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Perceptions of leadership styles among
school nurses and principals
in the educational environment of Crete

OBJECTIVE To investigate the perceptions of principals, vice-principals,
and school nurses on the leadership style practiced by principals and vice-
principals in general and special primary and secondary schools in the region
of Crete. METHOD A cross-sectional study was conducted from May to June
2022 on 87 school nurses, 82 principals, and 62 vice-principals in 91 out of
122 general and special schools in Crete that employed school nurses. The
Multifactor Leadership Questionnaire (MLQ) (Form 5x), developed by Avolio
and Bass, was used for data collection. Convenience sampling was used.
MLQ scale and subscale scores were compared among the three groups of
school nurses, vice-principals, and principals using multivariate analysis of
covariance. RESULTS Principals recorded higher mean leadership scores than
vice-principals and school nurses in overall leadership (71.1 versus 68.2 and
62.8, respectively, p<0.001), transformational leadership (71.3, p=0.005), and
passive leadership (65.5, p=0.091). In contrast, vice-principals recorded higher
scores in transactional leadership (43.7, p=0.032). School nurses recorded
lower scores in all subscales, particularly extra effort, compared to principals
and vice-principals (40.8 versus 60.2 and 63.1, respectively, p<0.05). The dif-
ferences in perceptions of leadership styles were attributed to the different
responsibilities and expectations between the groups. CONCLUSIONS The
present study highlights the difference observed among principals, vice-
principals, and school nurses in their perceptions regarding the leadership
style applied in their school environments and the need to develop manage-
ment interventions to enhance teamwork and collaboration, contributing to
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better educational outcomes.

Modern educational policy demands high performance
from schools, seeking their transformation by improving
the quality of the educational process and the results
achieved. School leadership has been found to be one of
the key components of overall school success.’ Its influ-
ence on the successful reorganization and improvement
of the educational process demonstrates that it plays a
crucial role?

It has been demonstrated that the leadership style
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practiced by the principal in a school setting can be directly
correlated with the overall effectiveness and productiv-
ity of all staff, including the school nurse.? The optimal
leadership style is a key component for the successful
implementation of school nursing, the purpose of which
is to ensure students’ wellbeing and safety and to main-
tain and promote health, in order to ensure students’
readiness to learn.?The international literature documents
a wide range of leadership typologies and models and their

positive or negative impact, including in schools.>¢ One
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of the relative first research’ identifies three main forms
of leadership: authoritarian, democratic and laissez-faire
or avoidant leadership, i.e. lack of control and restraint of
subordinates. Based on an analysis of 121 scholarly articles
on educational leadership published from 1988-1998, an-
other research? classified educational leadership into nine
models: managerial, participative, ethical, interpersonal,
postmodern, contingency, transactional, transformational
and instructional. The last focuses mainly on influence,
learning, and teaching.?

The present study adopts the Full Range Leadership
Theory (FRLT), where leadership models (transformational,
transactional, and passive-avoidant) are dynamic processes
that modify human behaviors in the work environment
and motivate employees to achieve goals. The FRLT aims
to summarize and explain the different leadership models
and includes inspirational and charismatic leaders, as well
as avoidant leaders. These leadership models are recorded
and measured using the Multifactor Leadership Question-
naire (MLQ) (Form 5x).”

Transformational leadership in school organizations
is defined as a process of influence based on clear values
and beliefs, creating a vision for the school. This vision is
articulated by leaders who possess positive influence skills
and seek to gain the commitment of members of the school
community by reaching out to them for the acceptance
of common goals.”” Transformational leadership consists
of four components.”? When a leader sets an example for
others and subordinates attribute ideal qualities to them,
this is known as idealized influence (behavior). Giving em-
ployees an exciting and inspiring vision of the future and
encouraging them to work towards it are key components
of inspirational motivation. Intellectual stimulation occurs
when managers support the creativity and originality of
their staff. Finally, individual consideration refers to paying
extra attention to each employee’s unique requirements
through coaching, directing, and mentoring.

On the other hand, transactional leadership, especially
with the prospect of reward, emerges as a foundation for
effective leadership. According to this model, transactional
leadership refers to the type of exchange relationship that
develops between leader and subordinate.”>’ Greater effort,
higher performance, and greater employee satisfaction
often stem from the transactional form of leadership, and it
is equally important to enrich this approach with elements
of the transformational model.

Laissez-faire leadership, often known as“inactive lead-
ership’, is an approach in which the leader avoids taking
action and making decisions.’?'* Laissez-faire leadership is
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characterized by the leader’s lack of initiative and action on
critical issues, neglecting their responsibilities and avoiding
the use of their authority.”

Although the leadership practiced in the school context
is frequently mentioned, there is insufficient emphasis on
school nurses’ perception of leadership. This study aimed
to explore the perception of principals, vice-principals, and
school nurses on the leadership style practiced by princi-
pals and vice-principals in general and special primary and
secondary schools in the region of Crete.

MATERIAL AND METHOD

Participants

A cross-sectional study was conducted using convenience
sampling and a questionnaire. The Multifactor Leadership Ques-
tionnaire (Form 5x) (MLQ)? was used for data collection. The study
was conducted in 91 out of 122 general and special primary and
secondary schools in the region of Crete that employ school nurses.
The sample consisted of 231 participants of whom 87 were school
nurses, 82 were principals and 62 were vice-principals. The data
were collected in May and June 2022.

The MLQ focuses on leaders’ characteristics and individual
behaviors. The assessment can be carried out by both leaders
and employees, regardless of the level of the hierarchy they are at
compared to the leaders being assessed. The questionnaire consists
of 45 questions/statements of which 36 concern leadership styles
and 9 measure leadership outcomes. More specifically, the 36 items
address the 9 dimensions of transformational, transactional, and
passive leadership (with 4 items on each dimension). Moreover, 3
key dimensions are associated with the results of the leadership
practiced. These dimensions include: (a) 3 items on the extra ef-
fort made by employees (extra effort), (b) 4 items on the leader’s
effectiveness (effectiveness), and (c) 2 items on the employees’
satisfaction with leadership (satisfaction with leadership). The as-
sessment is based on a five-point Likert-type scale where 0 (never),
1 (rarely), 2 (sometimes), 3 (often), and 4 (very often), if not always.

The overall score of the MLQ scale is the average of the points
corresponding to all the items in the scale. This score is calculated
by adding up the points corresponding to each item and dividing
this total by the number of items that make up the scale. Another
study’® calculated the total aggregate score. However, in the cur-
rent study, to achieve a direct understanding of the range and
comparison between the subscales and the total score, their scores
were rescaled to a scale of 0-100,”” where a high score indicates
a stronger perception of the school leadership practiced. The
overall reliability coefficient of the MLQ Scale in this study was
Cronbach’s a=0.875.

The study was approved by the Regional Directorate of Primary
and Secondary Education of Crete (reg. no 5100/18.5.2022), after
prior written permission from the Research Ethics Committee of the
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Hellenic Mediterranean University (reg. no 56/EMIT (88)/24.5.2021).

The questionnaires were distributed in printed form to each
school in the presence of the researcher. Participants provided
written informed consent after being informed verbally.

Statistical analysis

Data analysis was performed using the Statistical Package for
Social Sciences (IBM SPSS) software (IBM Corp released 2017, IBM
SPSS Statistics for Windows, Armonk, IBM Corp, NY), version 25.0.
Measures of central tendency or position and dispersion (means,
standard deviations [SD], absolute and relative frequency distribu-
tions, etc.) were estimated for the participants’ basic characteristics,
comparing the three groups of school nurses, vice-principals, and
principals using x? and analysis of variance methods. The MLQ scale
and subscale scores were assessed using Blom’s method (QQ plot)
for symmetry, while reliability was assessed with Cronbach’s alpha
coefficient. The MLQ scales and subscales scores were compared
among the three groups of school nurses, vice-principals, and
principals using multivariate analysis of covariance. Covariates
were gender, age, education, years of experience as vice-principals
and/or principals, school type, and education level. The different
domains of the four MLQ styles (transformational style, transac-
tional style, passive style and outcome criteria) were compared
using 95% confidence intervals (95% Cls).

RESULTS

Of the 231 study participants, 87 (37.7%) were school
nurses, 62 (26.8%) were vice-principals, and 82 (35.5%) were
principals (tab. 1). The majority were female (70.1%), with
significantly more women in the school nurse group (85.1%)
compared to the other two groups (p<0.05). Their mean
age was 45.2+10.9 with school nurses being significantly
younger than vice-principals and principals (34.2,52.2, and
51.6 years, respectively, p<0.05). Regarding qualifications,
almost half (45.9%) held an MSc/PhD, while vice-principals
more frequently had only a bachelor’s degree compared
to school nurses and principals (69.4%, 59.8%, and 36.6%).
In terms of professional experience, more principals had
over 20 years'experience compared to vice-principals and
school nurses (29.3%, 14.5%, and 2.3%, respectively). 29.4%
of respondents were employed in special education and
73.2% in primary education.

Table 2 presents the MLQ scores, overall and compara-
tively between the three groups. Significantly higher mean
leadership scores are found for principals versus vice-prin-
cipals and school nurses in the MLQ (71.1 versus 68.2 and
62.8, respectively, p<0.001; n?>=0.07), in the transformational
style (71.3 versus 68.6 and 63.7, p=0.005; n>=0.047), in the
passive style (65.5 versus 63.1 and 61.2, p-trend=0.043;
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n?=0.021) and in outcome criteria (78.5 versus 75.1 and
67.3, p<0.001; n?=0.073). In the transactional style, vice-
principals had significantly higher mean leadership scores
compared to principals and school nurses (43.7 versus 40.0
and 34.7, respectively, p=0.032; n?=0.031).

As the leadership model is divided into four styles
(transformational style, transactional style, passive style
and outcome criteria), these are defined by different do-
mains and presented comparatively for the three groups
in figures 1 to 4. In the transformational style (fig. 1), the
95% Cls show significantly higher mean scores for principals
(85.2;95% Cl: 82.0, 89.4) versus school nurses (76.6; 95% Cl:
71.0,81.0) in idealized behaviors, inspirational motivation
(68.0;95% Cl: 65.0, 71.7 versus 61.0; 95% Cl: 56.7, 64.0) and
individual consideration (68.0; 95% Cl: 65.0, 71.0 versus
56.6; 95% Cl: 53.1, 60.1).

In the transactional style (fig. 2), principals had signifi-
cantly higher mean scores than school nurses (89.3 versus
73.5, p<0.05) in contingent reward and management-by-
exception-passive (69.3 versus 62.1, p<0.05), while vice-
principals had significantly higher mean scores versus
than school nurses in management-by-exception-active
(43.7 versus 34.7, p<0.05).

In the passive style (fig. 3), principals also had signifi-
cantly higher mean scores than school nurses in manage-
ment-by-exception-passive (69.3 versus 62.1, p<0.05), with
no difference in laissez-faire (p>0.05).

Finally, in the outcome criteria (fig. 4), the three groups
are homogeneous, apart from extra effort, where school
nurses had significantly lower mean scores compared to
principals and vice-principals (40.8 versus 60.2 and 63.1,
p<0.05).

DISCUSSION

Atotal of 231 people participated in this study. Of these,
87 were school nurses, 62 were vice-principals, and 82 were
principals. The aim was to investigate the perceptions of
school nurses, vice-principals, and principals on the leader-
ship style applied in primary and secondary schools in Crete.

The demographic characteristics of the sample revealed
significant differences between the three groups. More
precisely, school nurses were predominantly female with
little work experience, while a significant proportion held
only a bachelor’s degree compared to vice-principals and
principals. This difference in educational level and experi-
ence could influence perceptions of leadership styles and
leadership effectiveness in the school setting.”® In contrast,
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previous studies found that teachers who have held their
current position for a longer period of time view leaders
more positively or as more in line with a transformational
leadership style than teachers who have held the position
for a shorter period of time,’*?° while findings from other
studies?’?? revealed that educational level was a predictor
of perception of leadership style.

The highest average leadership scores were recorded
by principals (statistically significant difference), followed
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by vice-principals and finally school nurses. Similar results
were obtained in a study? examining the effect of trans-
formational and transactional leadership characteristics of
school principals on teacher motivation. Principals recorded
higher levels of leadership than vice-principals and other
teachers, demonstrating their significant impact on the
educational community.

Regarding the leadership style practiced by principals
and vice-principals of primary and secondary special and

Table 1. Descriptive characteristics of the 231 school nurses, vice-principals, and principals participating in the current study.

Total School nurses Vice-principals Principals
(n=231) (n=87) (n=62) (n=82)
n (%) %
Number 231 37.7 26.8 355
Gender
Males 69 (29.9) 14.9* 387 39.0
Females 162 (70.1) 85.1 61.3 61.0
Age (years)
21-30 23(10.0) 26.4* - -
31-40 57 (24.6) 57.5 1.6 7.3
41-50 54 (23.4) 13.8 339 25.6
51-60 84 (36.4) 23 53.2 59.8
>60 13(5.6) - 11.3 7.3
Mean+SD 45.2+10.9 34.2+7.0% 52.2+6.3 51.6+6.9
Education
University, technical school 125 (54.1) 59.8* 69.4 36.6
MSc 99 (42.9) 40.2 29.0 56.1
PhD 7 (3.0 - 1.6 7.3
Years of experience as a school nurse, vice-principal, and or principal
0-5 99 (42.8) 60.9% 40.3 25.6
6-10 54 (23.4) 27.7 25.9 171
11-15 32(13.8) 8.0 14.5 19.5
16-20 11(4.8) 1.1 4.8 8.5
>20 35(15.2) 23 14.5 293
Type of school worked during last year
Special education 68 (29.4) 32.2 226 31.7
General education 163 (70.6) 67.8 774 68.3
Education level
Primary 169 (73.2) 77.0 61.3 78.0
Secondary 62 (22.0) 23.0 38.7 220
x? and ANOVA tests
*p<0.05

SD: Standard deviation, MSc: Master of Science, PhD: Doctor of Philosophy
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Table 2. Multifactor Leadership Questionnaire (MLQ) scores* of the 231 school nurses, vice-principals, and principals participating in the current study.

Scale and subscales School nurses  Vice-principals Principals p-value p-trend Partial
(n=87) (n=62) (n=82) n?
Marginal means (standard errors)
Multifactor Leadership Questionnaire 62.8(1.3) 68.2 (1.3) 71.1(1.2) <0.001 <0.001 0.070
Transformational style 63.7 (1.5) 68.6 (1.5) 71.3(1.3) 0.005 0.001 0.047
Transactional style 347 (2.1) 43.7 (2.1) 40.0(1.9) 0.032 0.104 0.031
Passive style 61.2(1.4) 63.1(1.4) 65.5(1.2) 0.091 0.043 0.021
Outcome criteria 67.3(1.8) 75.1(1.7) 78.5(1.5) <0.001 <0.001 0.073

* MLQ scale scores were converted into 0-100, where higher values (—100) indicate a higher leadership style

Multivariate analysis of covariance. Covariates were: Gender, age, degree, years of experience as a school nurse, vice-principal and or principal, type of school worked

during last year, and education level
The numbers in italics indicate the significantly highest mean values
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Figure 1. Comparisons of five domains in the transformational style of
the Multifactor Leadership Questionnaire (MLQ) between the 231 school
nurses, vice-principals, and principals participating in the current study.

general education schools, all three groups of participants
considered that the transformational leadership style is
practiced, with principals recording the highest average
score. A similar study?* examined the relationship between
self-perceived and teacher-perceived leadership styles
among 79 principals and 1,621 teachers in Danish second-
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Figure 2. Comparisons of five domains in the transactional style of the
Multifactor Leadership Questionnaire (MLQ) between the 231 school
nurses, vice-principals, and principals participating in the current study.
95% Cls: 95% confidence intervals.

ary schools. The researchers found significant discrepan-
cies in how principals and teachers perceived principals’
leadership. Principals rated their leadership style, especially
transformational leadership, much higher (80.1) than teach-
ers (50.4). There was a weak and statistically insignificant
correlation between the principals’self-evaluation and the
teachers’evaluation. In transactional leadership the corre-
lation was stronger, but still showed that principals rated
themselves higher. Ultimately, teacher perceptions were
a more reliable predictor of organizational performance
than principals’self-ratings. The study concluded that while
there is some alignment between principals’and teachers’
evaluations, it is not sufficient to discuss a single reality or
phenomenon.
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Figure 3. Comparisons of five domains in the passive style of the Multi-
factor Leadership Questionnaire (MLQ) between the 231 school nurses,
vice-principals, and principals participating in the current study. 95%
Cls: 95% confidence intervals.
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Figure 4. Comparisons of five domains in the OUTCOME CRITERIA of the
Multifactor Leadership Questionnaire (MLQ) between the 231 school
nurses, vice-principals, and principals participating in the current study.
95% Cls: 95% confidence intervals.

The tendency among principals to overestimate their
level of transformational leadership may easily be because
they generally have greater responsibilities and authority
in managing and leading the school, which requires more
developed leadership skills and provides more opportuni-
ties to develop these skills. At the same time, they may have
greater access to professional development and leader-
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ship training programs that allow them to develop their
leadership skills more effectively. It is also worth noting
that the expectations of principals are often higher than
those of vice-principals and school nurses, which may be
reflected in their evaluations. Conversely, school nurses
and vice-principals may be constrained by their duties,
which focus more on operational support and less on
leadership, affecting their perceptions and application of
leadership skills.

Additionally, principals appear to achieve substantially
higher mean scores than school nurses with respect to
idealized influence (behavior), inspirational motivation and
individual consideration. Accordingly, in a study? in primary
school principals in Sukalarang District, Sukabumi Regency,
West Java, practice transformational leadership by making
use of inspirational incentives, inspirational motivation, and
individual consideration to create a positive organizational
culture and work climate was practiced. This is in full align-
ment with another pertinent study on leadership,’?in which
the authors propose that transformational leadership, with
its constituent components, is essential for the cultivation
of a positive school culture and the advancement of staff
professional development.

A recent study continues to highlight the positive effects
of transformational leadership in educational settings. A
systematic review of 15 studies on the transformational
school leadership style in primary schools, conducted
between 2012 and 2022, found that transformational
leadership significantly enhances staff motivation and
promotes a positive school culture.?®

The second leadership style recorded is the passive
style, with principals showing the highest average scores,
followed by vice-principals and school nurses. A similar
result was found in a study,?” which concluded that both
passive and transformational leadership styles in prin-
cipals of political schools are positively correlated with
faculty commitment, leading to increased creativity and
improved performance. In the same vein, it is suggested?
that the presence of passive leadership among managers
may indicate instances of representative leadership, where
autonomy is granted to staff for certain decisions, while it
is considered good for leaders and staff who do not want
to stand out, promoting positive performance. However,
this finding should be viewed with caution, as teachers’
motivations and overall job satisfaction from their work
in the school decreases the more principals use a passive
leadership style.??

Principals had significantly higher mean scores in
management-by-exception-passive compared to school



nurses, while there is no corresponding difference in lais-
sez-faire leadership, something that may be explained
by the nature and expectations of their roles. Principals
are usually responsible for the overall management and
performance of the school. This includes overseeing aca-
demic standards, managing staff, and ensuring compliance
with educational policies. Their role often involves more
strategic decision-making and monitoring, which aligns
with management-by-exception-passive. This leadership
style involves intervention only when problems become
serious, which may be part of the principals’role in ensur-
ing the smooth running of the school. They may also use
management-by-exception-passive as a way of allowing
experienced teachers and staff to handle routine issues
independently, intervening only when deviations from
the norm occur. This approach can be practical in man-
aging large groups and ensuring effectiveness. On the
other hand, the role of school nurses is more functional
and practical, focusing on the health and wellbeing of
the students. Their responsibilities often involve direct
interaction with pupils and immediate response to health
issues. In the context of healthcare, a predictive approach
is generally required to prevent issues rather than simply
responding to them. Therefore, school nurses may score
lower on management-by-exception-passive, as their role
requires constant vigilance and immediate action rather
than waiting for problems to escalate. This also explains
why there is no significant difference in the laissez-faire
leadership scores between the two groups, as both prin-
cipals and school nurses have responsibilities that require
active participation and decision-making.

The transactional style presents a differentiation, with
vice-principals recording higher mean scores than principals
and school nurses. Significantly higher mean scores also
appear to be found in principals versus school nurses in
contingent reward and management-by-exception-passive,
while vice-principals had significantly higher mean scores
than school nurses in management-by-exception-active.
Similar results were obtained in a meta-analysis®® of 45
studies on transformational, transactional, and passive
leadership which revealed that female leaders are more
transformational than male leaders and exhibit more con-
tingent reward behaviors characteristic of transactional
leadership. Vice-principals are often more involved in the
day-to-day operations and management of the school.
Their role is functional and executive. Their responsibilities
require a focus on maintaining discipline, ensuring compli-
ance with the rules, and managing day-to-day activities, all
of which align with the principles of transactional leader-
ship. This requires a more hands-on approach, in which
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clear expectations and direct feedback (both positive and
negative) are essential. At the opposite end of the spectrum
are principals, who prioritize strategic goals, and school
nurses, whose duties are health-focused and responsive
over a structured reward-punishment system, resulting in
them rating this leadership style lower. This finding con-
firms the idea that transactional leadership can enhance
organizational effectiveness by providing clear structures
and expectations.”?

In terms of the satisfaction with leadership recorded
by vice-principals and school nurses, the three groups
(principals, vice-principals, and school nurses) exhibit
homogeneity, except for extra effort, where school nurses
had significantly lower mean scores than principals and
vice-principals. The scores of the leadership practiced,
including extra effort, effectiveness and satisfaction, were
higher among principals, suggesting that their leadership
style had a positive impact on organizational outcomes. The
ability of principals to inspire extra effort in staff, achieve
effectiveness, and ensure satisfaction underlines the im-
portance of their leadership approach in enhancing school
performance and staff morale.? This is consistent with other
research findings where effective leadership is associated
with positive organizational outcomes.

Transformational leadership has been found to posi-
tively affect teachers’ motivation and job satisfaction,
leading to improved educational outcomes.?’ Similarly,
a relevant study?®? demonstrated that effective school
leadership is vital in fostering a supportive school climate,
which enhances teacher satisfaction. In contrast, school
nurses reported significantly lower scores in extra effort,
highlighting a potential area of development of leader-
ship support for this group. One possible interpretation
of this result is that school nurses may enjoy less support
and recognition from their supervisors than principals
and vice-principals, which may negatively impact their
efforts. Also, principals and vice-principals often have
more responsibility and recognition in their role, which
may motivate them to put in extra effort. In addition,
school nurses may have fewer opportunities for profes-
sional development and promotion, which may reduce
their motivation to put in extra effort.

This study has several limitations, including its reli-
ance on self-reported data, which may be subject to bias.
The sampling technique (non-random sampling) is also a
weakness of the study. Future research could benefit from
longitudinal studies to monitor changes in perceptions of
leadership over time and theirimpact on school outcomes.
It would also be useful to explore the specific challenges
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faced by school nurses and how leadership support can
be tailored to address their unique needs.

In conclusion, the present study highlighted the differ-
ent perceptions of leadership styles among school nurses,
vice-principals, and principals in Crete. The findings high-
lighted the importance of transformational leadership in
achieving positive organizational outcomes, and suggested
areas forimprovement in leadership practices, particularly
for school nurses. Training programs to develop transfor-
mational leadership skills among all school principals could
further enhance school performance and staff satisfaction.
Furthermore, vice-principals’ emphasis on transactional
leadership suggested a need for a balanced approach
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that incorporates both transformational and transactional
elements to address operational and motivational aspects
within schools. The lower scores among school nurses on
perceptions of leadership and the outcome of the leader-
ship practice suggested the need for targeted support and
professional development for this group. Ensuring that
school nurses are included in the leadership framework
and that their contribution is recognized could improve
their commitment and effectiveness in their role.

Therefore, by promoting a supportive and inclusive
leadership environment in schools, the effectiveness and
satisfaction of all members of staff can be enhanced, con-
tributing to better educational outcomes for students.
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lMavemotriuio, HpdkAegio, Kontn, “Turnua Koivwvikrg latpiknig, NMavemotruio Kpritng, HpdkA&to, Kpritn,

*Tunua Atoiknong Emixeipricewv kat TouptouoU, EAANviké Meooyeiakd lMNavemoTtriuio, HodkAgio, Kpritn

Apxeia EAAnvikng latpikrg 2025, 42(6):810-818

TKOMOZ H Siepevivnon Twv avTIAPEWV TwV SIELOLVVTWY, TWV LTTOSIEVOUVTWY KAl TWV CXOAIKWY VOONAEUTWY Yid TO

€i60¢ TNG Nyeoiag mou epappdlouv ol SlevBLVTEG Kal ot UTTOSIEVOUVTEG O€ YEVIKA Kal €18IKA OxoAgia MpwToAOuIag

kat SeutepoPabuiag ekmaidevong otnv Mepipépela KpNtng. YAIKO-MEOOAOT E@appdOTNKE CUYXPOVIKA UEAETN, N

ormoia 81e€nxOn amod Tov Mdio péxpt tov lovvio Tou 2022, o€ 87 0XOAKOUG VOONAEUTEG, 82 S1eUBLUVTEG Kal 62 LTTOSIEL-

BuvTtéc o€ 91, emi CUVOAOUL 122, YeVIKWG Kal EISIKWG oXoAgia TnG Kpritng ommou epydlovtav oxoAIkoi VOOGNAEUTEG. Ma tn

OoUAN\OYN TwV SeSOPEVWV XPNOILOTIOINONKE TO TTOAUTIAPAYOVTIKO EPpWTNUATOASOYI0 nyeoiag (Multifactor Leadership

Questionnaire, MLQ) (Form 5x), mTou avantuxOnke amo Toug Avolio kat Bass. Epappoéotnke n pébodog tng Setypato-

Anpiag eukoAiag. Ta emimeda Babuoloyiag TwV KAIMAKWY KAl TwV UTTOKAIUAKWY Tou MLQ cuykpiOnkav peta&l twv

TPLWV OPASWV CXONKWV VOOGNAEUTWV Kal SIEVOLVTWY, XPNOIUOTTOIWVTAG TTOAUUETABANTH avAdAuon cuvSlaKUAVoNG.

AMNOTEAEZMATA O1 S1euBuvtég katéypayav uPpnAotepa péoa emimeda BabuoAoyiag nyeciag og oxeon Ye Toug umodi-

€UBUVVTEG Kal TOUG OXOAIKOUG VOONAEUTEG OTN CUVOAIKN nyeoia (71,1 évavtt 68,2 kal 62,8, avtioTtolxa, p<0,001), otn

HETAOXNMATIOTIKA nyeoia (71,3, p=0,005) kat otnv mabntikn nyeoia (65,5, p=0,091). AvtiBeTa, ol UTTOSIELOVVTEG Ka-

Téypayav vPnAotepa emimeda otn CUVOANOKTIKA Nyeoia (43,7, p=0,032). Ot oXOAIKOi VOONAEUTEG KATEYPAP AV Xa-

UNAOTEPEG BaBpoAoyieg og ONEG TIG UTTOKAIMAKEG, 18iwg otV emi mMAéov mpooTidBela (extra effort) évavti twv SievOu-

VTIWV Kal Twv urtodtevBuvtwv (40,8 évavtt 60,2 1y 63,1, avtioTtolxa, p<0,05). Ot S1a@opPEG OTIG AVTIARYELG TWV TPOTIWV

nyeciag amodidovtal oTic S1aPOoPETIKEG EVOUVEG Kal OTIC TTPOOOOKiEG METAEL TwV opdadwyv. ZYMMEPAXMATA H mapou-

oa peNETN avadelkvuel Tn Slagoporoinon n omoia mapatnpeital HeTa&y SievBLVTWY, UTTOSIEVOULVTWYV KAl GXOANIKWV

VOONAEUTWV OTNV avTIANYI] TOUG AVAPOPLKA HE TO €i60G NYETIAG TTOL £PAPUOLETAL OTA OXOAIKA TTIEPIBAANOVTA OTTOU

gpyadlovTal Kal TNV avaykn avantuéng S1olkNTIKWY TTAPEUBACEWV Yia TNV EVIOXUON TNG OMASIKOTNTAG KAl TNG CUVEP-

yaoiag, cupBANOVTAG O€ KAOAUTEPA EKTTAISEVTIKA amoTeENEéopATA.

.............................................................................

............................................................................

Né&aig eupeTnpiov: AlevOuvTEG, METAOXNMATIOTIKN, MaONTIKA Nyeoia, ZUVOANOKTIKH, ZXOAIKOi VOONAEUTEG
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