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Titulo: Adaptacion y validacion de la escala de liderazgo MLQ-5X al
contexto educativo espafiol.

Resumen: Desde la teorfa del liderazgo transformacional, este estudio te-
nfa como objetivo analizar las propiedades psicométricas de una version
adaptada al ambito educativo del Multifactor 1Leadership Questionnaire (MLQ-
5X). Un total de 1551 estudiantes espafioles (M = 15,47 afios £ 0,72; 679
chicos y 872 chicas) de 31 centros de secundaria participaron en el estudio.
El andlisis factorial confirmatorio de la estructura inicial de nueve factores
de la escala determiné necesario eliminar dos items del factor direccién por
excepcién pasiva, agrupando en un solo factor el liderazgo pasivo. Un se-
gundo modelo de ocho factores encontré altas correlaciones entre los fac-
tores del liderazgo transformacional, haciendo necesatio establecer un fac-
tor de primer orden. Finalmente, un tercer modelo obtuvo valores adecua-
dos de validez y fiabilidad, compuesto por 34 items distribuidos en 4 facto-
res principales (liderazgo transformacional, recompensa contingente, direc-
cién por excepcion activa y liderazgo pasivo) y 5 factores secundarios para
el liderazgo transformacional (influencia idealizada conducta, influencia
idealizada atribuida, motivacién inspiracional, estimulacién intelectual y
consideracién individualizada). Por tanto, la version espafiola del MLQ-5X
en el ambito educativo puede utilizarse para evaluar el liderazgo docente
desde la percepcion del alumnado.

Palabras clave: Validacién. Caracteristicas psicométricas. Liderazgo trans-
formacional. Educacién. Adolescentes.

Abstract: Drawing on the transformational leadership theory, this study
aimed to analyze the psychometric properties of a version adapted to the
educational environment of the Multifactor Leadership Questionnaire
(MLQ-5X). A total of 1551 Spanish students (M = 15.47 years £ 0.72; 679
boys and 872 girls) from 31 secondary schools patticipated in the study.
The confirmatory factor analysis of the initial nine-factor structure of the
scale determined the need to eliminate two items of the passive exception
management factor, grouping passive leadership into a single factor. A
second eight-factor model found high correlations between the factors of
transformational leadership, revealing the need to establish a first-order
factor. Finally, a third model, which obtained adequate values of validity
and reliability, was composed of 34 items distributed in 4 main factors
(transformational leadership, contingent reward, leadership by active ex-
ception, and passive leadership) and 5 secondary factors for transforma-
tional leadership (idealized influence behavior, attributed idealized influ-
ence, inspirational motivation, intellectual stimulation, and individualized
consideration). The Spanish version of the MLQ-5X in the educational
field can be used to assess the students’ perception of teacher leadership.
Keywords: Validation. Psychometric characteristics. Tansformational
leadership. Education. Adolescents.

Introduction

Leadership capacity is an essential element of analysis in the
study of group management in different professional and or-
ganizational fields (Alvarez et al., 2014; Choi et al., 2016;
Sethibe & Steyn, 2017). Specifically, in the educational field,
the study of leadership capacity has been relevant both in the
management of schools (Sirisookslip et al., 2015; Villa-
Sanchez, 2019) and in the teaching-learning processes (Beau-
champ et al,, 2014; Day et al., 2016).

In recent years, there have been major changes in teach-
ers' professional performance that have affected the leader-
ship styles to be applied. Teachers are workers who will in-
fluence their students, in whom their desire for professional
development will be reflected (Avalos, 2011). Therefore, it is
essential to understand and analyze their teaching work and
their influence on students by studying their role as leaders
of school groups (Robinson et al., 2014). In the educational
process, the role of the leader (teacher) defines the processes
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by which any subject (the students) who is part of a social
structure (the class group) will try to achieve the learning
goals (Northouse, 2012). This leadership is key to achieving
efficient educational actions and students’ adequate school
performance, provided that it uses the right approach to ori-
ent the tasks and create new goals and learning procedures
(Garcfa-Tufién et al.,, 2016). In this sense, precise tools are
needed to assess the different types of leadership that teach-
ers exercise. Therefore, this work attempts to validate a scale
to assess teachers' leadership during their classes.

The transformational leadership theory (Bass, 1995; Bass
& Riggio, 2005) provides an appropriate theoretical frame-
work for contextualizing the study of such behaviors and
psychological processes. The theoretical construct differenti-
ates three leadership styles: transformational, transactional,
and /aissez-faire or non-leadership. A leader with a transfor-
mational profile transforms the people who follow or de-
pend on him, making them see the importance of the out-
comes of their actions according to their needs and abilities
(Bass, 1995). For this purpose, these leaders develop their
followers’ growing interest in the good of the group to
which they belong. As a result, a greater sense of trust and
respect is achieved, as well as an increase in followers’ moti-
vation towards a better outcome of their actions. For this
purpose, the transformational leader reinforces, inspires, and
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modifies individuals' behavior to improve their performance
(Bass & Riggio, 2005).

Transactional leadership is a more classic style, where the
leader bases his relationship with his followers on the trans-
actions through which he offers prizes, trying to influence
their efforts and transmit to them precisely what kind of
work they must do to obtain rewards. For this purpose, the
goals to be achieved must be cleatly defined, as well as cot-
recting errors and deviations detected concerning these de-
fined goals (Bass & Riggio, 2005).

Finally, passive leadership or non-leadership implies the
absence of leadership behavior, where the leader avoids re-
sponsibility, delays decisions, provides no feedback, and
does not show any interest in meeting the needs of the com-
ponents of his group (Northouse, 2012).

When assessing the leadership role in group manage-
ment, the instrument based on the transformational leader-
ship theory has been the Multifactor Leadership Question-
naire (MLQ); Bass & Avolio, 1990). Initially, the instrument
(MLQ-5R) consisted of 70 items grouped into seven factors:
four of transformational leadership (charisma, inspiration,
intellectual stimulation, and individualized consideration),
two of transactional leadership (contingent reward and man-
agement by exception), and a factor denoting the absence of
leadership or passive leadership (laissez-faire). This first in-
strument was modified and reduced after various criticisms
(Hunt, 1991; Smith & Peterson, 1988; Yukl, 1994) and sub-
sequent theoretical inputs (Conger & Kanungo, 1987; House
et al., 1991). Thus, the initial instrument evolved to the re-
sulting Multifactor Leadership Questionnaire -short form
(MLQ-5X; Bass & Avolio, 1997), which has been widely
used in multiple studies (Crede et al., 2019). This instrument
consists of 45 items, of which 36 are related to leadership,
grouped into nine factors: five of transformational leadership
(idealized influence behavior, attributed idealized influence,
inspirational motivation, intellectual stimulation, and indi-
vidualized consideration), two of transactional leadership
(contingent reward and active exception management), and
two factors denoting the absence of leadership or passive
leadership (passive exception management and laissez-faire).
The remaining nine items measure organizational variables
such as the extra effort that followers are willing to put out,
the leadet's effectiveness, and the group individuals® satisfac-
tion with the leader. This factorial structure has subsequently
been supported by various studies in different contexts (An-
tonakis et al., 2003; Muenjohn & Armstrong, 2008). Specifi-
cally, this instrument was validated in Spanish, with modifi-
cations to the original factorial structure (Molero et al.,
2010). In this sense, this model defines four main factors:
transformational leadership (idealized influence behavior, at-
tributed idealized influence, inspirational motivation, and in-
tellectual stimulation); developer/transactional leadership
(individualized consideration and contingent reward); correc-
tive leadership (active exception management), and pas-
sive/avoidant leadership (passive exception management and
laissez-faire).
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Based on the development of this scale, numerous stud-
ies have been carried out, showing the benefits of different
leaderships. Specifically, it has been shown that the trans-
formational leadership style is more effective and causes
greater satisfaction in the group's components, improves
their commitment, involvement, and loyalty to the group and
its leader, as well as their commitment to performing their
tasks, helping to manage stress situations (Bass et al., 2003;
Bass & Bass, 2009; Harms et al., 2017). Also, transforma-
tional leadership has been shown to produce significant im-
provements for the professionals in areas such as worker sat-
isfaction (Judge et al., 2017), increased motivation (Fernet et
al., 2015), or improved performance in their professions
(Atmojo, 2015).

In any case, the theory emphasizes that transformational
leadership should not be perceived as a substitute for trans-
actional leadership. In fact, transactional leadership is con-
sidered essential to improve the effectiveness of the leader-
ship task, and it is the starting point for transformational
leadership. Transactional leadership is therefore considered
to contribute to additional efforts and an overall improve-
ment in the performance of the group's components (Bass,
1995). Hence, in certain professional fields, the transactional
behaviors of the leaders are perceived as more effective by
the people toward whom they are directed (Antonakis et al.,
2003; Martinez-Céreoles & Stephanou, 2017). Moreover, de-
spite receiving much less attention, knowing the negative ef-
fects of passive leadership on people's behaviors is critical to
understanding their responses (Judge & Piccolo, 2004).

In the educational context, the measurement of the in-
fluence of the behavior of the teachers of different subjects
on the students' perceptions at the cognitive, affective, and
behavioral level has become the object of considerable study
in recent years (Beauchamp et al., 2011; Noland & Richards,
2015; Pachler et al., 2019). Several studies have shown that
the positive relationship between the teachers' leadership and
the students' responses produces an increase in self-
determined motivation (Beauchamp et al., 2011; Oqvist &
Malmstrom, 2018), the satisfaction of students’ basic psy-
chological needs, satisfaction with the teacher, better aca-
demic performance, and more fun and enjoyment of the
subject (Balwant, 2016; Bean et al, 2017; Morton et al.,
2010). Specifically, under the prism of transformational lead-
ership, it has been observed that teaching leads to students'
cognitive, emotional, and behavioral improvements (Balwant
et al., 2019; Harrison, 2011; Kopperud et al., 2014).

The present study

Although the MLQ-5X has been used to determine the
influence of teachers’ self-perceived leadership styles on dif-
ferent consequences of student behavior and learning (Allen
et al, 2015; McCarley et al.,, 2016), research has focused
more on the transformational dimension of the theory. Sev-
eral studies have used exclusively the transformational di-
mension of the scale as a measuring instrument (Balwant, et
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al., 2019; Noland & Richard, 2014). Moreover, the Trans-
formational Teaching Questionnaire (TTQ; Beauchamp et
al., 2010), which differentiates four factors of transforma-
tional leadership (idealized influence, inspirational motiva-
tion, intellectual stimulation, and individualized considera-
tion) has been developed and validated. This instrument has
already been validated in Spanish in the educational field to
assess the perception of secondary school students about
their Physical Education teachers' leadership behaviors (Al-
varez et al., 2018).

However, the study of the influence of different leader-
ship profiles has not been limited to the transformational
dimension in other professional fields (Hinkin & Schries-
heim, 2008). Multiple studies focus on specifically determin-
ing the effect of other leadership profiles on various groups
and professional fields (Anderson & Sun, 2017; Wong &
Giessner, 2018; Yang, 2015). It is logical to think that, also at
the educational level, teachers’ knowledge of the leadership
they exercise on their students will be more complete if they
know the students' perception of all the other existing lead-
ership profiles described in the theory. This would allow for
more complete results and conclusions, as is the case in oth-
er professional and organizational fields. Therefore, the main
objective of this work was to adapt and validate the MLQ-
5X Leadership Scale (Bass & Avolio, 1997) to the education-
al context, using the translation of the items into Spanish
petformed by Molero et al. (2010). For this purpose, we in-
tended to examine the psychometric properties of the scale,
testing the same factorial structure as the original instrument
(Bass & Avolio, 1997) (See Figure 1). As a function of this
objective, as Hypothesis 1, we expected to find an adequate
structure and factorial validity, with optimal fit index values
of the above-mentioned initial model and with appropriate
values in the internal consistency of each of the instrument's
factors.

Secondly, we intended to analyze the divergent capacity
of the instrument's factors. This implies analyzing the degree
of differentiation between factors and confirming whether
they are independent of each other. For this purpose, the re-
lationship between the instrument factors (dimensions of
each of the leadership factors) should be moderate (Kline,
2015). Taking into account the findings of previous studies
(Bass & Avolio, 1997; Molero et al., 2010), as Hypothesis 2,
the factors of the transformational dimension are expected
to correlate positively with the factors of the transactional
dimension (contingent reward and active exception man-
agement). Also, the dimensions of transformational and
transactional leadership are expected to correlate negatively
with the passive leadership factors.

Finally, as prior investigations have confirmed invariance
in different contexts of the initial factorial model of the scale
(Antonakis et al., 2003), it is necessary to test the factorial
invariance to confirm that the scale behaves identically in
and can be generalized to the different population subgroups
that make up the research. Therefore, as Hypothesis 3, we
expect that the factorial structure of MLQ-5X in the educa-

tional context will be invariant in terms of gender and the
students' grades. Thus, we would have an appropriate tool to
assess teachers' different leadership profiles defined within
the established theoretical framework and to determine their
consequences on students' behavior as a function of their
perceptions.

Figure 1
Factorial Structure of the Initial Version of 36 MLQ-5X items (Bass & Awolio,
1997).
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Method

Participants
The total study sample consisted of 1551 students (679

boys and 872 gitls) of third (# = 876) and fourth grade (# =
675) of Compulsory Secondary Education (CSE) (M = 15.47
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years = 0.72), belonging to public (» = 26) and subsidized
schools (7 = 5) of the Spanish autonomous communities of
Andalusia (» = 0), Extremadura (# = 21), and Castilla-La
Mancha (# = 4). With this number of participants, the avail-
able ratio was sufficient compared to the number of items in
the instrument analyzed (Nunnally, 1978). Cluster sampling
was used for sample selection, considering the proximity of
the schools and the researchers' possibilities to access the
sample, having an existing prior relationship with the teach-
ers of the schools. Students whose parents or legal guardians
did not explicitly authorize their participation were excluded
from the study. Also, the responses of participants who
completed the instrument randomly or incompletely were
eliminated.

Instrument

Teacher leadership style. To assess the teacher’s leadership
capacity as perceived by the students, the Spanish-translated
version of the MLQ-5X for the business setting (Molero et
al., 2010) was adapted to the educational field. Five experts
reviewed each item on the scale individually and adapted
them to the educational setting. The criteria developed by
Skjong and Wentworht (2001) were followed for item selec-
tion. The group of experts was formed by PhDs in Sports
Psychology and university professors from the Education
and Sports branch. All of them had extensive experience in
validating questionnaires of variables linked to education and
psychology in sports. Each of the experts individually draft-
ed the set of the 45 items intended to assess students' pet-
ception of each of their teachers' leadership styles: transfor-
mational leadership, transactional leadership, passive leader-
ship, and organizational capacity. Specifically, each expert re-
ceived a descriptive dossier of the characteristic conditions
of each leadership profile, as well of as each of the factors
that make it up. Subsequently, through a sharing of the dif-
ferent proposals, the expert group agreed to the drafting of
each of the items that best described the theoretical con-
struct of each of the factors, resulting in an initial version of
45 items. To this end, the guidelines of Escobar-Pérez and
Cuervo-Martinez (2008) about the group consensus tech-
nique were followed.

The instrument’s items began the introductory phrase
"The teacher of the subject, during the classes...", followed
by the 45 items, 36 of which rate the different leadership
profiles, while the remaining 9 (Items 37-45) rate general or-
ganizational aspects of leadership. In this sense, the expert
group decided not to include these 9 items in our study, con-
sidering that their application was decontextualized for the
educational field. Despite this, the structure of the instru-
ment did not lose the essence of the theoretical basis, result-
ing in a shorter scale, more accessible and applicable in less
time for the type of sample in an educational setting, in line
with the current trend of applying reduced scales (Blanca et
al., 2020; Postigo et al., 2020). The initial 36 items ate orga-
nized into 9 factors (See Figure 1). Transformational leader-
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ship includes five factors of 4 items each: idealized influence
behavior (admiration and respect of the students, who try to
imitate the teacher and place their trust in him), attributed
idealized influence (same as the previous one, but focused
on specific behaviors), inspirational motivation (the teachet's
ability to motivate the students, granting meaning to their ef-
fort and vision of the future), intellectual stimulation (the
leader's ability to stimulate students' creativity, innovation,
and search for solutions), and individualized consideration
(teacher's attention to the students' individualized needs of
achievement and personal growth). Transactional leadership
is rated through two factors of 4 items each: contingent re-
ward (definition of expectations and teachet's recognition
when the student achieves the goals) and active exception
management (the teacher focuses on correcting failures and
deviations from the search for goals). Finally, passive leader-
ship is rated with two factors of 4 items each: passive excep-
tion management (attitude by which the teacher leaves things
as they are, intervening only when problems become serious)
and laissez-faire (teaching behavior where the teacher avoids
making decisions or getting involved in important issues).
Agreement with the statement of each item was rated on a 5-
point Likert scale ranging from 1 (fotally disagree) to 5 (totally
agree).

Procedure

Prior to data collection, the headmasters of the partici-
pating schools were contacted to explain the objectives of
the study and request their participation. As the participants
were underage, informed consent forms were distributed by
the direction of each center, which the parents or legal
guardians completed, authorizing the participation of the
students in this investigation. The measurement procedure
was carried out during school hours. The necessary ethical
standards of action when working with minors were respect-
ed at all times and, concerning the consent, confidentiality,
and anonymity of the responses, we followed the ethical
guidelines of the American Psychological Association (2010)
and the Declaration of Helsinki (1964). In addition, the in-
vestigation was approved by the University's Bioethics
Committee (239/2019) corresponding to the first author. All
participants completed the questionnaires individually for
each subject in approximately 15 minutes, in a suitable cli-
mate for their concentration, without distractions or the
presence of the teachers of the subjects involved in the
study. A researcher was present to resolve any doubts and or
unforeseen questions. Within each school, the groups had
different teachers for each of the academic subjects of the
study. Specifically, subjects of a different nature, structure
and, teaching loads (Mathematics, Physical Education, Eng-
lish, Spanish Language and Literature) were selected for the
study. In this sense, the students of each participating group
rated the same teacher, but they did not coincide with other
groups in the same school, who had different teachers or
who rated different subjects.
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Data analysis

Firstly, the Mplus 7.3 statistical software (Muthén &
Muthén, 1998-2020) was used to analyze the factorial struc-
ture of the MLQ-5X. To test its factorial structure, three
models were tested based on confirmatory factorial analysis
(Models 1-3) to determine the best representation, using the
robust maximum likelihood estimation included in the soft-
ware, which provides standard errors and fit indices that are
robust for non-normality and Likert-type scales (Finney &
DiStefano, 2013). Missing values were allocated using the
Full Information Maximum Likelihood method, also includ-
ed in the software.

To assess which of the proposed models had the best fit,
the following indices were used: Chi-Square (y?), degrees of
freedom df), comparative fit index (CFI), Tucker-Lewis index
(TLI), root mean square error of approximation (RMSEA),
and standardized root mean residual (SRMR). Scores greater
than .90 for incremental indexes such as CFI and TLI are
acceptable (Hu & Bentler, 1999). The model is considered to
have a good fit if the RMSEA and SRMR values are less than
.08 and .00, respectively (Hu & Bentler, 1999). Secondly, a
reliability analysis was carried out for each factor using
Cronbach’s alpha (Cronbach, 1951). Thirdly, descriptive
analysis and bivariate correlations were calculated between
the factors of the scale to analyze construct validity and di-
vergent validity.

Finally, its invariance was tested concerning the students'
gender and grade. To consider MLQ-5X to be invariant
among these population subgroups, the following sequence
of models was calculated: configural invariance, metric invar-
iance, strong invariance, and strict invariance. In this way,
the models were compared according to the changes in the
fit indices, accepting factorial invariance with increments not
greater than .01 in CFI, TLI, RMSEA, and SRMR (Cheung
& Rensvold, 2002).

Results

To check the original factorial structure of the MLQ-5X
(Bass & Avolio, 1997), a model consisting of 9 correlated
first-order factors was tested. Even though the model
showed a good fit to the data, ¥? = 2046.48, df = 558, p <
.001, CFI = .92, TLI = .91, RMSEA = .04, SRMR = .06, the
model proved unacceptable due to certain factorial loads.
Specifically, Items 17 (shows that he/ she believes in the saying "do
not touch what is OK") and 20 (shows that problems must be im-
portant before be/ she acts), which belonged to the passive excep-
tion management factor, presented factorial loads of .020
and -.034 (p > .05), respectively. Due to these low factorial
loads, these items were removed from further analysis, leav-
ing the passive exception management factor with only two
items. For this reason, we decided to join the remaining
Items 3 and 12 of that factor with the laissez-faire factor,
thereby forming the passive leadership factor with six items.

Thus, the second model, consisting of 8 correlated first-
order factors, was tested. This model again showed an ap-
propriate fit to the data, y> = 1619.58, df = 499, p < .001,
CFI = 93, TLI = .93, RMSEA = .04, SRMR = .05, with
higher fit indices than the previous model. However, the
model could not be accepted due to the high inter-factor
correlations found. Specifically, transformational leadership
factors yielded relationships greater than .85 in all cases
(range between .86 and .89). These high correlations indicat-
ed the possibility of creating a second-order factor (trans-
formational leadership) explained by the five first-order fac-
tors that made up this construct.

Thus, a third model consisting of 4 main factors (trans-
formational leadership, contingent reward, active exception
management, and passive leadership) and 5 second-order
factors for transformational leadership (idealized influence
behavior, attributed idealized influence, inspirational motiva-
tion, intellectual stimulation, and individualized considera-
tion, see Figure 2) was tested.!

Figure 2
Factorial Structure of the Final Version of 34 MIQ-5X items in the Educational set-
ting (model 3).
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1 In the appendix at the end of the document, the drafting of the 34 MLQ-
5X items in the educational field is presented.
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This model also showed adequate fit to the data, y* =
1697.20, df = 516, p < .001, CFI = .93, TLI = .93, RMSEA
= .04, SRMR = .05. In addition, all items obtained factorial

1; range 41 - .81; M = 0.65, p < .01), and the 5 first-order
factors also obtained high and significant factorial loads on
the second-order factor (see Table 1; range .93 - .96; M =

loads greater than .40 with their first-order factor (see Table  0.95, p <.01).
Table 1
Confirmatory Factorial Analysis of Model 3.
A SE » D A SE p D
v1- Idealized influence behavior v5- Individualized consideration
Ttem 6 547 .021 <.001 472 Ttem 15 619 019 <.001 540
Item 14 .680 017 <.001 .559 Item 18 .503 023 <.001 451
Ttem 21 .651 018 <.001 498 Item 27 .680 017 <.001 532
Ttem 32 .665 018 <.001 .530 Ttem 29 817 012 <.001 616
v2- Attributed idealized influence v6- Contingent Reward
Item 10 727 014 <.001 .589 Ttem 1 781 016 <.001 .539
Ttem 17 .542 .020 <.001 461 Ttem 11 .808 015 <.001 .558
Ttem 19 751 014 <.001 647 Ttem 16 .583 022 <.001 447
Ttem 23 .686 016 <.001 .589 Ttem 33 591 024 <.001 453
v3- Inspirational motivation v7- Active exception management
Ttem 9 593 019 <.001 .540 Ttem 4 416 .026 <.001 381
Item 13 728 014 <.001 624 Ttem 20 .801 015 <.001 .655
Ttem 24 731 015 <.001 632 Ttem 22 789 016 <.001 633
Ttem 34 678 016 <.001 .552 Ttem 25 742 017 <.001 574
v4- Intellectual stimulation v8- Passive Leadership
Ttem 2 477 .022 <.001 412 Ttem 3 .548 022 <.001 484
Ttem 8 611 019 <.001 .508 Ttem 5 577 021 <.001 502
Ttem 28 754 014 <.001 .588 Ttem 7 674 018 <.001 538
Ttem 30 682 017 <.001 544 Ttem 12 .649 019 <.001 .549
Ttem 26 498 024 <.001 453
Ttem 31 .525 .023 <.001 484
A SE P
Transformational Leadership
v1- Idealized influence behavior 944 012 <.001
v2- Attributed idealized influence 964 .009 <.001
v3- Inspirational motivation 951 .009 <.001
v4- Intellectual stimulation 943 011 <.001
v5- Individualized consideration 934 011 <.001

Note. A = Factor Loadings, SE = Standard Error, D = Discrimination Index

Table 2 shows the descriptive statistics, the reliability of
the first- and second-order factors, and the correlations be-
tween the MLQ-5X factors. Concerning the descriptive sta-
tistics, the factors that make up transformational leadership
obtained means of about 3.5. Contingent response and ac-

tive exception management obtained slightly lower mean
scores, and passive leadership obtained the lowest mean.
Second, all first- and second-order factors had acceptable in-
ternal consistency values (@ = .71 - .93; Nunnally & Bern-
stein, 1994).

Table 2
Descriptive S tatistics, Internal Consistency and Bivariate Correlations between factors of MLO-5X scale.
M DT As K o 7 2 3 4 5 6 7 § 9
1. Transformational Leadership 3.523 0.854 -599 -.096 .935 1
2. Idealized influence behavior 3561 0934 -568 -163 .723 .864™" 1
3. Attributed idealized influence ~ 3.586 1.014 -.608 -.290 .768 .894™ 701" 1
4. Inspirational motivation 3.512 1.006 -.467 -458 .781 .889™* 730" 718" 1
5. Intellectual stimulation 3.557 0941 -565 -147 723 859" .684™ 702" 674" 1
6. Individualized consideration 3431 0979 -419 -376 .740 8697 .666™ 729" 700" .688"* 1
7. Contingent Reward 2.829 0925 .156 -484 712 -153"" -1127 -2327 -114™ -134" -119* 1
8. Active exception management  3.238  0.965 -.132 -590 .757 .373"* 302" 315" 302" 295" 348" 383" 1
9. Passive Leadership 2180 0.890 .718 .070 .760 -459™" -417"" -454"" -407"" -439"" -371"" 493" 065" 1

Note. As = Asimmetry; K = Kurtosis; « = Cronbach’s alpha; “p < .05. “p < .01. ""p < .001.
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With regard to divergent validity, Table 2 shows the sig-
nificant and moderate correlations between all the factors of
the instrument. Transformational leadership correlated nega-
tively with contingent reward and passive leadership (» = -
153 and r = -.459, respectively) and positively with active
exception management (» = .315). Also, contingent reward
was positively associated with active exception management
and passive leadership (r = .383 and r = .483, respectively)
and, in turn, active exception management was positively as-
sociated with passive leadership (r = .065).

Table 3
Invariance Analysis by Gender and School Year.

Finally, a multigroup analysis examined the invariance for
the factorial structure of the MLQ-5X as a function of gen-
der (male and female) and participants' grade (third and
fourth grade of CSE). The factorial structure for both
groups was first tested independently and then, different
nested models (invariance models) were examined. Table 3
shows that the fit indices were appropriate for each of the
gender and grade invariance models, and that the increases in
the CFI, TLI, RMSEA, and SRMR in each invariance model
did not exceed .01 in either case (Cheung & Rensvold, 2002).

x2 Ay: g

CFI ACFI TLI TLI

RMSEA ARMSEA SRMR ASRMR

Gender

Model 0. Male 864.174 - 499 941 - 934 - .033 - .054 -
Model 0. Female 1077.202 - 499 937 - 929 - .037 - .054 -
Model 1. Configure invariance 1978.528 - 1024 938 - 922 - .035 - .056 -
Model 2. Weak invariance 1978.528 0.000 1024 .938 .000 .922 .000 .035 .000 .056 .000
Model 3. Strong invariance 1978.528 0.000 1024 .938 .000 .922 .000 .035 .000 .056 .000
Model 4. Strick invariance 1978.528 0.000 1024 .938 .000 .922 .000 .035 .000 .056 .000
School year

Model 0. Third 1069.090 - 499 934 - 928 - .036 - .053 -
Model 0. Fourth 857.323 - 499 947 - 940 - .034 - .057 -
Model 1. Configure invariance 1953.506 - 1024 940 - 934 - .035 - .056 -
Model 2. Weak invariance 1953.506  0.000 1024 .940 .000 .934 .000 .035 .000 .056 .000
Model 3. Strong invatiance 1953.506  0.000 1024 .940 .000 .934 .000 .035 .000 .056 .000
Model 4. Strick invariance 1953.506  0.000 1024 .940 .000 .934 .000 .035 .000 .056 .000

Discussion

The main objective of this work was to adapt and validate
the MLQ-5X Leadership Scale (Bass & Avolio, 1997) for the
educational field, using the translation into Spanish of the
original instrument validated by Molero et al. (2010) to
measure the different leadership profiles of secondary school
teachers. For this purpose, several models were tested, by
which we intended to obtain a valid and reliable scale that
would behave in the same way with both genders and the
grades (third and fourth grade) included in the research. The
results indicate that slight adjustments should be made to the
scale in the passive leadership dimension for use in the edu-
cational setting.

Regarding the first hypothesis, we expected to confirm
the same factorial structure as the original instrument (Bass
& Avolio, 1997). First, the confirmatory factorial analysis of
the structure of nine first-order factors was performed, fol-
lowing the distribution of items from the previous model.
The results of this analysis led to the removal from the scale
of two items (Items 17 and 20), belonging to the same factor
(passive exception management). This led to merging the el-
ements of the passive leadership style into a single factor of
six items. The two specific dimensions of the single-factor
passive leadership profile were therefore deleted. The validity
problems of the original scale in the educational context for
the passive leadership dimension have been found in differ-
ent studies (Holtz & Hu, 2017; Lépez-Vilchez et al., 2018;

Mirén et al., 2019). The solution of a single passive leader-
ship factor has already been proposed by the authors of the
theoretical framework (Bass & Avolio, 1997). However,
these small variations in the psychometric properties of the
scale have been considered to be common and justified in
various previous studies (Antonakis et al., 2003; Judge &
Piccolo, 2004). At the educational level, we consider the idea
that students of the secondary education stage cannot yet
differentiate the behaviors associated with the passive excep-
tion management factor and identify these behaviors as cot-
responding to the laissez-faire factor. Besides, in the reality
of the educational process, this type of responsabilities is
usually assumed by people with different roles and functions
from those of the teacher of the subject (group tutor or
headmaster of the school, mainly).

Subsequently, the confirmatory factorial analysis of the
eight first-order factors was performed. The results of the
analysis achieved higher fit indices than the previous model,
with satisfactory factorial loads on all items of the scale.
However, high inter-factor correlations were observed be-
tween the different factors of transformational leadership.
Therefore, we decided to discard this model, considering the
possibility of creating a second-order factor, composed of
the five first-order factors of the theoretical construct of the
scale. Given these correlations, we considered that the par-
ticipating students rated the items included in the question-
naire similatly for each of the factors that make up the trans-
formational dimension of leadership, so we discarded this
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factorial model. This idea has already been proposed since
the emergence of the instrument (Avolio et al., 1999; Catless,
1998), and since then, the literature has suggested that, when
analyzing transformational leadership, the application of a
single factor for this dimension of the theory may be the
best choice, depending on the results found in the interfac-
torial correlations (Bono & Judge, 2004). Moreover, this ap-
proach was already highlighted in subsequent studies of the
psychometric characteristics of the scale (Bass & Riggio,
2006; Molero et al., 2010). This possibility has been applied
in educational (Hofmann & Jones, 2005; Niessen et al.,
2017), professional (Hermosilla et al., 2016), and study popu-
lation contexts (Rittschof & Fortunato, 2016). Therefore, we
performed confirmatory factorial analysis of this third mod-
el, consisting of 4 main factors (transformational leadership,
contingent reward, active exception management, and pas-
sive leadership) and 5 second-order factors for transforma-
tional leadership (idealized influence behavior, attributed
idealized influence, inspirational motivation, intellectual
stimulation, and individualized consideration). The results
showed adequate factorial loads of the items on their first-
order factor; that is, the five first-order factors of transfor-
mational leadership achieved high and significant factorial
loads. The internal consistency of the model's factors was al-
so analyzed. The coefficients were adequate, with scores
above the criterion of .70 (Nunnally & Bernstein, 1994).

Concerning the factorial structure obtained in the final
model, the results obtained in this study differ slightly from
the original validation of the MLQ-5X (Bass & Avolio, 1997)
and from the Spanish version of Molero et al., (2010). How-
ever, previous studies (Antonakis et al., 2003; Judge & Picco-
lo, 2004) have found and justified these slight variations in
the psychometric properties and factorial structure of the
scale. Therefore, the first hypothesis is partially confirmed,
showing that Model 3 of the MLQ-5X is a valid and reliable
tool for measuring students' perception of teacher leader-
ship.

Second, the divergent capacity of the factors that make
up the instrument was examined. In line with the results ob-
tained by previous validations of the scale (Bass & Avolio,
1997; Molero et al.,, 2010), we expected to find a positive
correlation between the factors that make up transforma-
tional leadership and contingent reward and active exception
management. In contrast, the relationship of these factors
with passive leadership was negative (Judge & Piccolo, 2004;
Molero et al., 2010). Concerning the correlation between the
two factors, a positive and moderate relationship (Kline,
2015), with a value below the Spanish version of Molero et
al. (2010) and slightly higher than the original validation
(Bass & Avolio, 1997) was obtained. Consequently, the orig-
inal five-factor factorial structure for the transformational
leadership dimension was maintained, discarding the factori-
al proposal that merged the individualized consideration and
contingent reward dimensions into the same factor Molero
et al. (2010). In addition, this positive correlation has been
found in other studies (Judge & Piccolo, 2004). With regard
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to passive leadership, the negative results in the correlations
with the other factors of the transformational dimension co-
incide with those found in previous studies (Molero et al.,
2010). Thus, these results suggest that the MLQ-5X factors
are somewhat related, because they seem to be the same
construct, but they are nonetheless different, as no correla-
tions close to one were found (Kline, 2015). However, these
correlations with the factors of the transactional dimension
are positive, especially those of contingent reward. These re-
sults differ from those found in previous validations (Anto-
nakis et al., 2003; Molero et al., 2010). Therefore, taking into
account the findings analyzed in this research and those ob-
served in other previous studies, Hypothesis 2 is partially
confirmed.

Finally, we intended to ensure that the measuring in-
sttument behaved similatly in the different population sub-
groups included in this investigation. For this purpose, the
invariance of the MLQ-5X was checked, taking into account
the gender of the patticipants and their academic grade (third
and fourth grades of CSE). The results indicate that the
MLQ-5X was invariant in both genders and grades, both in
the configural model and in the different models with con-
straints. Similar results have been found in terms of gender
invatiance in studies from different professional contexts,
including the educational field (Antonakis et al., 2003; Judge
& Piccolo, 2004; Xu et al., 20106), but not in samples with
students. In this sense, the results coincide with those found
in other validations in Spanish of instruments of the same
theoric framework, such as that performed by Alvarez et al.
(2018) on the initial version of the Transformational Teach-
ing Questionnaire (TTQ; Beauchamp et al., 2010). However,
we have no knowledge of previous studies of invariance as a
function of the academic grade. In short, as the MLQ-5X
was invatiant in these population subgroups, it can be stated
that the instrument ensures the measurement of the percep-
tions of secondary school students in different grades of the
leadership exercised by their teachers in the classes of vari-
ous subjects. Therefore, Hypothesis 3 is accepted.

Conclusions, Limitations, and Future Lines of
Research

As a main conclusion, we can state that the scale adapted to
the educational field requires slight modifications in the fac-
torial structure, as well as in the composition of the items of
each factor. On the one hand, the transformational leadet-
ship dimension has internal consistency and construct validi-
ty, suggesting the differentiation between first- and second-
order factors. As for the other two leadership profiles, adap-
tation to the educational field requires changes in the factori-
al composition of passive leadership, in addition to different
correlations of the other dimensions of the scale. However,
the results show that this scale may be a good tool for meas-
uring the different leadership profiles of the educational set-
ting defined in the theoretical construct and that it is not on-
ly applicable to one of the leadership profiles, as observed in
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other measurement instruments. Knowledge of students'
perception of the leadership exercised by their teachers will
provide more complete results and conclusions about the
consequences in their behavior if an instrument is available
to assess the different profiles described in the theoretical
framework, as in other professional and organizational fields.
On another hand, the structure of the instrument we present
allows authors of future research to assess the relationships
that may occur between the factors that make up transfor-
mational leadership, giving them the option of using five
separate factors or a global factor that analyzes teachers'
leadership profile when performing their professional activi-
ty. Finally, the extension of the instrument makes its applica-
tion very advantageous for the educational context, as it does
not require much time and the target sample can understand
the scale.

As limitations of the study, we should highlight the
cross-sectional nature of this work, where data collection
was carried out at a specific point in the academic year. This

References

Allen, N., Grigsby, B., & Peters, M. L. (2015). Does leadership matter? Ex-
amining the relationship among transformational leadership, school
climate, and student achievement. International Journal of Edncational 1 ead-
ership Preparation, 10, 1-22.

Alvarez, O., Lila, M., Tomas, 1., & Castillo, I. (2014). Transformational lead-
ership in the local police in Spain: A leader-follower distance approach.
The Spanish Journal of Psychology, 17, 1-9.
https://doi.org/10.1017/sjp.2014.44

Alvarez, O., Tomas, L., Estevan, 1., Molina-Garcfa, J., Queralt, A., & Casti-
llo, I. (2018). Assessing teacher leadership in physical education: The
Spanish version of the Transformational Teaching Questionnaire. Ana-
Jes de Prsicologia, 34, 405-411.
https://doi.org/10.6018/analesps.34.2.291711

Anderson, M. H., & Sun, P. Y. (2017). Reviewing leadership styles: Overlaps
and the need for a new ‘full-range’ theory. International Journal of Man-
agement Reviews, 19, 76-96. https://doi.org/10.1111/ijmr.12082

Antonakis, J., Avolio, B. J., & Sivasubramaniam, N. (2003). Context and
leadership: An examination of the nine-factor full-range leadership the-
ory using the Multifactor Leadership Questionnaire. The Leadership
Quarterly, 14, 261-295. https://doi.org/10.1016/51048-9843(03)00030-
4

American Psychological Association. (2010). Publication manual of the American
Psychological Association (6th ed.). Washington, DC: American Psycholog-
ical Association.

Atmojo, M. (2015). The influence of transformational leadership on job sat-
isfaction, organizational commitment, and employee performance. In-
ternational  Research — Journal — of  Business — Studies, 5, 113-128.
https://doi.org/10.21632/irjbs.5.2.113-128

Avalos, B. (2011). Teacher professional development in teaching and teach-
er cducanon over ten years. Teaching and Teacher Education, 27, 10-20.

Avolio, B I Bass B. \I & Jung, D. I. (1999). Re-examining the compo-
nents of tramformanona_l and transactional leadership using the Multi-
factor Leadership. Journal of Occupational and Organizational Psychology, 72,
441-462. https://doi.org/10.1348/096317999166789

Balwant, P. T. (2016). Transformational instructor-leadership in higher edu-
cation teaching: A Meta-analytic review and research agenda. Journal of
Leadership Studies, 9, 20—-42. https://doi.org/10.1002/j1s.21423

Balwant, P. T., Birdi, K., Stephan, U., & Topakas, A. (2019). Transforma-
tional instructor-leadership and academic performance: a moderated
mediation model of student engagement and structural distance. Journal

319

data collection was performed in a sample of Spanish sec-
ondary school students, so it is not generalizable to other
Spanish-speaking languages or cultures with different educa-
tional systems, or to other educational levels of the same na-
tional system (primary education, vocational training, or uni-
versity studies). The application of the scale to different
stages or educational systems could be addressed in future
research to determine whether the instrument is invariant
and equally applicable. On the other hand, the process of
adapting and validating the scale is based on students' pet-
ceptions of their teachers. To contrast and consolidate these
perceptions in the future, one could consider conducting an
observation process of the teachet's performance, assessing
the students' perception of their teachers, or even a process
of triangulation among the three. Finally, it would be inter-
esting to observe the behavior of the scale concerning varia-
bles of a motivational or amusing nature or academic per-
formance. The concurrent validity of the instrument con-
cerning such variables could thus be tested.

of Further and Higher Education, 43,
https://doi.org/10.1080/0309877X.2017.1420149

Bass, B. M. (1995). Theory of transformational leadership redux. The Leader-
ship  Quarterly, 6,  463-478.  https://doi.org/10.1016/1048-
9843(95)90021-7

Bass, B. M., & Avolio, B.J. (1990). Transfor [ leadership development: Man-
ual for the Multifactor Leadership Questionnaire. Palo Alto: Consulting Psy-
chologists Press Inc.

Bass, B. M., & Avolio, B. J. (1997). Revised manual for the Multifactor Leadership
Questionnaire. Palo Alto: Mind Garden.

Bass, B. M., Avolio, B. J., Jung, D. 1., & Berson, Y. (2003). Predicting unit
performance by assessing transformational and transactional leadership.
Journal of Applied Psychology, 88, 207-218. https://doi.org/10.1037/0021-
9010.88.2.207

Bass, B. M., & Bass, R. (2009). The Bass handbook of leadership: Theory, research,
and managerial applications. New York, NY: Free Press.

Bass, B. M., & Riggio, R. E. (2005). Transformational 1eadership. London, UK:
Lawrence Erlbaum Associates.

Bass, B. M., & Riggio, R. E. (2000). Transformational Leadership (2nd ed.).
Mahwah, NJ: Erlbaum. Press.

Bean, C., Harlow, M., & Kendellen, K. (2017). Strategies for fostering basic
psychological needs support in high quality youth leadership programs.

Evalnation and ngmm Planning, 61, 76-85.

884-900.

)16

Beauchamp, M. R Barlmg,J ]1 7 Morton K. I Kelth S. E., & Zumbo,
B. D. (2010). Development and psychometric properties of the Trans-
formational Teaching Questionnaire. Journal of Health Psychology, 15,
1123-1134. https://doi.org/10.1177%2F1359105310364175

Beauchamp, M. R, Batling, J., & Morton, K. L. (2011). Transformational
teaching and adolescent self-determined motivation, self-efficacy, and
intentions to engage in leisure time physical activity: A randomised con-
trolled pilot trial. Applied Psychology: Health and Well-being, 3, 127-150.
https://doi.org/10.1111/}.1758-0854.2011.01048.x

Beauchamp, M. R,, Liu, Y., Morton, K. L., Martin, L. J., Wilson, A. H., Wil-
son, A.J., Sylvester, B. D., Zumbo, B. D., & Batling, J. (2014). Trans-
formational teaching and adolescent physical activity: Multilevel and
meditational effects. International Journal Behavioral Medicine, 21, 537-546.
https://doi.org/10.1007/512529-013-9321-2

Blanca, M. J., Escobar, M., Lima, J. F., Byrne, D., & Alarcon, R. (2020).
Psychometric properties of a short form of the Adolescent Stress

(ASQ14)
7334/ psicoth

Questlormalre Psicothema, 32, 261-267.
9.28

anales de psicologia / annals of psychology, 2021, vol. 37, n° 2 (may)


https://doi.org/10.6018/analesps
https://doi.org/10.1017/sjp.2014.44
https://doi.org/10.6018/analesps
https://doi.org/10.6018/analesps.34.2.291711
https://doi.org/10.6018/analesps
https://doi.org/10.1111/ijmr.12082
https://doi.org/10.6018/analesps
https://doi.org/10.1016/S1048-9843(03)00030-4
https://doi.org/10.1016/S1048-9843(03)00030-4
https://doi.org/10.6018/analesps
https://doi.org/10.21632/irjbs.5.2.113-128
https://doi.org/10.6018/analesps
https://doi.org/10.1016/j.tate.2010.08.007
https://doi.org/
https://doi.org/10.1348/096317999166789
https://doi.org/
https://doi.org/10.1002/jls.21423
https://doi.org/10.6018/analesps
https://doi.org/10.1080/0309877X.2017.1420149
https://doi.org/10.6018/analesps
https://doi.org/10.1016/1048-9843(95)90021-7
https://doi.org/10.1016/1048-9843(95)90021-7
https://doi.org/10.6018/analesps
https://psycnet.apa.org/doi/10.1037/0021-9010.88.2.207
https://psycnet.apa.org/doi/10.1037/0021-9010.88.2.207
https://doi.org/10.6018/analesps
https://doi.org/10.6018/analesps
https://doi.org/
https://doi.org/10.1177%2F1359105310364175
https://doi.org/10.6018/analesps
https://doi.org/10.1111/j.1758-0854.2011.01048.x
https://doi.org/10.6018/analesps
%20https:/doi.org:10.7334/psicothema2019.288
%20https:/doi.org:10.7334/psicothema2019.288

320

Bono, J. E., & Judge, T. A. (2004). Personality and transformational and
transactional leadership: a meta-analysis. Journal of Applied Psychology, 89,
901-910. https://doi.org/10.1037/0021-9010.89.5.901

Carless, S. A. (1998). Assessing the discriminant validity of transformational
leader behaviour as measured by the MLQ 1. Journal of Occupational and
Organizational Psychology, 71, 353—358. https://doi.org/10.1111/1.2044-
8325.1998.tb00681.x

Cheung, G. W., & Rensvold, R. B. (2002). Evaluating goodness-of- fit in-
dexes for testing measurement invariance. Structural Equation Modeling:
A Multidisciplinary Journal, 92), 233-255.
https://doi.org/10.1207/815328007SEM0902 5

Choi, S. L., Goh, C. F.,, Adam, M. B. H., & Tan, O. K. (2016). Transforma-
tional leadership, empowerment, and job satisfaction: The mediating
role of employee empowerment. Human Resources for Health, 14, 73.
https://doi.org/10.1186/s12960-016-0171-2

Conger, J.A., & Kanungo, R.A. (1987). Toward a behavioral theory of char-
ismatic leadership in organizacional settings. Academy of Management Re-
view, 12, 637—-647. https://doi.org/10.5465/amr.1987.4306715

Crede, M., Jong, J., & Harms, P. (2019). The generalizability of transforma-
tional leadership across cultures: A meta-analysis. Journal of Managerial
Psychology, 34, 139-155. https://doi.org/10.1108 /JMP-11-2018-0506

Cronbach, L. (1951). Coefficient alpha and the internal structure of tests.
Psychometrika, 16, 297-334. https://doi.org/10.1007/BF02310555

Day, C., Gu, Q., & Sammons, P. (2016). The impact of leadership on stu-
dent outcomes: How successful school leaders use transformational
and instructional strategies to make a difference. Educational Administra-
tion Quarterly, 52, 221-258.
https://doi.org/10.1177%2F0013161X15616863

Escobar-Pérez, J., & Cuervo-Martinez, A. (2008). Validez de contenido y
juicio de expertos: Una aproximacion a su utilizacion. Avances en
medicion, 6(1), 27-36.

Fernet, C., Trépanier, S. G., Austin, S., Gagné, M., & Forest, J. (2015).
Transformational leadership and optimal functioning at work: On the
mediating role of employees' petceived job characteristics and motiva-
tion. Work g Stress, 29, 11-31.
https://doi.org/10.1080/02678373.2014.1003998

Finney, S. J., & DiStefano, C. (2006). Non-normal and categorical data in
structural equation modeling. Structural Equation Modeling: A Second
Course, 10(6), 269-314.

Garcfa-Tufién, G. M., Cistone, P. J., & Reio, T. G. (2016). Successful and
sustained leadership: A case study of a Jesuit High School President.
Education and Urban Society, 48, 611-623.
https://doi.org/10.1177%2F0013124514541812

Harms, P. D., Credé, M., Tynan, M., Leon, M., & Jeung, W. (2017). Leader-
ship and stress: A meta-analytic review. The Leadership Qunarterly, 28,
178-194. https://doi.org/10.1016/j.leaqua.2016.10.006

Harrison, J. (2011). Instructor transformational leadership and student out-
comes. Emerging Leadership Journeys, 4, 82—136.

Hermosilla, D., Amutio, A., Costa, S. D., & Piez, D. (20106). El liderazgo
transformacional en las organizaciones: Variables mediadoras y conse-
cuencias a largo plazo. Revista de Psicologia del Trabajo y de las Organizacio-
nes, 32, 135-143.

Hinkin, T. R., & Schriesheim, C. A. (2008). A theoretical and empirical ex-
amination of the transactional and non-leadership dimensions of the
Multifactor Leadership Questionnaire (MLQ). The Leadership Quarterly,
19, 501-513. https://doi.org/10.1016/j.leaqua.2008.07.001

Hofmann, D. A., & Jones, L. M. (2005). Leadership, collective personality,
and performance. Journal of Applied  Psychology, 90, 509-522.
https://doi.org/10.1037/0021-9010.90.3.509

Holtz, B. C., & Hu, B. (2017). Passive leadership: Relationships with trust
and justice perceptions. Journal of Managerial Psychology, 32(1), 119-130.
https://doi.org/10.1108/JMP-02-2016-0029

House, R.J., Spangler, W.D., & Woycke, J. (1991). Personality and charisma
in the U.S. presidency: A psychological theory of leadership effective-
ness. Administrative Science Quarterly, 36, 364-396.
https://doi.org/10.5465/ambpp.1990.4978722

Hu, L., & Bentler, P.M. (1999). Cutoff criteria for fit indexes in covariance
structure analysis: Conventional criteria versus new alternatives. Sz
tural Egquation Modelling, 6, 1-55.
https://doi.org/10.1080/10705519909540118

anales de psicologia / annals of psychology, 2021, vol. 37, n® 2 (may)

Héctor Moreno-Casado et al.

Hunt, J. (1991). Leadership: A new synthesis. Thousand Oaks: Sage publica-
tions.

Judge, T. A., & Piccolo, R. F. (2004). Transformational and transactional
leadership: A meta-analytic test of their relative validity. Jourmal of Ap-
plied  Psychology, 89,  755-768.  https://doi.org/10.1037/0021-
9010.89.5.755

Judge, T. A., Weiss, H. M., Kammeyer-Mueller, J. D., & Hulin, C. L. (2017).
Job attitudes, job satisfaction, and job affect: A century of continuity
and of change. Journal of Applied Psychology, 102, 356-374.
https://doi.org/10.1037/apl0000181

Kline, R. B. (2015). Principles and Practice of Structural Equation Modeling. New
York, NY: Guilford publications.

Kopperud, K. H., Martinsen, @., & Humborstad, S. 1. W. (2014). Engaging
leaders in the eyes of the beholder: On the relationship between trans-
formational leadership, work engagement, service climate, and self—
other agreement. Journal of Leadership & Organizational Studies, 21(1), 29-
42. https://doi.org/10.1177%2F1548051813475666

Lopez-Vilchez, J. J., Grau-Alberola, E., & Gil-Monte, P. R. (2018). Relacion
entre los estilos de liderazgo transformacional y laissez-faire y el Sin-
drome de Quemarse por el Trabajo en profesores de educacion secun-
daria. Acciones e Tnvestigaciones Sociales, 39, 223254
https://doi.org/10.26754/0js_ais/ais.2018393239

Martinez-Cércoles, M., & Stephanou, K. (2017). Linking active transactional
leadership and safety performance in military operations. Safety Science,
96, 93-101. https://doi.org/10.1016/}.ss¢i.2017.03.013

McCarley, T. A., Peters, M. L., & Decman, J. M. (2016). Transformational
leadership related to school climate: A multi-level analysis. Educational
Management — Administration & Leadership, 44, 322-342.
https://doi.org/10.1177%2F1741143214549966

Mirén, F. B., Ortega, F. Z., Martinez, A. M., & Sanchez, M. L. Z. (2019).
Andlisis psicométrico y relaciones de diagnéstico de la inteligencia
emocional y liderazgo en docentes de ensefianzas regladas. Revista de In-

vestigacion Edncativa, 37, 201-216.
https://doi.org/10.6018/rie.37.1.308801

Molero, F., Recio, P., & Cuadrado, 1. (2010). Liderazgo transformacional y
liderazgo transaccional: Un analisis de la estructura factorial del Multi-
factor Leadership Questionnaire (MLQ) en una muestra espafiola. Psco-
thema, 22, 495-501.

Morton, K. L., Keith, S. E., & Beauchamp, M. (2010). Transformational
teaching and physical activity: A new paradigm for adolescent health

promotion?  Journal  of  Health  Psychology, 15,  248-257.
https://doi.org/10.1177%2F1359105309347586

Muenjohn, N., & Armstrong, A. (2008). Evaluating the structural validity of
the Multifactor Leadership Questionnaire (MLQ), capturing the leader-
ship factors of transformational-transactional leadership. Contemporary
Management Research, 4, 3—14. https://doi.org/10.7903/cmr.704

Muthén, L. K., & Muthén, B. O. (1998-2020). Mplus User’s Guide (8* Ed.).
Los Angeles, CA: Muthén & Muthén.

Niessen, C., Mdder, L., Stride, C., & Jimmieson, N. L. (2017). Thriving when
exhausted: The role of perceived transformational leadership. Journal of

Vocational Behavior, 103, 41-51.
https://doi.org/10.1016/}.jvb.2017.07.012

Noland, A., & Richards, K. (2014). The relationship among transformation-
al teaching and student motivation and learning. Journal of Effective Teach-
ing, 14, 5-20.

Noland, A., & Richards, K. (2015). Servant teaching: An exploration of
teacher servant leadership on student outcomes. Journal of the Scholarship
of Teaching and Learning, 15(6), 16-38.
https://doi.org/10.14434/josotl.v15i6.13928

Nortthouse, S. G. (2012). Leadership, theory and practice. Thousand Oaks, CA:
Sage publications.

Nunnally, J. C. (1978). Psychometric Theory (2d Ed.). New York, NY:
McGraw-Hill.

Nunnally, J.C. & Bernstein, LH., (1994). Psychometric Theory (3rd Ed.). New
York, NY: McGraw-Hill.

Oqyist, A., & Malmstrém, M. (2018). What motivates students? A study on
the effects of teacher leadership and students’ self-efficacy. International
Journal of  Leadership in Education, 21, 155-175.
https://doi.org/10.1080/13603124.2017.1355480



https://doi.org/10.6018/analesps
https://psycnet.apa.org/doi/10.1037/0021-9010.89.5.901
https://doi.org/10.6018/analesps
https://doi.org/10.6018/analesps
https://doi.org/10.6018/analesps
https://doi.org/10.6018/analesps
https://doi.org/10.1207/S15328007SEM0902_5
https://doi.org/10.6018/analesps
https://doi.org/10.1186/s12960-016-0171-2
https://doi.org/10.6018/analesps
https://doi.org/10.5465/amr.1987.4306715
https://doi.org/10.6018/analesps
https://doi.org/10.1108/JMP-11-2018-0506
https://doi.org/10.6018/analesps
https://doi.org/
https://doi.org/10.1177%2F0013161X15616863
https://doi.org/10.6018/analesps
https://doi.org/
https://doi.org/10.1177%2F0013124514541812
https://doi.org/
https://doi.org/10.1016/j.leaqua.2016.10.006
https://doi.org/10.6018/analesps
https://doi.org/10.6018/analesps
https://doi.org/
https://psycnet.apa.org/doi/10.1037/0021-9010.90.3.509
https://doi.org/10.1108/JMP-02-2016-0029
https://doi.org/10.5465/ambpp.1990.4978722
https://doi.org/10.6018/analesps
https://doi.org/10.1080/10705519909540118
https://doi.org/10.6018/analesps
https://psycnet.apa.org/doi/10.1037/0021-9010.89.5.755
https://psycnet.apa.org/doi/10.1037/0021-9010.89.5.755
https://doi.org/
https://psycnet.apa.org/doi/10.1037/apl0000181
https://doi.org/10.1177%2F1548051813475666
https://doi.org/
https://doi.org/10.26754/ojs_ais/ais.2018393239
https://doi.org/
https://doi.org/10.1016/j.ssci.2017.03.013
https://doi.org/10.6018/analesps
https://doi.org/10.1177%2F1741143214549966
https://doi.org/10.6018/analesps
https://doi.org/10.6018/rie.37.1.308801
https://doi.org/10.6018/analesps
https://doi.org/10.1177%2F1359105309347586
https://doi.org/
https://doi.org/10.7903/cmr.704
https://doi.org/10.1016/j.jvb.2017.07.012
https://doi.org/10.14434/josotl.v15i6.13928
https://doi.org/
https://doi.org/10.1080/13603124.2017.1355480

Adaptation and validation of the MLQ-5X Leadership Scale to the Spanish educational context 321

Pachler, D., Kuonath, A., & Frey, D. (2019). How transformational lectur-
ers promote students' engagement, creativity, and task performance:

The mediating role of trust in lecturer and self-efficacy. Learming and In-
dividual

Differences, 69, 162-172.

M. (2020). Assessment of the enterprising personality: A short form of
the BEPE battery. Psicothema, 32(4), 575-582.
https://doi.org/10.7334/psicothema2020.193

Rittschof, K. R., & Fortunato, V. J. (2016). The influence of transforma-
tional leadership and job burnout on child protective services case
managers' commitment and intent to quit. Jowrnal of Social Service Re-
search, 42, 372-385. https://doi.org/10.1080/01488376.2015.1101047

Robinson, V. M., Lloyd, C. A., & Rowe, K. J. (2014). El impacto del lideraz-
go en los resultados de los estudiantes: Un analisis de los efectos dife-
renciales de los tipos de liderazgo. REICE. Revista Electronica Iberoameri-
cana sobre Calidad, Eficacia y Cambio en Educacion, 12, 13-40.

Sethibe, T., & Steyn, R. (2017). The impact of leadership styles and the
components of the leadership styles on innovative behaviour. Interna-
tional — Journal of  Innovation Management, 21, 1-19.
https://doi.org/10.1142/51363919617500153

Sirisookslip, S., Ariratana, W., & Ngang, T. K. (2015). The impact of leader-
ship styles of school administrators on affecting teacher effectiveness.

Procedia-Social and Behavioral Sciences, 186, 1031-1037.
https://doi.org/10.1016/].sbspro.2015.04.022

Skjong, R. & Wentworth, B. (2001). Expert Judgement and risk perception,
International Society of Offshore and Polar Engineers: Stavanger.

Smith, P. B., & Peterson, M. F. (1988). Leadership, organizations and culture.
Nueva York, NY: Sage publications.

Villa-Sanchez, A. (2019). Liderazgo: Una clave para la innovacién y el cam-
bio educativo. Revista de Investigacion —Educativa, 37, 301-326.
https://doi.org/10.6018/rie.37.2.365461

Wong, S. 1., & Giessner, S. R. (2018). The thin line between empowering
and laissez-faire leadership: An expectancy-match perspective. Journal of
Management, 44, 757-783.
https://doi.org/10.1177%2F0149206315574597

Xu, L., Wubbena, Z., & Stewart, T. (2016). Measurement invariance of sec-
ond-order factor model of the Multifactor Leadership Questionnaire
(MLQ) across K-12 principal gender. Journal of Educational Administra-
tion, 54(6), 727-748. https://doi.org/10.1108/JEA-01-2015-0001

Yang, 1. (2015). Positive effects of laissez-faire leadership: conceptual explo-
ration.  Journal  of  Management  Development, 34,  1246-1261.
https://doi.org/10.1108/JMD-02-2015-0016

Yukl, G. (1994). Leadership in organization (34 ed.). Englewood Cliffs, NJ:
Prentice Hall.

anales de psicologia / annals of psychology, 2021, vol. 37, n° 2 (may)


https://doi.org/10.1016/j.lindif.2018.12.004
https://doi.org/10.7334/psicothema2020.193
https://doi.org/10.1080/01488376.2015.1101047
https://doi.org/10.6018/analesps
https://doi.org/10.1142/S1363919617500153
https://doi.org/10.6018/analesps
https://doi.org/10.6018/analesps
https://doi.org/10.6018/analesps
https://doi.org/10.6018/rie.37.2.365461
https://doi.org/10.6018/analesps
https://doi.org/10.1177%2F0149206315574597
https://doi.org/10.6018/analesps
https://doi.org/10.6018/analesps
https://doi.org/10.1108/JMD-02-2015-0016

322 Hécetor Moreno-Casado et al.

Appendix
Final version of 34 MLQ-5X items in the Educational Setting

1. S6lo me apoya cuando hago bien las tareas y actividades.

2. Tiene en cuenta las ctiticas, valorandolas si son apropiadas.

3. No hace algo hasta que los problemas son serios.

4. Centra su atencién en los fallos y en el no cumplimiento de las normas.

5. Evita implicarse en cualquier cuestién importante.

6. Nos habla de la importancia de tener valores morales (ser buena persona).

7. No hace nada cuando se le necesita.

8. Busca diferentes perspectivas a la hora de solucionar los problemas.

9. Habla con entusiasmo acerca del futuro.

10. Estoy orgulloso/a de que sea mi profesor.

11. Destaca solamente a los alumnos que realizan correctamente las tareas.

12. Espera a que las cosas vayan mal antes de actuar.

13. Habla con entusiasmo acerca de los objetivos que deben conseguirse.

14. Deja clara la importancia de tener un fuerte sentido del deber (ser comprometido).
15. Dedica su tiempo a atender de manera individualizada a los alumnos.

16. Recuerda continuamente que nuestra nota va a depender de que cumplamos los objetivos.
17. Va mas alla de su propio interés en beneficio de los alumnos.

18. Me trata mds como una persona que como miembro de un grupo.

19. Actta de forma que se gana mi respeto.

20. Concentra toda su atencién en los errores, quejas y fallos.

21. Tiene en cuenta las consecuencias éticas y morales de sus decisiones.

22. Nos recuerda todos los fallos.

23. Demuestra un gran sentido del poder y de la confianza.

24. Plantea una visién de futuro que nos motiva.

25. Hace que dirija mi atencion hacia los fallos a la hora de realizar las tareas.

26. Evita tomar decisiones.

27. Considera que cada alumno tiene diferentes necesidades, capacidades y aspiraciones.
28. Consigue que vea los problemas desde diferentes puntos de vista.

29. Me ayuda a desarrollar mi capacidad.

30. Nos sugiere nuevas formas de ver como completar las tareas.

31. Espera a que los problemas y conflictos se resuelvan solos para no tener que actuar.
32. Resalta lo importante que es respetar a los demas y trabajar en equipo.

33. Se muestra satisfecho solo con aquellos alumnos que hacen bien todas las tareas en la asignatura.

34. Demuestra confianza a los alumnos en que alcanzaremos los objetivos.

Note. Idealized influence behavior: 6, 14, 21, 32; Attributed idealized influence: 10, 17, 19, 23; Inspirational motivation: 9, 13, 24, 34; Intellectual stimulation:
2, 8, 28, 30; Individualized consideration: 15, 18, 27, 29; Contingent Reward: 1, 11, 16, 33; Active exception management: 4, 20, 22, 25; Passive Leadership: 3,
5,7,12, 26, 31.
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