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A B S T R A C T 

 
The study aimed to explore how transformational leadership styles and employees’ participation in 

decision-making influence employees’ grit. To refine these concepts, relevant literature was 

reviewed. The research employed a descriptive and correlational design, with the institution's 

employees as the study population. Data were collected through questionnaires and analyzed using 

inferential statistics. Results revealed high levels of transformational leadership, employee 

participation in decision-making, and employee grit. Analysis of Variance (ANOVA) indicated 

significant correlations between transformational leadership styles and employees’ grit, as well as 

between employees’ participation in decision-making and their grit. These findings suggest that 

enhancing employees’ grit may require improving transformational leadership styles and increasing 

participation in decision-making. 
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Introduction 

Leadership and management styles consistently produce outcomes that can be either positive or negative. The same is true 

for decision-making styles, which also impact how administrators make decisions (Abood & Thabet, 2017). In 

organizational settings, leadership and management styles, along with decision-making styles, influence both the 

organization as a whole and individual employee. Research has demonstrated the impact of leadership on various aspects, 

such as school performance (Tedla et al., 2021; Omar & Kavale, 2016), student academic performance (Hailegebreal, 2020; 

Ferdinandi & Kiwonde, 2023), and teacher performance (Wachira et al., 2017; Adeyemi, 2010; Parveen et al., 2022). 

Similarly, decision-making styles also affect teachers’ performance (Aboudahr, 2018; Olcum & Titrek, 2015; Ugurlu, 

2013). 

 

The aforementioned research suggests that leadership behavior, including leadership style, management style, and 

employees’ participation in decision-making, impacts employees' behavior. However, there is limited research 

examining the effects of leadership style and employees' participation in decision-making on employees' grit—the 
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consistency and persistence of effort toward long-term goals (Bernardy & Antoni, 2021). Studies have indicated that grit 

significantly affects performance (Zyl et al., 2022). Therefore, employees' grit is crucial for achieving organizational 

performance or institutional success in a school context. Grit is not a minor issue but a serious one that warrants attention 

from management. 

 

The focus of the current research is to investigate the effect of leadership styles and decision-making styles on employees' 

grit, particularly in the context of teachers. Leadership and management styles, as well as employees’ participation in 

decision-making, should ideally motivate employees to commit to the institution. Teachers’ consistency and persistence 

toward the institution's long-term goals are crucial concerns for management and thus merit thorough examination. 

Organizational objectives cannot be met without employee commitment. Employees' consistent interest and persistence in 

their responsibilities are essential for management. Consequently, the findings of this research could guide management in 

revisiting and potentially revising their leadership and decision-making styles to enhance employees’ commitment to the 

institution's long-term objectives. 

 

The current study is organized into several sections. The first part is the introduction, which explains the rationale for the 

study. The second part is the literature review, presenting the study’s theoretical framework based on existing literature. The 

third part details the research methodology, including the research design, population, locale, instruments, statistical 

treatment of data, research procedures, and ethical considerations. The fourth part involves data presentation and analysis, 

which includes tabular data followed by an analysis. The fifth part covers the results and discussion, which further explores 

the findings and their implications. 

Literature review 

This part presents literature that explains the leadership styles namely transformational leadership style, participation in 

decision-making, and the concept of grit. 

Transformational leadership style 

Transformational leadership is an approach that focuses on changing individuals and the social system, creating valuable 

and positive change in followers. Burns (1978) introduced the concept of transformational leadership, describing it not as a 

set of specific behaviors but as a process in which leaders and followers elevate each other to higher levels of morality and 

motivation. In exercising leadership, a leader should appeal to higher ideals and moral values such as honesty, integrity, 

justice, and equality, which must be evident in the leader’s own life. Leading by example involves integrating these values 

into daily life, thereby inspiring followers to emulate them. However, merely inspiring followers through values is 

insufficient; attention must also be given to their specific needs. Motivating followers requires addressing both their values 

and individual needs. 

 

Supporting Burns' perspective, Bass (1985) argued that transformational leaders motivate their followers by addressing 

their strong motivations and needs. These leaders identify potential motives in followers and seek to satisfy their higher 

needs, such as self-actualization, engaging followers intellectually and morally. Bass emphasized that transformational 

leaders aim to uplift people to their better selves. For Burns (1978), the essence of transformational leadership lies in 

establishing a strong relationship between leaders and followers, particularly when this relationship fosters higher levels of 

motivation and morality. Leaders find genuine satisfaction in helping their followers grow both personally and 

professionally, taking a personal interest in their development beyond just skills and knowledge to include moral growth. 

 

Transformational leaders focus on the potential of employees rather than their weaknesses, believing that employees can 

change and grow. They view employees in terms of both their current capabilities and their potential. Leaders affirm 

employees’ current abilities and potential, understanding that achieving company objectives relies on developing 

these qualities. To achieve this, leaders must inspire employees, secure their cooperation, build confidence, create a 

supportive work environment, motivate them, provide guidance and direction, and foster team spirit (Pratigma, n.d.). In 

essence, transformational leaders engage fully with their followers, recognizing them as ends in themselves rather than 
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means to an end, making their engagement in management processes crucial. 

Dimensions of transformational leadership 

Burns and Bass are credited with developing the concept of transformational leadership. Burns (1978) focused on the moral 

aspects of leadership, while Bass (1990) expanded on this by addressing both moral and efficacy concerns, particularly how 

leaders influence their followers. According to Bass, followers are drawn to leaders because of their charisma and 

trustworthiness. These leaders are trusted due to their moral integrity and concern for human development. 

Transformational leadership encompasses four dimensions: idealized influence, inspirational motivation, intellectual 

stimulation, and individualized consideration (Clayton, 2016; Bass, 1985; Wodehouse, 2018; Riggio, 2014; Schieltz, 2019). 

Idealized influence 

The first element of transformational leadership is the idealized influence. It refers to a leader's capability to influence the 

behavior of his/her followers by being a role model to them (Zdaniuk & Bobocel, 2015). In this case, a leader does not use 

power and authority to influence his/her followers to follow him but simply by living his values. In other words, he/she 

walks the talk (Riggo, 2014). In such a case, it is the leader's personality that matters. The followers are convinced to 

follow the leader when they see him/her as honest and trustworthy. The public and personal life of a leader instils pride in 

followers and becoming proud to be associated with the leader (Hughes, 2014). It is through his/her actions that builds trust 

and confidence in his/her followers (Schieltz, 2019) and motivates followers to do their job well. A study by Ngaithe, et al. 

(2016) concluded that idealized influence of leadership affects the job performance of the employees. 

Inspirational motivation 

The second element emphasizes the leader’s efficacy. He/she inspires his/her employees or followers not only through 

his/her skills or knowledge but also through his/her self-confidence to carry out the vision and mission of the company. 

He/she should be able to project such self-confidence to the followers by articulating a clear vision for the future, 

communicating expectations for the group and demonstrating confidence and commitment to attain the goals (Wodehouse, 

2018) and at whatever it takes. Therefore, inspirational motivation is not about telling people to accept things as they are 

but to dare one's self and their followers to take risks to carry out the vision and mission and face challenges because only 

through it, they can transform themselves and the organization. Khan, et al. (2020) pointed out that leaders’ capability to 

inspire followers’ confidence and motivation helps increase employees’ job performance and avoid job burnout. 

Intellectual stimulation 

The third element of transformational leadership is intellectual stimulation. This element requires a leader to involve the 

followers in generating ideas and decision-making. He/she fosters and develops his/her team through questioning and 

encourages the team to question the status quo. In other words, the leader invites them to be critical, creative, innovative, 

and make decisions out of the box (Belmejdoub, 2015, Riggio, 2014, Schieltz, 2019, & Hill, 2013). This kind of leadership 

style will broaden the minds of followers to see problems from different perspectives and consequently enrich the followers' 

knowledge to carry out their duties and responsibilities. Followers are encouraged to take a different path or method in 

solving problems. Most importantly, by involving followers in solving organizational problems, the followers feel that they 

are part of and own the organization and the problems in it. Ogola, et al. (2017) suggest that leaders who stimulate 

intellectual discussion improve job satisfaction and organizational commitment of employees. 

Individualized consideration 

This element demands that a leader cannot treat their employees or followers the same. Employees have different needs 

capabilities, skills, and knowledge. Thus, a leader needs to consider individual employees' needs and provide the necessary 

help that suits their needs and desires (Yeleap, n.d). In this case, the leader has a piece of knowledge about individual 

employees, develops a supportive relationship, and offers help to develop the employees according to his/her needs. He/she 

shows genuine concern for the needs and feelings of employees and offers support to help the employees (Belmejdoub, 

2015). The purpose is to bring out the best in the employees (Riggio, 2014). Khalil and SahibZadah (2017) argued that 

leaders who demonstrate individual consideration to their employees increase employees’ job satisfaction. 
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The Influence of transformational leadership on job satisfaction, effectiveness, and 

performance of teachers 

Studies have investigated the correlation between different leadership styles and their outcomes. For instance, Shin (2013) 

explored the impact of transactional and laissez-faire leadership styles on organizational commitment. The study found a 

positive correlation between transactional leadership and organizational commitment, whereas laissez- faire leadership was 

negatively correlated with organizational commitment. Similarly, Basit (2018) examined the effects of democratic, laissez-

faire, and autocratic leadership styles on performance. Basit’s study revealed that the democratic leadership style had the 

most significant positive influence on employee performance, followed by the laissez-faire leadership style. In contrast, the 

autocratic leadership style showed a weak correlation with employee performance. These findings suggest that leadership 

styles can significantly impact employee performance, either positively or negatively. 

 

Transformational leadership styles have also been extensively studied. Research has demonstrated that transformational 

leadership is correlated with job satisfaction, extra effort, and effectiveness (Nidadhavolu, 2018). Elmore (2004) noted that 

applying transformational leadership styles, such as involving participation in decision- making, fosters a climate of 

collegiality and collaboration. This approach encourages a shared vision and commitment to school change, enhances 

interpersonal relationships, and promotes communication (Bass, 1985). Such an environment can boost the morale and 

performance of all community members, thereby improving teachers’ job satisfaction (Korkmaz, 2007) and enhancing the 

overall school climate. Friedman (2004) found that transformational leadership transforms workplace culture and 

productivity by appealing to high ideals, challenging assumptions, and building commitment to common goals. 

Consequently, Demir (2008) emphasized the importance of applying transformational leadership styles in educational 

settings to promote school development, improve teachers' outcomes, and bolster their beliefs in their individual and 

collective capacities. 

Participative management 

The theory behind employees' participation in decision-making is participative management. Participative management is 

rooted in the definition of management, which can be informed by Follett's (1941) view that management is "the art of 

getting things done through people." Follett believed that employees would be more engaged, productive, and satisfied if 

they were treated as intelligent individuals and allowed to participate in decision-making. She opposed the 

compartmentalization of ideas in management and advocated for a lateral and creative approach to problem-solving 

(Graham, 1995; Tonn, 2003). Her definition parallels Koontz's (1961) definition of management as "the art of getting things 

done through and with people in formally organized groups," which emphasizes creating an environment conducive to 

cooperation and goal attainment. Koontz argued that this process is universal, regardless of the type of organization 

(Koontz, 1961). 

 

Participative management is not a new concept; discussions and studies on it began over 60 years ago. Early studies on 

participative management include those by Levin et al. (1939), Coch and French (1948), and Likert (1967). It is widely 

recognized as one of the most effective management and leadership styles (Likert, 1967; Yukl, 2010). The philosophy of 

participative management is based on the belief in the capabilities of organizational members and the importance of 

utilizing diverse possibilities offered by them (Maritz, 1995). Maisela (1995) described it as a management style that 

actively seeks employee input to address work-related issues. Marchant (1982) emphasized that participative management 

signifies trust and confidence in employees and a willingness to share decision- making authority. Rolková and Farkašová 

(2014), Huang et al. (2010), and Bass and Bass (2008) define participative management as "encouraging and involving 

employees in the decision-making process." However, the definition of participative management can be vague, as it varies 

among authors (Sashkin, 1984). Sashkin (1984) suggested that definitions should account for different forms of 

participation, classifying them into four types: participation in goal- setting, decision-making, problem-solving, and 

organizational changes. 

 

In relation to the current study, participative management pertains to employees' involvement in solving work-related 

problems (Sashkin, 1984). It involves leaders motivating and encouraging employees to take responsibility and participate 
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in workplace decision-making (Somech, 2006; Huang et al., 2010; Sauer, 2011; Rolková & Farkašová, 2015). According to 

Yukl (2010), it is a leadership capability to promote and facilitate employee participation in important decisions, 

representing a form of power-sharing between leaders and employees. 

 

Many studies have measured the impact of participative management on organizational performance, consistently showing 

a positive effect. For example, Huang (2011) found that participative management leads to positive behavioral changes, 

including reduced absenteeism and increased organizational effectiveness. This finding is supported by O'Brien's (1988) 

earlier study, which suggested that participative management enhances teachers' satisfaction even during organizational 

decline. Reducing absenteeism and improving job satisfaction are likely to enhance overall productivity and organizational 

performance, as supported by studies from Park et al. (2015), Kashani and Shahsavarani (2015), and Khassawneh and 

Elrehail (2022), which indicated that employee participation in management affects both organizational performance and 

individual work performance. 

Forms of decision-making participation 

Facing the challenges posed by a dynamic environment, management needs to adapt its leadership and management styles. 

One cannot face these challenges alone; a team is essential. Management should work collaboratively with employees, 

treating them as team members and adopting a flexible structure that encourages the participation of all organizational 

members in management and decision-making. Participative management and participative decision- making are forms of 

recognition and trust from employers towards employees. Employers believe that employees possess valuable knowledge 

and skills that contribute to organizational success and development (Rima’a, 2020). Participative management is 

manifested through participative decision-making. 

 

Participation in decision-making is defined as “the opportunity for an employee to provide input into the decision- making 

process related to work matters” (Zanoni & Janssen, 2007) or organizational issues, including contributing ideas on new 

strategies. It provides employees with the chance to influence decisions concerning work-related matters (Valverde, 2023). 

This approach is part of a management strategy aimed at incorporating employees' views on organizational issues, based on 

the belief that employees are more likely to commit to and perform well in their work if their contributions to decision-

making affecting their work are valued (Elele & Fields, 2010). Kalleberg et al. (2009) define participation as “allowing 

employees to make decisions about their jobs and working conditions.” Heller et al. (2004) describe it as “a process that 

allows employees to exert some influence over their work and the conditions under which they work.” Others view 

participation as a spectrum, ranging from limited interaction and information dissemination to full empowerment of the 

community in the decision-making process (Arnstein, 1969; Pateman, 1976; Wilkinson & Dundon, 2010). 

 

Regarding forms of participation in decision-making, researchers have identified several practices, although definitions 

vary among authors. Marchington and Wilkinson (2005) classify participative decision-making into four categories: degree, 

form, level, and scope. The degree of involvement indicates whether employees are merely consulted or actively involved 

in decision-making, reflecting their influence on the process and outcomes. The form of participation refers to 

representation, where employees participate through representatives, such as labor unions, rather than directly in decision-

making (Markey & Townsend, 2013). The level of participation pertains to whether involvement occurs at the individual, 

group, or departmental level (Marchington & Wilkinson, 2005). Finally, the scope of participation involves operational 

concerns, such as work practices, or strategic direction, including organizational goals. White (1996) identified four forms 

of participation: nominal participation, instrumental participation, representative participation, and transformative 

participation. Nominal participation occurs when individuals are included in decision-making processes without the power 

to influence outcomes, often serving only to legitimize the process. Instrumental participation involves utilizing the 

community's skills and knowledge to achieve specific objectives. Representative participation allows community members 

to have their voices heard through representatives. Transformative participation empowers participants to alter structures 

and institutions that contribute to marginalization and exclusion (Tisdal, 2013). Arnstein (1969) categorized participation 

into three forms: nonparticipation, tokenism, and citizen power. Nonparticipation is when authoritarian leaders impose their 

agenda without considering community input. Tokenism involves minimal engagement where suggestions are considered 

but do not alter the course of action. Citizen power entails meaningful involvement where community voices lead to 
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changes in the status quo. 

 

In the context of the current topic, participative decision-making involves operational participation, where employees are 

invited to engage in decisions related to their jobs and working conditions (Kalleberg et al., 2009). This is supported by 

Miller (2012) and Carmeli et al. (2009), who argue that employee participation refers to the extent to which employees can 

express their ideas about organizational activities and contribute to decision-making. When management grants autonomy 

and freedom to employees regarding their work, time, and conditions, it enhances creativity and performance (Sia & Appu, 

2015). 

The Effect of participation in decision-making on performance 

Though it may be challenging to allow members of the organization to participate in decision-making, particularly 

depending on the size of the organization, this should not be used as an excuse to exclude employees from the process. 

Employees’ participation in decision-making is an employer-driven initiative, and thus, managers are seen as promoters of 

this participation (Valverde, 2021). According to Wohlgemuth et al. (2019), managers can facilitate participation through 

both trust and informal control of employees. Therefore, there should be some form, degree, or level of participation in 

which employees contribute to decisions affecting their work (Marchington & Wilkinson, 2005). Not allowing employees to 

participate in decision-making can negatively impact employees’ trust, sense of control, and productivity (Chang & 

Lorenzi, 1983), whereas allowing it can lead to better decisions (Williamson, 2008). As a result of employees’ participation, 

monitoring costs can be minimized (Arthur, 1994; Spreitzer & Mishra, 1999) and diverse viewpoints can be incorporated 

(Kemelgor, 2002). Additionally, Noah (2008) noted that involving employees in decision-making can enhance 

communication between management and employees. 

 

Moreover, employees' participation in decision-making leads to several other positive outcomes. For instance, Zivkovic et 

al. (2009) highlighted that participation in the planning process can foster innovation and recognition within the 

organization, which also affects organizational performance (Witte, 1980; Sagie & Aycan, 2003; Kuye & Sulaimon, 2011; 

Sikanyika & Chibomba, 2020; Ojokuku, 2014; Chimaobi & Chikamnele, 2020). Organizational performance is a 

cumulative result of individual performance. In other words, by allowing employees to participate in decision-making, 

individual creativity and work performance can be enhanced, which in turn improves overall firm performance (Olantuji et 

al., 2017). Landry (2020) emphasized that involving employees in decision-making encourages valuable ideas and 

potential solutions to improve systems or processes. Additionally, employees' participation in decision-making can 

boost job satisfaction, which consequently leads to increased job performance (Mohsen & Sharif, 2020). Besides improving 

job performance, participation can also positively influence employees' attitudes (Pereira & Osburn, 2007). 

The concept of grit 

Organizational performance depends on various factors, both external and internal. External environmental factors include 

the dynamic and competitive market situation, which can impact the organization’s ability to operate and achieve its long-

term objectives (Fernandez-Araos, 2014). Internal environmental factors encompass leadership and employer-employee 

relationships, which can influence employees’ performance. Employees’ performance is not solely dependent on 

knowledge, skills, and motivation but also on employees’ grit (Zyl et al., 2022; Lee, 2022; Chandrawaty & Widodo, 2020). 

Studies indicate that grit is also influenced by other factors such as leadership (Rego et al., 2021) and a supportive 

environment (Chuented et al., 2023). This suggests that an individual’s capability and desire to remain consistent and 

persistent in achieving long-term goals despite challenges are influenced by various factors. 

 

Grit has been a popular research topic in psychology over the past decade. Introduced in 2007, grit is defined as a 

combination of perseverance and passion for long-term goals (Duckworth et al., 2007). It reflects a person's sustained interest 

and effort toward achieving long-term objectives despite encountering other appealing goals or projects. In other words, it 

describes an individual's ability to persistently focus on a chosen goal or project day in and day out (Datu, 2021). 

Psychologists view grit as a non-cognitive trait that describes the consistency of interest and the persistence of effort to 

achieve a goal, even during challenging times. It differs from similar psychological traits such as conscientiousness, 

resilience, work ethics, need for achievement, industriousness, hardiness, and self-control (Duckworth et al., 2007; Jordan, 
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Transformational leadership  

Participation in decision 

making 

Grit: 

Consistency of effort 

Persistence of effort 

Ferris, Hochwarter, & Wright, 2019; Meriac, Slifka, & LaBat, 2015, cited by Febriawan & Maulina, 2019). 

 

Duckworth et al. (2007) identified two dimensions of grit: consistency of interest and persistence of effort. Consistency of 

interest is the ability to maintain a stable level of interest over time (Duckworth & Quinn, 2009). It refers to the capacity to 

stay focused on a particular interest and goal without being distracted by other opportunities until the goal is achieved (Datu, 

Yuen, & Chen, 2017). Persistence of effort denotes the ability to show diligence and continue striving toward goals despite 

obstacles (Eskreis-Wink et al., 2016). It involves remaining committed to a course of action despite difficulties (Datu et al., 

2017). Although a recent study by Febriawan and Maulina (2019) proposed three dimensions of grit—consistency of effort, 

persistence of effort, and adaptability—the current study adopts the earlier dimensions proposed by Duckworth et al. (2007). 

This choice is based on the view that adaptability involves flexibility in strategies rather than abandoning objectives. While 

one can adjust strategies according to the situation, the effort to achieve the goal should remain consistent and persistent. 

 

Research on the influence of grit on success has yielded mixed results. Duckworth et al. (2007), Duckworth and Quinn 

(2009), and Akos and Kretchmar (2017) found that grit significantly correlates with achieving difficult goals and academic 

performance, suggesting that success is not solely attributed to talent or IQ. A recent study by Robbins (2022) supported 

these findings, indicating that sustained effort and hard work despite setbacks contribute to academic achievement in 

university students. However, some later studies have shown that grit is not a significant factor in academic performance. 

Bazelais et al. (2016), Tang et al. (2021), and Christopoulou et al. (2018) acknowledged its contribution but found it to be 

weak to moderate. These conflicting results suggest that grit may not be a consistent and sole predictor of academic 

performance. 

Conceptual framework 

 Independent variables    Dependent variable 

Source: Avolio, et.al (1995), PDM (Scott, James, Ming, (2003), Duckworth, et al. (2007). 

 

Figure 1: The framework explains the relationship between transformational leadership style, participation in decision-

making and grit. Transformational leadership style and participation in decision-making are predictors of grit. 

Statement of the problems 

The study measured the effect of transformational leadership style, and employees' participation in decision-making on the 

employees' grit. It specifically seeks to answer the following questions: 

 

1. What is the transformational leadership style of the administrators? 

2. What is the employees’ participation in decision-making? 

3. What is the employees’ grit? 

4. Is there a relationship between transformational leadership style and employees’ grit? 

5. Is there a relationship between employees’ participation in decision-making and employees’ grit? 

Assumptions 

The study assumes that transformational leadership style and the participation of employees in decision making is 

important for motivating employees to be consistent and persistent in pursuing the long-term goals of the institution. 

Hypothesis 
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Transformational leadership style and allowing employees to participate in decision-making are important elements to be 

given attention by the management to motivate employees to be consistent and persistent in pursuing the organizational 

objectives. Thus, the study hypothesises that there is a correlation between transformational leadership style and employees' 

participation in decision-making and the grit of the employees. 

Research methodology 

The study is a quantitative study and thus, it utilizes a descriptive assessment and correlational research design. The locale 

and the population of the study are the Divine Word College of Laoag and its employees. The study uses questionnaires to 

gather the data and the statistics to be used are descriptive and inferential statistics, therefore it used the weighted mean and 

ANOVA to analyze the data. In the process of gathering data, the researcher sent a letter to the President requesting him to 

allow the researcher to distribute the questionnaires and the collection of the data was done through employees' 

representatives. The researcher also considered the ethical review and since the research does not involve sensitive human 

issues, therefore the ethical review was waived. 

 

The following ranges of values with their descriptive interpretation will be used: 

Statistical Range Descriptive Interpretation 

4.21-5.00 Strongly Agree/Very High 

3.41-4.20 Agree/High 

2.61-3.40 Somewhat Agree/Moderate 

1.81-2.60 Disagree/Low 

1.00-1.80 Strongly Disagree/Very Low 

Data presentation and analysis 

The data are presented according to the statement of the problems. 

 

Problem 1: What is the transformational leadership style of the administrators? 

 

Table 1. Transformational leadership style of the administrators of Divine Word College of Laoag (n= 

161) 

 Transformational leadership style of administrators Weighte

d mean 

Descriptive 

interpretation 

A. Idealized influence   

1. Display conviction to the vision and mission of the College 3.90 A/H 

2. Act in ways that build the respect of employees/subordinates 3.88 A/H 

3. Emphasize the importance of purpose, commitment, and ethical 

consequences of decisions 

3.96 A/H 

4. Display the most important values such as honesty, integrity, justice, 

transparency, and consistency 

3.96 A/H 

5. Go beyond self-interest for the good of the college 3.86 A/H 

 Composite Mean 3.91 A/H 

B. Inspirational motivation   

1. Articulate a compelling vision/goal of the future 3.76 A/H 

2. Challenge employees/subordinates with a high standard of performance 3.66 A/H 

3. Provide encouragement and moral support for the employees/subordinates 3.68 A/H 

4. Inspire the employees/subordinates through his passion and determination to 

achieve the goals 

3.75 A/H 

5. Inspire employees/subordinates to see the priorities in carrying out their 

duties and responsibilities 

3.77 A/H 
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 Composite Mean 3.72 A/H 

C. Intellectual stimulation   

1. Question old assumptions, traditions and beliefs 3.65 A/H 

2. Instill new perspectives and ways of doing things 3.88 A/H 

3. Encourage the free expression of ideas and reasons 3.86 A/H 

4. See different perspectives when solving problems 3.94 A/H 

5. Encourage problem-solving using reasoning and evidence, rather than 

unsupported opinion 

3.89 A/H 

 Composite Mean 3.84 A/H 

D. Individualized consideration   

1. Deal with employees/subordinates as individual persons 3.81 A/H 

2. Help individual employee/subordinates to develop their capabilities 3.78 A/H 

3. Provide training and development activities or seminars 

according to the needs of different employees/subordinates 
3.67 A/H 

4. Are sensitive to individual differences and approach employees/subordinates 

according to their traits 

3.70 A/H 

5. Treat employees/subordinates as individuals with different needs, abilities, 

and aspirations rather than just members of the group 

3.82 A/H 

 Composite Mean 3.76 A/H 

 OVERALL MEAN 3.80 A/H 

Source: Avolio, et al. (1995).  

 

Legend: 

Range of Mean Values Descriptive Interpretation 

4.21 - 5.00 Strongly agree/Very High 

3.41 - 4.20 Agree/High 

2.61 - 3.40 Somewhat agree/Moderate 

1.81 - 2.60 Disagree/low 

1.00 - 1.80 Strongly disagree/Very low 

 

Based on the data in the table, the transformational leadership of the administrators received an overall mean rating of 3.80, 

which is interpreted as “agree/high.” This rating suggests that the transformational leadership style of the administrators is 

high but not extremely high, nor is it low or moderate. Even when considering the dimensions individually, all dimensions 

are rated within the same high level. 

 

Regarding idealized influence, employees agree that administrators demonstrate conviction to the vision and mission, 

respect subordinates, consider the ethical consequences of their decisions, and exhibit values such as honesty, integrity, 

justice, transparency, and consistency, going beyond self-interest. Ellen III (2018) noted that idealized influence captures 

transformational leaders’ tendency to behave in ways that generate admiration, trust, and confidence. Leaders are seen as 

moral guides (Chatterji & Zsolnai, 2016). 

 

Concerning inspirational motivation, employees agree that the administrators articulate a compelling vision, challenge 

employees with high performance standards, provide moral support, inspire subordinates through their passion and 

determination to achieve goals, and encourage employees to prioritize their duties and responsibilities. These actions reflect 

the roles of transformational leaders, who act as motivators for employees to maintain their energy in fulfilling their roles 

(Behn, 1995; Peng, 2016). 

 

Intellectual stimulation is another dimension of transformational leadership. In the context of the Divine Word College of 

Laoag, employees agree that administrators welcome change, constantly seek new ways of doing things, encourage 

subordinates to express new ideas and consider different perspectives in problem-solving, and use reasoning and evidence 

to address issues. These behaviors motivate and encourage subordinates to be more adaptive and creative (Khan et al., 2020; 
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Ellen, 2022). 

 

The final dimension of transformational leadership is individualized consideration. This involves leaders caring about the 

work-related development of their subordinates, promoting social support, addressing the needs of subordinates, and 

serving as mentors, guides, and coaches (Lorente & Salanova, 2014; Chen et al., 2018). In the context of the institution, 

employees agree that administrators deal with them as individuals, develop their personal capabilities, treat them according 

to their needs, and are sensitive to individual differences. 
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Problem 2: What is the employees’ participation in decision-making? Table 2. Employees’ participation in 

decision making (n= 161) 

 
Participation in decision making 

Weighted 

mean 

Descriptive 

interpretation 

1. In general, I have much influence on how I perform my job 3.76 A/H 

2. I decide how to do my job 3.84 A/H 

3. In general, I have influence on what goes on in my work group 3.60 A/H 
4. In general, I have influence on decisions which affect my jobs 3.56 A/H 
5. My supervisors are receptive and listen to my ideas and suggestions 3.78 A/H 

 MEAN 3.71 A/H 

Source: PDM (Scott, James, Ming, (2003) 

 

Participation in decision-making is a key management strategy to enhance employees’ performance (Akhimiean & 

Oriomah, 2023). The data in the table reveals that overall, employees’ participation in decision-making received a 

composite mean rating of 3.71, interpreted as “agree/high.” This rating suggests that while the level of employee 

participation is high, it is not extremely high, nor is it low or moderate. Even when considering each indicator individually, 

they all fall within the same high mean rating. Employees agree that they have a significant influence on their work, the 

decisions affecting their jobs, and contribute ideas to problem-solving related to their work. Allowing employees to 

participate in decision-making can enhance their job satisfaction, as confirmed by Wheeless et al. (1983). 

 

Problem 3. What is the employees’ grit? Table 3. Employees’ grit (n= 161) 

 
Employees’ Grit 

Weighted 

Mean 

Descriptive 

Interpretation 

A. Consistency of Interest    

1. I often set a goal and pursue it until I achieve it  3.68 A/H 

2. New Ideas and Projects do not distract me from previous ones. 3.68 A/H 

3. I have been obsessed with a certain idea or project and I 

maintain my interest 

3.58 A/H 

4. I don’t have difficulty maintaining my focus on projects that 

take more than a few months to complete 

3.64 A/H 

 Composite Mean  3.64 A/H 

B. Persistence of Efforts    

1. I finish whatever I begin  4.25 A/H 

2. Setbacks don’t discourage me  3.99 A/H 

3. I am a hard worker  4.18 A/H 

4. I am diligent.  4.22 A/H 

 Composite Mean  4.16 A/H 

 OVERALL MEAN  3.90 A/H 

Source: Duckworth, et al. (2007). 

 

Based on the data in the table, it appears that overall, employees’ grit gained an overall mean rating of 3.90 which is 

interpreted as “agree/high”. This mean rating implies that overall, the employees’ grit is not very high and it is not also very 

low, low or moderate but it is high. Even when the dimensions are taken separately, all dimensions are rated within the 

same level of mean rating which is high. In terms of consistency of interest, the employees agree that they set goals and 

pursue it even with the distractions along the way. Concerning persistence of efforts, the employees also agree that they 

finished what they have started despite of the setbacks. In the academic setting, students’ grit is often touted as one of 

contributing factors to academic performance and retention (Apro, et al., 2024, Vinson, et al., 2022). 

 

4. Is there a relationship between transformational leadership style and employees’ grit? 



962 

Abun et al., Divine Word International Journal of Management and Humanities 3(3)(2024) 951-973 

  

 

 

A. Transformational leadership Style and consistency of interest 

The different dimensions of transformational leadership style of the administrators such as idealized influence, inspirational 

motivation, intellectual stimulation, and individualized consideration taken as a group significantly predicted the 

employees’ grit in terms of consistency of interest, F (4,160) = 28.440, p < .05 with 42.20 percent overlap between the 

dimensions of transformational leadership style of the administrators and the employees’ consistency of interest. When 

predicting the employees’ consistency of interest, the error is approximately .38 rating points. 

 

Specifically, idealize influence B = -.205, p < .05, intellectual stimulation B =.487, p < .05, and individualized 

consideration B = .175, p < .05, 2.110 quantified the Y-intercept for the regression equation. 

 

Therefore, all of the four dimensions of transformational leadership style of the administrators such as idealized influence, 

inspirational motivation, intellectual stimulation, and individualized consideration as a group significantly predicted the 

employees’ consistency of interest. 

 

These results suggest that the differences on the employees’ consistency of interest are attributed to the variations on their 

assessments on the dimensions of transformational leadership style of the administrators along idealized influence, 

inspirational motivation, intellectual stimulation, and individualized consideration. 

 

However, when the dimensions of the transformational leadership style of the administrators were treated singly, only 

idealized influence, intellectual stimulation, and individualized consideration significantly predicted the employees’ 

consistency of interest. 

 

Table 4: Transformational leadership style and consistency of interest. 

Model Summary 

Model R R Square Adjusted R 

Square 

Std. Error of 

the Estimate 

1 .649a .422 .407 .37807 

a. Predictors: (Constant), Individualized Consideration, Idealized Influence, Inspirational Motivation, Intellectual 

Stimulation 

ANOVAa 

Model Sum of Squares df Mean 

Square 

F Sig. 

 Regression 16.261 4 4.065 28.440 .000b 

1 Residual 22.298 156 .143 

 Total 38.559 160  

a. Dependent Variable: Consistency of Interest 

b. Predictors: (Constant), Individualized Consideration, Idealized Influence, Inspirational Motivation, Intellectual 

Stimulation 

Coefficientsa 

Model Unstandardized Coefficients Standardized Coefficients t Sig. 

B Std. Error Beta 

 (Constant) 2.110 .179  11.774 .000 

 Idealized Influence -.205 .076 -.297 -2.717 .007 

1 Inspirational Motivation -.050 .085 -.072 -.591 .556 

 Intellectual Stimulation .487 .088 .684 5.522 .000 
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 Individualized Consideration .175 .072 .268 2.411 .017 

a. Dependent Variable: Consistency of Interest 

 

B. Transformational leadership Style and persistence of efforts 

The multiple linear regression analysis indicated that when all of the four dimensions of transformational leadership style 

of the administrators which include idealized influence, inspirational motivation, intellectual stimulation, and 

individualized consideration are considered as a group, they could significantly predict the employees’ grit in terms of 

persistence of efforts, F (4,156) = 12.280, p <.05 with 23.90 percent overlap between the predictor variables and the 

outcome variable. When predicting employees’ persistence of effects, the error is approximately .46 rating points. 

 

In particular, intellectual stimulation B = .323, p < .05. 2.839 quantified the Y-intercept for the regression equation. 

 

Therefore, the dimensions of the idealized influence, inspirational motivation, intellectual stimulation, and individualized 

consideration taken together significantly predict the employees’ grit in terms of persistence of effects. However, when the 

dimensions of transformational leadership style of the administrators were treated separately, only intellectual stimulation 

could predict the persistence of effects among the employees. 

 

These findings imply that the observed variations on the employees’ grit as to persistence of effects is due to the idealized 

influence, inspirational motivation, intellectual stimulation, and individualized consideration transformational leadership 

styles of the administrators. 

 

Table 5: Transformational leadership style and persistence of efforts 

Model Summary 

Model R R Square Adjusted R 

Square 

Std. Error of the 

Estimate 

1 .489a .239 .220 .46800 

a. Predictors: (Constant), Individualized Consideration, Idealized Influence, Inspirational Motivation, Intellectual 

Stimulation 

ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

 Regression 10.758 4 2.690 12.280 .000b 

1 Residual 34.168 156 .219 

 Total 44.926 160  

a. Dependent Variable: Persistence of Effect 

b. Predictors: (Constant), Individualized Consideration, Idealized Influence, Inspirational Motivation, Intellectual 

Stimulation 

Coefficientsa 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

 (Constant) 2.839 .222  12.802 .000 

 Idealized influence -.169 .094 -.226 -1.805 .073 

1 Inspirational motivation .169 .105 .226 1.612 .109 

 Intellectual stimulation .323 .109 .421 2.959 .004 

 Individualized consideration .030 .090 .042 .330 .742 

a. Dependent Variable: Persistence of Effect 
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Problem 5. Is there a relationship between employees’ participation in decision-making and employees’ grit? 

The computed correlation coefficient of .633 on the test of relationships between employees’ participation in decision making 

and employees’ grit along consistency of interest indicates a highly significant positive relationship. This suggests that as 

the employees’ participation in decision making increases, their consistency of interest also increases. 

 

Similarly, the correlation analysis also revealed that a highly significant positive relationship exists between the employees’ 

participation in decision making and their persistence of effects (r= .516). This finding implies that every unit increase in the 

employees’ participation in decision making, a corresponding increase in their persistence of effects is observed. 

 

Table 6. Correlation coefficients obtained on the test of relationship between employees’ 

participation in decision making and employees’ grit (n= 161) 

 
 

 Employees’ grit   Employees’ participation in decision making 
 

Consistency of interest r .633** 

 (Sig. 2 - tailed) .000 

Persistence of efforts r .516** 

 (Sig. 2-tailed)  .000  

** Significant at .01 level of significance (2-tailed) 

Discussion 

The study's results indicate that administrators’ transformational leadership style, employees’ participation in decision-

making, and employees’ grit are all rated highly. The high ratings for transformational leadership and participation in 

decision-making contribute to elevated levels of employees’ grit, as confirmed by the Analysis of Variance (ANOVA). The 

ANOVA results reveal a significant correlation between transformational leadership and employees’ grit, as well as 

between employees’ participation in decision-making and their grit. These positive correlations suggest that management 

should either sustain or enhance their transformational leadership style and continue involving employees in problem-

solving and decision-making. Leaders who are visionary, respectful, ethical, inspiring, and attentive to employees' needs 

tend to motivate employees to maintain consistency and persistence in their duties. 

 

Grit has proven to be a critical factor in both individual and organizational performance. Employees' passion and 

perseverance in pursuing long-term goals lead to significant achievements across various performance metrics (Southwick 

et al., 2019). Thus, organizational success and growth are driven by employees' consistent and persistent efforts toward their 

work goals. 

Conclusion 

This study aimed to examine the impact of transformational leadership and participation in decision-making on employees’ 

grit. The findings suggest that both transformational leadership style and employee participation in decision-making are 

rated highly, which in turn corresponds to high levels of employees’ grit. The ANOVA results show significant correlations 

between transformational leadership style and employees’ grit, and between participation in decision-making and 

employees’ grit. Therefore, it is recommended that management focus on enhancing their transformational leadership style 

and continue to involve employees in decision-making processes. 

 

The study acknowledges its limitation of covering only one institution. Future research should expand to include multiple 

institutions to provide a broader understanding of leadership styles, participation in decision-making, and employees’ grit 

across different contexts. 
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