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                      ABSTRACT 

[bookmark: _Toc389417622]This Survey reports the exploration and the perception to which  Transformational Leadership and it’s attributes are understood and/ applied in the English language Training Center/School in Beijing China. A quantitative survey method was used for this case study. 9 participants were selected to represent the organization as a whole including 3 top management leaders and 6 employees working in various departments. The data was collected at two of the main school branches that this organization has in Beijing,China. The survey questionnaire was extracted from a Multileadership Questionnaire(MLQ) to test the scores of the  attributes of Tranformational Leadership. Creswell’s quantitative design approach was used together with the Transformational Theory Model to guide this research. The data has been analyzed by using excel giving clear statistical figures and formation of clear images of data presented in tabular or graphical form. This survey revealed that the greater majority of  67% (6 out of 9)of the participnats both top management and it’s employees had no knowledge nor understanding of the term ‘Transformational leadership’ and it’s attributes. Only 33% (3 out of 9) had some kind of understanding of the term ‘Transformational leadership’ and it’s attributes. The survey revealed the statistical values of the attributes of Transformational leadership (Idealised Influence, Intellectual Stimulation,Idealized Consideration and Inspirational Motivation) found in this oraganization. The results revealed for both the top management and employees the degree to which each participant would rat leadership effectiveness as perceived by the School Principal , managers and also by followers. Two different questionnaire were made , (1) for top management and (2) for the employees to see if there is any significant variation in how the management view their leading style compared to how employees viewed top managements leadership style. Results showed from both groups of participants that there was moderate- good significant evidence of the attributes of Transformational leadership in this organization. This was represented by the colors amber (moderate) and green (good).Even though the term or theory model was not recognized in the organization under study , Transformational leadership was to a greater extend being practiced in this English language Training School.                        
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                   Chapter 1

1. Introduction

One of the most talked about topics when it comes to the running of a country, an organization, company or even an industry or institution happens to be ‘Leadership’. The world is in need to solve the problem of leadership. The quest to solve this problem has resulted in development of new ideas, theories and models that help eliminate the weaknesses in the current existing models of leadership. Previous researches have noted that over the years the understanding of the topic of ‘Leadership’ has led to new discoveries at each turn of its study. In a profit and gain driven world system, the need still remains for the kind of leaders that are able to bring positive change and be able to transform lives and impact organizations and communities at large. Past leadership theory models seemed to emphasis more focus on getting the followers in the best position to reach goals more productively and successfully but never really focusing on developing the follower in the process. This kind of leadership that leads by inspiring and developing others is found in the Transformational Leadership (T.L) theory model. ‘Transformational Leadership’ is defined by Businessdictionary.com as ‘a style of leadership in which the leader identifies the needed change, creates a vision to guide the change through inspiration, and executes the change with commitment of the members of the group, (McClymonds, 2014). This study is a research on how this element is or can be used especially in running an English Language Training Center in Beijing, China. 

The English language training (ELT) market in China has been estimated to grow by 18.75% over the period 2014 – 2019 (Globe Newswire 2015). The market in China for English language training mainly is represented by the private institutes comprising more than 50 000 English language schools, with 20 000 being registered players, (Globe Newswire, 2015). The battle has now intensified for this $2bn English teaching business in China. Smaller players in the market are now finding it harder and harder to thrive due to the intense competition of larger corporation’s in this business, ( Thorniley, 2010). How can a smaller player remain in business and achieve sustainable growth? As the venture grows and people are brought on board, an entrepreneur takes on the new role – that of a leader, (Robbins, 2012 p 522).This is when one would want to ensure a firm and effective leadership in order to stay competitive. Leadership is then an important function of entrepreneurs in this (ELT) market. In the context of this study, not only looking at leadership effective in its staff management but also one that inspires and nurtures creativity, hence both.




In the face of intense competition, creativity is a key to increase competitive advantage of an organization. Creativity is the generation of new and useful ideas concerning products, services, processes or procedures (Amabile, 1998 et al..,1996; Oldham and Cummings, 1996; Zhou,1988). Not only is creativity needed but of the strategies used by successful organizations, ‘Transformational Leadership’ is also among them. Transformational leadership has been in practice in almost all organizations because of its profitable result’s. The leader who is both motivated and creative would be in a better chance to impart the same drive onto staff and students as well. In the face of intense competition, effective leadership, that allows for creativity, nurtures growth and challenges the status quo are key to increasing the competitive advantage of an English language training organization.



 1.2 Transformational Leadership and its competitive advantage in business 
    
The theory of Transformational Leadership (T.L) as pointed out by previous researchers on this topic was first introduced by Burns (1798) and over the years developed by Bass (1985) as a leadership style that portrays characteristics such as charismatic behavior of the leader, alongside inspiring others and motivating followers to producing astonishing outcomes (Avolio et al.. 2009). Empirical studies reveal that leaders who are transformational run companies that are more effective secure the cooperation of their subordinates when needed and empower their people more often (Bierly et al , 2000).The behavior of these leaders lead to the creation of companies that are more profitable , securing higher market share ,providing a more pleasant work environment for their subordinates( Avolio et al,1999).


However despite its competitive advantage, it would also be best to have a clear overview of the overall theory model of Transformational Leadership. An analysis on T.L theories according to Leadership-Central.com, the following Advantages and Disadvantages of Transformational Leadership were highlighted : 






Advantages of Transformational Leadership:

· T.L. theories emphasizes cooperation, ethics, and community in addition to the higher human values.
· Long range goals are emphasized which leads to increasing survivability of a system.
· The T.L. theories are adoptive and can be tailored to support fulfillment of the most pressing of needs in people.
· T.L. theories focus more at the task and organizational integrity and this helps focus ones attention to more appropriately defining a task.
· If one has an educated population, T.L theories are more likely to work.
· T.L. theories can bring more harmony.



Disadvantages of Transformational Leadership:

· There can be over dependence upon the leader.
· People have different personalities and some may be more ambitious than others may with the latter feeling as if they being pushed beyond their capacities.
· Because T.L. theories focuses on working on teams most of the time, some individuals may work better as individuals than collective team environments.
·  Sometimes it’s really hard to tell if there’s cooperation or mere conformity where others just do things with the mentality of ‘ go along just to get along’.
· Even if everyone is motivated to do a task it does not assure a successful completion of that task.
· Members of the organization may even resent that their ability to act as individuals has been restricted.
· There is danger of presence of personality cults , where a leader is so revered that he/she is only the personality that drives activity.










1.3  Purpose

The purpose of this paper is to explore transformational leadership in the ELT market, it’s empowering norms in organizational productivity .In this case using case study example of an International training school, this study seeks to find how well Transformational Leadership is understood or even implemented. Again also how the founders and staff of this organization in China’s English training school market view this western leadership theory model. The study is based on drawing from reviewed literature and emerging trends in the leadership and mainly Transformational Leadership models with the intention of highlighting how they can be implemented in strategies of running a successful English training school. The key factors of success to be studied being transformational leadership theory model. The purpose of this study is to evaluate and access how essential the transformational leadership theory model is or can be used in organizational growth. Using critical analysis in this case study I will seek to find out to what degree does the English Language Training Center under study implement the idea of transformational leadership. What can be the positive and negative effects of transformational leadership on employee’s effectiveness? Lastly to gain some insight on whether organizational effectiveness can be improved through Transformational Leadership and lessons that can be learnt through this study and what outsiders can benefit.

 
The following is the main focus in this study:
· Leadership: Transformational Leadership in an English Language Training Center.


1.4  Statement of Problem

The crisis of leadership occurs in many organizations, and in this case the English Language Training organizations. The leadership crisis arises in ELT’s where leaders are having to work with and lead both Chinese and foreign employees all with different personalities. It is this need to enhance motivation, morale, and performance of employees that has resulted in this crisis. How then can leaders connect the employees sense of identity and self to the job and the collective identity of the organization being a role model in creating interest and challenging employees to take responsibility for their work? Transformational Leadership has come up as one of the answers to this leadership crisis in ELT’s in terms of human capital resource management and ensuring organizational growth and sustainability.



1.5  Significance of Paper

Studies of the world’s most successful organizations for decades, consultants and authors have analyzed the most successful organizations, and attempted to define what then separates the winners from the losers. Throughout History in a list of 125 famous transformational leaders emerged names such like Alexander the Great , Confucious , Jesus Christ , Mohammed , Napoleon ,Cleopatra , Henry Ford,  Benjamin Franklin , Walt Disney , Nelson Mandela , Richard Branson ,Bill and Melinda Gates to mention a few (compiled by (Johannsen, 2014) .One of the key success factors most have mentioned is, ‘Leading and developing people’. In todays organizational environment, people need direction and structure yet also at the same time freedom and encouragement to develop their skills and knowledge. One characteristic of great transformational leaders is to inspire people and not just snore and bore. Perhaps its because great transformational leaders know how to appeal to your why (Johannsen, 2014). To lead people effectively requires coupling good leadership (providing direction, organization, some rules and structure) with liberating forces (encouraging development, creativity and growth). If as a leader / manager one only moves in one direction or the other - would result in either an organization that is too rigid or chaotic. Effective leaders know how to not only manage but lead all individuals differently, except for some basic rules, according to what he or she needs, what motivates them to do their best. The concept may be complicated at times yet essential. 

Transformational Leadership comes up to be one of the most interesting topics over years and years, (Bass, 1990). The transformational leadership style in an organization sets the tone and pace at which an organization would move in as a whole. In China autocratic leadership style is the most popular leadership style and has been practiced widely but since opening of China to the world, ELT’s now require the kind of leadership that not only leads and manage its employees but also equips employees to do the job effectively and efficiently.
Transformational leadership is a committed form of leadership that forms between the leader and employees ensuring high motivation and job satisfaction. The leader works hand in hand with team members and raising one another to higher levels.







Using the case study of an English Language Training Center and  organization to support these ideas of transformational leadership. The research expectation is to provide useful research findings that will better help both existing and future English training school to understand and gain some useful and practical concepts of transformational leadership that can help improve their competitive advantage in this market. 



1.6 Research Objectives

1. To analyze the transformational leadership model and how it is /can be implemented for an organizations success in a highly competitive English language training market.
2. To determine the relationship between the perception of Transformational Leadership in the eyes of the organization leaders and also in the eyes of the employees under study. 



 Research Questions
1. What is Transformational Leadership?
2. To what extend is the perception of Transformational Leadership or any of its attributes (idealised influence, inspirational motivation,intellectual stimulation and individualized consideration) understood by both leaders and employees in an English language Training center ?







                   Hypothesis
H1a :  The perception of Transformational Leadership and it’s dimensions are recognized and understood in the English Language Training market in China ?
H1b :  The perception of Transformational Leadership and it’s dimensions are ‘NOT’ recognized and understood in the English Language Training market in China ?
H2a : There is  statistical significant evidence of the attributes of Transformational Leadership in the E.LT organisation under study. 
H2b :  There is no statistical significant evidence of the attributes of Transformational Leadership in the E.LT organisation under study. 


1.7 Limitations
· A significant limitation will be fact that interviewing a large enough sample size for the study will be impossible because of time and resource constraints.  
· A case study analysis would require more careful critical thinking and analysis to get at least close enough true value analysis, as there is no comparison amongst other competing organizations being made.
· There is a high chance that most of the respondents will not be fluent in English therefore I may need to translate my questions and methods of inquiry into Chinese whilst the study itself will be reported in English, and must ensure important information is not distorted. I would require the assistance of a third party to help translate the survey from English to mandarin in order to make our respondents understand clearly the questions and chose the options that better represents their views.
· Some respondents may not be comfortable divulging private information relating to their actual perceptions on organizational leadership. Especially in the context of China in some cases few or none would dare speak against a leader openly.  
· During the collection of data, some crucial data from staff might be difficult to obtain due to inside secrets and personal reasons. 


 1.8 Research Expectations
Recommendations will be based on study’s actual purpose and results. The researcher hopes to offer helpful information and suggestions to English training schools in China. Another expectation to understand more and judge the usefulness of whether or not to implement the transformational leadership theory model in conducting business in running a competitive English training school in the Chinese market. This is mainly to help existing schools in adjusting leadership and employee motivating efforts to better appeal to organizational success. Also, the information should help government in determining how to adjust policies to benefit both consumers and the economy at large via this market. Hopefully the study will also add to the vast amount of research on the subject and open new lines of inquiry for further studying on some aspects of the study other researchers may find worth investigating. 

1.9  Definition of terms 
ELT market – English Language Training market
Leadership – The process of social influence, which maximizes efforts of others towards achievement of a goal, (Forbes.com 2013).
Market – The set of all actual and potential buyers of a product or service, These buyers share a particular need or want that can be satisfied through exchange relationships.   (Principles of Marketing – A Global Perspective page 7)
Organization – 

1. A deliberate arrangement of people to accomplish some specific purpose (Robbins, 2012, p 7).

2. A social unit of people that is structured and managed to meet a need or to pursue collective goals. All organizations have a management structure that determines relationships between the different activities and the members, and subdivides and assigns roles, responsibilities, and authority to carry out different tasks. Organizations are open systems--they affect and are affected by their environment.( business dictionary.com)



Transformational Leadership – ‘According to a Wikipedia definition, transformational leadership “enhances the motivation, morale, and performance of followers through a variety of mechanisms. These include connecting the follower’s sense of identity and self to the project and the collective identity of the organization; being a role model for followers that inspires them and makes them interested; challenging followers to take greater ownership for their work, and understanding the strengths and weaknesses of followers, so the leader can align followers with tasks that enhance their performance”, McClymonds (2014).
Responsibility – A duty or obligation to satisfactorily perform or complete a task (assigned by someone, or created by ones own promise or circumstances) that one must fulfill or has to face a penalty or face consequences for failure.(Merrian Webster.com)

Perception – The act or faculty of perceiving, or apprehending by means of senses or of the mind; cognition; understanding (Dictionary.com)

Vision- An aspirational description of what an organization would like to achieve or accomplish in the midterm or tem future. It is intended to serve as a clear guide for choosing current and future courses of action. (Merrianwebster,com)



















               Chapter 2

2. Literature Review
Seen on all continents across the world, Transformational Leadership is practiced in many contexts. For example, entrepreneurs must function as transformational leaders to transform small business into large co-operation (Johannsen, 2014). You will find that amongst the top most booming and lucrative markets in China today - include the English Language Training (ELT) market. Recently the current standing of the worldwide learning market constituting all languages was worth US $58.2 billion as of 2011. (ICEP monitor,2012). China is amongst the top buying countries around the world that have instituted broad -reaching to increase English proficiency in its school systems, (ICEP monitor, 2012). With China’s opening to the world in 2001 by entry of China into the World Trade Organization, followed by its hosting of the 2008 Beijing Olympics - opened up many doors for a lot of markets. Among the top markets that rose, the English language training market began to receive more and more attention, (Lin, 2002). According to China daily in 2010 the demand for language training have specifically originated from the need to be translators and especially oversees study requirements. Entrepreneurs with sharp eyes have seen the profit potential this market has .The results of this has now been an increasing number of English language training centers springing up in different forms and sizes.
A Brief Background of the Organisation
This English language Training Organization however facing intense competition from large corporations like Disney one of the dominating brands in language teaching , has successfully been running in the market for over 9 years now. The training school was founded in 2008 by a Chinese English education expert .The school has been established with the goal of providing quality, professional education and training services. The Training Center has an outstanding faculty and management teams and offers a range of educational courses for children. These include English, mathematics, calligraphy, dance and a bilingual preschool. This English Language Training Center is currently located in Dongcheng District, in central Beijing and has opened 6 campuses in Beixinqiao , Dengshikou , Huangsi ,Chaoyangmen , Hepingli and Dengshengmen meeting the needs of over 20 000 students to date. It assists students from pre-school to university with all their complex English educational needs. Students can choose from large or small group classes as well as one –to-one tuition in any one of the six locations. New child development programs have since been organized and carried out in this organization through various camps, community outreach activities and parent to child training to date.



To understand the concept of Leadership and Transformational Leadership: 
2.1 Leadership
To understand leadership, one needs to understand the concept of leadership. Leadership has many definitions. (Weiskittel,1999) wrote, “Leadership is a complex and dynamic process” (¶ 1). She further stated that, “In many ways [leadership] still remains somewhat of a paradox” (The Essence of Leadership section, ¶ 1). Changes in the competitive arena as well as globalization resulted in the need for a different type of leader. Followers often think of leaders as authoritarian, democratic, direct, or participative, but Black and Porter as cited in Friedman & Langbert (2000) suggested that at a minimum, a leader should recommend to followers to ignore self-interest. Furthermore, a good leader should maintain high motivational standards and be able to empower the followers. 
The change in follower behavior such as the need for teamwork and collaboration requires this new leader to ensure followers’ job satisfaction, personal growth, and maturity. This new leader must also create an environment that lends itself to and fosters the “well being of others, the organization, and society” (Bass, 1999, p. 11). To become a transformational leader, a person needs to develop and possess skills that go beyond basic management and administrative capabilities such as directing, planning, and delegating. 

2.2 Transformational Leadership
Transformational leadership is different from other types of leadership because it extends beyond traits, behaviors, and characteristics. Transformational leadership is about inspiration, intellect, charisma, and individualized consideration. Scholars and researchers refer to this new leader as a change agent. Conger (1999) suggested that transformational leadership has become a normative theory in the leadership field. The transformational leader became the darling of this domain. Individuals in leadership positions practice transformational leadership in many settings, they place much emphasis on followers, and they empower subordinates. Scholars and researchers found an overlap between leader behavior and leader activities, and in many ways, the behavior and activities of the leader converge. 


Table2.1 Command approach paradigms between a Leader and Transformational Leader.
APPROACH TO ISSUES


 Figure 2.1 Source, (http://www.educational-business-articles.com/transformational-leadership/)
                          
[bookmark: _Toc389347621]2.3 Origins of the idea concept for Transfomational leadership

[bookmark: _Toc389344628][bookmark: _Toc389347622]The writer James Burns introduced the idea of tranformational leadership while studying presidents. Transformational leadership when there’s an engagement within a group or team which results in both leaders and followers raising each other to progressively higher levels, (Crocker, 2015). According to Crocker ,it is the strength shown in their vision and personality, that followers are inspired to change expectations ,perceptions and motivations. In the end the shifts in paradigms are done with the group (not to the group/team).






2.4 Characteristics of Transformational Leadership 
Burns (as cited in Bass, 1990) suggested that transformational leadership evolved around “four traits . . . (1) charisma, (2) inspiration, (3) intellectual stimulation, and (4) individualized consideration” (p. 218). In addition to these traits, numerous studies attempted to understand the characteristics and value system of a transformational leader. For example, Krishnan (2001) wrote, “Transformational leadership was positively related to self-confidence . . . pragmatism and nurturance” (Characteristics of Transformational Leaders section, ¶ 1). Furthermore, Krishman (2001) stated that transformational leaders were “high on purpose-in-life, personal efficacy, interpersonal control and social self-confidence” (Characteristics of Transformational Leader section, ¶ 1). 
A closer examination of the four traits suggested by Burns and listed above indicates that transformational leaders have much influence over their followers. They have a vision and are effective at expressing that vision to their followers. Leaders can provide their followers with a sense of meaning and challenge in their work. Furthermore, they can instill pride and gain the trust and respect of their subordinates. According to Walman and Yammarino (1999), in a study conducted by Kotter and Heskett, they found that charismatic leaders create a “strong organizational culture . . . managers and employees share a common set of values and behaviors” (p. 291). 
The transformational leader can create these effects across all layers of the organization. Furthermore, the leader provides inspirational motivation to his or her followers by communicating high expectations, using symbols to focus effort, and expressing purpose and meaning in a way that followers understand. According to Banerji and Krishnan (2000), “Inspirational leadership involves the arousal and heightening of motivation among followers” (Transformation Leadership section, ¶ 8). The transformational leader envisions a future state and develops a roadmap to assist the followers to achieve the goal. The transformational leader also promotes intelligence and rationality. He or she assists and coaches followers to solve problems by thinking critically and creatively. 
The leader arouses the followers’ awareness to think in unconventional ways and to set the past aside by stirring their imagination and by inspiring them to think about old problems in new ways. 





 2.5 Relationship/ Transformational Theory
[bookmark: Sec2.9]Relationship theories, also known as transformational theories, focus on the connections formed between leaders and followers. In these theories, leadership is the process by which a person engages with others and is able to “create a connection” that results in increased motivation and morality in both followers and leaders. Relationship theories are often compared to charismatic leadership theories in which leaders with certain qualities, such as confidence, extroversion, and clearly stated values, are seen as best able to motivate followers (Lamb, 2013). Relationship or transformational leaders motivate and inspire people by helping group members see the importance and higher good of the task. These leaders are focused on the performance of group members, but also on each person to fulfilling his or her potential. Leaders of this style often have high ethical and moral standards (Charry, 2012).

Friedman and Langbert (2000) provided examples of traits that may be useful for a leader to meet organizational challenges, including vision, charisma, courage, honesty, and integrity, to name a few. Scholars, practitioners, and researchers repeatedly mention these difficult-to-quantify but constant traits such as vision (Friedman & Langbert, 2000; Pagonis, 1992), courage (Goss, Pascale, & Athos, 1993; Martin, 1993), and wisdom. Bierly, Kessler, and Christensen (2000), Rowley (2006), and Schein (2004) suggested that there is an opportunity to develop a new and innovative transformational leadership model that builds on these traits. This new model should narrow the current gap in transformational leadership thinking vis-à-vis leadership traits and traits that are hard to quantify and measure. 








2.6 TRANSFORMATIONAL LEADERSHIP THEORY MODEL
The overall guiding model of this study will be the transformational leadership theory. Figure 2.2 Shows the representation of the model I will use in this study. The following attributes will be the main focus:
1.Idealised influence: Lead by example and set the expectations. They ‘walk the talk’ and makes followers admire them, (Crocker, 2010)
2.Intellectual Stimulation: Encourage learning and growth
3.Individualised Consideration: Coaching and empowering to success
4.Inspirational Motivation: Inspiring to go to new heights.


  Figure 2.2  










                 Chapter 3

 3. Methodology 

In this study the quantitative research method approach was used. This  included quantitative data collection. This approach involved the philosophical assumptions and use for exploring and understanding the meaning participants or group ascribe to the transformational leadership theory. After collecting and analyzing the data and processed the data , the statistical  Microsoft Excel, the descriptive statistics was used to present the findings. Participants except for school Principal, were randomly selected on different days of the week, different times of the day and at different points order to get more accurate non-biased results. 
After conducting the questionnaire surveys at two of the main school branches, the findings have been noted down in graphical or statistical form for better review and understanding. Brief backgrounds of participants and response were also be noted down. The rport attempted to simplify the responses of the participants by summarizing them in the findings, though not verbatim but ensuring the difference in wording does not distort the meaning of the exact response.


3.1 Research philosophy 
The focus based on conducting data setting and data analysis was to find how the participants define or view the complexity of Transformational Leadership theory model in their organization (Creswell, 2007).
The positivism worldview philosophy was used and based results on the natural behavior of the employer and employee group under this study, their properties and relations with regards to the transformational leadership in their organization. The data will be interpreted through reason and logic based on facts and numbers that will lead to a better interpretation for leaders of English training schools that will benefit from the results of this study.



3.2 Research Design  
The study was carried out primarily using interviews survey questions as the main methods of data collection. This enabled access to broader and deeper information through brief background open-ended, a scale response and non-leading questions. General body language and other signals will also assist in giving added meaning to the speech. The interviews were conducted at the convenience of participants on various centers of the school locations. A set of 25 questions were prepared for the founder and general managers and about 19 questions will be prepared for employees. Each questionnaire will last about 10 to 15 minutes. A few simple questions related to participant background information, first name, age and occupation are going to be used as icebreakers to set the mood for the main question in the interviews. Each participant is handed questionnaire during their free time and left by researcher to fill in answers without any pressure. Questions about questions needing clarification if any was done during survey collection from participant and assistance offered.

 3.3 Participants  
Participants were placed into two segments, 
1. The overall main interview of the founder of Maker International Education and general staff managers. (3)
2. The employees in the organization. (6)
This approach allowed for the analysis of both the leaders perspective and employees view as well. A total sample size of 9 participants was selected to take part in the study both foreign and local employees, teaching and non-teaching staff altogether. 
3.4 Setting 
Interviews were conducted at the convenience of the participant in the case of the managers at their chosen time and location. All other survey questionnaires for both foreign and local employees will be conducted at the school centers with the full consent of the participants. It was ensured that the participants were not pressured to answer in a certain way and that they have freedom to answer as they please by leaving them in their office desks to answer by themselves.

3.5 Reliability
In this study a questionnaire method approach of quantitative data was used and collected from the primary sources of data. This data was collected through administering questionnaire surveys, which were the main instrument for all data collection. 


The the questionnaires before being given to participants were tested to see if a test-run participant would understand the meaning of questions. A Chinese education expert of one University was randomly asked questions and validity of questions was accessed. Corrections were also made for questions that seemed vague and hard to understand.

Random sampling method in selecting employees for the questionnaires was done.

Choice of setting that may not provide a bias due to setting of environment. Subject errors such as day (mood) may have played a minor role in responses too, Shipman, 1988 (Limitation of Social Research). For employees they gave responses at times of their convenience.



3.6 Validity

· Through using a sequential approach to ‘Instrument Development’ researcher tried to obtain a theme and specific statements from participants. In this study use of scales to measure responses (5 point scale). Also creation of a survey instrument that is grounded in the view of participants.

· Explore Outliers through analysis of quantitative data which can yield outlier cases. Researcher had to follow up qualitative questions used for participant background information. With these outlier cases to provide insight about why they diverged from the quantitative sample. (Creswell, 2000 page 219).


· Use of external Validity: Generalization from other samples or similar case studies in this context, (Creswell, 2000 page 219). The Multi-leadership Questionnaire (MLQ) also known as the Transformational leadership questionnaire was used.


                   Chapter 4


4. Results & Findings


This section reports the findings of the quantitative survey. The report presents all key data collected of the 9 surveys collected. A sample size of the organizations management leaders (3) and employees (6), were collected at two of the main learning centers. A brief statistical & background analysis of the participant groups is given below. 


Table 4.1 Gender Distribution of Participants
	GENDER
	  COUNT
	TOTAL COUNT
	  %

	MALE
	    2
	 9
	 22%

	FEMALE
	    7
	 9
	 78%




Graph 4.1 Gender Distribution of Participants



Table 4.1 shows the gender distribution of the participants. Graph 4.1 shows the number of the male and female participants in tabular form. The results show that of the 9 quantitative surveys collected 2 out of 9 were male constituting 22% of the total. 7 out of 9 were female constituting 78% of the total selected population.

Table 4.2 Age Distribution of Participants

	     AGE
	    COUNT
	      %

	   20 – 24 Years
	      2 
	      22%

	   25 – 29 Years
	      3
	      33%

	   30 – 34 Years
	      1
	      11%

	   35 – 39 Years
	      -
	       -

	   40 and Above
	      3
	      33%






Graph 4.2 Age Distribution of Participants






Table 4.2 and Graph 4.2 shows the age distribution of the participants. Of the 5 age ranges, 2 participants (22%) were in [20 -24 years] range. 3 participants (33%) were in the [25 -29 years] range. 1 participant (11%) was in the [30-34 years] range. No participant was in the [35-39 years] range. 3 participants (33%) were in the [40 and Above years] range.






Table 4.3 Nationality Distribution & Familiarity with Transformational Leadership

	 

	     
 COUNT
	Familiarity with Transformational Leadership theory
	
 TOTAL YES %
	
 TOTAL NO %

	Chinese
	   6
	1 (YES) + 5 (NO) 
	 11%
	 56%

	Taiwanese
	   1
	    YES
	 11%
	 -

	British
	   1
	    NO
	  -
	 11%

	Russian

	   1
	    YES
	  11%
	 -

	Total
	   9
	 3 (YES) & 7 (NO)
	  33%
	 67%




Table 4.3 and graph 4.3 show the nationality distribution and participants familiarity with Transformational Leadership. Of the 9 surveys collected, 6 were Chinese nationals, 1 Taiwanese, 1 British and 1 Russian. 3 participants [Yes Response] were familiar with Transformational leadership theory: Chinese 11%, Taiwanese 11%, Russian 11% = 33% of the total participants group.
Of the total 9 participants 6 [No Response] were unfamiliar with Transformational Leadership theory: Chinese 56%, British 11% = 67%.
Graph 4.3 Familiarity with Transformational Leadership



4.1 PARTICIPANT GROUP A RESULTS

Organizations top Management

Participant 1:School Principal (Chinese Founder)


Table 4.4 Background & leadership view of Founder

	Gender
	Female

	Age
	43

	Job Title
	School Principal

	Years in Management:
	10 years

	Views of Leadership:
	Role model, facilitator, inspirer

	Organizations Vision & Goals Communication Channels used:
	Meetings, trainings, demonstrating desired methods and strategies

	How they lead by example:
	Push or force people to do things. I Feel awkward when I always lead by example. I usually don’t set teams expectations.

	How they encourage learning and growth
	Design new courses and develop new projects

	How they inspire employees:
	Give positive feedback and rewards.

	Are you familiar with Transformational Leadership style:
	 YES














Participant 2: Supervisor of all Foreign Affairs in the organization, (Taiwanese).

Manages and supervises foreign teachers and any activity that has to deal with foreign staff. 
Table 4.5 Background & leadership view of Foreign Affairs Supervisor

	Gender
	Female

	Age
	40

	Job Title
	Supervisor of Foreign Affairs 

	Years in Management:
	10 years

	Views of Leadership:
	Trustworthy, responsible, having professional knowledge of management skills, good sense of time management.

	Organizations Vision & Goals Communication Channels used:
	Vision is communicated through contestant communication, meetings, and trainings.

	How they lead by example:
	Constant meeting and training/sharing, correct mistakes as soon as possible.

	How they encourage learning and growth
	Trainings & sharing of every employees teaching experience. Plus casual chit- chat on hanging outside of work.

	How they inspire employees:
	Monetary aspect and promotion on the job as well as considering one’s own future plans.

	Are you familiar with Transformational Leadership style:
	 NO







Participant 3: Center manager (Chinese)

The schools center manager. In charge of the Educational management of all centers the school is running. Has been working at this organization for 6 years.

Table 4.6 Background & leadership view of Overall Manager for all school centers

	Gender
	Female

	Age
	31

	Job Title
	School’s Center Manager

	Years in Management:
	5

	Views of Leadership:
	Able to maintain efficiency and ensures appropriate action is taken when any form of staff violation occurs.

	Organizations Vision & Goals Communication Channels used:
	Important information and all updates are communicated via e-mail.

	How they lead by example:
	First manage myself, self -control, know schools policies and expectations. Co-operate well with others.

	How they encourage learning and growth
	Offer trainings for staff and teaching skills.

	How they inspire employees:
	None.

	Are you familiar with Transformational Leadership style:
	 NO










A set of questioned was designed for the top management participants.  Four measurement factors are measured in the Multifactor Leadership Questionnaire. The four factors are as follows:
Factor 1  - Idealized Influence 
Factor 2  - Intellectual Stimulation
Factor 3  - Individualized Consideration
Factor 4  - Inspirational Motivation
(MLQ) Leadership score will be displayed below, showing number of responses, overall score and the mean value.
Table 4.7.1 FACTOR 1: Idealized Influence (Questions 5, 7, 8,14 and 15)

	Lead by example and set expectations.
	              ( - )  2 < 3 ( + )
	

	
	OVERALL SCORE
	   1
	  2
	 3
	  4
	  5
	MEAN VALUE

	Q5.I have an ever-expanding network of people who trust and rely on me
	
  10/15
	  
  -
	
 1/3
	 
1/3
	 
   -
	
 1/3
	 
  3.3

	Q7.I use simple words, images, symbols to convey to others what we should be doing
	  
  11/15
	 
  -
	
  -
	  
 1/3
	
 2/3
	
  -
	
  3.6

	Q8.I manage/supervise others by setting standards we that we all agree with.
	 
  10/15
	
   -
	 
  -
	  
 2/3
	  
 1/3
	
 -
	 
  3.3

	Q14.I ensure poor performance is corrected.
	  
   14/15
	 
   -
	 
  -
	
	
 1/3
	 
  2/3
	 
   4.6

	Q15. I monitor all projects that I am in charge of to ensure the team meets its goals.
	 
   13/15
	  
   -
	 
   -
	
 1/3
	
  -
	
 2/5
	
   4.3





SCORE CODES:
4.0 -5.0
3.0 -3.9
0-2.9

     3.82 SCORE

          Not Good    Moderate       Good

OVERALL SCORE

TOTAL SCORE
Q.: 5.0 (question weight) * 3 (Total Responses) = 15



      NB:   The scale range (-) 2 < 3 (+) 
· FROM 2 & LESS THAN 2 = NEGATIVE VALUE (-)
· FROM 3 & ABOVE 3     = POSITIVE VALUE (+)


Question 5 has a mean value of 3.3 and a median value of 3.
Question 7 has a mean value of 3.6 and a median value of 4.
Question 8 has a mean value of 3.3 and a median value of 3.
Question 14 has a mean value of 4.6 and a median value of 5.
Question 15 has a mean value of 4.3 and a median value of 5.

Idealized Influence overall score of the 3 leader participants shows an overall mean value of 3.82.The median value of 3.6. The results show that average mean value is greater than 3 and hence positive. The resemblance of Idealized Influence shows a positive value and is evident in this organization. 

































Table 4.7.2 FACTOR 2: Intellectual Stimulation (Questions 1, 6, and 11)



	Encourage learning and growth.
	             ( - )  2 < 3 ( + )
	

	
	OVERALL SCORE
	
 1
	
 2
	
 3
	
 4
	
 5
	MEAN VALUE

	Q1.I help others with their self-development
	
  14/15
	
	
	
	
 1/3
	
 2/3
	
 4.6

	Q6.I provide challenges for my team members to help them grow.
	
  10/15
	
	
	
 2/3
	
 1/3
	
	
 3.3

	Q11. People listen to my ideas and concerns not out of fear but because of my skills, knowledge and personality.
	
  
  13/15
	
	
	
	 
         2/3
	 

 1/3
	

  4.3



SCORE CODES:
4.0 -5.0
3.0 -3.9
0-2.9

      4.1 SCORE

OVERALL SCORE

TOTAL SCORE
Q.: 5 (question weight) * 3 (Total Responses) = 15

Question 1 has a mean value of 4.6 and a median value of 5.
Question 6 has a mean value of 3.3 and a median value of 3.
Question 11 has a mean value of 4.3 and a median value of 4.

Intellectual Stimulation overall score of the 3 leader participants shows an overall mean value of 4.1.The median value of 3.3. The results show that average mean value is greater than 3 and hence a very good positive of 4.1. The resemblance of Intellectual Stimulation shows a positive value and is evident in this organization. 




Table 4.7.3 FACTOR 3: Individualized Consideration (Questions 3, 4, 10, and 12)

	
	               ( - )  2 < 3 ( + )

	
	OVERALL
SCORE
	
 1
	
  2
	
  3
	
  4
	
  5
	MEAN VALUE

	Q3.I ensure others get recognition and/or rewards when they achieve complex goals.
	

  11/15
	
 
  
	
	
  
  1/3
	

  2/3
	
	

  3.6

	Q4.I let others work in a manner that they want.
	  
  12/15
	
	
	
  1/3
	
  1/3
	
  1/3
	
  4.0

	Q10.I provide coaching and feedback so team mates know how they are doing
	

   13/15
	
	
	
	
  
  2/3
	

  1/3
	

  4.3

	Q12. I provide an empathetic ear when others need help.
	
   14/15
	
	
	
	
  1/3
	 
  2/3
	
  4.6




SCORE CODES:
4.0 -5.0
3.0 -3.9
0-2.9

       4.1 SCORE

OVERALL SCORE

TOTAL SCORE
Q.: 5 (question weight) * 3 (Total Responses) = 15

Question 3 has a mean value of 3.6 and a median value of 4.
Question 4 has a mean value of 4.0 and a median value of 4.
Question 10 has a mean value of 4.3 and a median value of 4.
Question 12 has a mean value of 4.6 and a median value of 5.

Idealized Consideration overall score of the 3 leader participants shows an overall mean value of 4.1.The median value of 4.1. The results show that average mean value is greater than 3 and hence a very good positive of 4.1. The resemblance of Idealized Consideration shows a positive value and is evident in this organization amongst the employees. 


Table 4.7.4. FACTOR 4: Inspirational Motivation (Questions 2, 9 and 13)


	
	                     ( - )  2 < 3 ( + )

	
	OVERALL
SCORE
	 
  1
	
  2
	
  3
	
  4
	
  5
	MEAN VALUE

	Q2.I help others understand my visions through the use of tools such as images, stories and models.
	

  11/15
	
	
	

  2/3
	
	

  1/3
	

 3.6

	Q9.I rarely give direction or guidance if I sense they achieve their goal
	
  10/15
	
	
	
  2/3
	
 1/3
	
	
 3.3

	Q13.I help others with new ways of looking at complex ideas or concepts.
	

  12/15
	
	
	
 
  1/3
	

 1/3
	

 1/3
	

  4.0



SCORE CODES:
4.0 -5.0
3.0 -3.9
0-2.9

       3.6 SCORE

OVERALL SCORE

TOTAL SCORE
Q.: 5 (question weight) * 3 (Total Responses) = 15

Question 2 has a mean value of 3.6 and a median value of 3.
Question 9 has a mean value of 3.3 and a median value of 3. 
Question 13 has a mean value of 4.0 and a median value of 4.

Inspirational Motivation overall score of the 3 leader participants shows an overall mean value of 3.6.The median value of 3.6. The results show that average mean value is greater than 3 and hence a moderate positive of 3.6. The resemblance of Inspirational Motivation shows a moderate positive value and is evident in this organization. 





 The overall top management scores were as follows:




SCORE CODES:
4.0 -5.0
3.0 -3.9
0-2.9

     MEAN VALUE SCORE

          Not Good    Moderate       Good



The overall top management scores were as follows:

Factor 1  - Idealized Influence = mean value of 3.82. Median value of 4.

Factor 2  - Intellectual Stimulation = mean value of 4.1.Median value of 4..

Factor 3  - Individualized Consideration = mean value of 4.1.Median value of 4.

Factor 4  - Inspirational Motivation = mean value of 3.6.Median value of 3.























4.2 PARTICIPANT GROUP B RESULTS


Organizations Employees


Participants of group B totaled 6. Females (4) and Males (2) .All are in various departments, security, admission consultants, teachers both local Chinese 
and foreign teachers.


Table 4.8.1 Background of employee participants Group A

		
	Participant 4
	Participant 5
	Participant 6

	Nationality
	Chinese
	Chinese
	Chinese

	Gender
	Female
	Male
	Female

	How old are you?
	24 years
	22 years
	28 years

	How many years have you been in this Organization?
	6 months
	2 years
	2 years

	What is your job title?
	Admissions Consultant
	Admissions Consultant
	 Chinese Teacher

	Are you familiar with Transformational Leadership style?
	NO
	NO
	NO



	
	Participant 7
	Participant 8
	Participant 9

	Nationality
	British
	Russian
	Chinese

	Gender
	Female
	Female
	Male

	How old are you?
	27 years
	25 years
	48 years

	How many years have you been in this Organization?
	9 months
	1 year 6 months
	1 year

	What is your job title?
	 Foreign Teacher
	Foreign Teacher
	Security

	Are you familiar with Transformational Leadership style?
	YES
	NO
	YES


Table 4.8.2 Background of employee participants Group B  









 A set of questioned was also designed for the employee participants.  Four measurement factors are measured in the Multifactor Leadership Questionnaire. The four factors are as follows:
Factor 1  - Idealized Influence 
Factor 2  - Intellectual Stimulation
Factor 3  - Individualized Consideration
Factor 4  - Inspirational Motivation
(MLQ) Leadership score will be displayed below, showing number of responses, overall score and the mean value.


Table 4.9.1 FACTOR 1: Idealized Influence (Questions 1, 7, 8 and 10).                                      


	
	  ( - )  2 < 3 ( + )
	

	
	OVERALL SCORE
	1
	2
	3
	4
	5
	MEAN VALUE

	Q1.Leader is a role model
	24/30
	 -
	 -
	2/6
	2/6
	2/6
	   4.0

	Q7.Center Manager is effective
	26/30
	 -
	 -
	1/6
	2/6
	3/6
	   4.3

	Q8.Department Manager is effective
	26/30
	 -
	 -
	1/6
	1/6
	4/6
	   4.3

	Q10.Understanding of organization procedures, policies and responsibilities
	
27/30
	
-
	
1/6
	
-
	
-
	
5/6
	
   4.5






SCORE CODES:
4.0 -5.0
3.0 -3.9
0-2.9

          4.3 SCORE

OVERALL SCORE

TOTAL SCORE
Q.: 5 (question weight) * 6 (Total Responses) = 30


Question 1 has a mean value of 4.0 and a median value of 4.
Question 7 has a mean value of 4.3 and a median value of 4.5.
Question 8 has a mean value of 4.3 and a median value of 5.
Question 10 has a mean value of 4.5 and a median value 5.



An overall view of the Factor 1 section shows a positive result.
Idealized Influence overall score of the 6 employee participants shows an overall mean value of 4.3.The median value of 4.75. The results show that average mean value is greater than 3 and hence a very good positive of 4.1. The resemblance of Idealized Influence shows a positive value and is evident in this organization. 
































Table 4.9.2 FACTOR 2: Intellectual Stimulation, (Questions 3, 16).

	Encourage learning and growth
	      ( - ) 2 < 3 ( +)
	

	
	Overall Score
	
 1
	
 2
	
 3
	
 4
	
 5
	MEAN VALUE

	Q3.Organisation offers training & encourage personal growth
	
21/30
	
 -
	
1/6
	
1/6
	
4/6
	 
  -
	
 3.5

	Q16. Does manager make work interesting for you
	
24/30
	
 -
	
1/6
	
 -
	
3/6
	
2/6
	
 4.0




SCORE CODES:
4.0 -5.0
3.0 -3.9
0-2.9

          3.8 SCORE

OVERALL SCORE

TOTAL SCORE
Q.: 5 (question weight) * 6 (Total Responses) = 30

Question 3 has a mean value of 3.5 and a median value of 4.
Question 16 has a mean value of 4.0 and a median value of 4.

An overall view of the Factor 2 section shows a positive result.
Intellectual Stimulation overall score of the 6 employee participants shows an overall mean value of 3.8.The median value of 4. The results show that average mean value is greater than 3 and hence a moderate positive of 3.8. The resemblance of Intellectual Stimulation shows a positive value and is evident in this organization. 








Table 4.9.3 FACTOR 3: Individualized Consideration, (Questions 4, 6, 9, 11, 12, 15).
	Coaching and empowering to success
	                  ( - )  2 < 3 ( + )
	

	
	Overall
Score
	
 1
	
 2
	  
 3
	
 4
	
 5
	MEAN VALUE

	Q4.Feeling towards employee – review system
	
19/30
	
 -
	
 2/6
	
 2/6
	
 1/6
	
 1/6
	
 3.1

	Q6. Feeling about job responsibilities
	
19/30
	 
 -
	 1/6
	 3/6
	2/6
	 
 -
	
 3.1

	Q9. Understanding of training and orientation when starting job
	
      22/30
	
 1/6
	
 1/6
	
 -
	
 3/6
	
 1/6
	
 3.7

	Q11.Close commitment to projects success
	
29/30
	  
 -
	
 -
	
 -
	
 1/6
	
5/6
	
 4.8

	Q12. Ever been assigned leadership role / taking responsibility in any project
	

18/30
	
 
 -
	
 
 2/6
	

 2/6
	

 2/6
	

 -
	

 3.0

	Q15. Are your strengths and weaknesses recognized and allocated project tasks suited to your ability.
	

 24/30
	
 
 -
	

 1/6
	

 1/6
	

 1/6
	

 3/6
	

 4.0






SCORE CODES:
4.0 -5.0
3.0 -3.9
0-2.9

         3.6 SCORE

OVERALL SCORE

TOTAL SCORE
Q.: 5 (question weight) * 6 (Total Responses) = 30

Question 4 has a mean value of 3.1 and a median value of 3.
Question 6 has a mean value of 3.1 and a median value of 3.
Question 9 has a mean value of 3.7 and a median value of 4.
Question 11 has a mean value of 4.8 and a median value of 5.
Question 12 has a mean value of 3.0 and a median value of 3.
Question 15 has a mean value of 4.0 and a median value of 4.5



An overall view of the Factor 3 section shows a positive result.
Individualized Consideration overall score of the 6 employee participants shows an overall mean value of 3.6.The median value of 3.75. The results show that average mean value is greater than 3 and hence a moderate positive 3.6. The resemblance of Idealized Consideration shows a positive value and is evident in this organization. 



















Table 4.9.4 FACTOR 4: Inspirational Motivation, (Questions 2, 5, 13, 14).
	Inspiring to go to new heights
	
	          ( - )  2 < 3 ( + )

	
	
	OVERALL
SCORE
	 1
	 2
	 3
	 4
	 5
	Mean value

	Q2.
	Extend manager inspires & motivates you to do a better job
	
26/30
	
  -
	
 -
	
 -
	
 4/6
	
 2/5
	 
 4.3

	Q5.
	Overall morale in your department
	
23/30
	
  -
	 
 1/6
	
 1/3
	
 2/6
	
 2/6
	
 3.8

	Q13
	Does current role challenge you to take greater ownership of your work.
	
18/30
	
  1/6
	
  -
	
 3/6
	
 2/6
	
  -
	
 3.0

	Q14.
	Organization encourages you to express your productive creativity.
	
24/30
	
  -
	
 1/6
	
 -
	
 3/6
	
 2/6
	
  4.0



SCORE CODES:
4.0 -5.0
3.0 -3.9
0-2.9

          3.8 SCORE

OVERALL SCORE

TOTAL SCORE
Q.: 5 (question weight) * 6 (Total Responses) = 30

Question 2 has a mean value of 4.3 and a median value of 4.
Question 5 has a mean value of 3.8 and a median value of 4.
Question 13 has a mean value of 3.0 and a median value of 3.
Question 14 has a mean value of 4.0 and a median value of 4.

An overall view of the Factor 3 section shows a positive result.
Individualized Consideration overall score of the 6 employee participants shows an overall mean value of 3.8.The median value of 4. The results show that average mean value is greater than 3 and hence moderate positive of 3.8. The resemblance of Individualized Consideration shows a positive value and is evident in this organization. 

The overall employee scores were as follows:

  SCORE CODES:
4.0 -5.0
3.0 -3.9
0-2.9

     MEAN VALUE SCORE

          Not Good    Moderate       Good

 NB:   The scale range (-) 2 < 3 (+) 
· FROM 2 & LESS THAN 2 = NEGATIVE VALUE (-)
· FROM 3 & ABOVE 3     = POSITIVE VALUE (+)

Factor 1  - Idealized Influence = mean value of 4.3. Median value of 4.75. 

Factor 2  - Intellectual Stimulation = mean value of 3.8.Median value of 4.

Factor 3  - Individualized Consideration = mean value of 3.6.Median value of 3.75.

Factor 4  - Inspirational Motivation = mean value of 3.8.Median value of 4.

Table 4.9.5 Comparison of Top Management & Employee Mean Value Overall Scores

	MEAN VALUE
	                    (-) 2 < 3 (+)
	

	
	FACTOR1
	FACTOR2
	FACTOR3 
	FACTOR4
	

	TOP MANAGEMENT
	 3.82
	 4.1
	 4.1
	 3.6
	

	
EMPLOYEE
	 4.3
	 3.8
	 3.6
	 3.8
	

	MEAN VALUE
	 4.06
	 3.95
	  3.85
	  3.7
	








                  Chapter 5


5. Discussion & Conclusion


In this study, prior to carrying out the research, four main hypothesis s were made. The first hypothesis (H1a) predicted that transformational leadership or any of its attributes are recognized and understood. The second hypotheses H1b) predicted that transformational leadership or any of its attributes are ‘Not’ recognized and understood by both the top management leaders and employees in an English language Training Center. The third hypothesis (H2a) predicts that there is significant statistical evidence of the attributes of Transformational leadership in the E.L.T organization under study. The fourth hypothesis (H2b) predicts that there is ‘No’ significant statistical evidence of the attributes of Transformational leadership in the E.L.T organization under study.

Out of all nine participants, the greater proportion of 67% (6 out of 9) responded that they did not recognize nor understand the theory of transformational leadership. From the information obtained and provided by all 9 participants in this case study, the results show that the second hypothesis (H1b) is to a greater extend true.   


The second portion of the research, revealed out of the three top management and six employees ‘ALL’ provided information showing that to a greater extend there is significant statistical evidence of the attributes of Transformational leadership in the E.L.T organization under study. This proves hypothesis three (H2a) to be true. 


An interesting observation in this organization was that although the greater majority seemed not to recognize nor understand ‘What is Transformational leadership?. However further research information obtained shows that of the nine randomly selected participants meant to represent the whole organization, attributes of Transformational leadership although not understood is to a greater extend evident in this organization. 



Transformational leadership despite originating in Western culture and dominating in Western business environment has had impact in its practice in China contributing to harmony in business. Western leadership practice of Transformational leadership is based on strong relationships between the leaders and followers. In the Chinese society, considering Confucianism, there is a clearly defined distance in this relationship (.Lau ,2012). However the power distance relationship in China is becoming smaller ( Littrel, 2002) making room for the growth of the practice of Transformational leadership.



5.1 Recommendation for Practitioners


The outset of this study provides a useful measurement instrument, the Transformational leadership. This instrument can be used to examine the variety of leadership/management studies and help further improve the work environment in the English language Training (E.LT.) market in China.

This study tested the attributes that make up transformational leadership in an English language Training school. The English language Training Centers to a certain extend depend upon the harmonious relationships within the organization .If the foundation of the system in such organizations which in turn helps to improve competiveness and sustain growth.

Future research can also be done based on this study on how to build an effective and efficient team using Transformational leadership in China. Also how The Transformational Ledaership theory can be improved to give more meaningful data in the context of its application in Chinese organizations.  
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                                                                        APPENDIX A
                                          Interview Questions   
Participant A : Organizations Leadership

· How old are you ?

· What is your job title ?

· How many years have you been in this organization ?

· How many years have you held  the managerial/leadership role?  

· Please describe your personal views on the issue of leadership?  

· Are you familiar with or have you ever heard the term or style of leadership called ‘Transformational Leadership’? [Yes / No]

· In what ways are your organizations vision and goals communicated to followers? (How do employees know the guiding principles expected outcome of job tasks).

· As a leader how do you lead by example and set teams expectations?

· In what ways do you encourage learning and growth in your organization? How do you inspire your employees to go to new heights (Inspirational Motivation)?


Multifactor Leadership Questionnaire (MLQ): Transformational Leadership Survey
 


Scale: 1 = never    2 = rarely   3= sometimes    4= often     5 = almost always



1. I help others with their self-development
	1
	2
	3
	4
	5


2.  I help others to understand my visions through the use of tools, such as images, stories, and models.   
	1
	2
	3
	4
	5


3. I ensure others get recognition and/or rewards when they achieve difficult or complex goals. 
	1
	2
	3
	4
	5


4.  I let others work in the manner that they want. 
	1
	2
	3
	4
	5


5. I have an ever-expanding network of people who trust and rely upon me.   
	1
	2
	3
	4
	5


6.  I provide challenges for my team members to help them grow.   
	1
	2
	3
	4
	5


7.  I use simple words, images, and symbols to convey to others what we should or could be doing.  
	1
	2
	3
	4
	5


8.  I manage others by setting standards that we all agree with.  
	1
	2
	3
	4
	5


9.  I rarely give direction or guidance to others if I sense they can achieve their goal. 
	1
	2
	3
	4
	5


10.  I provide coaching and feedback so that my team members know how they are doing.   
	1
	2
	3
	4
	5


11.  People listen to my ideas and concerns not out of fear, but because of my skills, knowledge, and personality
	1
	2
	3
	4
	5


12.  I provide an empathetic ear when others need help. 
	1
	2
	3
	4
	5


13.  I help others with new ways of looking at complex ideas or concepts.
	1
	2
	3
	4
	5


14.  I ensure poor performance is corrected.
	1
	
	2
	3
	4
	5


15. I monitor all projects that I am in charge of to ensure the team meets its goal. 
	1
	2
	3
	4
	5














附录A
                                          面试问题
参与者A：组织领导的一般背景
 
· 你几岁 ？

· 你的职位是什么？

· 你在这个组织里有多少年了？

· 你有多少年担任领导角色？

· 请描述你对领导力问题的个人看法？

· 你是否熟悉或有没有听说过称为'转型领导'的领导这个术语或风格？如果是，请解释你对它的理解并提及一些例子名称？



· 您的组织的愿景和目标以何种方式传达给追随者？ （员工如何知道工作任务预期

结果的指导原则）。



· 作为一名领导者，你如何以身作则并设定团队期望？



· 你在哪些方面鼓励组织中的学习和成长？




· 你如何激励你的员工达到新的高度（励志动机）？

多因素领导调查问卷（MLQ）：变革领导力调查
 


规模：1 =从不2 =很少3 =有时4 =经常5 =几乎总是



1.我帮助别人的自我发展
                 
	1
	2
	3
	4
	5



2.通过使用图像，故事和模型等工具，我帮助他人理解我的愿景。
	1
	2
	3
	4
	5



3.我确保他人在实现困难或复杂的目标时获得认可和/或奖励。
	1
	2
	3
	4
	5



4.我让别人以他们想要的方式工作。
	1
	2
	3
	4
	5



5.我有一个不断扩大的信任和依靠我的人网络。
	1
	2
	3
	4
	5



6.我为团队成员提供挑战，帮助他们成长。
	1
	2
	3
	4
	5



7.我用简单的文字，图像和符号向他人传达我们应该做什么或可以做什么。
	1
	2
	3
	4
	5



8.我通过制定我们都同意的标准来管理其他人。
	1
	2
	3
	4
	5



如果我觉得他们可以实现他们的目标，我很少给他人指导或指导。
	1
	2
	3
	4
	5



10.我提供指导和反馈，以便我的团队成员知道他们在做什么。
	1
	2
	3
	4
	5



11.人们听取我的想法和担忧并非出于恐惧，而是因为我的技能，知识和个性
	1
	2
	3
	4
	5



12.当其他人需要帮助时，我提供了一个感恩的耳朵。
	1
	2
	3
	4
	5



13.我以新的方式看待复杂的想法或概念，帮助他人。
	1
	2
	3
	4
	5



14.我确保改善表现不佳。
	1
	2
	3
	4
	5



15.我监督我负责的所有项目，以确保团队实现其目标。
	1
	2
	3
	4
	5







































APPENDIX B
           

                               Interview Questions   
Participant B : Organizations employees



ENGLISH LANGUAGE TRAINING SCHOOL STAFF TRANSFORMATIONAL SURVEY
This survey has been created so that staff can anonymously relate their experiences as an employee of this organization. I will be using the numerical portion to come up with a scale of (1 – 5), which will help tell us if there is any evidence of the Transformational Leadership theory model. This feedback will help school to create a better understand if the inspirational style of leadership is evident. Please do your best to complete this survey in an honest and open manner and with as much detail and truth as possible.

*All informational provided is strictly private and confidential

Please rate your responses [on a scale of 1 to 10]. 

WRITE YOUR SCALE RESPONSE NEXT TO OPTIONS

E.G.    [1= No not really / 5 =yes to a greater extent]  



PARTICIPANT BACKGROUND 
-How old are you?

-How long have you been working for this organization?

-What is your job title?

-What department do you work in? (optional) 

-Are you familiar with the style of leadership called ‘Transformational Leadership’? (Yes /No)

1. Is your leader a role model to you?  
         [1= No not really /10 =yes to a greater extent]
2. To what extend does your manager inspire and motivate you to do a better  job?
         [1=not inspired at all /10= Greatly Inspired and motivated]
3.Does your organization offer training and other forms of education to encourage personal development amongst employees?
       [1=Never /10 = Almost Always]
4.How do you feel about the employee-review system at this organization?
       [1 = Hate it /10 = Love it] 
5. How is the overall morale in your department?
        [1 = Awful/10 = Wonderful] 
6. How do you feel about the responsibilities of your job?
         [1 = Too little/10 = Too much] 
7. How effective is your center manager?
          [1 = Very poor/10 = Very good] 
8. How effective is your department manager? 
           [1 = Remarkably bad/10 = Terrific] 
9. How did you feel about the training and orientation program you experienced when you started? 
          [1= a bit confusing / 10 = Clear and very helpful]
10.Do you feel you understand the procedures, policies, and responsibilities that are part of your job?
        [1= Don’t really understand them / 10 = Understand to a greater extent.]

11. When working on a project task how closely do feel committed to the success of the project. 
 	[1= no commitment at all / 10 = Fully committed?]
12. Have you ever been assigned a leadership role taking responsibility for the team success?
          [1=No not ever /10 =Yes almost regularly]
13. Does your current role challenge you to take greater ownership of your work? 
          [1= Not so much /10 = yes to a greater extend)
14. Are you encouraged to express your productive creativity.
         [1= Almost never /10 = Yes always]

15.Does your manager understand your relative strengths and weaknesses and allocate project tasks to suited to your ability. 
         [1= rarely/ 10 =Almost always]
16. Does your manager make work interesting for you?
    [1 = not really / 10 = yes very much]
 































英语语言培训学校工作人员变革调查


这项调查是为了让员工能匿名地将他们的经历作为这个组织的员工的经验而创建的。我将使用数字部分来提出一个比例尺
（1 - 10），这将有助于告诉我们是否有任何变革型领导理论模型的证据。如果鼓舞人心的领导风格显而易见，这种反馈将帮助学校更好地理解。请尽量以诚实和开放的方式完成这项调查，尽可能详细和真实地完成调查。


请评价你的回答[1至10]。

在您的选项下面写下您的尺寸回应
例如。 [1 =不是真的/ 10 =更大程度上是] 8

参与者背景



      -你几岁？


· 你为这个组织工作多久了？


· 你的职位是什么？



     - 你在哪个部门工作？ （可选的）


     - 你是否熟悉被称为“转型领导”的领导风格？ （是/否）


1.你的领导者是你的榜样吗？
         [1 =不是真的/ 10 =更大程度上是]

2.你的经理激励什么，激励你做更好的工作？
        [1 =完全没有启发/ 10 =有极大的启发和动力]


3.贵组织是否提供培训和其他形式的教育以鼓励员工之间的个人发展？
       [1 =从不/ 10 =几乎总是]

4.您如何看待这个组织的员工评审系统？
       [1 =恨它/ 10 =爱它]

5.你部门的整体士气如何？
        [1 =可怕/ 10 =很棒]

6.你如何看待你的工作职责？
         [1 =太少/ 10 =太多]

7.您的中心经理的效率如何？
          [1 =很差/ 10 =非常好]

8.您的部门经理的效率如何？
           [1 =显着差/ 10 =好棒]

9.您对于开始时的培训和培训计划有什么感想？
         [1 =有点混乱/ 10 =清晰且非常有帮助]

10.你是否认为你理解作为你工作一部分的程序，政策和责任？
        [1 =没有真正理解他们/ 10 =在更大程度上理解。]

11.在完成项目任务时，如何确保项目的成功。
       [1 =完全没有承诺/ 10 =完全连接和承诺？]

12.你是否曾被指派过领导角色并对团队的成功负责？
          [1 =没有/ 10 =几乎是定期的]

13.你目前的角色是否挑战你对你的工作拥有更大的所有权？
          [1 =没有那么多/ 10 =是更大的延伸]

14.你鼓励你表达你的创造力吗？
         [1 =几乎从不/ 10 =永远是]

15.您的经理是否了解您的相对优势和劣势，并分配项目任务以适应您的能力。
         [1 =很少/ 10 =几乎总是]

16.你的经理是否让你的工作感兴趣？
        [1 =不是真的/ 10 =是非常]





APPENDIX C


Table 4.1 Gender Distribution of Participants
	GENDER
	  COUNT
	TOTAL COUNT
	  %

	MALE
	    2
	 9
	 22%

	FEMALE
	    7
	 9
	 78%






Graph 4.1 Gender Distribution of Participants














Table 4.2 Age Distribution of Participants

	     AGE
	    COUNT
	      %

	   20 – 24 Years
	      2 
	      22%

	   25 – 29 Years
	      3
	      33%

	   30 – 34 Years
	      1
	      11%

	   35 – 39 Years
	      -
	       -

	   40 and Above
	      3
	      33%



Graph 4.2 Age Distribution of Participants




Table 4.3 Nationality Distribution & Familiarity with Transformational Leadership

	 

	     
 COUNT
	Familiarity with Transformational Leadership theory
	
 TOTAL YES %
	
 TOTAL NO %

	Chinese
	   6
	1 (YES) + 5 (NO) 
	 11%
	 56%

	Taiwanese
	   1
	    YES
	 11%
	 -

	British
	   1
	    NO
	  -
	 11%

	Russian

	   1
	    YES
	  11%
	 -

	Total
	   9
	 3 (YES) & 7 (NO)
	  33%
	 67%






Graph 4.3 Familiarity with Transformational Leadership







	Lead by example and set expectations.
	              ( - )  2 < 3 ( + )
	

	
	OVERALL SCORE
	   1
	  2
	 3
	  4
	  5
	MEAN VALUE

	Q5.I have an ever-expanding network of people who trust and rely on me
	
  10/15
	  
  -
	
 1/3
	 
1/3
	 
   -
	
 1/3
	 
  3.3

	Q7.I use simple words, images, symbols to convey to others what we should be doing
	  
  11/15
	 
  -
	
  -
	  
 1/3
	
 2/3
	
  -
	
  3.6

	Q8.I manage/supervise others by setting standards we that we all agree with.
	 
  10/15
	
   -
	 
  -
	  
 2/3
	  
 1/3
	
 -
	 
  3.3

	Q14.I ensure poor performance is corrected.
	  
   14/15
	 
   -
	 
  -
	
	
 1/3
	 
  2/3
	 
   4.6

	Q15. I monitor all projects that I am in charge of to ensure the team meets its goals.
	 
   13/15
	  
   -
	 
   -
	
 1/3
	
  -
	
 2/5
	
   4.3


	Encourage learning and growth.
	             ( - )  2 < 3 ( + )
	

	
	OVERALL SCORE
	
 1
	
 2
	
 3
	
 4
	
 5
	MEAN VALUE

	Q1.I help others with their self-development
	
  14/15
	
	
	
	
 1/3
	
 2/3
	
 4.6

	Q6.I provide challenges for my team members to help them grow.
	
  10/15
	
	
	
 2/3
	
 1/3
	
	
 3.3

	Q11. People listen to my ideas and concerns not out of fear but because of my skills, knowledge and personality.
	
  
  13/15
	
	
	
	 
         2/3
	 

 1/3
	

  4.3



Table 4.7.1 FACTOR 1: Idealized Influence (Questions 5, 7, 8,14 and 15)




Table 4.7.2 FACTOR 2: Intellectual Stimulation (Questions 1, 6, and 11)




Table 4.7.3 FACTOR 3: Individualized Consideration (Questions 3, 4, 10, and 12)

	
	               ( - )  2 < 3 ( + )

	
	OVERALL
SCORE
	
 1
	
  2
	
  3
	
  4
	
  5
	MEAN VALUE

	Q3.I ensure others get recognition and/or rewards when they achieve complex goals.
	

  11/15
	
 
  
	
	
  
  1/3
	

  2/3
	
	

  3.6

	Q4.I let others work in a manner that they want.
	  
  12/15
	
	
	
  1/3
	
  1/3
	
  1/3
	
  4.0

	Q10.I provide coaching and feedback so team mates know how they are doing
	

   13/15
	
	
	
	
  
  2/3
	

  1/3
	

  4.3

	Q12. I provide an empathetic ear when others need help.
	
   14/15
	
	
	
	
  1/3
	 
  2/3
	
  4.6




Table 4.7.4. FACTOR 4: Inspirational Motivation (Questions 2, 9 and 13)


	
	                     ( - )  2 < 3 ( + )

	
	OVERALL
SCORE
	 
  1
	
  2
	
  3
	
  4
	
  5
	MEAN VALUE

	Q2.I help others understand my visions through the use of tools such as images, stories and models.
	

  11/15
	
	
	

  2/3
	
	

  1/3
	

 3.6

	Q9.I rarely give direction or guidance if I sense they achieve their goal
	
  10/15
	
	
	
  2/3
	
 1/3
	
	
 3.3

	Q13.I help others with new ways of looking at complex ideas or concepts.
	

  12/15
	
	
	
 
  1/3
	

 1/3
	

 1/3
	

  4.0





Table 4.9.1 FACTOR 1: Idealized Influence (Questions 1, 7, 8 and 10).                                      





	
	  ( - )  2 < 3 ( + )
	

	
	OVERALL SCORE
	1
	2
	3
	4
	5
	MEAN VALUE

	Q1.Leader is a role model
	24/30
	 -
	 -
	2/6
	2/6
	2/6
	   4.0

	Q7.Center Manager is effective
	26/30
	 -
	 -
	1/6
	2/6
	3/6
	   4.3

	Q8.Department Manager is effective
	26/30
	 -
	 -
	1/6
	1/6
	4/6
	   4.3

	Q10.Understanding of organization 
	
27/30
	
-
	
1/6
	
-
	
-
	
5/6
	
   4.5







Table 4.9.2 FACTOR 2: Intellectual Stimulation, (Questions 3, 16).

	Encourage learning and growth
	      ( - ) 2 < 3 ( +)
	

	
	Overall Score
	
 1
	
 2
	
 3
	
 4
	
 5
	MEAN VALUE

	Q3.Organisation offers training & encourage personal growth
	
21/30
	
 -
	
1/6
	
1/6
	
4/6
	 
  -
	
 3.5

	Q16. Does manager make work interesting for you
	
24/30
	
 -
	
1/6
	
 -
	
3/6
	
2/6
	
 4.0











Table 4.9.3 FACTOR 3: Individualized Consideration, (Questions 4, 6, 9, 11, 12, 15).
	Coaching and empowering to success
	                  ( - )  2 < 3 ( + )
	

	
	Overall
Score
	
 1
	
 2
	  
 3
	
 4
	
 5
	MEAN VALUE

	Q4.Feeling towards employee – review system
	
19/30
	
 -
	
 2/6
	
 2/6
	
 1/6
	
 1/6
	
 3.1

	Q6. Feeling about job responsibilities
	
19/30
	 
 -
	 1/6
	 3/6
	2/6
	 
 -
	
 3.1

	Q9. Understanding of training and orientation when starting job
	
      22/30
	
 1/6
	
 1/6
	
 -
	
 3/6
	
 1/6
	
 3.7

	Q11.Close commitment to projects success
	
29/30
	  
 -
	
 -
	
 -
	
 1/6
	
5/6
	
 4.8

	Q12. Ever been assigned leadership role / taking responsibility in any project
	

18/30
	
 
 -
	
 
 2/6
	

 2/6
	

 2/6
	

 -
	

 3.0

	Q15. Are your strengths and weaknesses recognized and allocated project tasks suited to your ability.
	

 24/30
	
 
 -
	

 1/6
	

 1/6
	

 1/6
	

 3/6
	

 4.0























Table 4.9.4 FACTOR 4: Inspirational Motivation, (Questions 2, 5, 13, 14).
	Inspiring to go to new heights
	
	          ( - )  2 < 3 ( + )

	
	
	OVERALL
SCORE
	 1
	 2
	 3
	 4
	 5
	Mean value

	Q2.
	Extend manager inspires & motivates you to do a better job
	
26/30
	
  -
	
 -
	
 -
	
 4/6
	
 2/5
	 
 4.3

	Q5.
	Overall morale in your department
	
23/30
	
  -
	 
 1/6
	
 1/3
	
 2/6
	
 2/6
	
 3.8

	Q13
	Does current role challenge you to take greater ownership of your work.
	
18/30
	
  1/6
	
  -
	
 3/6
	
 2/6
	
  -
	
 3.0

	Q14.
	Organization encourages you to express your productive creativity.
	
24/30
	
  -
	
 1/6
	
 -
	
 3/6
	
 2/6
	
  4.0





Table 4.9.5 Comparison of Top Management & Employee Mean Value Overall Scores

	MEAN VALUE
	                    (-) 2 < 3 (+)
	

	
	FACTOR1
	FACTOR2
	FACTOR3 
	FACTOR4
	

	TOP MANAGEMENT
	 3.82
	 4.1
	 4.1
	 3.6
	

	
EMPLOYEE
	 4.3
	 3.8
	 3.6
	 3.8
	

	MEAN VALUE
	 4.06
	 3.95
	  3.85
	  3.7
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Creates Future


Transformational Leadership


Challenges Team to "Self-Create"
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Think outside the box
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