
2023-5692-AJE – 23 NOV 2023 

 

1 

Flux-Leadership as a Gender-Integrative School 1 

Leadership for Increasing Teachers’ Effectiveness in 2 

Indonesia and India 3 

 4 
The success of the principal leadership is highly dependent on the teacher's 5 
effectiveness. Flux leadership provides a framework that enables real-time 6 
collaborative investigations to address complex questions and quick changes. 7 
Flux leadership introduces a generative framework for agile, responsive, 8 
healing-centered leadership in a critical time. The current study aims to test the 9 
school principals’ roles in applying flux leadership as gender-integrative school 10 
leadership to increase teacher effectiveness in Indonesia and India. The research 11 
method applies a quantitative approach using a survey method. The population 12 
and sample in this study were vocational teachers in Indonesia and India. The 13 
data collection technique was a questionnaire followed by a quantitative 14 
analysis using the Structural Equation Model following by moderating effect 15 
analysis. The research discovered that flux leadership had a substantial and 16 
favourable influence on the effectiveness of educators. Principals should make 17 
effective use of democratic leadership, collective leadership, and participatory 18 
decision-making, according to the findings, because these approaches have a 19 
substantial impact on teacher effectiveness. For the purpose of fostering and 20 
enhancing teacher effectiveness, this study suggests that principals implement 21 
flux leadership strategies. The gender variable is proven to moderate the 22 
influence of flux leadership on teacher effectiveness significantly. 23 
 24 
Keywords: flux-leadership, school leadership, gender integrative, teacher 25 
effectiveness 26 

 27 
 28 

Introduction 29 
 30 

As a school leader, the principal is the key to the school's success; however, it 31 
depends on the teacher's effectiveness. Many studies have observed on leadership 32 
styles with various approaches, and integrating gender into principals' leadership 33 
behaviour is rarely explored. To improve the principal leadership practices, this 34 

study requires in-depth research to enhance teacher effectiveness (Fan, 2022). As 35 

teachers determine the quality of education in a nation, teachers have become the 36 
determiner of the success or failure of any educational program (Anwar et al., 37 

2021). It also infers that every aspect of school reformation depends on the success 38 
of highly skilled teachers. Teaching strategies and methods will improve the 39 

education system (Sartaj et al., 2019). It implies that teacher effectiveness is 40 
essential for educational success and sustainable development. Principals must 41 
design strategic actions to improve the quality of the school education they lead.  42 

In the rapid change, such as a global pandemic, principals, as educational 43 
leaders, need tools and frameworks to adapt to changes in real-time. Flux 44 
leadership provides a framework that enables real-time collaborative investigations 45 
to address complex questions and quick changes. Flux leadership introduces a 46 

generative framework for agile, responsive, healing-centered leadership in a 47 
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critical time (Ravitch, 2020). This strategic step refers to a leadership strategy as a 1 

policy to respond to the situation. Principal leadership influences all school 2 

members, including teachers, to achieve common goals. 3 
In the globalization era, many countries have faced social changes, including 4 

the educational revolution among women. Women with high academic degrees 5 
face negative managerial role system issues. Moreover, only around 36 % of 6 
women hold the leadership role globally (Taie & Goldring, 2019). However, 7 

gender inequality in leadership has been a global issue in which the existence of 8 
women in top-level management has not been representative (Maheshwari & 9 
Nayak, 2020). The female school principal demonstrates a conflict management 10 
style that is considerate enough to show deep concern for herself and her 11 
colleagues (Zainudin & Monalisa, 2022). 12 

Many scholarly investigations have provided evidence regarding the impact 13 
of culture and gender on leadership, specifically within the context of school 14 

leadership (Law, 2013). Concerns about women's educational leaders, their school 15 
performance, and their approach to leadership have received little attention. 16 
Women's leadership can make a significant contribution to student learning, which 17 
in turn has a positive impact on school progress. It is even in line with the literature 18 

that states that female leaders have several abilities, such as being attentive, 19 
considerate, and patient (Oyeniran & Anchomese, 2018). The findings of research 20 

by Martinez et al. (2021) show that only highly skilled females serve as principals 21 
and that there is a gender gap in principal positions. Data show that female 22 
principals are associated with higher management quality, confirming the 23 

existence of barriers to female advancement. 24 
There is a growing consensus that principals should be agile leaders to 25 

demonstrate effective management in difficult situations such as uncertainty and 26 
confusion. Several studies have analyzed the characteristics of school principals in 27 
adopting certain leadership styles. Over the past few decades, gender has been the 28 

most researched area to see how men and women differ in adopting particular 29 
leadership styles and behaviors (Yazici, Yildiz, & Ozgenel, 2022). Therefore, it 30 

becomes essential to investigate how men and women differ in leadership 31 

behavior and effectiveness to reduce confusion and gender inequality. There are 32 
concerns regarding gender and its effects on perceived leadership effectiveness. 33 
Thus, it is essential to know whether the gender of school principals influences 34 
how teachers view the leadership style and could increase public awareness of the 35 
social role injustice in the underrepresentation of women as school principals.  36 

The issue raised in the present study is to what extent the school principals 37 
apply the flux leadership as gender-integrative school leadership to increase 38 
teacher effectiveness in Indonesia and India. The current study aims to test the 39 
school principals' roles in applying flux leadership as gender-integrative school 40 
leadership to increase teacher effectiveness in Indonesia and India. The 41 

specification of the present study is developing a flux leadership quantitative 42 

model as gender-integrative school leadership to increase teacher effectiveness in 43 

Indonesia and India.  44 
 45 
 46 
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Literature Review 1 
 2 

Flux Leadership 3 
 4 

In the Covid-19 pandemic era, most educational leaders had faced increasing 5 

pressure to adopt a transformative leadership committed to racial justice. In this 6 

case, the curricula, pedagogy, policies, norms, and mindsets were critically 7 
assessed and transformed into a new normative state of anti-racism. The pandemic 8 
experience of 2020 represents a critical opportunity for an education organization 9 
to undergo a fundamental transformation, primarily by refining and defining its 10 
mission and objectives. An array of strategies is suggested for educational 11 

leadership, beginning with transitioning to hybrid teaching delivery and 12 
reevaluating support for the student experience (Bebbington, 2021). This is 13 
followed by a rescheduling of teaching semesters to ensure that the entire 14 

academic year is filled, a repurposing of existing buildings to accommodate 15 
blended learning and external collaboration, and a reallocation of funds from new 16 
capital works to investments in staff upskilling in digital tools and online 17 
pedagogy. 18 

Flux leadership is a framework for equitable, responsive, and agile leadership 19 

in this ongoing, complex, and multifaceted change. Flux leadership creates the 20 
conditions for flux pedagogy by adopting a leadership attitude focusing on 21 
investigation and justice (Ravitch, 2020). The main dimensions of flux leadership, 22 

according to Ravitch (2020), consist of ten, namely 1) radical growth mindset; 2) 23 
distributed wisdom approach; 3) leading from an inquiry stance; 4) trauma-24 

informed leadership; 5) radical compassion and radical self-care; 6) responsive and 25 
humanizing leadership; 7) critical pedagogy leaders; 8) racial literacy; 9) brave 26 
leadership; 10) emotional imagination and inner-resource cultivation. 27 

The core theory of flux leadership is familiar. Its framework has existed for 28 

theory, research, policy, and practice to support the school and educational equity. 29 
Regarding critical integration and application, the flux leadership has become a 30 
responsive and equality-centered pedagogical framework. The flux leadership 31 

mindset helps leaders to identify and examine the social issues based on racial 32 
construction that shape curriculum, teaching, and schooling (Pak & Ravitch, 33 
2021). 34 

Ravitch & Herzog (2023) assist organizations, teams, and leaders establish 35 
the organizational conditions necessary to implement adaptive change. Amidst an 36 

unparalleled period of change in the workplace, the responsibilities of leaders are 37 
perpetually being reevaluated. This calls for leaders to possess more refined 38 
mindsets, frameworks for leadership, and skill sets that enable them to elevate 39 

organizational and individual sense-making in pursuit of cultural and institutional 40 
excellence. 41 

 42 

Leadership Gender   43 
 44 

Women's representation in leadership positions remains low because there is 45 
still a widespread belief that women are unworthy of leadership and that only men 46 
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are. Because patriarchal culture continues to influence people's perspectives 1 

strongly, this condition demonstrates women's low participation in leadership roles 2 

(Mulawarman, Komariyah, & Suryaningsi, 2021). Leadership is a complex 3 
cognitive and behavioral task in a dynamic social context. Successful leadership 4 
involves the social influence process to organize, direct, and motivate the actions 5 
of others. Leadership is an interactive influence process when several people 6 
accept someone as their leader to achieve a common goal. For decades, gender 7 

differences in leadership style have been one of the most studied topics in 8 
leadership. Most topics concern employment management, in which there is a 9 
perception among staff that there is no gender differences in leadership (Miles & 10 
Naumann, 2020). 11 

The contemporary leadership theory criticizes the leadership stereotype in 12 

which leaders are associated with men. Although women represent about half of 13 
the world's population, women's involvement in some aspects of society is far 14 

below. The gender gap truly takes time to represent economic equality (Vella, 15 
2020). The study revealed that female heads of schools exhibited a higher 16 
prevalence of task-oriented leadership behavior than their male counterparts. 17 
Therefore, it is recommended that the issue of gender imbalance in school 18 

leadership be addressed to harness female school administrators effectively' 19 
demonstrated leadership abilities and skills. 20 

Women dominate the teaching profession; however, men dominate the 21 
leadership positions globally. Some studies confirm that among men and women 22 
primary school principals in some countries, women overshadow men as school 23 

principals. Women are excellent as educational leaders compared to men as they 24 
offer different educational leadership traits (Vella, 2020). 25 

Women in leadership positions offer distinct perspectives and skill sets that 26 
are valuable to the field of leadership. Based on a study conducted by a nonprofit 27 
organization, the presence of women in senior leadership roles has been found to 28 

contribute to enhanced organizational diversity and the cultivation of growth 29 
mindsets. Upon conducting a more thorough examination, a particular study 30 

revealed that women exhibited superior performance in leadership competencies 31 

compared to men. These competencies encompassed various aspects such as 32 
relationship building, demonstrating high levels of integrity and honesty, striving 33 
for results, fostering the development of others, as well as inspiring and motivating 34 
individuals (Bush et al., 2022). 35 

The existence of women leaders is still less accepted than that of men leaders 36 

worldwide. The phenomenon is higher in developing countries compared to 37 
developed countries. Women leaders in education in developing countries are still 38 
not considered even though their numbers are increasing. Thus, women leaders 39 
face many barriers, such as organizational, structural, cultural, or personal factors 40 
leading to their careers (Maheshwari & Nayak, 2020). 41 

 42 

Teacher Effectiveness  43 

 44 
Measuring teaching effectiveness is essential since it generates evidence used 45 

to make decisions on the future of the schools. There are two types of decision-46 
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making: formative and summative. The former uses evidence to improve and 1 

shape the quality of teacher teaching, while the latter uses the teacher performance 2 

summary to decide the teachers' salaries, promotions, and annual length of service 3 
policies. This decision influences the quality of the teacher's professional life 4 
(Berk, 2005). 5 

Teacher effectiveness leads to any successful educational initiative for 6 
sustainable development (Srichom, Prabjandee, & Kewara, 2019). Teacher 7 

effectiveness can be considered as teachers' efforts to improve the student 8 
outcomes. Whereas the teacher qualifications measure the teacher's attributes such 9 
as ability, training, knowledge, or beliefs. Improving teacher effectiveness and 10 
quality can radically improve student learning outcomes at the school level. The 11 
teacher's effectiveness can be measured using the value-added model and 12 

classroom observation. Other methods include principal evaluation, analysis of 13 
class artifacts, portfolios, independent practice reports, and student evaluations 14 

(Saka & Onanuga, 2019).  15 
Alternatively, the student perception is used to measure the teacher's 16 

effectiveness. This provides valuable insights for teachers to find new ways to 17 
motivate students. Students with reliable data sources can be effective in 18 

evaluating teachers. In this case, the reliable students would answer various items 19 
in evaluating the teachers (Akram, 2019). The teachers build relationships with 20 

children it is one of the most effective strategies to impact student learning 21 

(Martinez & Wighting, 2023). 22 

 23 
 24 

Research Methodology and Data Analysis 25 
 26 

The current research applies a quantitative approach using a survey method. It 27 

took place at some vocational schools in Indonesia and India. The sampling 28 

technique used purposive sampling: teachers at vocational schools in Indonesia 29 
and India.  30 

The data collection technique used was a questionnaire set. The research 31 

instrument, in the form of a questionnaire, was developed by drawing upon the 32 
primary dimension of Flux Leadership, as outlined by Ravitch (2020). This 33 
dimension encompasses the following aspects: radical growth mindset, distributed 34 

wisdom approach,  leading from an inquiry stance, trauma-informed leadership, 35 
radical compassion and radical self-care, responsive and humanizing leadership, 36 

critical pedagogy leaders, racial literacy, brave space leadership, emotional 37 
imagination, and inner-resource cultivation. 38 

The teacher effectiveness questionnaire was measured using an instrument 39 

called Motivation and Teachers' Effectiveness Questionnaire (MTEQ) (Obiageli, 40 
Lasbat, & Olatunji, 2020). The questionnaire uses a four-point Likert scale which 41 
was validated by the Educational Psychology and Evaluation and Measurement 42 

Department of Social Sciences Education, University of Ilorin. The chosen 43 

instrument is reliable to used, with a reliability coefficient of 0.69. 44 
The acquired data was subsequently subjected to statistical analysis. The 45 

present study employs the Confirmatory Factor Analysis (CFA) technique, 46 
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utilizing the SmartPLS software, to examine the research construct outlined in the 1 

second-order CFA model. The Structural Equation Model aims to examine the 2 

association between variables related to flux leadership, gender, and teacher 3 
effectiveness. The gender variable here is a factor that strengthens or weakens the 4 
influence of flux leadership on teacher effectiveness, as shown in Figure 1. The 5 
moderation effect generally shows the interaction between exogenous variables 6 
and moderator variables in influencing endogenous variables (Ghozali, 2021). 7 

 8 
Figure 1. Structural Equation Model of the Gender-Integrative Flux Leadership  9 

 10 
 11 

 12 

Results 13 
 14 

Participants 15 
 16 

Data were collected using a questionnaire online via the link's Google form. 17 
The research involved 90 Indonesian teachers and 30 Indian teachers. The profiles 18 

of the respondents are presented in Table 1. 19 
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Table 1. Respondent Demographic 1 

 2 

The majority of respondents are female teachers (53.3%) and teacher age on 3 
range 36-45 year (48,3%). The majority of respondents have been teachers for 4-5 4 
years (38,3%) with undergraduate degrees, which is 74.17%. 5 

 6 

Outer Model 7 
 8 

Two sub-models comprise PLS-SEM analysis: the measurement model, also 9 

known as the outer model, and the structural model, also known as the inner 10 
model. The representation of the latent variables to be measured by the observed 11 

variables is illustrated in the measurement model. In the interim, the structural 12 
model demonstrates the robustness of estimates pertaining to latent variables. The 13 
outer model is executed in order to evaluate the model's validity and dependability. 14 

The composite reliability and Cronbach alpha for the indicator block, in addition 15 

to the convergent and discriminant validity of the indicators comprising the latent 16 

construct, are utilized to assess the outer model's reflexive indicators. 17 
 18 

 19 
 20 

  21 

Demographic Description Frequency Percent 

Sex 
Male 56 46.7 % 

Female 64 53.3 % 

Age 

26 - 35 year 26 21.7 % 

36 - 45  year 58 48.3 % 

46 - 55  year 36 30.0 % 

Long time as a teacher 

1 - 3  year 13 10.8 % 

4 - 5  year 46 38.3 % 

6 - 10  year 19 15.8 % 

> 10  year 42 35.0 % 

Education 
Undergraduate 89 74.17 % 

Graduate 31 25.83 % 



2023-5692-AJE – 23 NOV 2023 

 

8 

Figure 2. Outer Model Test 1 

 2 
 3 

Figure 2 is the result of the research model analysis using SmartPLS software. 4 
In testing the outer model, several stages of feasibility testing for variable 5 
instruments are carried out, and these stages are as follows: 6 

 7 

Convergent Validity Test 8 
 9 

In order to evaluate convergent validity, the loading factor value for 10 
confirmatory research must exceed 0.7, while a value between 0.6 and 0.7 remains 11 

acceptable for exploratory research. Despite this, a loading factor value between 12 
0.5 and 0.6 is deemed adequate for research purposes during the preliminary 13 
phases of measurement scale development. 14 

 15 
  16 
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Table 2. The result of the Convergent Validity Test 1 

 

Brave 

Space 

Compa 

ssion 

Self-care 

Critical 

Pedagogy 

Distri 

buted 

Wisdom 

Emoti 

onal 

Imagi 

nation 

Grow 

Mindset 

Inquiry 

Stance 

Racial 

Literacy 

Respon 

sive 

Huma 

nizing 

Teachers 

Effectti 

veness 

Trauma 

Informed 

BS1 0.92 
          

BS2 0.92 
          

BS3 0.84 
          

CP1 
  

0.83 
        

CP2 
  

0.85 
        

CP3 
  

0.79 
        

CS1 
 

0.92 
         

CS2 
 

0.92 
         

CS3 
 

0.93 
         

DW1 
   

0.81 
       

DW2 
   

0.91 
       

DW3 
   

0.93 
       

EI1 
    

0.80 
      

EI2 
    

0.81 
      

EI3 
    

0.93 
      

GM1 
     

0.82 
     

GM2 
     

0.77 
     

GM3 
     

0.83 
     

IS1 
      

0.85 
    

IS2 
      

0.91 
    

IS3 
      

0.73 
    

RH1 
        

0.78 
  

RH2 
        

0.88 
  

RH3 
        

0.88 
  

RL1 
       

0.96 
   

RL2 
       

0.94 
   

RL3 
       

0.91 
   

TE1 
         

0.64 
 

TE10 
         

0.83 
 

TE11 
         

0.85 
 

TE12 
         

0.79 
 

TE13 
         

0.62 
 

TE14 
         

0.87 
 

TE15 
         

0.56 
 

TE16 
         

0.89 
 

TE17 
         

0.84 
 

TE18 
         

0.89 
 

TE19 
         

0.85 
 

TE2 
         

0.70 
 

TE20 
         

0.85 
 

TE3 
         

0.83 
 

TE4 
         

0.70 
 

TE5 
         

0.86 
 

TE6 
         

0.87 
 

TE7 
         

0.70 
 

TE8 
         

0.84 
 

TE9 
         

0.74 
 

TI1 
          

0.91 

TI2 
          

0.89 

TI3 
          

0.90 

 2 
Based on the analysis results shown in Table 2, it is known that all variable 3 

items have loading factor values greater than 0.50. Therefore, it can be concluded 4 
that convergently, all research variable items are valid. 5 

 6 
Discriminant Validity Test 7 

 8 

The discriminant validity of indicators can be seen in the cross-loading 9 
between the indicators and their latent variables. If the latent variable's correlation 10 
with the indicator is more significant than the other latent variable measures, it 11 
indicates that the latent variable predicts the measure in that block better than the 12 
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other measures. Discriminant validity relates to the principle that different 1 

measures or manifest variables of a construct should not be highly correlated. 2 

 3 

Table 3. The result of the Construct Discriminant Validity Test 4 

  
Brave 

Space 

Compassion 

Self-care 

Critical 

Pedagogy 

Distributed 

Wisdom 

Emotional 

Imagination 

Grow 

Mindset 

Inquiry 

Stance 

Racial 

Literacy 

Responsive 

Humanizing 

Teachers 

Effectiveness 

Trauma 

Informed 

Brave Space 0.89                     

Compassion Self-care 0.63 0.92                   

Critical Pedagogy 0.68 0.67 0.83                 

Distributed Wisdom 0.50 0.74 0.61 0.88               

Emotional Imagination 0.81 0.60 0.64 0.54 0.85             

Grow Mindset 0.53 0.61 0.54 0.64 0.57 0.81           

Inquiry Stance 0.58 0.68 0.56 0.68 0.68 0.67 0.84         

Racial Literacy 0.80 0.61 0.74 0.54 0.78 0.52 0.56 0.94       

Responsive Humanizing 0.50 0.55 0.67 0.49 0.34 0.38 0.35 0.42 0.85     

Teachers Effectiveness 0.47 0.46 0.38 0.43 0.44 0.34 0.40 0.39 0.41 0.79   

Trauma-Informed 0.58 0.91 0.63 0.75 0.57 0.60 0.70 0.58 0.54 0.46 0.90 

 5 

Based on Table 3, it can be seen that the variable's highest correlation value 6 

occurs in the relationship with the variable; this shows that the variable has good 7 
discriminant validity. The next discriminant validity test was carried out by 8 
looking at the loading factor value for each variable item, with the following 9 

results: 10 
 11 

Table 4. The result of the Item Discriminant Validity Test 12 

  
Brave 

Space 

Compassion 

Self-care 

Critical 

Pedagogy 

Distributed 

Wisdom 

Emotional 

Imaginatio

n 

Grow 

Mindset 

Inquiry 

Stance 

Racial 

Literacy 

Responsive 

Humanizing 

Teachers 

Effectiveness 

Trauma 

Informed 

BS1 0.92 0.61 0.67 0.52 0.73 0.48 0.54 0.80 0.50 0.40 0.56 

BS2 0.92 0.54 0.59 0.40 0.70 0.41 0.50 0.73 0.46 0.39 0.50 

BS3 0.84 0.52 0.54 0.43 0.74 0.52 0.50 0.60 0.38 0.48 0.48 

CP1 0.43 0.48 0.83 0.44 0.41 0.39 0.36 0.49 0.59 0.26 0.45 

CP2 0.43 0.56 0.85 0.51 0.36 0.42 0.37 0.41 0.74 0.33 0.51 

CP3 0.75 0.59 0.79 0.54 0.74 0.52 0.60 0.86 0.38 0.33 0.57 

CS1 0.52 0.92 0.62 0.69 0.48 0.49 0.57 0.51 0.51 0.43 0.84 

CS2 0.66 0.92 0.65 0.69 0.63 0.60 0.66 0.63 0.52 0.38 0.82 

CS3 0.55 0.93 0.57 0.67 0.54 0.58 0.65 0.54 0.49 0.48 0.86 

DW1 0.45 0.72 0.51 0.81 0.40 0.55 0.54 0.47 0.49 0.47 0.75 

DW2 0.43 0.62 0.54 0.91 0.51 0.55 0.63 0.47 0.39 0.34 0.61 

DW3 0.45 0.61 0.56 0.93 0.51 0.60 0.63 0.49 0.40 0.33 0.63 

EI1 0.64 0.50 0.54 0.44 0.80 0.42 0.59 0.63 0.27 0.39 0.46 

EI2 0.62 0.46 0.47 0.49 0.81 0.54 0.54 0.58 0.28 0.31 0.48 

EI3 0.79 0.56 0.60 0.45 0.93 0.50 0.61 0.77 0.31 0.42 0.51 

GM1 0.52 0.56 0.53 0.64 0.59 0.82 0.68 0.52 0.37 0.34 0.57 

GM2 0.33 0.45 0.44 0.42 0.30 0.77 0.38 0.37 0.28 0.18 0.43 

GM3 0.40 0.42 0.32 0.45 0.45 0.83 0.52 0.32 0.24 0.27 0.44 

IS1 0.50 0.53 0.50 0.55 0.64 0.64 0.85 0.49 0.27 0.39 0.52 

IS2 0.54 0.67 0.54 0.72 0.64 0.66 0.91 0.54 0.36 0.37 0.70 

IS3 0.39 0.50 0.34 0.40 0.38 0.34 0.73 0.33 0.22 0.24 0.50 
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RH1 0.34 0.41 0.38 0.36 0.23 0.32 0.31 0.24 0.78 0.30 0.46 

RH2 0.42 0.44 0.57 0.40 0.27 0.27 0.23 0.38 0.88 0.38 0.46 

RH3 0.50 0.54 0.72 0.46 0.34 0.36 0.34 0.42 0.88 0.35 0.46 

RL1 0.76 0.60 0.73 0.54 0.76 0.52 0.58 0.96 0.41 0.36 0.59 

RL2 0.76 0.56 0.73 0.51 0.74 0.52 0.52 0.94 0.38 0.35 0.52 

RL3 0.72 0.54 0.63 0.48 0.70 0.41 0.46 0.91 0.40 0.41 0.51 

TE1 0.45 0.30 0.31 0.28 0.40 0.34 0.32 0.37 0.26 0.64 0.33 

TE10 0.38 0.41 0.29 0.38 0.36 0.31 0.32 0.29 0.32 0.83 0.37 

TE11 0.42 0.41 0.28 0.36 0.38 0.30 0.39 0.28 0.33 0.85 0.38 

TE12 0.43 0.48 0.42 0.40 0.41 0.28 0.34 0.35 0.45 0.79 0.45 

TE13 0.21 0.34 0.34 0.29 0.19 0.22 0.30 0.20 0.32 0.62 0.36 

TE14 0.41 0.42 0.32 0.40 0.37 0.31 0.34 0.31 0.35 0.87 0.42 

TE15 0.16 0.29 0.23 0.22 0.15 0.16 0.26 0.12 0.32 0.56 0.30 

TE16 0.37 0.43 0.33 0.39 0.31 0.26 0.36 0.33 0.38 0.89 0.42 

TE17 0.39 0.36 0.32 0.37 0.35 0.28 0.33 0.35 0.36 0.84 0.37 

TE18 0.35 0.32 0.28 0.33 0.37 0.27 0.33 0.32 0.28 0.89 0.33 

TE19 0.38 0.41 0.30 0.41 0.35 0.31 0.35 0.37 0.36 0.85 0.39 

TE2 0.52 0.38 0.36 0.37 0.53 0.35 0.34 0.50 0.33 0.70 0.37 

TE20 0.45 0.38 0.32 0.39 0.39 0.29 0.36 0.39 0.35 0.85 0.39 

TE3 0.51 0.47 0.46 0.46 0.48 0.38 0.39 0.45 0.44 0.83 0.50 

TE4 0.26 0.19 0.19 0.19 0.27 0.14 0.20 0.21 0.10 0.70 0.22 

TE5 0.31 0.30 0.20 0.27 0.31 0.19 0.28 0.22 0.25 0.86 0.29 

TE6 0.31 0.29 0.20 0.28 0.31 0.20 0.27 0.23 0.28 0.87 0.29 

TE7 0.28 0.35 0.16 0.24 0.28 0.14 0.23 0.19 0.23 0.70 0.32 

TE8 0.32 0.37 0.25 0.31 0.24 0.23 0.29 0.21 0.30 0.84 0.39 

TE9 0.24 0.21 0.12 0.16 0.28 0.11 0.20 0.18 0.13 0.74 0.22 

TI1 0.50 0.83 0.55 0.64 0.47 0.50 0.62 0.51 0.47 0.42 0.91 

TI2 0.58 0.78 0.57 0.65 0.60 0.60 0.65 0.57 0.47 0.42 0.89 

TI3 0.48 0.85 0.57 0.74 0.47 0.52 0.61 0.48 0.52 0.41 0.90 

 1 
Table 4 shows that the variable's highest item correlation value occurs, so it 2 

can be concluded that the variable item has good discriminant validity. 3 
 4 

Reliability Test 5 
 6 

Table 5. The Result of Reliability Test 7 

 

Cronbach's 

Alpha 

rho_

A 

Composite 

Reliability 

Average Variance 

Extracted (AVE) 

Brave_Space 0.87 0.88 0.92 0.79 

Compassion_Self-

care 
0.91 0.91 0.94 0.85 

Critical_Pedagogy 0.77 0.78 0.87 0.68 

Distributed_Wisdo

m 
0.86 0.86 0.91 0.78 

Emotional_Imagin

ation 
0.80 0.81 0.88 0.72 

Grow_Mindset 0.74 0.76 0.85 0.65 

Inquiry_Stance 0.78 0.82 0.87 0.70 

Racial_Literacy 0.93 0.93 0.96 0.88 

Responsive_Huma 0.80 0.82 0.88 0.72 
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nizing 

Teachers_Effecttiv

eness 
0.97 0.97 0.97 0.63 

Trauma_Informed 0.88 0.88 0.93 0.81 

 1 
The test results in Table 5 show that the Cronbach Alpha and Composite 2 

reliability values for all variables are more significant than 0.70. This shows that 3 

all variables have good reliability. The results above also show that the AVE of 4 
all variables is greater than 0.50, which means that all variables have a good 5 
average validity variance. Because the outer model testing stages have been 6 
fulfilled correctly, it can be concluded that all variable instruments have passed 7 
and are suitable to be used as research instruments, then the inner model testing 8 

will be carried out. 9 
 10 

Inner Model 11 
 12 

At this stage, testing is carried out related to the research hypothesis. The 13 
analysis results obtained from the inner model stages are as follows: 14 

 15 
Table 6. The Result of Inner Model Test 16 

  
Original 

Sample (O) 

Sample 

Mean (M) 

Standard 

Deviation 

(STDEV) 

T Statistics 

(|O/STDEV|) 

P 

Valu

es 

Flux_Leadership -> 

Teachers Effectiveness 
0.553 0.579 0.065 8.518 

0.00

0 

Moderating Effect 1 -> 

Teachers Effectiveness 
0.263 0.250 0.087 3.017 

0.00

3 

 17 

Based on the inner model analysis, the coefficient of influence of Flux 18 

Leadership on Teacher Effectiveness was 0.553 with a t-statistic of 8.518 and a 19 
p-value of 0.000. Because the coefficient is positive, and t-statistic > t-table 20 
(8.518 > 1.96) or p-value < alpha 5% (0.000 < 0.05), it can be concluded that 21 

flux leadership has proven to have a positive and significant effect on teacher 22 
effectiveness. 23 

The coefficient of influence of the moderation effect on teacher 24 
effectiveness is 0.263, with a t-statistic of 3.017 and a p-value of 0.003. Because 25 
the coefficient is positive, and the t-statistic > t table (3.017 > 1.96) or p-value < 26 

alpha 5% (0.003 < 0.05), it can be concluded that the Moderation effect has 27 
proven to have a positive and significant effect on teacher effectiveness. This 28 

means that the gender variable is proven to significantly moderate the influence 29 
of flux leadership on teacher effectiveness. 30 
 31 

 32 

Discussion 33 
 34 

The 2020 pandemic represents a critical opportunity for universities to 35 

transform, notably by sharpening a distinct mission and organizational goals 36 
(Bebbington, 2021). Educational leaders are increasingly confronted with the need 37 
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to adopt a transformative leadership position that is dedicated to racial justice. This 1 

entails a critical evaluation and subsequent transformation of curriculum, 2 

pedagogy, policies, norms, and mindsets into a new normative state that is anti-3 
racist. A framework for responsive, agile, and equitable leadership in the midst of 4 
this ongoing, complex, and multifaceted change is flux leadership. Flux leadership 5 
establishes the foundation for flux pedagogy through its leadership stance, which 6 
is characterized by an emphasis on inquiry and justice. The primary dimensions of 7 

flux leadership are: (1) radical growth mindset; (2) distributed wisdom approach; 8 
(3) leading from an inquiry stance (4) trauma-informed leadership; (5) radical 9 
compassion and radical self-care; (6) responsive and humanizing leadership; (7) 10 
leader critical pedagogy; (8) racial literacy; (9) brave space leadership; and (10) 11 
emotional imagination and inner-resource cultivation (Ravitch, 2020). 12 

The achievement of educational objectives and the performance of schools in 13 
doing so are inextricably linked; accomplishing this requires the participation of 14 

numerous parties and is influenced by a variety of factors. The intricacy of 15 
leadership in these schools is heightened by the cultural diversity that ensues from 16 
the presence of staff, students, and parents, all of whom contribute their unique 17 
cultural backgrounds, experiences, and expectations (Hill, 2018). School 18 

effectiveness was found to be significantly and positively influenced by both 19 
teachers' teaching performance and principals' leadership. This suggests that the 20 

presence of effective principal leadership and high teacher teaching performance 21 
was a direct determinant of school effectiveness. As a driver variable, the 22 
leadership of the principal has been demonstrated to stimulate teachers' teaching 23 

performance, thereby enhancing the effectiveness of the school. The high efficacy 24 
of this educational institution was inextricably linked to the teaching performance 25 

of the practical instructor. Continuous improvement of teachers' teaching 26 
performance is imperative for enhancing school effectiveness. The leadership role 27 
of the principal has the potential to enhance this teaching performance (Mulyani, 28 

Meirawan, & Rahmadani, 2020). 29 
Principal leadership influences teacher performance, as demonstrated by the 30 

provision of work motivation, encouragement of discipline, provision of rewards, 31 

consultation, facilitation of class visits, demonstration of exemplary attitudes and 32 
conduct, and advancement of the teaching profession, according to the findings. 33 
Preparing a lesson plan, organizing learning activities, cultivating interpersonal 34 
relationships, administering assessments, following up on assessment findings, and 35 
mastering academic subjects are all indicators of the instructor's well-established 36 

performance. The findings of the study suggest that the leadership of the principal 37 
plays a crucial role in enhancing the effectiveness of teachers and progressing the 38 

quality of learning (Sandika, Lian, & Rohana (2022). 39 

The research discovered that flux leadership had a substantial and favorable 40 
influence on the effectiveness of educators. Principals should make effective use 41 
of combinations of democratic leadership, collective leadership, and participatory 42 

decision-making, according to the findings, because these styles have a significant 43 

impact on teacher effectiveness. The context for this conceptual article is school 44 
leadership during the pandemic. It is our contention that the current state of 45 
preparation for school leaders ought to be reassessed to incorporate frameworks 46 
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that not only contemplate the strategies principals may employ to navigate extreme 1 

crises, but also their self-care and overall welfare practices that could mitigate the 2 

chronic stress that frequently culminates in professional burnout (Urick, Carpenter, 3 
& Eckert, 2021). 4 

Also, this study revealed that gender moderates the relationship between 5 
school principals' flux leadership and teacher effectiveness. The research finding 6 
aligns with Çevik, Culha, & Çevik (2023) that gender and age have a moderating 7 

role in the relationship between school principals' inclusive leadership behaviors 8 
and teachers' organization. 9 

 10 
 11 

Conclusions 12 
 13 

The study concluded a strong relationship between principal’s flux leadership 14 

approaches and teacher effectiveness. This study recommends that principals to 15 
enhance and foster teacher effectiveness by adopting flux leadership approaches in 16 
schools. The results of this study have significant ramifications for professional 17 
development initiatives that target aspiring and early-career principals. 18 

Specifically, these programs should emphasize the need to equip principals with 19 
emotionally intelligent abilities to utilize in schools during times of high crisis or 20 

rapid change. The gender variable is proven to moderate the influence of flux 21 
leadership on teacher effectiveness significantly. The research investigations have 22 
provided evidence regarding the impact of gender on leadership, specifically 23 

within the context of school leadership. 24 
As a cross-sectional study, one of the most significant limitations of the 25 

research is that the data were collected during a specific time period. Put, 26 
longitudinal research is considered essential to comprehensively examine the 27 
effects of flux leadership on the effectiveness of educators. It might be 28 

recommended that researchers undertake a longitudinal investigation that pertains 29 
to this study across multiple time periods and perform comparative analyses 30 

involving larger cohorts of participants attending public and private schools. 31 
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References 33 

 34 
Akram, M. (2019). Relationship between Students' Perceptions of Teacher Effectiveness 35 

and Student Achievement at Secondary School Level. Bulletin of Education and 36 
Research, 41(2), 93-108. 37 

Anwar, R. H., Zaki, S., Memon, N., & Thurasamy, R. (2021). Exploring the Interplay of 38 
Trait Emotional Intelligence and ESL Teacher Effectiveness: Is Self-Efficacy the 39 
Mechanism Linking Them? SAGE Open, 11(4). https://doi.org/10.1177/215824402 40 
11061378 41 

Bebbington, W. (2021). Leadership strategies for a higher education sector in flux. Studies 42 
in Higher Education, 46(1), 158-165. https://doi.org/10.1080/03075079.2020.18 43 
59686 44 

Berk, R. A. (2005) Survey of 12 Strategies to Measure Teaching Effectiveness. 45 
International Journal of Teaching and Learning in Higher Education, 17(1), 48-62. 46 



2023-5692-AJE – 23 NOV 2023 

 

15 

Bush, T., Kirezi, J., Ashford, R., & Glover, D. (2022). School Leadership and Gender in 1 
Africa: A Systematic Overview. Research in Educational Administration and 2 
Leadership, 7(4), 680–712. https://doi.org/10.30828/real.1159040 3 

Çevik, M. S., Culha, A., & Çevik, M. N. (2023). The Moderating Role of Gender and Age 4 
in the Relationship Between School Principals’ Inclusive Leadership Behaviors and 5 
Teachers’ Organizational Cynicism Levels. Participatory Educational Research, 6 
10(3), 191–208. https://doi.org/10.17275/per.23.51.10.3 7 

Dady, N.P. and Bali, T.A.D. (2014). Analyzing Gender Difference in Leadership Styles 8 
and Behaviour of Heads of Schools in Tanzania. Research on Humanities and Social 9 
Sciences, 4(9), 156-164. 10 

Fan, X. (2022). Teachers’ perspectives on the evaluation of teacher effectiveness: A focus 11 
on student learning objectives. Teaching and Teacher Education, 110. https://doi.org/ 12 
10.1016/j.tate.2021.103604 13 

Ghozali, I. (2021). Aplikasi Analisis Multivariate Dengan Program IBM SPSS 26 Edisi 14 
10. Semarang: Badan Penerbit Universitas Diponegoro. 15 

Hill, I. (2018). A Subjectivist Model of School Leadership for International Schools: 16 
Greenfield Revisited. Peabody Journal of Education, 93(5), 518–533. https://doi.org/ 17 
10.1080/0161956X.2018.1515827 18 

Law, W. W. (2013). Culture, gender and school leadership: school leaders’ self-19 
perceptions in China. Compare, 43(3), 295–322. https://doi.org/10.1080/03057925. 20 
2012.687891 21 

Maheshwari, G., & Nayak, R. (2020). Women leadership in Vietnamese higher education 22 
institutions: An exploratory study on barriers and enablers for career enhancement. 23 
Educational Management Administration & Leadership, 50(5), 758–775. https:// 24 
doi.org/10.1177/1741143220945700 25 

Martínez, M. M., Molina-López, M. M., & de Cabo, R. M. (2021). Explaining the gender 26 
gap in school principalship: A tale of two sides. Educational Management 27 
Administration and Leadership, 49(6), 863–882. https://doi.org/10.1177/17411 28 
43220918258 29 

Martinez, R. & Wighting, M. (2023). Teacher-Student Relationships: Impact of Positive 30 
Behavioral Interventions and Supports. Athens Journal of Education, 10(3), 397-410. 31 
https://doi.org/10.30958/aje.10-3-2 32 

Miles, J., & Naumann, S. E. (2020). The Influence of Sexual Orientation on Academic 33 
Self-Concept as a Mediator of Gender and Leadership. Academy of Management 34 
Proceedings, 2020(1), 11651. https://doi.org/10.5465/ambpp.2020.11651abstract 35 

Mulawarman, W. G., Komariyah, L., & Suryaningsi. (2021). Women and leadership style 36 
in school management: Study of gender perspective. Cypriot Journal of Educational 37 
Sciences, 16(2), 594–611. https://doi.org/10.18844/CJES.V16I2.5638 38 

Mulyani, H., Meirawan, D., & Rahmadani, A. (2020). Increasing school effectiveness 39 
through principals’ leadership and teachers’ teaching performance, is it possible? 40 
Cakrawala Pendidikan, 39(2), 279–292. 41 

Obiageli, U.E., Lasbat, O., & Olatunji, B.A. (2020). Influence of motivation on teachers’ 42 
effectiveness in Ilorin West local government, Kwara State. Journal of Education 43 
and Learning (EduLearn), 14(3), 345–351. https://doi.org/10.11591/edulearn.v14i3. 44 
16214 45 

Oyeniran, R., & Anchomese, I. B. (2018). Women’s Leadership Experiences: A Study of 46 
Ivorian Women Primary School Principals. Journal of Educational Issues, 4(1), 148. 47 
https://doi.org/10.5296/jei.v4i1.13042 48 

Pak, K., & Ravitch, S. M. (2021). Critical Leadership Praxis for Educational and Social 49 
Change. New York: Teachers College Press. 50 

https://doi.org/10.5296/jei.v4i1.13042


2023-5692-AJE – 23 NOV 2023 

 

16 

Ravitch, S. M. (2020). Flux Leadership: Leading for Justice and Peace in & beyond 1 
COVID-19. Penn GSE Perspectives on Urban Education, 18(1), 1–31. 2 

Ravitch, S., and Herzog, L. (2023). Leadership mindsets for adaptive change the flux 5. 3 
London: Routledge. 4 

Saka, A. O., & Onanuga, P. A. (2019). Teacher Effectiveness of Some Selected Secondary 5 
Schools’ Science, Technology, Engineering And Mathematics Subjects: Implication 6 
for Sustainable Development Using Science Education. Journal of Education in 7 
Black Sea Region, 5(1), 3–14. https://doi.org/10.31578/jebs.v5i1.183 8 

Sandika, R., Lian, B., & Rohana, R. (2022). Improving Teacher’s Performance Through 9 
Principal’s Leadership. Journal of Social Work and Science Education, 3(3), 211–10 
218. 11 

Sartaj, S., Kadri, S., Shah, S. F. H., & Siddiqui, A. (2019). Investigating the effectiveness 12 
of classroom based assessment on esl teaching strategies and techniques in Pakistan: 13 
Study from teachers’ perspective. Theory and Practice in Language Studies, 9(7), 14 
826–834. https://doi.org/10.17507/tpls.0907.12 15 

Srichom, S., Prabjandee, D., and Kewara, P. (2019). Framework to Measure Effectiveness 16 
of Teacher Professional Development. Journal of Education and Practice, 10(36), 17 
38-45. https://doi.org/10.7176/jep/10-36-05 18 

Taie, S., & Goldring, R. (2019). Characteristics of public school principals. National 19 
Center for Educational Statistics, 18, 1–5. 20 

Urick, A., Carpenter, B. W., & Eckert, J. (2021). Confronting COVID: Crisis Leadership, 21 
Turbulence, and Self-Care. Frontiers in Education, 6. https://doi.org/10.3389/feduc. 22 
2021.642861 23 

Vella, R. (2020). Leadership and women: The space between us. Narrating the stories of 24 
senior female educational leaders in Malta. Educational Management Administration 25 
& Leadership, 50(1), 121–139. https://doi.org/10.1177/1741143220929034 26 

Yazici, S., Yildiz, K., & Ozgenel, M. (2022). Examining the Agile Leadership 27 
Characteristics of School Principals According to Teacher Perceptions Examining the 28 
Agile Leadership Characteristics of School Principals According to Teacher 29 
Perceptions. International Online Journal of Educational Sciences, 14(2), 296–308. 30 

Zainudin, A., & Monalisa, M. (2022). Conflict management styles of woman school 31 
principal: a study in a private school of palembang. Global Expert: Jurnal Bahasa 32 
Dan Sastra, 10(1), 39–46. https://doi.org/10.36982/jge.v10i1.2199 33 

https://doi.org/10.36982/jge.v10i1.2199

