can perform well in their positions (Gyanchandani 2017). Experts on leadership
stated that for one to become a transformational leader, there is a need to have a positive and strong

vision that puts the future of the organization in a better position. The leaders need not only to
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believe in themselves but have the ability to convince other individuals to believe in their visions
as well (Howladar, Rahman, and Uddin 2018). Also, the leader needs to ensure that his or her
character is that which will influence the followers of his or her group positively. Previous research
indicated that the companies in the market could use the theory of leadership to facilitate training
programs among employees (Gyanchandani, 2017). Communication is considered to be key under
this leadership because it aids leaders to be able to solve the conflicts that may arise. However, the
style of leadership can yield good results in a company if only used in the best way. On the
contrary, it might not be efficient in some areas where groups of followers might need an autocratic
leader who can offer close control to the members.

Figure 4: Transformational leadership model
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2.2.5 Likert’s Management Systems
These are management styles that were developed in the 1960’s by Rensis Likert. He came up with
four systems of management that bind the relationship between managers and workers in a given
organization. The study was based on an American insurance company that had highly productive
workers (Bienkowska and Zgrzywa-Ziemak, 2014). The systems were later revised and put in line
with an education setting. Below are the four styles under the model that can be used to help

understand leadership behavior.
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Exploitative Authoritative System

This management system is characterized with responsibilities being accorded to the top leaders
in a company. In this case, the company or organization does not involve the subordinates in the
decision-making process. Therefore, the employer and top managers make decisions on behalf of
the junior employees (Bienkowska and Zgrzywa-Ziemak, 2014). The implication in this style is
that the manager who is considered superior has no trust in the employees and, makes decisions
without any consultation or discussions. The system of communication in this style of management
is downwards where the top leaders in the organization provide orders and instructions to the junior
officers. Such a type of communication is weak because it is not that effective like vertical channels
and there lacks teamwork among the members. However, the management, in this case, is much
concerned with the completion of the company activities and tries to use the available means and
even poses threats towards its employees to ensure that everything is done in the best way.

Benevolent Authoritative System

Just like the exploitative system, in this system (Benevolent), the responsibility in the organization
lies on the individuals at higher positions. However, the difference existing between these styles
is that the exploitative is more of exploiting the employees through threats whereas the benevolent
type uses rewards as a form of motivation towards the subordinates (Bienkowska and Zgrzywa-
Ziemak, 2014). Also, those in higher positions in the company have a good relationship with the
employees and tend to develop confidence in them as well. Trust and confidence among the
employees are key in this type of relationship because it increases the efficiency of workers. The
subordinates are provided with rewards as a sign of appreciation for their good performance in the
company (Volkova and Jakobsone 2016). Unlike the first style of management, here the
communication might flow upwards from the subordinates to the leaders in the company, but there
exist restrictions as well. Therefore, this system implies that employees are not free with their
superiors in discussing matters concerning employment. This eventually leads to poor

communication and low teamwork among the members hence lower productivity.

Consultative System
In this type of leadership system, the superiors have substantial but not all the confidence and trust

of the employees. The leaders in many cases considered the opinions and views that are raised by
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the employees. Their views are used to consider some of the decisions that the leaders come up
with as operations take place. Motivation on the employees is measured by their involvement in
the making of decisions and the number of rewards that they receive from their superiors. The
form of communication used by the organization, in this case, is the vertical and horizontal (Khan
and Ismail 2017). Therefore, those in lower positions are free to express their views to their
superiors. In this case, the decisions that the company makes are in line with the views and
thoughts. Also, employers are free to discuss issues concerning employment and their concerns
are often taken into consideration. However, despite employees being involved in the consultative

process, the decisions of the company still vest on the seniors.

Participative System

This is another system of management under Likert where the superiors have fully developed trust
and confidence in their employees. The employer in this situation encourages the team members
to participate fully in the organization's decision-making processes. The workers are free to talk to
their managers about any issue that affects them in their line of the job (Tyson, 2006). This, in
turn, makes the employees feel to be a part of the company; hence, dedicate much of their efforts
towards the achievement of the company goals and objectives. The system of management entails
a lot of teamwork between the members where every individual participates in the affairs of the
organization. Also, motivation in this system of management comes in the form of rewards and
involvement of the members in the decision-making process (Roy and Roy, 2016). The above for
management system helped Likert come up with some variables in management. These include;
goal setting, interaction-influence, leadership, decision making, communication, motivation, and

control in an organization.
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Figure 5: Likert’s model

Management
Systems
Explaitive Benevalent b ol
*P : ’ ) 1". i Consultative Participative/
Authoritative Authoritative System Group Systemn
System System L p Sy
4 Y \ 4

(Source: Management systems, 2018)

2.2.6 Continuum of Leadership Behaviour

The model was originally developed by Tannenbaum and Schmidt the year 1958 and was later
updated in 1973 (Van and Verwey, 2016). Their model suggested that a range of leadership
behavior are vested by a leader. In this case, a manager is characterized according to the level of
control that he has on the subordinate staffs. This model has identified four styles of leadership
that can be practiced in an organization. The first style identified by the model is known as Tells
where the manager identifies a problem that an organization is experiencing and takes the initiative
to select the best solution that suits the particular problem (Van and Verwey, 2016). The manager
finally informs the subordinates about the problem in particular. The implication is that the
employees of the organization are not consulted in the decision-making process, but the manager
expectations are that the subordinates will take part in the implementation of the decision. The
second style identified is known as the Sell where the leader or manager chooses a particular
decision on behalf of other members with the notion that he or she will receive a form of resistance
from those members that are affected with the decision. However, despite there being a resistance
among the members being affected, the leader goes to the extent of persuading the employees to
accept the decision (Yammarino and Danserau, 2009). The third style of this model is referred to
as Consults. The style entails the identification of the problem by the manager but does not take
part in the initiation of the final decision. The manager ensures that the subordinates in the
company are well informed about the problem after which they consult each other and come up

with a suitable solution. Finally, Joins is the last style that entails the definition of the limitation

20



by the manager on the decision that the employees can make. The manager and the workers equally

take part in formulating the final decision.

Tannenbaum and Schmidt suggest that there are three factors that need to be considered before
one chooses from the above leadership style. Forces of the manager are the first feature that needs
to be considered by evaluating the leader in question. Personality, knowledge, and experience are
important in a leader because it helps determine if such a leader has confidence on the subordinates
and determine the extent of his or her leadership skill (Yammarino and Danserau, 2009). In this
case, it will be easier to choose the leadership style that will match the manager. Forces of the
subordinates is another determining factor, which needs to be considered. This entails the kind of
personality that the subordinates have and most important their expectations from their manager
that influences the manner in which they behave. Also, forces of the situation at hand that entails
the general and environmental situation that may affect the leaders. This is usually influenced by
factors like group effectiveness, the nature of the problem, the type of organization, and time
pressure (Schriesheim and Neider, 2014). The two authors added that the area of freedom that is
shared between the non-managers and managers is occasionally redefined through their
interactions and forces of the environment that affects both. Tannenbaum and Schmidt conclude
that a successful leader in any given organization can identify the most appropriate behavior at a
certain period. The leaders can shape or change their behavior after an evaluation of the
organization, the environmental factors affecting them, subordinates, and the leaders themselves.
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Figure 6: Continuum of leadership behavior

Autocratic = > Free-rein
(Boss-centered (Subordinate-centered
Leadership) Leadership)

Use of authority by manager

Area of freedom for subordinates

Manager makss Manager presents Manager presents Managsr permits
decisions and ideas and invites problems, gets subordinates to
announces suggestions suiggestions and function within limits
makes decisions defined by superior
Manager selis Manager presents Manager defines
decisions fentative decision limits, asks group
subject to change to make decision

(Source: Juneja, n.d)
2.2.7 The Hersey-Blanchard Model
Professor Paul Hersey and leadership expert Ken Blanchard were the pioneers of the Hersey
model. The situational model that recommended that there exists no optimal leadership in an
organization. The model implies that leaders’ progress from one stage to another as their followers
mature with the exposure and the experience that they gain (Meier 2016). In this case, follower
maturity refers to the confidence and ability of a group that they are leading. The model asserted
that leaders in an organization often come across the various levels of maturity among their
subordinates and this leads to the development of four leadership styles. These styles incorporate:
o Delegating style- The model defined this as a low-relationship, low-task style where the
leader provides the subordinates with a chance to make decisions.
e Participating style- It is a low task but with a high-relationship style that insists that
employees and their leaders should participate in the sharing of ideas and make decisions

that affect their job and matters concerning the organization (Meier 2016).
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e Selling style — The style is both high task and high relationship whereby the leader of the
group makes several attempts to sell out his or her ideas by explaining them into detail and
persuading the subordinates to accept the direction that they are being offered.

e Telling style — The telling style is considered to be a high task, low-relationship where
leaders possess full control of the group and provide the direction that the subordinates

need to follow as they supervise activities from a close range (Meier 2016).

Managers using the model need to understand that it is vital for them to select an appropriate
leadership style that matches well with the maturity of the subordinates. For instance, in the case
where the level of maturity of the follower is very high, this implies that the leader needs to select
a delegating style that requires minimum guidance from the leader to the follower. On the other
hand, the telling style could be applied in a situation where a follower is characterized by lack of
experience and low maturity (Meier 2016). The telling style is appropriate for such a group because
it ensures that the followers are well conversant with the goals and the process that they are
expected to employ to achieve their targets. The model is applicable to managerial and many
leadership areas in an organizational context. The managers use the model to take charge of various
groups through an understanding of the characteristics that the subordinates hold. The model takes
into consideration the strengths and weaknesses of the followers thus this helps in enhancing
performance in the organization. However, it is vital to understand that the model is still subject
to some limitations (Meier 2016). The leader may be limited regarding authority because of the
structure and hierarchy that needs to be followed by the company. Also, the circumstances that the
manager may face in an organization might force them to act in a different way. For example,
financial and time constraints are common in organizations, and thus leaders may at times be

forced to act differently.
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Figure 7: Hersey-Blanchard model
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2.2.8 Fielder’s Contingency Model

The model measures the effectiveness of a group regarding their performance about the
circumstances that the group is facing and the leadership style that is being employed. The model
is employed in the organization to aid in the selection of suitable leaders that will offer skills that
will impact on the group performance (Norman, 2015). The model asserted that there exist two
types of leadership style; the relationship-motivated and the task-motivated. The situation in a
given group is determined by some factors: The structure of the task being undertaken, the leaders
and the group members, or how goals and procedures of the organization have been outlined and
power that a leader employs in punishing and rewarding group members. The model aids leaders

in the company to upgrade variables to make their groups more effective.

Fielder asserted that there is no type of successful leader and anyone can be prosperous provided
that they are working with the right group setting. The author insisted that managers can improve
on some factors to ensure that efficiency is achieved (Geaney, 2017). The theory implies that a
task-oriented leader can be highly effective if the activities are clearly defined. The model has
faced criticisms from other scholars who claimed that the model could have no flexibility (Norman,
2015). Fielder assumed that a natural leader is automatic and that this leadership quality arises
because of the personality of an individual. According to Fielder, natural leadership could be more
efficient compared to the other forms of leadership. However, this was wrong because he did not

consider some of the possible challenges that leaders usually encounter which may affect their
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performance. The above theories and models link well with the LMX model as they expound on
the leader-follower relationship. The models are best for a reader to understand in detail the
existing relationship in an organizational context.

Figure 8: Fielder’s contingency model
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2.3 Review of Related Literature

Organizational leadership is considered a key factor in an organization because of the significant
role that it plays. Leaders play the role of ensuring that they provide guidelines to their subordinates
as a way of ensuring that the company goals and objectives are achieved. However, leadership
skills may differ from one individual to another because of the skills and knowledge that these
individuals develop (Norman, 2015). A leader can be naturally born or one may acquire leadership
skills through education. The impact that leaders put on organizations regarding performance is
what matters a lot. Most organizations operating in the market are much interested in performance
and how they can maximize benefits in the industry through their leaders. Successful leadership is
all about the connection that is established between the leader and the members. The implication
is that an enhancing association between the two parties will often lead to better performance. The
association between a leader and a follower depends on the type of leader that one may choose
(Meier 2016). There are a variety of leaders that are distinguished by their way of the governorship

and their characteristics. For example, an authoritative leader tends to be in command in an
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organization and provides orders to the subordinates on what should be done. Such a leader

punishes those employees that fail to comply with their guidelines.

On the other hand, the employee will be submissive in a manner that they cannot oppose anything
that the leader proposes. Also, such a leader tends to make all decisions on behalf of the employees.
In another organizational context, there are leaders whose relationship to their employees is
considered to be fair in a manner that the employees are included in the decision-making process.
Such a relationship has its advantages and disadvantages. First, the employees can air their views
and opinions to their leaders. Second, the subordinates can come up with some innovative ideas

that can help the organization since there is no mandatory structure that should be followed.

Leadership can be accomplished as the capacity that a man needs to rouse or impact others towards
the accomplishment of specific objectives in an association or some other body. Different types of
leadership are connected today with the point of accomplishing better outcomes toward the finish
of the procedure. This organization approaches distinctive suit circumstances that pioneers may
experience in their associations (Meier, 2016). Then again, pioneers dependably incline toward
their structures that they feel much great working. In any case, take note of that leadership can be
innate or can be accomplished through understanding. Pioneers go about as good examples and
are constantly gazed upward upon by other people who are roused by their character and capacity
to direct different errands. It is important to understand that the education level that leaders possess
matters most because it determines their level of skill in their positions. An educated leader is
likely to understand the dynamics of leadership and be able to pass their skills towards the

employees and enhance organisational performance.

Growth is very important in leadership and in most cases leaders tend to advance their skills and
experience according to their years of practice. Leaders may face numerous challenges when they
start their career but get used to it as they get to understand how to cope and deal with these
challenges. Also, previous research suggested that leaders are created in an organizational context.
This implies that any individual can advance from the lower positions and become a leader
(Bienkowska and Zgrzywa-Ziemak 2014). It happens when one performs well in the small
positions and get promoted to more challenging roles where they turn to be successful and end up

gaining leadership positions. Therefore, leaders are expected to understand their responsibilities in
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order to undertake their roles in the best way as expected by the organization. In this way,
performance and leaders and employee skills will be enhanced. Therefore, leadership should be
conducted on the interest of the organization and its employees as well. The relationship developed
between the staffs should be beneficial. Another important thing that leaders should consider is to
offer training to their juniors as a way of improving their skills and efficiency in their positions. In
cases Where leaders experience challenges, there is a need to restrategize or seek help from other

experienced people in the same field of operation.

Creation of a conducive working environment for workers is essential in an organization. The
employees performance is boosted by a number of factors which includes the leadership that the
institution applies in governing its employees. An organization that employs good leadership skills
on its employees is likely to benefit from the achieved efficiency in the long-run. Employees that
are guided by their leader tends to have a motive and a specific direction that they follow. This
usually makes it easier to achieve the company goals within the specified period (Thirupathi,
2008). Also, the prescence of leaders in an organization plays a significant role as they are able to
identify the challenges that employees undergo. In addition, through leadership forms in an
organization, leaders are able to identify some of the weaknesses and potentials of the employees.
This is an important aspect that helps the organization to guide the weak employees as they utilize

the potential of other employees.

The precense of quality leaders in an organization is one way that performance can be improved.
Leaders are often divided to guide small groups in the organization that are set to achieve some
specific goals. Performance might be challenging especially when an organization does not
consider bringing in leaders that will influence worker performance. This is because workers may
lack drive that makes them follow a certain path for success. Also, the issue of motivation need to
be considered in an organization (Ehiorobo, 2017). Motivation refers to rewards that employees
get from the employer as a sign of appreciation for the effort that they put. There are different
forms of motivation that an organization can employ to influence workers. For example, promotion
is one way that workers are motivated and get assigned to new and challenging roles by their

leaders or managers in the company.
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2.4 Summary

Leader-Member relationship is an important aspect of any given organization. The theories
indicate that the efficiency of a leader is substantial in enhancing member performance. Also, from
the theoretical review, the need to choose a leadership style that matches the qualities of members
will lead to a better LMX in the organization. The presence of a leader in a company is imperative
and the roles played by the leader are intended to improve the subordinate’s performance that is
usually put in small groups. The characteristics that the leader holds matter a lot and influences
the relationship that is created between the two parties. Therefore, there being some challenges
that organizations are facing, there is a need to introduce leaders that will guide these employees
(Bienkowska and Zgrzywa-Ziemak 2014). Still, researchers have not explored this field, and thus,
the study will help readers understand the concept and how it can positively affect the organization.
The research is important to companies that are facing challenges because of poor performance
that is coming from their employees. The analysis will provide a better chance to explore this

existing gap.

The theories provided in the theoretical frameworks helps in understanding the relationship
existing between the leaders and members in an organizational context. This implies that beneficial
aspects that teachers gain from operating under specific leaders. In reference to the theories of the
study, they most explored on worker behaviour and how it can be influenced to be productive in
the organization (Bienkowska and Zgrzywa-Ziemak 2014). The theories explore on leadership and
do not provide information concerning the how their utilization can influence workers in a positive
way. Therefore, the research on LMX is one area that needs to be studied to shed light on how

organization performance can be improve through building of the relationship.

Chapter two provides for the theoretical review and models employed by the study. The theories
and model explored are important for the study because they help in enlightening the reader on the
concept of LMX and how it links with other theories and models. Some of the models and theories
explained in this chapter include; the transactional, transformational, leader-member exchange,

social exchange theory, continuum leadership behavior, Likert’s management system, Hersey, and
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Fielders contingency model. Chapter three will focus on the methodology which outlines data

collection and analysis procedures among other sections.
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Chapter 3: Research Methodology
3.1 Research Approach

The research will follow a mixed method approach that is characterized by a set of beliefs and
assumptions shared by researchers (Zoogah, 2014). Povee and Roberts (2015) indicate that mixed
methodology is a blend of both qualitative and quantitative techniques in a single study. A study
conducted by Petersen and Gencel (2014) studied the varied research methods, worldviews, and
their correlations to the aspect of validity in software engineering. In the literature depicted by
Petersen and Gencel (2014), the individuals having a positivist worldview conceive the positivism
ideology as objective reality in the world. The positivists have a deterministic philosophy founded
on careful measurements and observations to establish inferences about a general truth (Petersen
& Gencel 2014). The research approach refers to the structure, arrangement, and methodology
employed by the researcher to gain answers to the control factors of the study (Short, 2014). The
research is grounded in a realism approach that focuses on methods that match the data collection
techniques employed by the researcher. The research entails casual research that would enable the
gathering of important data on Arab teacher’s perspective on the leader-member exchange. This is
a mixed method that incorporates both qualitative and quantitative research. The outline is
appropriate for the study considering that the researcher has no control over the autonomous
factors. This enables the researcher to complete the research on time and within the time

constraints.
3.2 Context and Site of the Study

The study was conducted in a private school in Dubai where Leader-Member Exchange is applied
in the institution of learning. The institution management and the teachers have an experience of

the concept; thus, will be the best area of study.
3.3 Target Population and Sample

The target population refers to a section of individuals with similar characteristics that the

researcher is interested in enabling the investigator to come up with answers to the research being
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conducted (Rivas-Quarneti, Magalhaes, and Gastaldo 2018). The population under study is the

Arab teachers working in a private institution that has experience with their leaders.

A sample in a given study refers to a small section that a researcher selects for purposes of
investigation. The small section that is selected by the researcher is used to generalize the entire
population. The conclusions made in the research will be used to make an implication of the
population under study (Zoogah, 2014). The main reason as to why sampling is conducted is to

ensure that the researcher can meet financial limitations.

Also, the use of a small sample aids the researcher to speed up data collection. The researcher

employed questionnaires as the primary way of data collection.

3.4 Delimitations of the Study

The scope of the study will incorporate Arab teachers in a private school in Dubai that have a
relationship with their leaders. The study will put more emphasis on all teachers working in the

institution.

3.5 Research Instrument and Procedure

Data for the research was collected through questionnaires designed by the investigator. The
procedure included closed and open-ended questions. Questionnaires were employed because the
participants in any given study seek anonymity of the information that they provide (Dumitru,
2015). The questionnaires provided to the participants included questions related to the variables
under study and demographic information of the respondents. The questionnaires were designed
in a way that respondents found it easier to answer questions (As shown in Appendix A). After
collection of the questionnaires, the data was sorted and analyzed by the researcher (A sample of

a filled questionnaire that was collected from the respondents is attached in appendix B).

3.6 Validity of the Instrument

Since the researcher created the questionnaire, it was vital to present it to the panel of experts who

establish validity and relevance of the questions devised. Validity in research is important because
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of its indication that the results are true and represents the section under study. The data collected
by the researcher should be a representation of the variables under study (Ferran-Ferrer, Guallar,
Abadal, and Server, 2017). The researcher was able to analyze the data, and through the guidance

of the supervisor, it was easy to have access to relevant and accurate instrument items.

3.7 Reliability of the Instrument

Reliability of the instrument is key in research because it ensures that the instrument used by the
researcher can provide similar results for a single individual at different instances. Various tests
on the instrument is a clear indication that of reliability. There was room for any changes made by
the research.

3.8 Piloting the Instruments

Piloting refers to a strategy that is utilized by researchers to conduct tests on the questionnaire
through the use of a smaller sample. Therefore, a pilot study was conducted on the sample selected
by the investigator (Dumitru 2015). The piloting took place in Dubai private school, and the
participants in the piloting exercise were not included in the real study hence, this eliminated any
possibility of biases.

3.9 Data Collection

Data collection entails the means that the researcher employs to ensure that the necessary data has
been gathered from the target population. Kiling and Firat (2017) ascertain that the rapid
advancement of the internet has bolstered the environment to glean information through online
platforms such as Survey Monkey. Kiling and Firat (2017), further, mention that information can
be garnered from the respective respondents through Internet-based surveys where researchers can
receive information anytime anywhere; hence boosting the asynchronous communication, which
lifts the limitations of accessibility. Besides, the technique is cheap and simple to use. The
researcher prepared a semi-structured questionnaire with both closed and open-ended questions
that were presented to the target sample (Guglyuvatyy, and Stoianoff, 2015). Fielding a
questionnaire with both open and closed-ended questions ensured that each respondent that took

part in the study were subjected to the same questions. The researcher used an online-based

32



platform, particularly survey monkey to field the questionnaires and harness the necessary
information for analysis. The technique was suitable for the study because it prevented any cases
of missing data in the research. The investigator ensured that the questionnaire had straight
forwards hence, easy for the respondents to provide easy answers. The analysis was easy because

the sorting of the data was made simpler.
3.10 Independent and dependent variables

3.10.1 Independent Variable

Andersen and Rieckmann (2016) define an independent variable as that which the researcher has
control over or that which is easy to manipulate. The independent variable is what the researcher
thinks will affect the dependent variable in a study. However, there are a few instances the
researcher might not be able to manipulate the independent variables especially if it is fixed.

The researchers had two independent variables including the quality of the Arab leaders and the
teachers’’ perspectives on LMX.

Quality of Arab Leaders — The quality of leaders tends to affect the efficiency of LMX in an
organization. Less qualified leaders are less effective and will not impact the subordinates as
expected by the organization.

Teachers’ Perspective on LMX — The perspectives that teachers bear in mind will affect their
performance and thus affect LMX. A positive perspective from the teachers will bring in good
results to the institution.

3.10.2 Dependent Variables

The LMX exchange practices of the Arab teachers and leaders form the dependent variable for the
current investigation. The dependent variable is that which is measured in a study and usually

affected by the other factors (Michael and Kerem 2013, p. 263).
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LMX exchange practice is a relationship-based approach that mainly focuses on leaders and
followers in an organization. Leaders are expected to develop an exchange with the subordinates

to impact on the junior employee’s quality.

3.11 Data Analysis

Analysis of data entails the sorting that takes place to enable final deductions by the researcher.
The data is put together and examined and deductions and inferences collected (Bansal and
Srivastava, 2018). The researcher utilized statistical packages to analyze the data and make
inferences of the same. Graphs and tables were obtained using the software. The study employed
both qualitative and quantitative procedures. The qualitative and quantitative data for the study
were obtained through the questionnaires filled by the respondents. Therefore, the data will be

examined and analysed after collection from the target population has been completed.
3.12 Ethical Considerations

Ethics in research refers to a set of guidelines that are supposed to be followed by the investigator.
The concept of ethics is used in research to ensure that the study is conducted in the best interest
of the respondents. In a bid to maximize on the information acquired from the respondents, the
researcher must ensure that risks are minimized (Bansal and Srivastava, 2018). Also, there is a
need to assure the participants that the information that they provide through the questionnaires
will remain confidential. Thus, the researcher informed the respondents about their confidentiality
to and reassured them that the information gleaned will be for utilized for academic intents only.
Therefore, the study should be conducted in the best way that cannot cause any harm to the
respondents. Also, the researcher considered the institution's dignity by conducting the research a
more professional way. The researcher dealt with biases in the research by subjecting all the
respondents to a similar questionnaire. Overall, the researcher communicated the varied ethical
concerns that may come up during the study and helped in ensuring that the research process is a
smooth one. The role of the researcher was to ensure that the respondents are not affected by the
research as they are engaged through the questionnaires. Further, the researcher had to ensure that

the information is harnessed, sorted, analysed, and presented appropriately.
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3.13 Chapter Summary

The chapter is concerned with the methodology and the procedures that the investigator employed
to examine. The qualitative and quantitative data collected is reliable and trustworthy because the
population that was engaged entails professionals who are conversant with the topic under
research. Arab teacher’s perspective on leader-member exchange programs and the role that it
plays in institutions. Chapter three entails sections like study approach, population under study,
the area of study, validity, data collection among other sections listed above. Chapter four will

integrate a discussion of the data collected and analyzed.
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Chapter 4: Results, Analysis and Discussion

4.1 Chapter Overview

Chapter four entails presentation of data that was analyzed by the researcher from the
questionnaires collected. The views of the respondents should aid in the understanding of LMX
in an organizational context. The literature that was reviewed it was evident that LMX had a high

potential and could influence performance.

4.2 Analysis of Quantitative Data

The questionnaire that was presented to the respondents included a total of 18 questions. The
questionnaire was formulated in a way that it could provide the information concerning LMX and
its impact on the organization. The questionnaire can be found at the end of the paper.

4.2.1 Gender of the respondents.

The table below was intended to establish the number of males and females that took part in the

study.
Gender of the respondents
Valid Cumulative
Frequency| Percent Percent Percent
Valid male 14 36.8 36.8 36.8
female 24 63.2 63.2 100.0
Total 38 100.0 100.0

Table 1: Gender of respondents

From table 1 above, it shows that the number of females, 24 out of 38 who took part in
the study was more than the number of males, 14 out of 38. These figures attributed to 36.8%
and 63.2% for male and female respectively. This indicates that the number of female teachers

tends to be slightly higher than that of male teachers in the institution.
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4.2.2 Level of education of the respondents.

The researcher intended to establish the level of education of the respondents in the
study. Considering the nature of the study, it was important to understand the different
qualifications that the respondents help. In addition, being a teacher in the school implied that
they were employed on a basis of their qualifications. The following response was provided by

the respondents.

Level of education of respondents

Valid Cumulative
Frequency | Percent Percent Percent
Valid Bachelor 13 34.2 34.2 34.2
Masters 24 63.2 63.2 97.4
Doctorate 1 2.6 2.6 100.0
Total 38 100.0 100.0

Table 2: Level of education of respondents

The analysis above indicates the different qualifications that the participants had attained. It
emerged that 13 out of 38 participants that are represented by 34.2% had a bachelor’s degree, 24
out of 38 that are represented by 63.2% had a master degree, while 1 out of 38 participants had a

doctorate degree.

4.2.3 Age of respondents.
The age of respondents was an important aspect in this study as it enabled the researcher to
establish the different ages and try to relate with their level of understanding on LMX. The

following was the response provided by the participants in regard to their age.
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Age of respondents

Frequenc Valid Cumulative
y Percent Percent Percent
Valid 21-30 years 5 13.2 13.2 13.2
31-40 years 19 50.0 50.0 63.2
;;’2:840 14| 368 36.8 100.0
Total 38 100.0 100.0

Table 3: Age of respondents

After the researcher concluded the analysis on the questionnaire, the age of the respondents was
represented as 5 out of 38 were between 21 — 30 years and were represented by 13.2%. On the
other hand, those between 31-40 years were 19 out of 38 and were represented by 50% of the
population under study. Finally, those over 40 years were 14 out of 38 represented by 36.8%.

This shows that a majority of the population that took part in the study was between 31-40 years.

4.2.4 Level of experience of participants.

The researcher tried to analyze the questionnaire to establish the number of years that the
participants had worked in their career. A high number of years in the job market had a positive
implication in terms of knowledge concerning LMX. On the other hand, a participant that had a
minimal number of years could not be able to assess LMX. However, each individual had more
than one-year experience in their job. The following response was analyzed from the

questionnaires.
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Level of experience

Frequenc Valid Cumulative
y Percent Percent Percent
Valid  1-5years 3 7.9 8.1 8.1
6-10 years 18 47.4 48.6 56.8
S‘e’zrrslo 16| 421 432 100.0
Total 37 97.4 100.0
Missing System 1 2.6
Total 38 100.0

Table 4: Level of experience of participants

Completion of analysis on the questionnaires indicated that the level of experience across the
participants in the study was different. Those with the lowest level of experience between 1-5
years were represented by 3 out of 30 individuals and match the 7.9% of the whole population.
On the other hand, a majority of the population that represented a 47.4% had worked for between
6-10 years in their career in the institution or maybe could have started their career in other
institutions before they joined the school. The maximum years of experience were 10 years and
above and this was represented by 16 out of 38 respondents. There was one missing value in the

analysis conducted on the question assessing the years of experience.

4.2.5 Leader understanding on member problems.

Leader-member relationship can be best assessed by evaluating the relationship between
the two. The researcher used this question to find out if leaders understood the problems that
employees were going through. Understanding the problems that employees were going through
could help leaders to build them and improve their skills as well. The respondents had different

thoughts on the question as provided in the table below.
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How well does

our leader understand your job problems?

Valid Cumulative
Frequency | Percent Percent Percent
Valid A little 2 53 53 53
':n:cs:;nt 6| 158 15.8 21.1
Fair often 15 39.5 39.5 60.5
Very often 15 39.5 39.5 100.0
Total 38 100.0 100.0

Table 5: Leader understanding of member problems

The response provided indicated that 2 out of 38 participants felt that their leaders had little
understanding of their problems, 6 out of 38 thought that the understanding that their leaders had
on their problem was of a fair amount, while 15 out of 38 thought that the understanding that
their leaders had on their problem was fair often and very often. The table indicates that the

members have a different relationship with their leaders.

4.2.6 How leaders utilize power in solving problems.

Leaders are often accorded with some powers that they use to perform various activities
in the organizations. The question on the utilization of power was meant to establish how leaders
employ power as a way of attaining solutions to some of the problems that they might encounter
(Volkova and Jakobsone 2016). After the analysis was conducted on the data collected, the

following response was provided by the individuals that took part in the study.
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The probability of leader utilizing power in solving problems.

Valid Cumulative
Frequency| Percent Percent Percent
Valid  None 1 2.6 2.7 2.7
Moderate 9 23.7 24.3 27.0
High 17 44.7 45.9 73.0
very high 10 26.3 27.0 100.0
Total 37 97.4 100.0
Missing System 1 2.6
Total 38 100.0

Table 6: How leaders utilize power in solving problems

The probability that leaders utilized power to offer solutions according to the respondents was
that 1 out of 38 participants that represent 2.6% believed that none of the leaders was solving the
problems using the available power. The other portion, 9 out of 38 that is equal to 23.7%
thoughts that their leaders moderately utilized power in a bid to offer solutions to the problems
that were prevalent in their organizations. Also, another section 17 out 38 represented by 44.7%
and which was highest stated that leaders highly used power to offer solutions. This implies that
leaders are most dependent on power as they govern their members. Finally, 10 out of 38 people,
97.4%, claimed that power was utilized very high by the leaders to offer a solution. However,

there was one missing system in this category.

4.2.7 The relationship between leaders and members

The working relationship between a leader and a worker can be used to evaluate the efficiency
between the two. In most cases, the working relationship can be described in a number of ways
depending on the thoughts that the respondents have on his or her leader. Below is a response

that the participants provided on their questionnaire.
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How would you characterize your working relationship with your Leader?

Valid Cumulative
Frequency| Percent Percent Percent

Valid  almost average 2 53 5.4 5.4
Average 7 18.4 18.9 24.3
Zstetggt:a” 15| 395 405 64.9
Great 13 34.2 35.1 100.0
Total 37 97.4 100.0

Missing System 1 2.6

Total 38 100.0

Table 7: The relationship between leaders and members

All the respondents seem to have a positive relationship with their leaders which implies that
they are colliding well in a bid to achieve the goals and objectives of the institution. From the
analysis, it was evident that 2 out of 38 participants agreed that their relationship with their
leader was almost average. On the other hand, 7 out of 38 people that are represented by an
18.4% claimed that their working relationship with their leaders was average, while 15 out 38
that comprises of a 39.5% thought that their relationship with their leaders was better than
average. Finally, 13 out of 38 respondents indicated that they had a great working relationship

with their employees.

4.2.8 Leaders’ recognition of member potential.

Leaders’ recognition of member potential was used to evaluate if the relationship that
leaders had with their workers was fruitful. In essence, there needs to be a good relationship
between the leader and the member in order to easily establish some of the potentials that
members hold in an organization. Understanding the potential of the work enables the leader to
provide the necessary guidance to ensure that the potential is utilized. The respondents stated as
follows on the question.
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Indicate how your leader recognizes your potential.

Frequenc Valid Cumulative
y Percent Percent Percent

Valid  alittle 2 5.3 54 54
D/'Oderate' 5| 132 135 18.9
mostly 21 55.3 56.8 75.7
Fully 9 23.7 24.3 100.0
Total 37 97.4 100.0

Missing System 1 2.6

Total 38 100.0

The participants indicated differently in terms of their leader’s recognition of their potential.
First, 2 out of 38 felt that their leaders had little recognition on their potential, 5 out of 38
claimed that the leaders recognized their potential moderately, while the majority 21 out 38

respondents stated that their leaders recognized their potential in most cases. Finally, 9 out 38

Table 8: Leaders’ recognition of member potential

individuals were convinced that the leaders recognized their potential fully.

4.2.9 Establishing if leaders create a positive LMX.

A positive LMX implies that the result at the end in terms of performance will be positive

as well. The researcher intended to establish the effect of Arab leaders in an organizational

context. LMX is effective depending on the type leader and the skills of a leader. The

respondents had the following thoughts in regard to the fact that Arab leaders were creating a

positive LMX.
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Arab leaders create a positive LMX

Frequenc Valid Cumulative
y Percent Percent Percent

Valid :;rrzzg'y 6| 158 16.2 16.2
Agree 21 55.3 56.8 73.0
Neutral 8 21.1 21.6 94.6
Disagree 2 5.3 54 100.0
Total 37 97.4 100.0

Missing System 1 2.6

Total 38 100.0

Table 9: Establishing if leaders create a positive LMX

The analysis shows that there was one missing system in the data collected. 6 out of 38
participants strongly agreed that Arab leaders had a positive impact on the relationship between
them and the members. Those that agreed with the statement were 21 out of 38 that were
represented by 55.3% and they were the majority as well. On the other hand, 8 out of 38
participants remained neutral on the statement as they did not agree nor disagree with the

statement. Those that disagreed with the issue were 2 out of 38.

4.2.10 Whether LMX is favorable when leaders are from Arab countries.

LMX in an organization could be favorable depending on the type of leaders that are
mandated to lead a certain group of employees. In this case, the researcher wanted to establish if
LMX was performing well in the presence of Arab leaders. The participants responded as

follows.
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LMX is favorable when leaders are from Arab countries?

Valid Cumulative
Frequency | Percent Percent Percent
Valid  strongly agree 7 18.4 18.9 18.9
Agree 7 18.4 18.9 37.8
Neutral 12 31.6 324 70.3
Disagree 9 23.7 24.3 94.6
Ztlrszgfg 2 5.3 5.4 100.0
Total 37 97.4 100.0
Missing System 1 2.6
Total 38 100.0

Table 10: Whether LMX is favorable when leaders are from Arab countries

Out of the 38 people that took part in the study it emerged that 7 out of 38 and another 7 out of
38 strongly agreed and agreed respectively that LMX was favorable when the leaders were from
Arab nations. Another 12 out 38 remained neutral on the question and they could not tell the
favorability of LMX depending on the origin of leaders. The analysis shows that 9 out of
38individuals disagreed on the issue that LMX was favorable when the leaders originated from
the Arab countries while 2 out 38 individuals represented by a 5.3% strongly disagreed on the

issue.

4.2.11 Respondents’ preference of leaders

The preference of leaders in an LMX is usually influenced by the manner in which the
two relate with each other. A leader that is close to his or her members tends to be preferred as
opposed to a leader that may be having boundaries with members. The researcher wanted to
investigate whether Arab leaders were preferred more compared to the western leaders. The

respondents answered the question as follows.
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| prefer working under Arab leaders than Western leaders?

Valid Cumulative
Frequency | Percent Percent Percent
Valid  strongly agree 7 18.4 18.9 18.9
Agree 6 15.8 16.2 35.1
neutral 14 36.8 37.8 73.0
disagree 4 10.5 10.8 83.8
Ztlrszgfg 6| 158 16.2 100.0
Total 37 97.4 100.0
Missing System 1 2.6
Total 38 100.0

Table 11: Respondents’ preference of leaders

The participants had a diverse view on the preference of Arab leaders than those from the west.

Those that strongly agree were 7 out 3 8 and represented an 18.9% 6 out of 38 agreed that Arab

leaders were the best working with and not western leaders. On the other hand, 14 out of 38

participants were neutral and thus this implies that they were flexible working with any leader

either from the Arab or the west. On the other hand, 4 out of 38 disagreed that Arab leaders were

preferred over western leaders. Finally, 6 out of 38 participants strongly disagreed that that Arab

leaders were most preferred.

4.2.12 The impact of LMX on the institution performance.

The researcher formulated the above question to establish the effectiveness of LMX in

performance in the school. The respondents answered the question as indicated in the table

below.
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LMX has impacted on student performance in my institution?

Valid Cumulative
Frequency | Percent Percent Percent

Valid nger;g'y 71 184 18.9 18.9
Agree 11 28.9 29.7 48.6
Neutral 14 36.8 37.8 86.5
Disagree 5 13.2 13.5 100.0
Total 37 97.4 100.0

Missing System 1 2.6

Total 38 100.0

Table 12: The impact of LMX on the institution performance

The analysis shows different views of the respondents on the question. A total of 7 out of 38
strongly agreed that the impact of LMX was significant in the organization and thus had a
positive outcome. On the other hand, the statistics show that 11 out of 38 individuals agreed that
the LMX influenced the performance in an institution in a positive way. However, those that
were neutral on whether LMX had an impact in institution performance were represented by a
figure of 14 out of 38 individuals. On the other side there were individuals that were not in
agreement with the question by the researcher. It emerged that 5 out of 38 participants disagreed

that the LMX had an influence on performance in the institution.

4.2.13 The adoption of LMX in an organization.

The question was formulated in order to taste the respondent’s views on the adoption of
LMX in the organization. The response could help the researcher to be able to establish whether
it is of essence implementing LMX in an institution. The participants provided the researcher

with the following response.
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The institution is fair better if LMX is adopted?

Valid Cumulative
Frequency | Percent Percent Percent

Valid nger;g'y 11| 289 20.7 20.7
Agree 7 18.4 18.9 48.6
Neutral 15 39.5 40.5 89.2
Disagree 4 10.5 10.8 100.0
Total 37 97.4 100.0

Missing System 1 2.6

Total 38 100.0

Table 13: The adoption of LMX in an organization

The response provided showed that 11 out of 38 participants that represent 28.9% strongly
agreed that there was a need to adopt LMX in the organization, 7 out of 38 just agreed that the
organization needs to adopt the LMX system. However, a majority that is represented by 15 out
of 38 were neutral on the matter of adoption of LMX, while 4 out of 38 that are represented by

10.5% felt that there was no need of implementing LMX in the institution.

4.2.14 Respondents’ thoughts on the quality of Arab leaders and how they influence

performance.
The question was set to establish the essence of quality in a leader in influencing school

performance in an institution. Quality of leaders is of importance in any organization and might
in one way or the other influence performance. The following are the thoughts of the respondents

in regard to the question.
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Quality of Arab leaders influences school improvement?

Valid Cumulative
Frequency| Percent Percent Percent
Valid  Strongly agree 11 28.9 29.7 29.7
Agree 12 31.6 324 62.2
Neutral 10 26.3 27.0 89.2
Disagree 3 7.9 8.1 97.3
Ztlrszgfx 1 2.6 2.7 100.0
Total 37 97.4 100.0
Missing System 1 2.6
Total 38 100.0

Table 14: Respondents’ thoughts on the quality of Arab leaders and how they influence
performance

Those that strongly agreed that quality of Arab leaders had an influence on performance were 11

out of 38 individuals and were off 28.9%, 12 out of 38 agreed that improvement in the institution

was influenced by the quality of Arab leaders, as 10 out of 38 individuals remained neutral on

the matter. On the other hand, 3 out of 38 individuals represented by 7.9% disagreed that the

improvement in performance was enhanced by the quality of Arab leaders. Finally, 1 out of 38

individuals strongly disagreed that the quality of Arab leaders had no impact on performance.

4.2.15 Respondents’ response to confidence with their leaders.

Confidence on leaders by the members is critical because it helps to build trust between

the two parties. The respondents reasoning on the question was as follows.
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Do I have confidence with my leader that s/he would defend and justify a

decision?
Valid Cumulative
Frequency | Percent Percent Percent
Valid  strongly agree 15 39.5 40.5 40.5
Agree 12 31.6 32.4 73.0
Neutral 5 13.2 135 86.5
Disagree 3 7.9 8.1 94.6
Ztlrszg?g 2 5.3 5.4 100.0
Total 37 97.4 100.0
Missing System 1 2.6
Total 38 100.0

Table 15: Respondents’ response to confidence with their leaders

The analysis shows that 15 out 38 individuals strongly agreed that they had they had confidence
with their leaders, 12 out of 28 agreed that they had confidence with their leaders as well. On the
other hand, 5 out 38 were neutral on the question of whether they had confidence with their
leader. Finally, 3 out of 38 disagreed as 2 out of 38 disagreed on the question that they had

confidence with their leaders.

4.3 Summary of Quantitative Data

The quality of the data collected is dependent on the population that is being engaged in a
particular study. An educated population implies that the participants have broad knowledge on
the topic that is being investigated (Matta, Scott, Koopman, and Conlon 2015). This implies that
dealing with a population that does not have a background of the topic under study could pose a
challenge to the researcher in establishing critical information. As the study links with the years
of experience of the respondents in their career, this is an important aspect that provides the

researcher with confidence that he or she is engaging the right population.
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Organizational performance could be influenced by the relationship developed between the
leaders and members in an organization. The development of a good relationship is usually
initiated by the interactions taking place between the two parties (Geaney 2017). Positive impact
by the leaders was beneficial to the workers and the company as well. However, positive impact
could only result from good leaders that the organization employs. Also, such leaders are defined
with their qualities and not their place of origin. (Norman, 2015). The adoption of LMX in the
institution is a guarantee that performance will be boosted and worker efficiency in the
institution. LMX integrates the organizational goals and ensures that workers are utilized in
achieving these goals (Geaney 2017). The quality of leaders creates an impact on performance
because they tend to transfer their skills to the subordinates (Norman, 2015). Confidence on
leaders implies that the leaders have the ability to lead and tackling the challenges that they are

likely to face.

4.4 Open-ended Questions

The question on whether the manner of interaction between the leaders and the teachers indicated
that most of the teachers stated that their interaction enhanced on their relationship. Most of the
respondents indicated that there existed a positive and mutual benefit. This was attributed to
close relationship that exists between the Arab leaders and members. Some of the respondents
indicated that they did interact well with their leaders all the way. Team work was among the
aspects that defined a good relationship as the respondents indicated that they were able to
interact and work together with their leaders in different activities. Leaders recognize workers
efforts in the organization and this is one way that motivates workers to strive to achieve the

organizational goals. However, a few noted that the relationship between their leaders was not
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fruitful and this made them to prefer staying away from their leaders. It can be generalized that

leaders build a good relationship with their members.

On the other hand, on the question regarding the type of management style that was being
utilized by the leaders, the respondents claimed that the management style was friendly. The
respondents were convinced that their leaders were supportive, efficient, understanding, and
brave in their positions. The members described their leaders to be among the best in
management because of the manner of governorship that they utilize. Other leaders were
described to be effective in their positions, brave in making decisions that impact on the
organization positively, and always motivating the members. On the other hand, some teachers
indicated that their leaders were strict and at times employed open door policies. Therefore,

leaders tend to be friendly with the members in terms of management.

Finally, the question of the preferred way of communication by the teachers to their leaders,
there were multiple responses provided by the participants. Emails and phones were the most
common way of communication across many participants. Also, some other methods that were
mentioned included’ face-to-face, through meetings, and phone calls. The form of
communication between the leaders and teachers was mainly dependent on the message that was
intended to be communicated. This implies that meetings with leaders were for official
conversations but teachers had the opportunity to use other means like phone calls and
WhatsApp to communicate on urgent issues. This indicates that LMX was flexible among the
teachers and the leaders as their interaction was positive and they could as well communicate

effectively with minimal challenges. In addition, management of the leaders is favorable.
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4.5: Summary of Qualitative Data

Interaction between leaders and members creates a positive output that is beneficial to the
organization. This implies that in order to expect positive results in any organization, it is
essential that leaders and workers are able to build a positive relationship. The leadership styles
may differ but the most important thing is to ensure that each leader employs an efficient style
that is beneficial to the employees as well. A leadership style in an organization affects the
manner in which employees communicate with their leaders. A leader that empowers and
motivates his or her employees tends to be close to employees compared to an autocratic leader
who makes decisions independently. This implies that leadership style influences workers to

build the organization together with their leaders.

4.6: Summary

From the data analysis, it emerged that LMX was improving performance in the organization.
Members were greatly benefiting from their leaders through the exchange. It emerged that
leaders impacted on both organization and worker performance. Also, skills were important in
determining the quality of leaders in the organization. In addition, members in an organization
interacted well with leaders whom they had developed a close relationship. This was already
reviewed in the literature section in chapter two. Therefore, the effect of LMX is positive in a

manner that benefits the stakeholders that are involved.
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Chapter 5: Summary, Conclusions, and Recommendations

5.1 Summary

The research investigation was intended to establish Arab teachers’ perspectives on Leader-
Member Exchange. The researcher utilized an experimental design to aid an understanding of
teachers’ perspectives on LMX. The investigation was undertaken among teachers in a private
institution in Dubai that were conversant with LMX. A total of 38 questionnaires were dully filled
and analyzed by the researcher for results. The study indicated that LMX was bringing in a positive
impact in the institution as the respondents agreed that school performance was improving with
the use of LMX. This implies that the role of LMX in an organization is significant and the
respondents indicated that the presence of quality leaders influenced members in a positive way.
Also, it was established that most of the respondents had gone through university and thus could
integrate well issues concerning LMX. The institutions were using LMX as a way of impacting on
their performance and improving teacher’s efficiency. The respondents remained divided on the
issue of quality of Arab teachers being better than Western teachers. In brief, the investigation
established that organization that was employing LMX were far much better compared to

organizations that were operating in a normal way.

The issue of quality of leaders was raised in the questionnaires and a majority of the respondents
had indicated that they agreed with the leadership style that was being employed by their leaders.
The leaders made decisions on behalf of the members and this indicates that the teachers had
confidence on their leaders. In addition, quality of leaders was an important aspect of a leader that
teachers seem to be much concerned about. First, members were comfortable working with leaders

from Arab region and thus this is an indication that they were content with the quality of their
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leaders and were less concerned with leaders from the western region. Also, the research was able
to provide an understanding of the essence of communication in an organizational context. This
implies that leaders and members need to be in touch always in order to ensure that their
relationship is able to increase their productivity and that of the institution as well. The researcher
was able to come up with a number of key findings, implication of the research and

recommendations, limitations, and areas that needs to be researched as presented below.

5.2 Key Findings

The researcher was able to come up with key findings from the research;

It emerged that leaders plays a significant role in the institutions and they were responsible for
improvement in performance. The researcher examined the population and from the analysis
teachers accepted that the presence of leaders in the institution had impacted greatly on
performance. The overall performance of the institution and that of individual students was on the

increase because of the efforts that were put in place by the leaders.

The study determined that effectives of leaders did not depend on place of origin but his or her
quality in terms of skills. This implies that the quality of Arab leaders was good and thus there was
no need of introducing Western leaders to the institution as teachers were comfortable working
with the current leaders from UAE region. However, the quality of leaders varied depending on

teachers’ perspectives on their skills and manner in which they relate.

The study established that LMX is associated with minimal cost and there was achievable in
institutions of learning. This is an important finding that the researcher was able to come across in

the research. Creating of leaders that govern the rest of workers in an institution is less costly
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because existing workers in the company that are qualified are accorded with the role of leading

others hence is less costly compared to other ways like hiring externally.

5.3 Implications and Recommendations

The study implies that education could be impacted through initiation of LMX program. The level
of performance in the institutions is wanting and in order to increase student performance, there is
need to consider implementation of LMX between the leaders and the teachers of various

institutions.

The study made the following recommendations;

Because of challenges in terms of performance that most institutions are facing, the study
recommended the embracing of LMX program in order to enhance on workers performance. Also,

LMX could influence the overall institution performance.

The study recommends that the efficiency of LMX could be attained through the use of leaders

from the Arab countries.

Another recommendation made by the study is that the government needs to strengthen the
education system by advising institution to implement LMX as a way of boosting their

performance.

5.4 Limitations

The study was limited to the perspectives that teachers had on leader member exchange in their
institutions. A study on the challenges will help improve this area of research as it will provide

expansive knowledge as well.
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5.5 Scope for Further Research

It is important to consider further research in order to ensure that LMX becomes more efficient

on the applicable areas. The following area is recommended for further research.

The research suggests that there is a need to consider studies on the challenges that are faced by
the LMX program. In essence, there are a number of challenges that LMX encounters in an

organizational context.

5.6 Conclusion
The study was able to establish that the use of LMX in the organization was greatly impacting

especially on performance. Leaders and members were enjoying a good relationship through the
initiative. The study further made a number of conclusions after analysis. First, the study
concluded that LMX had a great value on both teachers and leaders from Arab countries. The
LMX was aiding the two parties to build a good relationship that could help attain the interest of
the institution. The students were benefiting as the quality of teachers was being improved
through the LMX. The performance was on the increase thus, indicating that the value of LMX

in the school was significant.

Another conclusion that the study made is that Arab leaders created a positive LMX
exchange with the teachers that were working together. The leader’s presence provided the
teachers with guidance on how to go about various aspects in their career and dealing with some
of the challenging issues as well. In addition, the leaders created a positive exchange on the

teachers through improvement of their skills that were finally passed on the students who
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benefited at the end. Most of the respondents indicated that they were most comfortable working

under Arab leaders as opposed to the western leaders.

Also, the study concluded that LMX was favorable when leaders were from Arab
countries. The researcher was able to establish this because most of the respondents claimed that
Arab leaders were most effective and could bond well with teachers in the region. It was clear
that the interaction between the Arab leaders and teachers was close and much beneficial. In
addition, Arab leaders tend to understand the problems that the teachers go through and thus the

teachers were more comfortable when the leaders were from Arab countries.

Finally, the study concluded that the teachers preferred Arab leaders over Western school
leaders. Most of the respondents answered in favor of Arab leaders being the best working
compared to western leaders. This indicates that LMX is an effective program that needs to be

implemented across the institution as a way of enhancing on performance.

In my view, LMX is not only important but essential for organizations that are facing
governorship challenges. Employing the program will increase efficiency of workers and student

performance which will be a benefit to the institution as well.

5.7 Further Research

It is important to consider further research in order to ensure that LMX becomes more efficient on

the applicable areas. The following area is recommended for further research.
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The research suggests that there is a need to consider studies on the challenges that are faced by
the LMX program. In essence, there are a number of challenges that LMX encounters in an

organizational context.

59



REFERENCES

Abbas, N, and Bashir, S 2017, 'Self-Created Nightmares: Impact of LMX on Perception of
Politics with Mediating Role of Impostor Phenomenon and Moderating Role of Locus of
Control,' Journal of Managerial Sciences, 11, pp. 559-576.

Ali, M., Lodhi, S. A., Orangzab, Raza, B., & Ali, W. (2018). Examining the Impact of
Managerial Coaching on Employee Job Performance: Mediating Role of Work
Engagement, Leader-Member-Exchange Quality, Job Satisfaction, and Turnover
Intentions. Pakistan Journal of Commerce & Social Sciences, 12(1), 253-282.

Alvarez, O, Tomas, |, Estevan, |, Molina-Garcia, J, Queralt, A, and Castillo, | 2018, 'Assessing
teacher leadership in physical education: the Spanish version of the transformational
teaching questionnaire', Anales De Psicologia, 34, 2, p. 405.

Andersen, A, and Rieckmann, 2016, 'Using mi impute chained to fit ANCOVA models in
randomized trials with censored dependent and independent variables,' Stata Journal, 3,
p. 650.

Babic, S 2014, 'Ethical Leadership and Leader-Member Exchange (LMX) Theory', CRIS:
Bulletin of the Centre for Research and Interdisciplinary Study, Vol 2014, Iss1, Pp61-
71 (2014), 1, p. 61.

Bansal, A, and Srivastava, S 2018, 'Tools Used in Data Analysis: A Comparative
Study,'International Journal of Recent Research Aspects, 5, 1, pp. 15-18.

Berkovich, 1 2016, 'School Leaders and Transformational Leadership Theory: Time to Part
Ways?', Journal of Educational Administration, 54, 5, pp. 609-622.

Bienkowska, A, and Zgrzywa-Ziemak, 2014, 'Coexistence of controlling and other management

methods,' Operations Research & Decisions, 24, 2, pp. 5-33.

60



Chan Simon C., H, and Yeung, D 2016, 'The Impact of Leader-member Exchange (LMX) and
Empowerment on Employee Voice Behavior', Nang Yan Business Journal, Vol 4, Iss 1,
Pp 44-55 (2016), 1, p. 44.

Cheng, T., Huang, G., Lee, C., and Ren, X., 2012. ‘Longitudinal effects of job insecurity on
employee outcomes: The moderating role of emotional intelligence and the leader-
member exchange,” Asia Pacific Journal of Management, 29(3); 709-728.

Cropanzano, R., Dasborough, M. T., & Weiss, H. M. (2017). Affective events and the
development of leader-member exchange. Academy of Management Review, 42(2), 233-
258. d0i:10.5465/amr.2014.0384

David, E, March, S, and Jochen, G 2014, 'Getting Followers to Transcend Their Self-Interest for
the Benefit of Their Company: Testing a Core Assumption of Transformational
Leadership Theory,' Journal of Business and Psychology, 1, p. 131.

Dumitru, Z 2015, 'Methodological options in economic and management research," Cross-
Cultural Management Journal, Vol XVII, Iss 1, Pp 59-67 (2015), 1, p. 59.

Effelsberg, D, Solga, M, and Gurt, J 2014, 'Getting Followers to Transcend Their Self-Interest
for the Benefit of Their Company: Testing a Core Assumption of Transformational
Leadership Theory', Journal of Business & Psychology, 29, 1, pp. 131-143.

Ehiorobo, R. (2017). Implication of Adequate Motivation on Workers' Productivity in an
Organization: Amazing result... of staff motivational implication. S.l.. DORRANCE PUB
(6{0)

Elanain, HA 2014, 'Leader-member exchange and intent to turnover Testing a mediated-effects
model in a high turnover work environment', Management Research Review, 37, 2, p.

110, Complementary Index, EBSCOhost, viewed 20 August 2018.

61



Epitropaki, O, Kapoutsis, I, Ellen 111, B, Ferris, G, Drivas, K, and Ntotsi, A. (2016). Navigating
uneven terrain: The roles of political skill and LMX differentiation in prediction of work
relationship quality and work outcomes', Journal of Organizational Behavior, 37, 7, pp.
1078-1103.

Farah, C, Lanaj, K, and llies, R 2017, 'Resource-based contingencies of when team-member
exchange helps member performance in teams," Academy of Management Journal, 60, 3,
pp. 1117-1137.

Ferran-Ferrer, N, Guallar, J, Abadal, E, & Server, A 2017, 'Research methods and techniques in
Spanish library and information science journals (2012-2014)", Information Research, 22,
1,p. 1

Freemanagementbooks.com, n.d, ‘Hersey-Blanchard Situational Leadership Theory,” Retrieved
from http://www.free-management-ebooks.com/fagld/leadtheory-06.htm. Accessed on
August 18, 2018.

Geaney, M.M. (2017). Transition to AACSB 2013 Standards: A Dean's Perspective',
SAMAdvanced Management Journal (07497075), 82, 1, pp. 15-25.

Guglyuvatyy, E, and Stoianoff, N 2015, 'Applying the Delphi method as a research technique in
tax law and policy,' Australian Tax Forum, 1, p. 179.

Gukdo, B, Ye, D, Soojin, L, and Seungwan, K 2017, 'Leader Trust, Competence, LMX, and
Member Performance: A Moderated Mediation Framework,' Psychological Reports, 120,
6, pp. 1137-1159.

Gupta, M, and Bhal, K 2017, 'LMX &Leader Competence: Impact on Subordinates' Perceived

Cohesion," Indian Journal of Industrial Relations, 53, 2, pp. 277-289.

62



Gyanchandani, R 2017, 'The Effect of Transformational Leadership Style on Team Performance
in IT  Sector," IUP Journal of Soft Skills, 11, 3, pp. 29-44.

Harry, Y, and Iryani, |1 2016, 'Pengaruh distributive justice Sebagai Variabel Pemediasi
Hubungan leader-member exchange (LMX) dengan turnover intentions', Benefit Jurnal
Manajemen Dan Bisnis, Vol 11, Iss 2, Pp 38-55 (2016), 2, p. 38.

Howladar, M, Rahman, S, and Uddin, 2018, 'Deviant Workplace Behavior and Job Performance:
The Moderating Effect of Transformational Leadership,' Iranian Journal of Management
Studies, 11, 1, pp. 147-183.

Irma, E, Ana Jovici¢, V, Snjezana, G, and Aleksandra, T 2016, 'Cruisers on the Danube — the
impact of Imx theory on job satisfaction and employees' commitment to organization’,
Zbornik Radova: Geografski Institut "Jovan Cviji¢”, Vol 66, Iss 3 (2016), 3.

Jeong, M., and Oh, H., 2016, ‘Business-to-business social exchange relationship beyond trust
and commitment.’ International Journal of Hospitality Management, 65(2017);115-124

Juneja, P., n.d. ‘Transformational Leadership Theory,” Management study guide. Retrieved
from: https://managementstudyguide.com/transformational-leadership.htm. Accessed on
August 18, 2018.

Kauppila, O 2016, 'When and How Does LMX Differentiation Influence Followers' Work
Outcomes? The Interactive Roles of One's own LMX Status and Organizational Context',
Personnel Psychology, 69, 2, pp. 357-393.

Kauppila, O 2016, 'When and How Does LMX Differentiation Influence Followers' Work
Outcomes? The Interactive Roles of One's own LMX Status and Organizational Context',
Personnel Psychology, 69, 2, pp. 357-393, Business Source Complete, EBSCOhost,

viewed 13 August 2018.

63



Khan, S, and Ismail, W 2017, 'To evaluate the impact of  transformational leadership on
organizational learning,'CLEAR International Journal of Research in Commerce &
Management, 8, 9, pp. 1-6.

Kiling,H., & Firat, M. (2017). Opinions of Expert Academicians on Online Data Collection and
Voluntary Participation in Social Sciences Research. Educational Sciences: Theory &
Practice, 17, 1461-1486.

Kim, J., and Lee, S., 2011, ‘Effects of transformational and transactional leadership on
employees’ creative behavior: Mediating effects of work motivation and job satisfaction.
Asian Journal of technology Innovation, 19(2); 233-247

Kim, S, Han, S, Son, S, and Yun, S 2017, 'Exchange ideology in supervisor-subordinate dyads,
LMX, and knowledge sharing: A social exchange perspective’, Asia Pacific Journal of
Management, 34, 1, pp. 147-172.

Kim, S., Han, S., Son, S., & Yun, S. (2017). Exchange ideology in supervisor-subordinate dyads,
LMX, and knowledge sharing: A social exchange perspective. Asia Pacific Journal of
Management, 34(1), 147-172. doi:10.1007/s10490-016-9483-y

Ladan, S, Nordin, N, and Belal, H 2017, 'Influence of Transformational Leadership on
Knowledge Hiding: The Mediating role of Organizational Psychological
Ownership,'International Journal of Business & Management Science, 7, 2, pp. 261-277.

Loukas, C, and Reuer, J 2015, 'isolating trust outcomes from exchange relationships: Social
exchange and learning benefits of prior ties in alliances,” Academy of Management

Journal, 58, 6, pp. 1826-1847.

64



Management systems, 2018, ‘Business management theory: Likert’s management systems.’
Retrieved from: http://www.learnmanagement2.com/likert.htm Accessed on August 18,
2018.

Matta, F, Scott, B, Koopman, J, and Conlon, D 2015, 'Does seeing "eye to eye" affect work
engagement and organizational citizenship behavior? A role theory perspective on
LMX agreement’, Academy of Management Journal, 58, 6, pp. 1686-1708.

Megheirkouni, M 2017, 'Revisiting leader-member exchange theory: insights into stadia
management’, International Journal of Event & Festival Management, 8, 3, pp. 244-260.

Meier, D 2016, 'Situational Leadership Theory as a Foundation for a Blended Learning
Framework', Journal of Education and Practice, 7, 10, pp. 25-30.

Merve, T 2018, 'Impact of Lmx and Emotional Labor on Performance and
Commitment,'International Journal of Commerce and Finance, Vol 4, Iss 1, Pp 76-83
(2018), 1, p. 76.

Michael J., H, and Kerem Ozan, K 2013, 'Behind the Curve: Clarifying the Best Approach to
Calculating Predicted Probabilities and Marginal Effects from Limited Dependent
Variable Models," American Journal of Political Science, 1, p. 263.

Misi¢-Andri¢, M, and Markov, S 2012, 'Feminist critical discourse of leadership with emphasis
on transformational leadership theory," Socioloski Pregled, Vol 46, Iss 3, Pp 341-365
(2012), 3, p. 341.

Morganson, V, Major, D, and Latino, M 2017, 'A Multilevel Examination of the Relationship
Between Leader-Member Exchange and Work-Family Outcomes,' Journal Of Business &

Psychology, 32, 4, pp. 379-393.

65



Morton, W 2012, Everything You Need to Know About Transformational Leadership,
[Newmarket, Ont.]: BrainMass Inc.

Munshi, J, and Haque, S 2017, 'Leader-LMX and Follower-LMX Impact Similarly on Dyad
Exchange as Measured on LMX-7-scale’, International Journal on Leadership, 5, 1, pp.
1-11.

Naktiyok, A, and Kula, M 2018, 'Exploring the Effect of Leader-Member Exchange (LMX)
Level on Employees Psychological Contract Perceptions,’ International Journal of
Organizational Leadership, 7, 2, pp. 120-128.

Newman, A, Schwarz, G, Cooper, B, and Sendjaya, S 2017, 'How Servant Leadership Influences
Organizational Citizenship Behavior: The Roles of LMX, Empowerment, and Proactive
Personality', Journal of Business Ethics, 145, 1, pp. 49-62.

Norman, AL 2015, Consumer Optimization Problem Solving, New Jersey: World Scientific,
eBook Collection (EBSCOhost).

Paramova, P, and Blumberg, H 2017, 'Cross-Cultural Variation in Political Leadership Styles,'
Europe's Journal of Psychology, 13, 4, p. 749.

Pellegrini, E.K. (2015). Relational Leadership through the Lens of International LMX Research.
Journal of international management, 3(4); 251-379

Petersen, K., & Gencel, C. (2014). Worldviews, Research Methods, and their Relationship to
Validity in Empirical Software Engineering Research. Research methods and nature of
data in different worldviews, 4(3); 34-89

Pillay, S, and James, R 2015, 'Examining Intercultural Competency through Social Exchange
Theory," International Journal of Teaching and Learning in Higher Education, 27, 3, pp.

320-329.

66



Povee, K., & Roberts, L. D. (2015). Attitudes toward mixed methods research in psychology: the
best of both worlds? International Journal of Social Research Methodology, 18(1), 41-57.
doi:10.1080/13645579.2013.872399

Prochazka, J, Vaculik, M, and Smutny, P 2017, 'Transformational Leadership, Work Satisfaction
and Group Performance: Mediation Analysis," Proceedings of The European Conference
on Management, Leadership & Governance, pp. 386-392.

Raghuram, S, Gajendran, R, Liu, X, and Somaya, D 2017, 'Boundaryless LMX: Examining
LMX's Impact on External Career Outcomes and Alumni Goodwill," Personnel
Psychology, 70, 2, pp. 399-428.

Rivas-Quarneti, N, Magalhaes, L, and Gastaldo, D 2018, 'Body-map storytelling as a health
research methodology: blurred lines creating clear pictures,’ SSOAR — Social Science
Open Access Repository.

Roy, S, and Roy, S 2016, 'Environmental Factors and Job Satisfaction: A Study on College
Teachers of West Bengal," MANTHAN: Journal of Commerce and Management, 1, p. 41.

Schriesheim, C, and Neider, L 2014, Advances in Authentic and Ethical Leadership, Charlotte,
NC: Information Age Publishing.

Short, J 2014, Social Entrepreneurship and Research Methods, Bingley, U.K: Emerald Group
Publishing Limited, eBook Collection (EBSCOhost).

Stone, D, & Dulebohn, J 2016, Human Resource Management: Theory and Research on New
Employment Relationships, Charlotte, NC: Information Age Publishing, eBook

Collection (EBSCOhost), EBSCOhost, viewed 20 August 2018.

67



Sui, Y, Wang, H, Kirkman, B, and Li, N 2016, 'Understanding the Curvilinear Relationships
between LMX Differentiation and Team Coordination and Performance’, Personnel
Psychology, 69, 3, pp. 559-597.

Thirupathi, T. (2008). Tax planning. New Delhi, India: Global Research Publications.

Tyson, S 2006, Essentials of Human Resource Management, Oxford: Routledge.

Van der Merwe, L, and Verwey, 2016, Building the Corporate Leadership Community: Creating
a Common Purpose for And Shared Meaning of Organisational Leadership, Randburg:
KR Publishing.

Volkova, T, and Jakobsone, 1 2016, 'Design thinking as a business tool to ensure continuous
value generation," Intellectual Economics, 10, pp. 63-69.

Woulani, F, and Lindawati, T 2018, "The coworker's impression management, LMX and
interpersonal deviance: the moderating effect of a fellow employee's LMX', Journal of
Organizational Culture, Communications & Conflict, 22, 1, pp. 1-14.

Xuan, T 2017, 'Effects of leadership styles on hotel financial performance,' Tourism &
Hospitality Management, 23, 2, pp. 163-183.

Yammarino, F, and Danserau, F 2009, Multi-Level Issues in Organizational Behavior and
Leadership, Bingley: Emerald Group Publishing Limited.

Yaslioglu, M, and SelenayErden, N 2018, 'Transformational Leaders in Action: Theory HasBeen
There, But What About Practice? IUP Journal of Business Strategy, 15, 1, pp. 42-53.

Yin, N 2018, 'The influencing outcomes of job engagement: an interpretation from the social
exchange theory, International Journal of Productivity & Performance Management, 67,

5, pp. 873-889.

68



Yu, A, Matta, F, and Cornfield, B 2018, 'Is Leader-Member Exchange Differentiation Beneficial
or Detrimental for Group Effectiveness? A Meta-Analytic Investigation and Theoretical
Integration, Academy of Management Journal, 61, 3, pp. 1158-1188.

Zoogah, DB 2014, Advancing Research Methodology in The African Context: Techniques,

Methods, And Designs, Bingley, U.K.: Emerald Group Publishing Limited.

69



Appendices

A. Unfilled Questionnaire

Leader-Member Exchange Questionnaire

Thank you for participating in this research study on Leader-Member exchange conducted by
Mr. Wadih Boustany, a Master’s candidate from the British University in Dubai, College of
Education. By completing this survey, you will help us understand better the relationship

between leaders and teachers in an international school setting.

Completion of this survey involves no foreseeable risks. Participation is voluntary and you
may stop at any time without penalty. No one will see individual responses other than the
researcher. Any data will be reported only on a group basis. If you have any questions or

concerns, please contact: wadihboustany@hotmail.com,

The questionnaire is to describe the type of leader-member exchange created and perceived
by leaders and teachers from Arab countries. Please answer the questionnaire anonymously,

so do not write your name or position.
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Part One: Demographic Information

1. Please indicate your age
i.  Below 20 years [J ii. 21-30 years [ iii. 31- 40 years [J iv. Over 40 years [J
2. Please indicate your gender
i. Male O ii. Female (]
3. Indicate you highest level of education obtained?
i. Diploma O ii. Bachelor [0  iii. Master O iii. Doctorate [J
4. Indicate the number of years you have been working in your organization.

i 1-5 0O 1ii.6-10 O iii. More than 10 [

Part Two: Leader-Member Relationship

Kindly read each and every statement and select the most appropriate option that describes your answer.

Statement(s)

5 How well does your leader Not a bit | Alittle A fair Fair Very
understand your job problems and amount often often
need?

6 | Irrespective of the formal authority | None Small Moderate | High Very
your leader has harnessed into High

his/her position, what is the
probability that your leader will

utilize the power to help in solving

problems?

7 | How would you characterize your | Worse | Almost | Average Better Great
working relationship with your than Average than
leaders? Average Average

8 | Please indicate how your leader Notat | Alittle | Moderately | Mostly | Fully

recognizes your potential? all
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Part Three: Perspectives on the Arab leader

Strongly | Agree | Neutral | Disagree | Strongly

Statement(s) agree disagree

9 | Arab leaders create a positive LMX 1 2 3 4 5
between themselves and the teachers
working under them

10 | LMX is favorable when the leaders 1 2 3 4 5

are from Arab countries

11 | Teachers prefer working under Arab | 1 2 3 4 5

than Western school leaders

12 | Leader Member Exchange has 1 2 3 4 5

impacted on student performance in

your institution

13 | Institutions to adopt the Leader 1 2 3 4 5
Member Exchange program

14 | The quality of Arab leaders is best 1 2

15 | I have enough confidence in my 1 2

leader that s/he would defend and

justify a decision

16. Do you think the way you interacted with your leader improved your relationship with them? If so, in

what way? If not, why not?
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17. Can you please describe your leader’s management style? What did you like and dislike about his/her

management style?

18. What is your preferred way of communicating with your leader?

Thank you for participating
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B. Sample of Completed Questionnaire

Leader-Member Exchange Questionnaire

Thank you for participating in this research study on Leader-Member exchange conducted by
Mr. Wadih Boustany, a Master’s candidate from the British University in Dubai, College of
Education. By completing this survey, you will help us understand better the relationship

between leaders and teachers in an international school setting.

Completion of this survey involves no foreseeable risks. Participation is voluntary and you
may stop at any time without penalty. No one will see individual responses other than the
researcher. Any data will be reported only on a group basis. If you have any questions or

concerns, please contact: wadihboustany @hotmail.com.

The questionnaire is to describe the type of leader-member exchange created and perceived
by leaders and teachers from Arab countries. Please answer the questionnaire anonymously,

so do not write your name or position.

Definition: Leader-Member Exchange

The leader-member exchange (LMX) theory is a relationship-based approach to leadership
that focuses on the two-way relationship between leaders and followers. It suggests that
leaders develop an exchange with each of their subordinates, and that the quality of these
leader-member exchange relationships influences subordinates' responsibility, decisions,
and access to resources and performance. Relationships are based on trust and respect
and are often emotional relationships that extend beyond the scope of employment. Leader—
member exchange may promote positive employment experiences and augment

organizational effectiveness.
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Part One: Demographic Information

1. Please indicate your age

i.  Below 20 years (J ii. 21-30 years P& iii. 31- 40 years [J iv. Over 40 years [J
2. Please indicate your gender

i Male [0 ii. Female &
3. Indicate you highest level of education obtained?

i. Diploma [ ii. Bachelor ® iii. Master OJ iii. Doctorate [J

4. Indicate the number of years you have been working in your organization.

i 1-5 0O i.6-10 B iii. Morethan10 O

Part Two: Leader-Member Relationship

Kindly read each and every statement and select the most appropriate option that describes your answer.

Statement(s)

5 How well does your leader Nota bit | Alittle A fair Fair Very
understand your job problems and amount often often
need? 8

6 | Irrespective of the formal authority | None Small | Moderate | High Very
your leader has hamessed into High
his/her position, what is the
probability that your leader will (O,
utilize the power to help in solving
problems?

7 | How would you characterize your | Worse | Almost | Average Better Great
working relationship with your than Average than
leaders? Average Average | |

8 | Please indicate how your leader Notat | Alittle | Moderately | Mostly | Fully
recognizes your potential? all 1
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Part Three: Perspectives on the Arab leader

Strongly | Agree | Neutral | Disagree | Strongly
Statement(s) agree disagree

-
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9 | Arab leaders create a positive LMX
between themselves and the teachers —_—

working under them

10 | LMX is favorable when the leaders 1 2 3 - 5
are from Arab countries = il

11 | I prefer working under Arab 1 2 3 4 5
leadership rather than Western —
leadership

12 | Leader Member Exchange has 1 2 3 4 5

impacted student performance in my

institution /
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13 | Institutions fair better if LMX is
adopted ==

14 | The quality of Arab leaders is

suitable to influence school /,

improvement
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15 | I have enough confidence in my
leader that s/he would defend and /w

justify a decision

16. Do you think the way you interacted with your leader improved your relationship with them? If so, in

what way? If not, why not?
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17. Can you please describe your leader’s management style? What did you like and dislike about his/her

management style?
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(

18. What is your preferred way of communicating with your leader?

Thank you for participating
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C. Permission to Conduct Research

Nada Jawhari

Subject: FW: Permission to conduct research

From: Moussa Chahbaz <moussa.chahbaz@amsi.ae>
Sent: Wednesday, August 29, 2018 2:46 PM

To: wadih boustany

Subject: RE: Permission to conduct research

Dear Mr. Wadih
We are happy to support you in your study. Please consider this as an approval to conduct the survey.
Regards

Moussa Chahbaz | Principal

Tel: +971 4 3417788
. Fax: +071 4 3417878
o POBox 35001, Dubai, U.A.E.

Www.amsi.ae

Cransforming lres since 1979 u &3S @

From: wadih boustany [mailto:wadihboustany@hotmail.com]
Sent: Wednesday, August 29, 2018 9:07 AM

To: Moussa Chahbaz <moussa.chahbaz@amsi.ae>

Subject: Permission to conduct research

Dear Mr. Moussa,

I would like to request permission to conduct research for the purpose of obtaining my Master's degree in
Education. The nature of the research is to assess the Leader-Member exchange between leaders and
teachers in school, specifically relating to diverse nationalities and origins.

Your reply to this email will be considered as consent which | will include in my research paper as proof of
approval.

Kind regards.
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