Research Article https://doi.org/10.12973/ev-jer.12.1.297

European Journal of Educational Research

Volume 12, Issue 1, 297 - 315.

ISSN: 2165-8714
https://www.eu-jer.com/

Leading During COVID-19 Crisis: The Influence of Principals’' Leadership
Styles on Teachers' Well-being in the United Arab Emirates Public

Secondary Schools
Fatema Habeeb Al Attar Khuloud Al Hammadi Shashidhar Belbase”
United Arab Emirates University, UAE United Arab Emirates University, UAE United Arab Emirates University, UAE

Received: August 9 2022 = Revised: November 21, 2022 = Accepted: December 19, 2022

Abstract: Crises like COVID-19 affect organizations as well as employees' well-being. Leaders, in this sense, have a critical role to
play in reducing the challenges and promoting a healthy workplace. With employees feeling overwhelmed and anxious to cope,
leaders should provide the appropriate support and guidance. This quantitative study examined the relationship between different
leadership styles, which are participative, directive, supportive, and Laissez-Faire, and teachers' well-being in the United Arab
Emirates (UAE). The study adds insights into the UAE's public school context, where 101 teachers were surveyed following a
snowball sampling technique. Findings revealed that Laissez-Faire and directive styles were the most dominant among the four
leadership styles examined. In terms of the relationships between leadership styles and well-being, correlation and regression
analyses were done through SPSS, and findings from the Generalized Linear Model analysis revealed that although the four styles
correlated positively with well-being, the participative leadership style had the most decisive influence. The results showed that
none of the demographics had any significant influence on well-being, and no differences in well-being in terms of demographics
were reported.
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Introduction

Teaching is a demanding and stressful profession (Johnson et al., 2005; MacIntyre et al,, 2020). By systematizing the
possible stressors of teaching, Garcia et al. (2018) identified dimensions of stressors, including teaching career
conditions, bureaucracy, administrative work, and policies to discipline and act with authority. While teaching is an
already high-stress profession, after the COVID-19 pandemic that broke out in March 2020, it has become even more
stressful. Significant changes in the educational and learning processes worldwide have been made, including in the
United Arab Emirates (UAE). Shifting to distance learning was one of the major solutions intended to maintain the
continuity of educational operations. This shift has produced heightened stress among teachers. Hence, teachers' well-
being has been affected as sources of stress have increased, and there has been a need to detach from the direct
leadership they were used to during face-to-face teaching (Maclntyre et al.,, 2020). A recent report (Diliberti et al.,
2021) also indicated that teachers have been under pressure and stress since the pandemic started. Therefore, it
became vital to investigate teachers' well-being during this crisis, specifically when the question of employees' well-
being in the UAE is of policy significance.

Employees' well-being, emotions, and mental health have indeed received significant consideration in recent years.
During the current COVID-19 crisis, challenges may form a source of frustration and stress for educators. Previous
studies have indicated that among the different factors that were found to have an impact on well-being, leadership has
been a crucial one (Sudha et al,, 2016). Kelloway et al. (2017) stated that leaders' support was directly or indirectly
related to employees' outcomes. As leadership styles are rich research areas, previous studies such as Sadeghi and Pihie
(2012) and Nielsen and Daniels (2012) proved that the leadership style directly and significantly influences aspects like
effectiveness, efficacy, and, most importantly, well-being. In such times, teachers need support from their leaders. With
no clear limit between teaching and social life, teachers might develop silent anxiety without communicating as much
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with their principals for fear of being misjudged and misunderstood and, consequently, of receiving a lower evaluation.
Teachers' fears derive from their belief that they should remain strong and not reveal a tendency to be affected by
different incidents. Indeed, good leadership can significantly enhance employees' well-being, including the physical,
mental, and social aspects. Leaders, in this sense, have a critical role to play in reducing the challenges and promoting a
healthy workplace. With employees feeling overwhelmed and anxious to cope, leaders should focus on providing the
appropriate support and guidance (Nyberg et al., 2011; Tafvelin et al., 2011). Regardless of the kind of support leaders
provide, employees who feel 'supported’ by their leaders are more likely to face their work challenges more effectively
(Kelloway et al., 2017). In other words, developing effective 'leadership’ styles is a crucial concern in schools today,
specifically in such circumstances.

Within the context of leadership, several theories underpin this area of research. However, this study will utilize the
Path-Goal Theory as the cornerstone. It proposes four leadership approaches, which are the directive, supportive, and
participative leadership styles. Additionally, the paper will examine the Laissez-Faire leadership style. Previous studies
have shown favorable results for supportive and participative leadership styles. These two styles were found to
positively affect employees' outcomes, such as commitment, satisfaction, and well-being (Al-Sada et al.,, 2017; Blau,
1985; Cummings et al,, 2010). However, the directive leadership style, which is task-oriented, and the Laissez-Faire
leadership style, seemed to negatively impact employees' different outcomes compared to the people-oriented styles
(Cummings et al., 2010; Somech & Wenderow, 2006; Tepper, 2000). For example, Williams and Hazer's (1986) findings
indicated that this approach increased employee turnover rates.

Despite those favorable results, it is essential to mention that there is no consensus. Other studies have proved that
task-oriented leadership, like the directive one, can lead to positive outcomes like increased commitment as it helps
accomplish clear rules and goals in the workplace, and does not influence employees' '‘psychological capital' (Huynh &
Hua, 2020). Indeed, it is impossible and not realistic to identify one 'best' leading style for this crisis to enhance
teachers' well-being. As Somech and Wenderow (2006) indicated, effective leadership varies according to the different
circumstances at hand and in different contexts. However, this study attempts to explore the different leadership styles
found in the UAE's public schools during the pandemic, explore which styles contributed positively to teachers' well-
being, and help leaders and principals across the UAE examine how their styles and behaviors can impact their
teachers.

Although a vast amount of literature is available on teachers' well-being, studying this aspect within the context of
COVID-19 is still novel. Junior et al. (2020) indicated that only a few empirical studies add insights into the mental
health and well-being aspects during the COVID-19 pandemic. Davidsen and Petersen (2021) also shed light on the fact
that most of the studies that did add insights into the impact of COVID-19 on well-being targeted healthcare
professionals, which leaves a gap in educational settings. Another gap in the literature that is worth mentioning is that
while studies have explored teachers' well-being since the 1930s (Orsila et al.,, 2011), the focus has been primarily
oriented toward teachers' burnout rather than toward well-being itself, and the influence of leadership style has on
well-being (Hoy & Tarter, 2011). Thus, this study intended to fill these gaps by shedding light on the UAE context by
adopting a quantitative approach. The study will focus on public school teachers across the UAE to examine the
relationship between leadership styles and well-being during the COVID-19 pandemic. The study aimed to answer the
following questions: What leadership style was the most dominant during the COVID-19 crisis across the UAE public
schools? What is the relationship between the principals’ leadership styles (supportive, participative, directive, and
Laissez-Faire) and teachers' well-being during the COVID-19 crisis? The purpose of these research questions is twofold:
to add insights into principals' leadership styles in public schools during the pandemic, which is a novel area to reveal,
and to find the elements of leadership that best support teachers' well-being at such a critical time. Hence, the study
will provide essential insights for principals and decision-makers on the best means of communicating, assigning tasks,
and supervising teachers while teaching online.

Literature Review
Leadership

Organizational leadership can be viewed from three perspectives - goals, interactions, and power. It has been widely
argued that leadership is essential to an organization's success (Miiller & Turner, 2010). Previous studies have shed
light on the fact that leadership is seen as a goal-oriented mechanism that is integrated with organizational processes,
which consequently affects success at the personal and organizational levels (Fischer et al., 2017). Daft (2005) provided
another definition of leadership that sheds light on the interaction between a leader and his/her members, where both
parties influence each other. Leadership may be characterized as an individual's use of power to engage effectively in
attaining institutional objectives (Yukl, 2008). That is, a leader exerts influence on his members by agreeing on the
purpose, the objectives, the work that has to be done, and how to accomplish the goals. Hence, the relationship between
leadership styles and teachers' well-being in the UAE's public schools during the COVID-19 is ideal for exploring and
adding more insightful findings to the relevant literature.

The relationship between leadership styles and teachers' well-being has received a wide attention in the literature.
Such attention highlighted that the relationship between the leader and the team members should not be overlooked.
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In this context, a past study by Chemers (2002) noted that leaders have an essential role in building a relationship that
considers subordinates' desires and interests. That can, therefore, be used to improve their followers' actions to
achieve organizational targets and efficient leadership within an organization. However, ineffective, absent, or strict
leadership, on the other hand, results in the most damaging impacts on individuals, groups, cultures, and even whole
communities (Gandolfi & Stone, 2016).

Looking deeper into the literature, it seems that there is an ample research that places leadership as a cornerstone.
Several theories have been found to underpin this specific area. However, it can be said that the Path-Goal theory is a
pivotal one (Robbins, 2005). The path-goal theory was first introduced by Evans (1970), and later on, it was explored
and delved deeply into by House (1971).

The Path-Goal Theory

This idea of the path-goal theory was created to identify how leaders would empower their subordinates to achieve
predetermined objectives (House, 1971). House and Mitchell (1974) provided two broad theoretical proposals, which
are: (1) leading behavior is considered by individuals to be appropriate or acceptable, and leading behavior is an
essential or expected source of satisfaction, and (2) leaders' conduct encourages individuals to the degree that this
conduct satisfies the individuals' independent performance requirements. These propositions are the foundation for a
leader's strategic roles, which help inspire individuals fulfill their jobs, embrace the leader, and be satisfied with their
jobs (House, 1996; House & Mitchell, 1974). There are a total of four types of leadership styles that this theory
proposes: directive, supportive, participative, and achievement-oriented (House & Mitchell, 1974). Directive leaders
focus on providing psychological support to individuals by outlining the tasks' requirements, guidelines, and other
details. In other words, directive leaders are task-oriented. According to Fiedler (1989) and Al-Sada et al. (2017), this
leadership style works best when members' tasks are ambiguous.

Furthermore, supportive leaders often focus on creating a friendly and approachable leader who can satisfy the needs
of the subordinates. Besides, the participative leaders focus on creating group participation in the decision-making
process and allow ideas to be integrated into the organization. Finally, House and Mitchell (1974) also outlined
achievement-oriented leadership, whereby the leader engages the subordinates in challenging tasks.

Laissez-Faire Leadership

In addition to the four leadership styles suggested by the Path-Goal theory, previous literature shed light on other
leadership styles, like Laissez-Faire leadership. This type of leadership has been defined as a "follower-centered form of
avoidance-based leadership by focusing on the subordinates' need for leadership, and the leader's non-response to
such needs" (Skogstad et al, 2014, p. 325). In other words, as Cummings et al. (2010) claimed, this type is
conceptualized as passive avoidance of issues and accountability. Leaders, in this case, have few decisions or avoid
making decisions, so the followers choose appropriate workplace solutions. It has been argued that Laissez-Faire
leaders fail to create the required balance. Social support is a critical tool to achieve career objectives in high-pressure
environments and alleviate work fatigue on well-being and stress through social support (Bakker et al.,, 2005). From
the subordinate perspective, Laissez-Faire leadership can be seen as a style that leads to avoidance conduct, under
which a careless leader denies rewards to his team. Due to this behavior and the characteristics of a Laissez-Faire
leader, this style is considered to be a type of hands-off leadership (Skogstad et al., 2014). For many researchers, this
specific type of leadership style has negative connotations and has been called a non-leadership style. Indeed, as Vroom
and Jago (1998) stated, no single style is appropriate. Instead, effective leadership styles may vary according to the
situation.

Subjective Well-being

The concept of well-being in the workplace is no longer viewed as a luxury but a necessity (Well-being and the
workplace, 2017). There is an extensive difference in the definition of 'well-being' across educational literature
(McLeod & Wright, 2016). To define the concept, the following literature review outlined the conceptualization and
application of the term 'well-being.'

Well-being is examined from a subjective perspective and is therefore known as Subjective Well-being (SWB). To
measure SWB, three main instruments are usually used: life satisfaction, lack of negative emotions, and the existence of
positive emotions (Diener et al, 2003). According to the hedonic perspective, subjective well-being includes
experiences of pleasure and displeasure based on the judgments that are made about the positive and negative
elements of life (Diener et al., 2003; Lee et al., 2019). It corresponds to the individual's internal experiences. Therefore,
although external conditions significantly influence a person, they are not inherent or necessary and do not define him
or her. Studies on subjective well-being have identified three elements that make it up: positive affection, negative
affection, and satisfaction with life (Jeon et al,, 2018; & Song et al., 2020).

Elevating people's happiness levels and enhancing their emotional prosperity are two major objectives of positive
psychology (Peterson & Park, 2006). Positive affection is a transitory feeling, experienced at a particular moment as a
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state of alertness, enthusiasm, and activity, which generates pure hedonic contentment (Fredrickson, 2001). On the
other hand, negative affection is also defined as a transitory feeling, as it includes unpleasant emotions and distressing
psychological symptoms (Fredrickson, 200). Satisfaction with life, in turn, is a cognitive judgment, a general assessment
that the person makes of his own life, and that depends on the comparison between the circumstances in which he lives
and the standards chosen by him (Jeon et al., 2018).

Subjective well-being is not the absence of negative factors but the predominance of positive effects over negative ones.
According to Lee et al. (2019), well-being analysis is much more related to the frequency with which positive affection
experiences happen than to the intensity of these experiences. In this way, one can assume that subjective well-being
consists of the presence of frequent positive effects, the rare experience of adverse effects, and the satisfaction of the
person with his life as a whole.

Psychological Well-being

Aristotle believed that true happiness was in the expression of the virtues of men and women. For him, man or
woman's goal is to live according to his or her virtues or true self, which is when he or she expresses his or her best
potential. Eudaimonia refers to well-being that differs from the simple experience of pleasure (Ryff, 2014). It is a
subjective state related to the feelings present when the individual moves toward self-realization, developing their
potential and advancing towards their life purposes. For psychological well-being theorists, happiness is centered on
experiences of personal expression and self-realization (Kristjansson, 2007).

According to Tandler et al. (2020), psychological well-being is defined by six dimensions that are linked to the different
challenges faced by the individual in his or her search for self-realization. In this model, an individual with high well-
being has high rates of positive attitudes towards himself or herself (self-acceptance), satisfaction and trust in his or
her relationships with others (positive relationships with others), independence and self-regulation of behavior
(autonomy), skills to choose or create situations appropriate to personal conditions (control of the environment), a
sense of direction and goals that contribute to his or her realizing that life is meaningful (purpose in life) and
development of his or her potential and personal expression (personal growth) (Tandler et al.,, 2020).

Hirschle and Gondim (2020) noted that eudaimonia is a sufficient condition but not necessary for hedonic happiness.
That is, there are several things that the individual wishes to do. It is important to note that the inclusion of eudemonic
elements in the concept of well-being at work can lead to a definition that mixes antecedents and consequences of the
construct. For example, positive social relationships, autonomy, and control of the environment, which consist of
dimensions of psychological well-being, are antecedents of the experience of happiness. A definition of well-being
includes hedonic and eudemonic aspects but avoids mixing antecedents and consequences or related concepts
(Hirschle & Gondim, 2020). Hedonic happiness happens more often than experiences of personal expression and self-
realization. The satisfaction of physical and social needs, for example, generates positive affections and hedonic
happiness, but not necessarily personal expression and fulfillment.

Well-being at Work

Despite the current importance that work has in one's life, it is observed that studies related to occupational well-being
are still scarce. Evers et al. (2014) indicated a connection between employees' poor well-being and high absenteeism
rates. Hence, well-being at work is an essential factor to consider when looking at productivity and commitment. Clear
conceptions of this subject do not yet exist in the literature. Some scholars prefer to represent it as the absence of
negative experiences associated with burnout or stress, and other authors prefer to represent it as job satisfaction,
involvement, and organizational commitment (Aelterman et al., 2007). According to Garcia et al. (2018), affection is the
most relevant and central aspect of well-being. Thus, the author argues that when addressing well-being at work, one
should consider the cumulative experience of the worker. The main criticism of the purely hedonistic approach to well-
being is that it is not restricted to affection at work. In this sense, there seems to be a growing effort in recent years to
conceptualize well-being at work as a multidimensional construct, which includes eudemonic and relational elements
of happiness, such as the subjective experience of personal fulfillment as well as the influence of the work environment
on one’s well-being, in addition to emotions and moods at work (Wright & Pascoe, 2015).

Teachers’ Well-being

Teacher well-being is a feeling of professional fulfillment, satisfaction, commitment, and happiness a person develops
while communicating and working collaboratively with colleagues and students (Acton & Glasgow, 2015). This
definition indirectly includes practical approaches and effective management plans related to the experiences that
teachers go through in schools and classrooms. KristjAnsson (2007) highlighted that teachers' feelings and
performance are tangled. That is, school, classroom culture, and climate may be influenced by teachers' feelings and
performance.

Researchers and managers in the organizational field are interested in knowing the individual and contextual
characteristics that interfere with the worker's well-being experience. The scientific literature points out that the
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factors related to the occupational context seem to influence well-being at work, such as social climate, perception of
justice, and organizational support (Wright & Pascoe, 2015). Despite this apparent impact on well-being at work,
leadership and other contextual variables can also be its predictors. However, some authors warn of the importance of
investigating the interaction between individual and situational variables since well-being at work does not depend
only on personal or environmental variables, but on a combination of both. This, however, is still an issue that has been
investigated a little empirically.

Many studies and theoretical proposals for the development of well-being at work are recent (Baptiste, 2008;
Baverstock & Finlay, 2019; Hesketh & Cooper, 2019). Besides, studies on occupational well-being mainly address the
emotions and moods of the worker, which consist of the hedonic dimension of well-being. Leadership style and its
influence on teachers' well-being require more exploration to prove that workers' emotions, subjective well-being, and
moods are not the only variables influencing their performance and well-being. Within the context of well-being during
the COVID-19 pandemic, a recent study that analyzed employees' well-being from different sectors indicated that
teachers were among the most negatively impacted employees, affecting their job outcomes (Davidsen & Petersen,
2021). Such findings make this research crucial within the UAE's context.

Leadership Styles and Employees’ Well-being

Leaders hold a critical role in organizations, and their conduct has important repercussions on their workers' job
conduct, success, and well-being (e.g., Avolio et al., 2009; Kuoppala et al., 2008). Leaders are part of the surrounding
environment that directly influences the employees' well-being, especially at schools (Brady & Wilson, 2021; Kraft &
Papay, 2014). Crises like COVID-19 shed light on a leader's worth, whereby effective responses and actions are needed
(Rameshan, 2021). Somech and Wenderow (2006) investigated the impact of leadership on teacher actions and
discussed how organizations nowadays are facing tremendous challenges. As such, developing effective leadership is
crucial and a salient concern in most organizations, including schools (Somech & Wenderow, 2006).

Previous literature added insights into how different leadership styles can affect teachers' outcomes, such as
satisfaction, commitment, performance, and, most importantly, their well-being. For example, shedding light on the
well-being aspect that this study is about, the Laissez-Faire leadership style (Cummings et al., 2010; Nielsen et al., 2009;
Zwingmann et al., 2014)- was found to be associated with overall negative performance and health outcomes for the
employees. While research in this aspect is limited, a few studies have found a negative association between Laissez-
Faire leadership and employee well-being. For instance, Nielsen et al. (2008) found an association between Laissez-
Faire leadership and employees' anxiety. They have also classified this leadership style as a destructive style that
causes more harm to the employees' well-being than good. The leadership style not only causes interpersonal conflict,
role stress, and emotional exhaustion, but it also impacts the physical health outcomes of the employees (Skogstad et
al,, 2014).

Furthermore, working under a destructive leader is considered to be a harmful event, and this was also indicated by
Matta et al. (2014). Besides, Zwingmann et al. (2014) found a direct negative association between Laissez-Faire
leadership and employee psychological well-being. A recent study (e.g., Petrus van der Vyver, 2020) also indicated
similar results, where Laissez-Faire leadership was found to have a negative relationship with employees' professional
well-being, as opposed to transformational leadership.

Upon shedding light on the path-goal theory, it is essential to mention that very little empirical research exists on the
effect of participative, supportive, and directive leadership styles, as Majeed et al. (2010) stated. Majeed et al. (2010)
found that participative, supportive, and directive leadership styles positively influenced employee well-being.
Enabling subordinates to engage in decision-making often raises their understanding and comprehension of goals
(Majeed et al., 2010). Furthermore, the success of subordinates is closely linked to the incentives and assistance from
the additional work (Majeed et al., 2010).

While studies like Blau (1985) and Cummings et al. (2010) indicated that supportive and participative leadership
styles, in particular, had a more positive impact on employees' commitment and well-being, directive leadership styles
where the leader closely supervises his employees and tells them what they have to do and how to do the work, were
found to negatively impact employees' commitment and well-being (Cummings et al,, 2010). To put it differently,
people-oriented leaders were found to significantly impact employees' outcomes as compared to the task-oriented
leaders. However, interestingly, there is no consensus in this regard. For example, a recent study by Huynh and Hua
(2020) proved that task-oriented leaders and directive ones could lead to positive outcomes. Setting clear rules and
goals in the workplace was found to increase employees' outcomes like commitment, and there was no influence on the
'psychological capital' of employees’ well-being (Huynh & Hua, 2020). Although only a few studies have been conducted
that have evaluated employee well-being (Nielsen et al., 2008, 2009), researchers have found that inclusive and positive
leadership styles positively influence employee well-being. Several mechanisms by which effective leaders influence
positive outcomes include increasing feelings of self-efficacy, enhancing relational cohesion, providing motivational and
supportive mediators, and ensuring positive group identification (Nielsen & Daniels, 2012; Nielsen et al., 2009).



302 | ALATTARET AL. / Leading During COVID-19 Crisis

Methodology
Research Design

This study aimed to examine the relationship between principals’ leadership styles and teachers' well-being during the
COVID-19 crisis, in which tremendous challenges have been witnessed in running the schools smoothly. It adopted a
quantitative approach that poses essential questions to be studied empirically, linking it to relevant theories (Hoy &
Adams, 2016). Moreover, it followed a cross-sectional design in which a snapshot of the population in focus was
provided and enabled comparisons between different groups (Cohen et al,, 2017).

Sample

The study was carried out in the United Arab Emirates (UAE), where all the teachers were considered the population of
the study. Only 101 teachers from different public schools across the UAE participated in the survey by responding to
an online survey questionnaire circulated through teachers’ groups in social media in the UAE. The sampling method
used was snowball sampling. As Roni et al. (2020) explained, this sample is used when individuals agree to participate
in the study and recommend other individuals to participate. Since the current paper is a survey-based quantitative
study, it was crucial to pilot the survey before circulating it to the participants. As Cohen et al. (2017) recommended,
the significance of piloting derives from the fact that it helps to validate the wording of the survey and increases its
reliability and practicality. Hence, the survey was piloted via an email request that was sent to 14 participants whose
responses were excluded from the final ones analyzed in the current paper. The questionnaire was improved with the
feedback of participants during the piloting. The overall reliability coefficient was above 0.7 and deemed suitable. The
details of the sample have been presented in Table 1.

Table 1. Sample Characteristics

Demographics Frequency Percent
Gender Male 15 14.9
Female 86 85.1
Age <=30 10 9.9
31-40 50 49.5
41-50 31 30.7
>50 10 9.9
Education Level Bachelor’s Degree 64 63.4
Master’s Degree 29 28.7
Ph.D. and Others 8 7.9
Working Experience <1 Year 6 59
1-5 Years 28 27.7
6-10 Years 27 26.7
>10 Years 40 39.6

The demographics of the sample utilized for the study included (N=101) teachers, with the majority of them being
females 85.1% and male teachers only 14.9%. Among the five age groups that were examined in the survey, the most
frequent age group was 31-40 with a percentage of 49.5%, followed by the age range of 41-50 with a percentage of
30.7%. More than half of the sample (63.4%) were Bachelor's degree holders. The results also demonstrated that
39.6% of the participants had been working in the field of teaching for more than ten years, whereas 5.9% of the
participants reported that they had less than one year of experience.

Online Questionnaire

A single online questionnaire was constructed by the authors based on the extensive literature review. The
questionnaire was constructed in the Google Form for an online survey that was used to collect quantitative data from
the participants. The survey was built following the literature explored thoroughly by the researchers of the current
study. The questionnaire was structured into four leadership categories (participative, supportive, directive, and
Laissez-Faire) and one in terms of well-being. It may be essential to point out that although the path-goal also includes
the achievement-oriented leadership style, it was not used in this study because it is mostly found in high-tech
organizations (Harris & Ogbonna, 2001).

The questionnaire consisted of three main parts, all with closed-ended questions. The first part aimed to collect general
information about the participants, including demographic questions like gender, age, and tenure. The second part was
built on four leadership styles: directive, supportive, participative, and Laissez-Faire. They were in the form of 4-point
Likert-scale questions ranging from strongly disagree (1) to strongly agree (4). Similarly, the third section included 4-
point Liker-scale questions ranging from 1 to 4 to measure teachers' well-being dimension. It is essential to mention
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that the questionnaire was developed in both languages, English and Arabic, to ensure that teachers can access it
effectively with no issues and to ensure that teachers understand each question accurately (see Appendix).

Reliability, Validity, and Normality

Using the SPSS software, the reliability of the survey items was tested, and the results showed high Cronbach alpha for
all items (a = .956). Given that the leadership style variables examined in this paper cascade down into four group
categories: participative, supportive, directive, and Laissez-Faire, the Cronbach alpha was therefore tested for each. The
results were (op = .842), (as = .894), (aa =.799), and (au = .942), respectively. Besides, the reliability of the well-being
measure was found to be (aw =.834). It is worth mentioning that five items (that were negatively stated) were reverse
coded to enhance the reliability of the questionnaire.

Table 2. Normality Test for Employees’ Well-being

Kolmogorov-Smirnov? Shapiro-Wilk

Statistic df Sig. Statistic df Sig.
Participative .160 101 .000 .950 101 .001
Supportive 119 101 .001 .940 101 .000
Directive 103 101 .010 .930 101 .000
Laissezfaire 214 101 .000 .872 101 .000
Well-being .090 101 .042 974 101 .044

To ensure the normal distribution of the composite group variables, normality tests such as Shapiro-Wilk and
Kolmogorov-Smirnova for all constructs were performed as shown in Table 2 and Figure 1. The results indicated that
the dependent variable (well-being), with a Kolmogorov-Smirnov and a Shapiro-Wilk test, was not significant at p >.01
for both tests (Table 2), although other four constructs related to leadership styles as independent variables were
significant (p < .01). The Q-Q plot for well-being also confirmed that the dependent variable (well-being) was normally
distributed (Figure 1) ata 0.01 level of significance.

Expected Normal

15 20 25 30 35 a0 45

Observed Value
Figure 1. Q-Q Plot (Well-being)
Ethical Considerations

Shedding light on the ethical consideration measures, a consent form was sent to all the participants to inform them of
the importance of this study and assure them that all data would stay anonymous. All the participants in the study were
assured that their personal information would not be revealed and the data collected from them would solely be used
for research purposes. Moreover, the participants had the right to withdraw and stop participating in the study if they
wanted to without providing justification. The study was approved by the Research Ethics Committee of Office of
Research, United Arab Emirates University in spring 2021.

Data Analysis and Interpretation

The data collected for the current study were analyzed with IBM SPSS-26 software. Tests such as descriptive statistical
analysis were utilized for the data set demographics and highlighted the difference between the two gender groups.
Normality tests, such as Kolmogorov and Shapiro, were performed to ensure the normal distribution of data.
Correlation analysis was used and further supported by the General Linear Model to examine the effects of leadership
styles on teachers’ well-being during the COVID-19 pandemic in the UAE.
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Findings
Descriptive Analysis

Descriptive statistical analysis for mean and standard deviation showed that the dominant leadership style was
Laissez-Faire (Mean = 3.23, SD = 0.78) followed by directive (Mean = 3.15, SD = 0.66). The teachers felt their leaders
were participative and supportive (Mean > 2.5) (Table 3). Overall, the well-being score was higher than the neutral
value (Mean - 3.04, SD = 0.52). Furthermore, a t-test was conducted to highlight the existence of any difference in well-
being when it comes to gender, and the results showed that such a difference does not exist in both cases, whether or
not considering the equal variances, as the values are not significant (p > 0.01) (see Tables 4 and 5).

Table 3. Results of Descriptive Statistical Analysis for Leadership Styles and Well-being

Variable Mean Score Standard Deviation
Participative Leadership 3.13 0.77
Supportive Leadership 3.10 0.75
Directive Leadership 3.15 0.66
Laissezfaire Leadership 3.23 0.78
Well-being 3.04 0.52

Table 4. T-Test (Group Statistics) for Comparing Well-being Experience by Gender

Gender of Teacher N Mean Std. Deviation Std. Error Mean
Well-being Male 15 3.1059 47540 12275
Female 86 2.9083 .39933 .04306

Table 5. T-Test (Independent Samples Test) for Well-being Experience with Gender

Levene's Test

for Equality
of Variances t-test for Equality of Means
95% Confidence
Interval of the
Sig. (2- Mean Std. Error Difference
Test Variable F Sig. t df tailed) Difference Difference Lower Upper
Well- Equal variances .516 474 1.718 99 .089 .19754 11499 -.03062 .42569
being assumed
Equal variances 1.519 17.614 .147 19754 13008 -07618 47126

not assumed

An ANOVA test was performed to highlight any difference in well-being for three demographic variables: age,
educational level, and work experience. The findings of the study seem to reveal that there was no statistically
significant difference, as the significance was 0.161, 0.965, and 0.364, respectively (p > 0.01) (See Tables 6, 7, and 8).

Table 6. One-Way ANOVA Test (Age)

Sum of Squares df Mean Square F Sig.
Between Groups 1.126 4 281 1.679 161
Within Groups 16.091 96 .168
Total 17.217 100

Table7. One-Way ANOVA Test (Education Level)

Sum of Squares df Mean Square F Sig.
Between Groups .048 3 .016 .091 .965
Within Groups 17.168 97 177

Total 17.217 100
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Table 8. One-Way ANOVA Test (Work Experience)

Sum of Squares df Mean Square F Sig.
Between Groups .553 3 .184 1.073 364
Within Groups 16.664 97 172
Total 17.217 100

A descriptive statistical analysis was also carried out to answer the first research question, 'What leadership style was
the most dominant during the COVID-19 Crisis across the UAE schools?': The results of compared means showed that
the most dominant leadership style followed during the crisis was the Laissez-Faire style (M=3.22, SD=0.78), followed
by the directive leadership style (M=3.15, SD=0.66), and then participative and supportive styles with close means (See
Table 2).

Correlation between Leadership Styles and Well-being

To answer the second research question, 'What is the relationship between the leadership styles (supportive,
participative, directive, and Laissez-Faire) and teachers' well-being during the COVID-19 crisis? ', a Spearman's rank
correlation analysis was run because the distributions of leadership styles were not normal although well-being was
normal for which non-parametric test deemed suitable. The results revealed that all four styles correlated positively
and significantly with teachers' well-being. Among the four styles, the participative style had the highest correlation (r=
0.660, p <.01), followed by supportive leadership (r = 0.658, p <.01) and then the Laissez-Faire style (r = 0.655, p <
.01) with teacher well-being. However, the lowest correlation among all four styles was between the directive
leadership style and well-being (r = 0.545, p <.01). Nevertheless, it was still positive and significant (Table 9).

Table 9. Spearman’s Rank Correlation Analysis of Leadership Styles and Well-being

Participative Supportive Directive Laissez-faire = Well-being

Participative Spearman’s Rank 1
Correlation
Sig. (2-tailed)
N 101
Supportive Spearman’s Rank .878™ 1
Correlation
Sig. (2-tailed) <.001
N 101 101
Directive Spearman’s Rank 642" .740™ 1
Correlation
Sig. (2-tailed) <.001 <.001
N 101 101 101
Laissez-faire Spearman’s Rank 794" .882" .780™ 1
Correlation
Sig. (2-tailed) <.001 <.001 <.001
N 101 101 101 101
Well-being Spearman’s Rank .660™ .658™ .545™ .655™ 1
Correlation
Sig. (2-tailed) <.001 <.001 <.001 <.001
N 101 101 101 101 101

** Correlation is significant at the 0.01 level (2-tailed).

Regression between Leadership Styles and Well-being

To add further understanding and deeper insights into the findings of the current paper, the correlation results were
supported by a Generalized Linear Model (GLM) for the dependent variable (well-being) with a probability distribution
type of normal and a link function type of identity. The GLM is a generalized version of linear model that does not
assume the linearity of dependent and independent variables and the homogeneity of those variables. The Pearson Chi-
Square Goodness of fit is 6.991 with a degree of freedom of 85, and a value to the degree of freedom ratio of 0.082.
Furthermore, concerning the Omnibus test, the likelihood ratio Chi-square is 91.034 with a degree of freedom of 15,
and it is significant at p < 0.01.

Starting with the demographics, and with regard to age, age group 2 (25-30 years) significantly influenced well-being in
a negative way (f = -0.326) at (p < 0.05), but not at (p < 0.01) (See Table 9). Although age group 1 (less than 25 years
old) had a high value (= .233), it was not significant with respect to the age group 5. Moving next in the GLM table,
none of the educational levels reported a significant influence on well-being. In addition, similar results were found for
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the total working experience dimension. Among the four leadership styles, the participative leadership style showed
the highest beta value (=.229), which was significant at p < 0.01 (Table 9).

Table 9: Generalized Linear Model Analysis for the Effect of Demographic Characteristics and Leadership Styles on Well-

being
95% Wald Confidence
Std. Interval Hypothesis Test
Parameter B Error Lower Upper Wald Chi-Square df Sig.
(Intercept) 1.488 2567 .984 1.991 33.583 1 .000
[Gender: Male] .059 .0801 -.098 216 .540 1 462
[Gender: Female] 02 . . . . . .
[Age: < 25] 233 .2839 -.324 .789 672 1 412
[Age: 25-30] -.326 1311 -.583 -.069 6.185 1 .013
[Age: 30-40] .023 .1009 -175 221 .052 1 .819
[Age: 40-50] -.053 .1023 -.253 .148 265 1 .607
[Age: < 50] 02 . . . . . .
[Education Level: 116 1991 -274 .506 .338 1 561
Bachelors’ Degree]
[Education Level: 204 .1992 -.187 .595 1.048 1 .306
Master’s Degree]
[Education Level: Ph.D.] 107 2294 -.343 .557 217 1 642
[Education Level: Other 02 . . . . .
Qualifications/Degree]
[Working experience: <1 .049 1254 -197 .295 152 1 .696
Year]
[Working experience: 1- 5 .068 .0736 -.077 212 .846 1 .358
Years]
[Working experience: 6- -.076 .0707 -.215 .062 1.168 1 .280
10 Years]
[Working experience: > 02
10 Years]
Participative 229 .0715 .089 .370 10.286 1 .001
Supportive .098 .1040 -.106 301 .879 1 .349
Directive .036 .0802 -121 193 .205 1 651
Laissez-faire .076 .0865 -.094 .245 764 1 .382
(Scale) .069P .0097 .053 .091

Dependent Variable: Well-being; Model: (Intercept), Gender of Teacher, Age of Teacher, the highest level of education obtained, Total
working experience in the current school, Participative, Supportive, Directive, Laissez-faire a. Set to zero because this parameter is
redundant. b. Maximum likelihood estimate

Discussion

This quantitative study aimed to examine which leadership style was the most dominant among the four leadership
styles in the UAE's public schools and the influence of the four leadership styles (participative, supportive, directive,
and Laissez-Faire) on teachers' well-being during the COVID-19 pandemic. The results suggested that the most
prevalent leadership style followed during the pandemic was the Laissez-Faire style, the directive leadership style, and
the participative and supportive styles, this order respectively. However, there was a greater variation in teachers’
views of the Laissez-Faire leadership style followed by participative and supportive leadership of school principals in
the UAE. This result is contrary to what Ibrahim and Al-Taneiji (2013) and Kadbey (2018) reported. In their study,
Ibrahim and Al-Taneiji, and Kadbey reported that Laissez-Faire leadership style as the least dominant compared to
transformational leadership with inspirational motivation and individualized influence attributes in Dubai and Abu
Dhabi schools. However, in another study, Nasr (2017) found that school principals dominantly strive for uncertainty
avoidance, the creation of vision, and an orderly and safe environment in schools in the UAE. Although these results
were based on the teachers’ perceptions of their principals’ leadership before the COVID-19 pandemic (in 2017) which
might have resonated their will to help teachers do their best during the crisis. Individualism and uncertainty
avoidance were significant predictors of leadership effectiveness. One reason for teachers having opinion that their
principals had a high level of Laissez-Faire leadership during the COVID-19 pandemic could be due to the closure of
physical classrooms and working from home in online mode in which there were no direct interventions from the
school leadership. The school principals might have been more resilient toward the teachers not to put much pressure
during the COVID-19 pandemic due to safety and health concerns.
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Concerning the relationships examined, the correlation analysis showed that all four leadership styles correlated
positively and significantly with teachers' well-being, with the supportive style having the highest correlation, followed
by participative leadership. Teachers’ well-being has been found to be a result or outcome of principals’ leadership
practice in the UAE. Yacoub (2021) discussed different forms of teacher well-being affected by principals’ leadership
practices. For example, social well-being, economic well-being and environmental well-being are affected or influenced
by school leadership functions. Teacher well-being in the forms of job satisfaction and organizational culture was highly
correlated with school leadership and management practices in Dubai (Yacoub, 2021). Viac and Fraser (2020)
emphasized four dimensions of teacher well-being: cognitive, social, subjective, and physical and mental. These forms
of well-being are influenced by both school characteristics and teacher characteristics. In this sense, teacher well-being
is contingent upon school principals’ leadership styles to create a conducive working environment in the school. Both
affective and cognitive well-being were significantly positively correlated with principals’ transformational leadership,
whereas they were negatively correlated with transactional leadership styles (Heidmets & Liik, 2014).

Moreover, the regression findings revealed that of the four leadership styles, one only demonstrated a significant
positive influence on teachers' well-being, which was the participative leadership style, with a beta value (= .229),
which was significant at p < 0.01. However, past studies showed mixed findings. For example, Nguni et al. (2006)
reported Laissez-Faire leadership style as a stronger predictor of teacher job satisfaction leading to well-being.
Nonetheless, Biggerstaff (2012) and Waters (2013) found transformational leadership as a strong predictor of teacher
well-being in terms of job satisfaction. The correlation and regression findings above aligned with previous studies
such as Cummings et al. (2010) and Somech and Wenderow (2006), who proved that people-oriented leadership styles
correlated positively with employees' well-being and outcomes. However, the findings of this present study indicated
that, in addition to the people-oriented leadership styles, the Laissez-Faire leadership style was also found to correlate
positively with teachers ' well-being. This result contradicts the findings of Cummings et al. (2010), Somech and
Wenderow, and Tepper (2000), in which a negative correlation was indicated between the two. Zwingmann et al.
(2014) and Petrus van der Vyver (2020) also found a direct negative association between Laissez-Faire leadership and
employees' well-being, which contradict this study's findings. Additionally, focusing on the directive leadership style,
previous studies, such as Cummings et al., indicated that this style negatively influenced employee well-being. However,
the findings of this study indicated the opposite. This case can be justified by Al-Sada et al. (2017) claims that this style
of leadership works best when tasks are ambiguous to members, which could be the case during the conversion to the
online learning experience in response to the crisis. It is also worth discussing that while previous studies, such as De
Pue et al. (2021), indicated that among the different demographics, being aged above 50 can impact well-being
negatively, the results of the present study proved the opposite as people's well-being at the age of 25-30 years was
found to be negatively affected in such crisis time. This finding indicates that this group is at risk and needs the
attention of organizations, especially school leaders.

As evidence of how soon the current crisis could end is not provided, emphasizing teachers' well-being is critical.
Hence, as this study indicated a solid link between principals’ leadership styles and teachers' well-being, it is suggested
that more attention should be directed to this area. According to the findings, it is recommended to follow a
participative leadership style, as it was found to significantly influence teachers' well-being compared to the other
styles. Unfortunately, this study indicated that this style is among the least dominant.

Conclusion

In conclusion, the current study supports previously examined topics related to leadership styles and well-being,
adding more profound insights into the UAE public schools, specifically during the COVID-19 crisis. Among the four
leadership styles, the Laissez-Faire style was found to be the most dominant, followed by the directive. However, there
was also the greatest variability among the perceptions of the Laissez-Faire leadership style of school principals, among
other styles. In line with previous literature, a participative leadership style was found to be significantly associated
with teacher well-being. An interesting finding was that Laissez-Faire and directive leadership were found to correlate
positively, which contradicted previous studies. However, according to the Generalized Linear Model, among the four
leadership styles, the participative leadership style showed the highest beta value (f=.229), which is significant at p <
0.01.

Moreover, according to the t-test and ANOVA results, there were no differences in teachers' well-being regarding
gender, age, years of experience, and educational level. Also, in terms of demographics' influence on well-being, there
were no statistically significant scores. The findings from the current study add to the literature of principals’
leadership styles and teachers’ well-being in general and teachers’ well-being during the COVID-19 pandemic in
particular in the UAE. The results from the study on school teachers’ perceptions of their principal’s dominant
leadership styles and their relationship with well-being may provide school leaders and policymakers some insight into
which leadership may affect teachers’ well-being and their retention in schools. Further research is recommended,
especially since this research (during the COVID-19 pandemic) is a novel area that allows more examination.
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Recommendation

School teachers’ well-being is still affected by the consequences of the pandemic, whether at the health level or the
financial level. It is then crucial for school leaders to consider the best ways of lavishing the communication between
school members and turn the surrounding conditions into social hub through which people can lessen the side-effects
of the current situation, exchange experiences, and support one another. This study highlighted the importance of
leadership in influencing employees’ well-being and particularly emphasized the positive influence of the participative
leadership style. Therefore, as this leadership style seemed less prevalent in the UAE’s schools as per the findings,
special attention should be given by the leaders to listening to employees’ ideas and involving them in the decision-
making process. It is crucial to provide training in the different leadership styles depending on the contextual factors
and the surrounding circumstances, especially since different learning modes are now found in the educational system.
In this sense, there is a policy implication of the result that showed a significant impact of participatory leadership on
employees’ well-being indicating the importance of employees’ participation in the functioning of schools during a
crisis such as COVID-19.

Teachers’ well-being is an area that has different dimensions with the diversity of the different dimensions of such a
topic requires extended comprehension. Therefore, it is recommended to investigate the influence of the principals’
leadership styles on the different dimensions of teachers’ wellbeing proposed by Seligman (2011, 2018) in the PERMA
model. This model includes five key elements of well-being: positive emotion, engagement, relationships, meaning, and
achievement (Seligman, 2018). Hence, PERMA is the acronym used to refer to the resulting framework to explain the
concept of flourishing, which is found in the definition of Seligman (2011), who explained his understanding of positive
psychology by saying that positive psychology is all about well-being. Studies similar to this current one could be
expanded to larger populations and samples. With the addition of a qualitative research method to the quantitative
method utilized in this study, more insightful results may be revealed into the best principles of leadership styles that
can be adopted during the time of difficulty. Further studies can explore the relationship between leadership styles and
other outcomes, other than well-being. Moreover, another area to investigate is the difference between private and
public school teachers' well-being and principals’ behaviors.

Limitations

While conducting the research, two significant limitations were experienced that are worth addressing for future
consideration. The first was that failure to randomize the sample utilized for the study might have affected the validity
of the results (Cohen et al., 2017). The primary purpose of selecting snowball sampling was to gather as many
participants as possible to ensure the validity of the outcomes, given that the study's time frame was very limited. The
second limitation was related to reaching out some schools in suburban areas. Reaching them required extra
documentation and approval, which could have affected the representativeness of the sample (Cohen et al.,, 2017).
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Appendix
The Study Questionnaire

Leading during Covid-19 crisis: The Influence of Principals’ Leadership Styles on Teachers’ Well-being in the
UAE Public Secondary Schools

Bazill Agyall Shled! 2os § Zelall Logilel uslie § cnalall 2ealdy e eluall 5alall bolasl pili:19- i8S Amile IM5 Buwoyall 33l

1.0 Background Information dle <l gles
These questions intend to gather general information about the participants. Please mark the appropriate box.
Apuial) ey L) e 1A (oS L) e Aale il shee pan ) ALLY) 038 Caags
1. Gender: sl
Male /8>
Female /i
2. Age: el
1 Less than 25/4u 25 ¢ J8l
25-30
31-40
41-50
T Above 50 /50 &
3. Highestlevel of education obtained : sl (5 siviall
Bachelor’s degree/ w5 S
Master’s degree /_iwaldl
] PhD /sl sSal
Other:s Al
4. Total working experience in the current school:ddall 4w jaall 3 3 Al &l g g gane
Less than one year & ¢ 8
1-5 years .l i 5-1 (e
6-10 years .= sis 10-6

7] More than 10 years &) sis e (o S|

2.0 Leadership Styles 5Ll Ll

The purpose of this section is to investigate the principal’s leadership style at your school. The choices range from
Strongly Disagree (1) to Strongly Agree (4). How well do the following statements describe your school principal
during Covid-19 online teaching experience

Y (1) e 481 pall dn o Gy dpdiall Ala ) LA 5 i A0l 3ol 8 o Ayl 3/ 5000 U8 (e il 30U L e Capail) ) olif ALY Cangs
Bads 3351 (4) P8 ) sady 8l

Description Strongly Disagree Agree Strongly
disagree agree
The decision-maker/principal: 4« all 3/
Participative 1- consults teachers about new programs, 1 2 3 4
(1-5) initiatives and change-decisions.

saaal) il yaluall 5 el ol Jss alaall i
ol <l ) A
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2- involves teachers in programs, initiatives and
change decisions. )
Sl 5 gl ) (A Gaalaall Gl i) e pa
ol @l ) 85 sl

3- values teachers’ comments on his/her
decisions.

A8 Jea Cpaladd) cillaadle )38

4- often follows up on teachers’ suggestions
regarding the improvement of teaching and
learning processes.

SRR SUIETIY:- E F
bl 5 alell gl dalaial

5- does not take any of teachers’ comments and
suggestions into concern*.
eV Cpm agilal )5 cpalaall cillaadle 30 Y

Supportive
leadership
(6-13)

6- shows concern for teachers’ satisfaction
during times of conflict.
e Y1 8 Caalaall Lia ) Joa anlaial sy

7- conducts regular meetings to listen to
teachers’ issues, views aqd concerns.
a1 ) () g LB paleall pa iy ) 525 ) oy aainy
U TR

8- provides equal support for teachers.

bl g e L 35

9- shows equal care for teachers. )

10- directs school management to organize well-
being sessions during the pandemic for
teachers.

Aok s dae i) s Gl palae aalaiil A jaall 3 )] 4a 5
Oalaall (2l Aald )]l (5 siue (s

11- facilitates the conduction of mental health
and anxiety sessions.

el I e Jalail 5 Aanadil) aaall (a5 adil s

12- is often unwilling or reluctant to pay enough
attention to teachers’ well-being during the
change*.

oL ag alaia ¥ 5 Cpsalaall g LS 1ol aiad (5043 Y
Al

13- participates in positive talks with teachers.
Opalaal) e dlag) sl b &L

Directive
leadership
(14-18)

14- clearly informs teachers of the rules,
expectations and responsibilities.

el 5 IS il gl e il 1AL el 50 o s

15- provides a detailed plan which teachers must

follow. )
LOpalaall J8 (e Lee L) 2 Aluadt alad o34

16- strictly monitors and supervises teachers to

ensure the effective achievement of the goals.
Aglady Calaa) i Glaval IS (e Gpalaall ajlian o 58

17- asks for regular detailed reports from
teachers.

85050 ISy (ppalnal) (g Aliaili 55l

18- interferes with teachers’ classroom

management strategies and decisions.
o8 ) 85 Calaall (g2l daicall 3 laY) bl yiul A JAay

laissez faire
(19-23)

19- gives teachers the space to find solutions for
the challenges. )
b slall Jumil 1) i sl oalaall il e
basill dgal ge
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20- provides constructive feedback when 1 2 3 4
necessary.
39l die (paleall 3l cillandla pa8)
21- provides supportive tools when necessary. 1 2 3 4
39 pall die fpalaall acall i
22- gives teachers maximized authority to make 1 2 3 4
decisions without his/her control. )
U O Gl AN JASY (g gualll dpadlall (paleall prieg
eele 8kl
23- encourages teachers’ creativity and 1 2 3 4

innovation.

DS gy e Cypalaall ]

*Reverse Scoring

3.0 Teachers’ Well-being ozl 448,

The purpose of this section is to investigate teachers’ well-being during the Covid-19 online teaching experience. The
choices range from Strongly Disagree (1) to Strongly Agree (4). How well do the following statements describe you

during the Covid-19 online teaching experience?

Description Strongly Disagree Agree Strongly
disagree agree
24- [ enjoy working from home. 1 2 3 4
Asilal) & J 3l (e Jealls gicial
25- [ follow the principal’s instructions with full excitement 1 2 3 4
i O A yaall e calald ) plal e ajal
26- 1 feel contented during this experience. 1 2 3 4
Al dsalall 3 Jaadl ol La iy el
27- 1 am living the best time of my career life. ) 1 2 3 4
Al Jn 8 28y Jundl e
28- I feel stressed during online meetings*. 1 2 3 4
29- 1 get totally engaged in what I am doing . ) 1 2 3 4
Lo sl ) Jae W) 8 LIS ol
30- I am excited and interested in things. 1 2 3 4
LY b e Liaiually pelaally yril
31- Ifeel isolated during this experience* 1 2 3 4
Sl oda AL jally yadil
32- I share my updates and concerns with my 1 2 3 4
colleagues/friends/family members.
iba Clantia 5 sbed A Caglaally Dl /eliaay) /el & Lsl
33- I have time to communicate and socialize with others. 1 2 3 4
o AY) e Jeal sill S i gl 5l
34- 1 am satisfied with my relations with my colleagues. 1 2 3 4
) g e sl Ll yadi
35- I have a good relation with my principal 1 2 3 4
(S0 pa BArn A8e Lﬁj
36- 1 have a purpose to achieve. 1 2 3 4
MJ t C.a.a\} d& Lﬁj
37- My job is still valuable despite the changes. 1 2 3 4
Al @ sl e a2 1 e dlle dad GId Jdda s ) Sl
38- [ have someone to guide me at work. 1 2 3 4
danll b oen 55 Sle o e g
39- 1 don’t undertake tasks that are not listed in my KPI. * 1 2 3 4
Ay ginal) dloal Gann b )5S0 e Al alga plidll i )l
40- I feel less productive during the pandemic. * 1 2 3 4

ailall oda ol Al Jal sy el

*Reverse Scoring

Thank you for your valuable participation! <



