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ABSTRACT

Organizations must adapt to change if they want to endure and meet any new problems that come from both inside and
outside the business. Organizations that are open to change will find it simpler to modify and adapt their organizational
objectives in response to current trends and demands. All organizations will have to deal with the major issue of change or
transformation. To deal with change, organizations must have a transformation and innovation plan. This is required to ensure
that current organizations continue to function and are not hindered by the times. The ability to adapt to change is a crucial
quality for success in dealing with any change. the dynamic nature and unpredictability of conditions offer a deeper
understanding of the research on the individual’s adaptive performance. Many researchers admire the importance of
transformation. A person who practices transformational leadership interacts with others and forges bonds with them that can
inspire and uplift both leaders and subordinates. in order to boost the spirit of pure transformative leadership. Transformational
leaders, on the other hand, inspire and motivate their teams to accomplish amazing achievements. As a result, this theoretical
piece looked into the relationship between primary school principals' sense of self-efficacy and the clusters of transformational
leadership styles they employ. The levels of four types of self-efficacy will be evaluated: those based on mastery experience,
on emotional and psychological states, on vicarious experience, and on the verbal persuasion. It has been suggested that trait
theory underpin the entire field of inquiry. The purpose of the proposed framework on self-efficacy and its influence on
transformational leadership was to identify the contexts in which certain leadership styles are most effective, as well as the
predictors that can be used to strengthen these styles. Subsequent research must verify that variations in leadership beliefs and
practises have an effect on organisational performance and that these variables are substantially correlated with principals'
institutional contexts. Significantly, this framework has the potential to serve as a holistic approach to evaluating school system

performance, addressing education obstacles and challenges, and laying the groundwork for China's educational pathway.
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1. INTRODUCTION

Organizations must adapt to change if they want to endure and meet any new problems that come from both
inside and outside the business (Tariq, 2022). Organizations that are open to change will find it simpler to modify
and adapt their organisational objectives in response to current trends and demands. All organisations will have to
deal with the major issue of change or transformation (Meria et al, 2022). To deal with change, organisations must

have a transformation and innovation plan. This is required to ensure that current organisations continue to function
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and are not hindered by the times. The ability to adapt to change is a crucial quality for success in dealing with any

change. Education is already undergoing change.

Through online portals and learning management systems, more schools, colleges, and universities are now
offering and using the online teaching methodology. The faculty is also affected by these shifting factors, which
include course design, instructor presence, engagement with students, and the usage of learning management
systems. According to a meta-analysis, pupils who learn in online learning environments perform better than those
who learn in conventional classroom settings. However, there is still scepticism about the effectiveness of an online
learning environment. There are a number of difficulties that any corporate executive leaders in any field must
overcome (Sentosa, Shamsudin & Sharin, 2021). After the Great Recession of 2008—2013, the corporate climate
was unstable and full of unforeseen occurrences that made it difficult for professionals to function in the real world

(Jimeno, 2015).

In the 21st century, adaptability is fundamental for individuals to flourish in rapid and uncertain changing
conditions (Kwan, 2020). Adaptability refers to the extent to which individuals cope, respond, or encourage changes
that affect their goals. However, the dynamic nature and unpredictability of conditions offer a deeper understanding
of the research on the individual’s adaptive performance. Many researchers admire the importance of transformation.
A person who practises transformational leadership interacts with others and forges bonds with them that can inspire

and uplift both leaders and subordinates. in order to boost the spirit of pure transformative leadership.

Transformational leaders, on the other hand, inspire and motivate their teams to accomplish amazing
achievements. Consequently, transformational leadership is basically leadership that inspires employees to perform
better than they typically do (Khan, Nawaz & Khan, 2016). However, there is a high probability for those being
exposed to the organisational crisis, that they will experience stress, and anxiety. This is a result of reactions to
perceived risk or to deliver a response. According to Hossin, Ali and Sentosa (2020), successful performance in
organisational crisis time can be achieved if individuals engage greater their self-regulation (Bandura, 1997).
Furthermore, a study conducted by Jimmieson, Terry, and Callan (2004) suggested that high self-efficacy leads
individuals to cope better and more satisfied with their jobs when compared to individuals with a low level of self-
efficacy when an organisational change is in progress. Self-efficacy is a person's opinion of his competency or

capacity to carry out a task, accomplish a goal, or produce something.

The degree to which an individual trusts himself to complete tasks that are at a given level of difficulty, the
scope of his strengths and weaknesses with regard to his confidence in his abilities, and the degree of hope in all
broader situations he encounters are some of the factors that affect self-efficacy. In light of the fact that a person's
motivation is dependent more on what they believe than what is objectively true, self-efficacy might be defined as
their confidence in their capacity to complete a task (Emsza, Eliyana & Istyarini, 2016). By confirming that the
sources of self-efficacy are measurements for the aforementioned factors in order to see the relationship towards

leadership style, this study intends to address these issues. In addition, the researcher wants to investigate the effects
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of transformational leadership and self-efficacy. This approach might make up for the shortcomings of earlier studies
that only looked at the effects of one particular kind of leadership. For a better comprehension of the study, which
aims to clarify the idea of leadership and its behaviour in order to improve the efficiency of the educational system

and unintentionally advance knowledge.

1. LITERATURE REVIEW

A. Self-Efficacy

The self-efficacy theory is regarded as a component of Bandura's social cognitive theory. Researcher noted that
Bandura's idea of self-efficacy is one of his most enduring contributions to the fields of academic accomplishment,
learning, and motivation (Pajares, 2004). Bandura defines self-efficacy in the context of social learning theory as
"people's perceptions of their ability to plan and execute the actions necessary to achieve specific types of
performances" (Bandura, 1986). Self-efficacy is concerned with how a person believes in his/her ability to execute

a course of action, as opposed to how much a person likes him/her or what skills and competencies he/she possesses.

Bandura described the significance of self-efficacy in his work as follows: "Persons contribute causally to their
own psychosocial functioning via systems of personal agency. None of the mechanisms of agency is more central
or prevalent than personal efficacy beliefs. People are not motivated to behave unless they feel their activities will
yield the intended results. Ultimately, efficacy belief is a primary driver of behaviour. People's lives are guided by
their faith in their own efficacy" (Bandura, 1986). Banduras' theory reveals that acquiring the necessary skills and
abilities is insufficient for a person to execute a task; he must also believe that he is capable of completing the task
in challenging circumstances. For proper execution, both expertise and trust in one's own efficacy are essential for
effective operation. The term "reciprocal causation" indicates that the functioning of skill depends on the functioning

of efficacy belief, and vice versa.

According to Bhati and Sethy (2022), self-efficacy has four structural sources. For the purpose of evaluating
efficacy beliefs, every individual obtains knowledge from four basic sources: mastery experience, vicarious
experience, verbal persuasion, and emotional and psychological states of individuals. Additionally, people estimate

their power and capability based on these factors.

1) Mastery Experience

Success in the past has a correlative relationship with mastery experience. Repeated success in the past might
develop confidence in one's own ability. It shows that effective past experience may aid the individual in controlling
the environment and achieving success in similarly connected tasks. For instance, "once strong expectations of
efficacy have been established via recurrent success, the negative impact of occasional failures is likely to diminish"
(Bandura, 1977). In other words, the effect of failure efficacy depends on the strength of an individual's existing

efficacy, so subsequent failures may not have the same negative influence on efficacy views as an earlier failure.
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Mastery experience is one of the most influential of the four basic sources of efficacy knowledge, since it provides

the individual with the direct and real personal previous experience necessary for success.

2) Vicarious Experience

Observation is regarded as the defining element of social learning. In psychology, specifically Behaviourisms
theory, it is highlighted that a human can acquire knowledge through observational processes. The self-efficacy
theory is grounded in the ideas of behaviourism. In the self-efficacy hypothesis, vicarious experience refers to the
process of gaining knowledge by seeing the successes and failures of others. Vicarious experience instils in an
observer the confidence that they, too, may achieve achievement comparable to that of the participant or person
seen. This observing experience induces in observers a sense of social comparison and modelling. Researchers have
determined that vicarious experience is a less reliable source of efficacy beliefs than mastery experience (Bandura,

2006).

3) Verbal Persuasion

The third source of efficacy beliefs related to positive and negative appraisals of others is verbal persuasion. It
is commonly utilised in educational settings to encourage students' confidence in their ability to handle challenging
conditions. When a teacher delivers verbal feedback such as "very good" and "excellent" to students' behaviour, it
fosters positive self-efficacy attitudes regarding their academic skills and talents. Students' self-efficacy is therefore
affected by the encouragement and discouragement of others. Bandura stated, "Verbal persuasion alone may be
restricted in its ability to produce long-lasting gains in perceived efficacy, but it can support self-change if the

positive assessment is within reasonable limits" (Bandura, 1997).

Figure 1: Sources of Self-Efficacy (Bhati & Sethy, 2022)
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4) Emotional & Psychological States

An individual's emotional and psychological state is the last and final source of efficacy belief. It refers to the
emotional and psychological responses individuals have when executing prescribed activities. According to Bandura
(2006), extreme physical and emotional efforts to complete a task successfully may have a detrimental effect on
performance, while those who are not overtaken by their stress reaction obtain efficacy belief in their abilities. This
effectiveness belief is dependent on the level of arousal and is derived from the individual's physiological and

psychological state.

B. Transformational leadership style

Leadership is a phenomenon of the group. According to Knezevich (1984), the most effective leader may be the
one who supports in creating and clarifying goals and motivates the group to achieve them. Stogdill (1948)
concluded that qualities alone do not produce a leader, but that the individual's behaviours in connection to the
nature of the group to be led are crucial. According to Knezevich (1984), leadership conduct tends to change based
on the problems that need to be handled, the individuals involved, and other circumstances. Leadership positions

tend to be characterised by a dominant behavioural pattern, despite the fact that leadership styles can fluctuate.

Transformational leaders place a strong priority on their relationships with followers and display individualised
concern in satisfying their requirements for empowerment, achievement, increased self-efficacy, and personal
development. However, leadership styles do not account for every aspect that influences innovation.
Transformational leadership is associated with beneficial individual and organisational outcomes. Transformational
leaders motivate followers toward self-sacrifice and attainment of corporate goals over personal interests (Avolio &

Bass, 2002). Transformational leadership consists of the following four components:

1) Idealized Influence.

Mentorship, in the context of idealised behaviour, refers to the role of transformational leaders in guiding and
instructing their subordinates in the fundamental responsibilities of a leader. These heads of state are avid students,
too. In a nutshell, the major indicators of idealised influence are role modelling, articulating ideals, and values
creation that provide followers a sense of purpose, meaning, self-esteem, self-determination, emotional control, and
confidence. A leader's admirable trait is the one that makes people want to emulate them. Wanted influence can also
be described as charisma. An idealising effect produces values that motivate, give life meaning, and give people a

sense of direction. Intended impact is inspirational by definition. It helps one focus on what's truly important in life.

Charisma and its connection to idealised impact in leadership (Yukl, 2002). People follow leaders who exude
charisma. Their faith in a follower's selflessness and resolve to achieve great things is a potent source of idealised
influence and exemplary modelling behaviour (Crawford, 2005). Leaders who believe in their teams are more likely
to see those beliefs rewarded with impressive results. Leaders who have the kind of idealised impact we admire have
a healthy dose of self-determination. The need to keep one's pride intact is strong and ubiquitous. These leaders are

extremely confident in what they are doing, have the ability to influence others around them through clear and
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constant communication, present themselves as role models, and motivate their teams to accomplish the
organization's mission and goals. They have the required degree of emotional maturity and control over their

impulses (Hossin, Ali, & Sentosa., 2020).

2) Inspirational Motivation.

Successful managers are always involved with their staff, providing them with encouragement, praise, and
constructive criticism, as well as the option to be replaced if they aren't performing. Inspiring others to understand
and adhere to the vision set forth by the leader is a crucial part of the transformational leadership style of inspirational
motivation. Inspirational motivation is more concerned with the organization's continued survival than with any one
individual's ego (Avolio & Bass, 2004). A CEO who adopts this style doesn't stifle subordinates but rather inspires

them to give their all-in service of the company's goals.

Workers are inspired by this management style because they are given more autonomy and resources to make
decisions on their own, with little to no oversight from higher-ups. Leaders who display this trait go above and
beyond simply sharing their vision with their teams and encouraging them to improve professionally and personally
for the benefit of the organisation as a whole (House & Shamir, 1993). Leaders who inspire via their actions create
a shared vision, facilitate open lines of communication, and effectively handle challenging staff members through a

combination of positive reinforcement, collaborative problem-solving, and delegated authority (Samad, 2012).

3) Intellectual Stimulation.

There is a wide range of mental capacity and motivation for physical labour. It's the ability to get others excited
about their work and genuinely interested in what they're doing. In order to be effective, a leader must be able to
inspire their team to think critically, encourage innovation, and view setbacks as a normal part of the job (Harris,
2013). Leaders who can keep their cool under pressure are more likely to solve difficult problems through reason.
They encourage the similar skills in their staff members. As a result of collaborative effort between management
and subordinates, they impart upon their subordinates the capacity to solve complex problems including both

decision making and implementation.

The intellectual stimulation leadership technique exemplifies the benefits of individualised consideration in
terms of mentoring, coaching, and morale-building (Rivelino, 2022). Both coaching and challenging leadership
behaviours that show caring for their followers are ways that effective leaders build their followers' abilities and
character (House & Shamir, 1993). To put it another way, before pressing worker engagement in the challenge,
leaders using this leadership method must first discern the complexities of the task and establish a sense of direction
around what it means for them and their employees. Rationality, inventiveness, consensus decision-making,

coaching, support, challenge, and involvement are important indicators of intellectual stimulation.

4) Individualized Consideration.
Taking people into account on an individual basis is a fundamental characteristic of transformational leadership

(Fuller et al, 1996). These managers care about their workers and have the skills to foster positive habits in the
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office. Their involvement might be anywhere from passive to dominant. Reassuring people, caring for them, and
coaching them, all while being approachable and willing to work together, all constitute individualised

consideration.

Numerous research study the distinct components of self-leadership and their varying effects on self-efficacy.
In one study, Bandura and Cervone (1986) found that after setting a standard target, persons with high self-efficacy
met the standard, whereas those with low self-efficacy did not. In addition, Gist (1989) discovered that trainees who
participated in training sessions that included cognitive modelling had greater self-efficacy than those who were
simply exposed to lecture training. No existing research directly examines whether self-leadership behaviours
influence self-efficacy; however, based on the preceding discussion, we conclude that self-leadership tactics
influence perceptions of self-efficacy for the given task. An empirical investigation revealed a substantial and
reliable correlation between self-efficacy and the outcomes. The literature and empirical studies provide compelling
evidence for the connection between high self-efficacy and performance. For instance, linked increased task-related
performance to self-efficacy, associated improved attendance behaviour to self-efficacy, and more (Fakhr et al.,
2021). Based on the descriptive literature above, the researcher formulates five hypotheses for the present article,

which are:
Hypothesis 1: Mastery experience is confirmed as a significant measurement of self-efficacy.
Hypothesis 2: Emotional & Psychological States is confirmed as a significant measurement of self-efficacy.
Hypothesis 3: Vicarious experience is confirmed as a significant measurement of self-efficacy.
Hypothesis 4: Verbal persuasion is confirmed as a significant measurement of self-efficacy.

Hypothesis 5: Self-efficacy is confirmed as a positively influence on transformational leadership among leaders

in China’s elementary school.

. CONCEPTUAL DEVELOPMENT

To bolster and support the complete body of evidence, the researcher chooses the trait theory. In order to
examine a human personality, a method known as trait theory is used. This method determines and quantifies the
degree to which particular personality traits, such as anxiousness, shyness, pessimism, optimism, and openness to
new experiences, are present in a given individual. According to trait theorists, personality can be described by

assuming that everyone possesses a set of traits or defining behaviours (Fleenor, 2011).

According to the American Psychiatric Association's Diagnostic and Statistical Manual (DSM), personality
traits are key facets of personality that are displayed in a variety of significant social and private circumstances. In
other words, every person possesses a set of qualities that influence their behaviour in some way; these features are
human tendencies in behaviour or attitude that are typically present regardless of the circumstance or ever-changing

environment. The psychological focus of the day, which was on inherited qualities or characteristics, informed early
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studies on leadership. With the underlying belief that if these attributes could be found in other individuals, then
they, too, could become great leaders, attention was therefore focused on uncovering these traits, frequently through

studying successful leaders Stogdill (1974).

Success and failure were both studied by McCall and Lombardo in 1983. identified four key characteristics that

could either help or hinder a leader:
* Emotional composure and stability: Calm, certain, and predictable, especially under pressure.
» Admitting fault: Accepting responsibility for errors rather than attempting to hide them.
* Strong interpersonal abilities: Capable of influencing others without using force or coercion.

* Intellectual breadth: The capacity to comprehend a broad range of topics as opposed to having a focused (and

constrained) area of competence.

Mastery
Experience

Emotional &
Psychological
States

Hy-5 Transformational
Leadership

Self—Efﬁcj

Hy-4

Vicarious
Experience

Verbal
Persuasion

Figure 2: Conceptual Framework

This study establishes the framework for building a theory of self-efficacy and its consequential link to
transformational leadership, as seen in Figure 2. The researcher developed a second-order construct technique to
assess the significance of exogenous elements (mastery experience, emotional and psychological states, vicarious

experience, and verbal persuasion) on the endogenous variable (transformational leadership). The study's
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methodology also takes into account ways in which primary schools in China might be engaged to enhance the

quality of their service delivery and institutional effectiveness.

Adopting a holistic perspective enables the ability to grasp and explain complicated and well-organized
occurrences, in which all parts have significant links to one another and make substantial contributions to the whole.
In this study, Chinese school principals are the population of interest; thus, data will be collected from them to act
as a sample. This framework is compatible with any form of management system, is easily adaptable to new systems,
and clearly delineates the various components in terms of their capacity to manage resources and achieve the
organization's objectives. This concept can be used extensively in the domains of psychology and human resource

management.

1v. DISCUSSION AND RECOMMENDATIONS

Manz (1986) argues that leadership with self-efficacy is the key to achieving improved performance in the
twenty-first century. The emergence of self-leadership is mostly determined by the situation (Stewart et al., 2011).
This study contributes to the theory and practise indicating that leadership style has a favourable correlation with
self-efficacy in uncertain and unpredictable situations. Current research has certain limitations. In order to better
understand the contexts in which each leadership style is used and the elements that shape their distinctive features,
this study developed and proposed a framework on the self-efficacy idea and its link with transformational leadership
in China's primary schools. For further analysis to confirm that several principal leadership practises
(transformational leadership) and its philosophies were highly associated to the contingency of leaders positioned
(Sun, Zhang & Chen, 2018), the proposed study design is crucial. In particular, a school principal's sense of
confidence in his or her own leadership abilities is moderately predictable as a result of the interplay of a number of

contextual or situational factors.

The success of an institution may be aided or hindered by a leader's approach to management, which can be
used as a predictor of that leader's behaviour (Dimopoulos, 2020). In addition, the results will shed light on the trait
hypothesis for other stages of research. By utilising a wide range of leadership styles, principals create the
environment that encourage students to excel (Seifalian & Derakhshan, 2018). The study's methodological
implications for academics and policymakers imply that more in-depth research at a later stage is warranted.
Significantly, this framework has the potential to serve as a holistic approach to evaluating school system
performance, addressing education obstacles and challenges, and laying the groundwork for China's educational

pathway.
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