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Abstract 

In this study, we investigate whether or not there is a connection between three distinct but complementary 
areas of research, namely the behavioural science of motivation, adult learning, and leadership. What is it 
that keeps mature professionals interested in furthering their education, and how does that relate to their 
leadership style and effectiveness? An expansion of the existing body of literature is investigated in order 
to combine andragogy, self-determination, and the theory of transformational leadership. A cohort of adult 
professionals in leadership positions has their responses to questions taken from two different models, the 
Care Model of Adult Orientation and Implication on Learning and Training Activities and the Multifactor 
Leadership Questionnaire. These models were modified from one another. The findings suggest that 
leadership style can be predicted using learning motivation orientation and that there is a positive correlation 
between the two. Further ramifications of the "learnerleader" for research, practice, and higher education 
initiatives are addressed, along with how learning motivation can be used as a tool to forecast leadership 
style and improve leader selection, development, and succession. Also covered are additional implications 
of the "learnerleader" concept. This quantifiable research has the potential to offer significant insights into 
how the quality of having an intrinsic motivation to learn can act as a precursor to transformational 
leadership behavior, as well as the influence that transformational leaders have on the teams and 
organizations that they are a part of. 

Keywords: Adult Education, Behavioral Science 

 
INTRODUCTION 

This research departs from the conventional doctrine, which suggests that competency 
models for the development of leadership should concentrate on the abilities and 
experience of leaders. Instead, the findings of this research suggest that an organization’s 
succession planning strategy should priorities the early identification of potential leaders 
as well as the ongoing development of those leaders. This new capability is the motivation 
to continue learning. (Folkman, 2014). This study centers on a specific type of executive 
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who has shifted their perspective on learning from viewing it as a stagnant body of 
information to instead viewing it in terms of intellectual mobility, critical thinking, and 
eventually development, performance, and transformation. In a more fundamental sense, 
it attempts to emphasize learning motivation as a competency that is important for leader 
identification at the beginning of the professional lifecycle as well as throughout the 
entirety of it. According to the findings of academic studies, intrinsic motivation is an 
inherent inclination) and biochemical representation of the human predisposition towards 
learning, development, and innovation that is ever-present throughout the course of an 
individual's entire existence. Consequently, administrators, human resource and talent 
management professionals, and other organisational decision-makers will benefit from 
identifying an individual's learning motivation orientation early in the career trajectory and 
previous to advancement into a leadership position. This is because identifying an 
individual's learning motivation orientation allows them to better understand the 
individual's potential for growth. Furthermore, research indicates that a leader's 
motivation and ability to learn is essential to the success of an organization. As a result, 
since leadership remains a direct entryway to organisational outcomes, it is too expensive 
to chance selecting and developing leaders based on uncertain characteristics and 
aptitude. Participants in this research are adults who are either currently in a leadership 
position or have held leadership positions in the past. characterizes this person as an 
example of a knowledgeable and dedicated professional who holds a high position in an 
organization, and whose efforts are almost always successful and only occasionally 
unsuccessful. (p. 4). As a consequence of this, Argyris expresses concern that these 
professionals may be missing one essential quality, specifically the skill set required to 
effectively handle failure when it invariably takes place. Despite this, the concern 
highlights how important it is to have the flexibility and mobility that comes from growth 
and development in relation to continuous learning as an alternative to a mentality that 
views learning as something that can only be done once. Therefore, Argyris' defense 
provides a primary justification for the significance of recognizing an employee's learning 
motivation, as intrinsic, early in the career trajectory and applying that knowledge to the 
employee's potential to become a transformational leader. This is done by referring to the 
employee's potential to become a transformational leader as the "potential to become a 
transformational leader." Organizations will be in a better position to meet future 
challenges and improve their likelihood of sustainability and competitive advantage if they 
emphasize the value of their leaders' proclivity for learning and self-awareness, and if 
they establish a conduit through which leaders' own practices facilitate a climate in which 
employees are also encouraged and supported to learn.  

Focusing on this important trait will increase the probability of advancing individuals who 
have the potential to become transformational leaders and these individuals' potential to 
succeed in that position. Although successful leadership is not exclusively a function of 
an intrinsic motivation to learn, this emphasis will improve the likelihood of advancing 
individuals who have the potential to become transformational leaders. As a result, one 
of the primary goals of this research is to demonstrate the responsibility that learning 
motivation has in the process of effectively identifying leaders, developing leaders, and 
preparing for successors. The results of this study will offer a greater understanding and 
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new information that guides organizations to create competencies and contribute to a 
climate that advocates learning and fosters growth and transformation through its leaders. 
This will be accomplished by leveraging the principles of adult learning, motivational 
science, and transformational leadership. In doing so, the results of this study will offer a 
greater understanding and new information.  

The findings of this research will also be useful to higher education administrators and 
instructors who are concerned with the creation and delivery of effective leadership 
development programmes and marketing to adult learners. This research will build upon 
previous lines of inquiry into adult learning and leadership, connecting these concepts in 
a novel manner. It may also encourage scholars to examine the behavioural attributes of 
leaders who self-direct their learning activities and development in the context of 
organisational outcomes. This research will build upon previous lines of inquiry into adult 
learning and leadership.  

The Rationale, as well as Some Research Questions 

To be more specific, the purpose of this study is threefold: (i) to investigate whether adult 
professionals' motivation to learn is driven by intrinsic or extrinsic factors; (ii) to investigate 
the theoretical framework underlying the transformational and transactional leader; and 
(iii) to determine whether there is a quantifiable relationship between learning motivation, 
as either intrinsic or extrinsic, and leadership style, as either transformational or 
transactional. This study will add to the existing body of research by presenting 
quantitative evidence of learning motivation as a prognostic description of leadership 
style. In this manner, the study will complement the work that has already been done. The 
purpose of the research is to add a new component to the currently recognized 
motivations of adult learners as well as their behavior as leaders in their daily lives. This 
will allow for the creation of a measure that can be used to identify prospective leader 
effectiveness and to facilitate development. 

Background  

There has never been a time in history when organizations have struggled more than they 
do today to find the answers that will allow them to achieve both sustainability and a 
competitive advantage. Organizations are coming to the realization that they need to 
master agility and adaptability in their strategy and leadership in order to meet the 
demands of change, uncertainty, and the revolutionary transformation that is occurring all 
around them. Increasingly, organizations need to begin with their leadership in order to 
manage this change and produce results. 
 
OBEJECTIVE OF THE STUDY  

• A dedicated worker who holds a prominent position in an organization 

• The purpose of the research is to add a new component to the motivations of adult 
learners as they are currently understood 
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RESEARCH METHODOLOGY  

The Q approach was utilized in this study to arrive at conclusions on the professional 
development requirements for teachers. Q method analysis is a research method that 
allows for the measurement of approach, attitudes, and perception of the participants. Q 
method analysis utilizes the strength of both qualitative and quantitative methods. In the 
data analysis process of this method, various statistical analyses are used to find out the 
common points in the responses of the participants. Q method analysis uses the strength 
of both qualitative and quantitative methods. The responses from the participants are 
used as the basis for determining a correlation coefficient in this approach. The r statistics 
approach is the one that is utilized the vast majority of the time when determining a 
correlation coefficient. The analysis of the Q method is an important method to investigate 
the idea patterns in the sample participants, and it enables comparisons between the 
groups. The framework that is revealed by the Q method is, in a sense, comparable to 
that of a hierarchy. The strength of the Q methodology is that it can determine whether 
the perceptions, attitudes, and beliefs of participants can be associated under a broader 
theme. Another strength of the Q methodology is that it can reveal the common ideas of 
the participants because it can sort these ideas in order of priorities The exploratory factor 
analysis (EFA) procedure and the basic component analysis process of the Q approach 
are quite similar to one another, with a few key distinctions between the two. In the 
process of scale development, relevant items are determined by using principal 
component analysis, which is a subset of explanatory factor analysis. On the other hand, 
the principal component analysis that is part of the Q technique will organize the pertinent 
concepts. As a consequence of this, the relevant items that are grouped together in 
explanatory factor analysis correspond to the groups of persons in the Q method analysis 
that have similar thoughts. Participants In this context, the sample for this study consisted 
of 35 educators working in state schools run by the Ministry of National Education in the 
Cappadocia provinces (Aksaray, Nevsehir) of Turkey. There were 24 men and 11 females 
included in the sample for this study. Participants in the research were all instructors in 
the respective academic areas. In addition to this, the selection of the participants was 
done with careful attention paid to the equitable distribution of the various topic subjects. 
In light of this, the information for the present investigation was gathered from educators 
in the fields of mathematics, science, Turkish, English, and social studies in elementary 
schools. There was a wide variety in the amount of expertise that the instructors had, 
ranging from 3 to 25 years (X = 12.75, Sd = 7.06). 

Data Analysis  

In the scope of this study, a total of 36 items that were generated in item form were based 
on the instructional development, scientific field development, personal development, and 
organizational development dimensions of professional development. The items were 
given to the specialists who hold doctoral degrees in education administration, curriculum 
creation and instruction, special education, assessment and evaluation, respectively. A 
few alterations of a less significant kind have been made to the products with the 
assistance of the knowledgeable individuals. Each individual participant was given a copy 
of the item form to fill out. The information for this study was gathered during the months 
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of November 2018 and February 2019. The amount of time necessary to finish each item 
form was around 25 minutes on average. 

Table: 1 
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As shown in  

Table 2: The Normal Distribution Schema between the Edges Of -5 And +5 Was 
Used In the Q Matrix 

 

In the process of identifying the requirements for the teachers' professional development, 
the first thing that was done was to determine whether or not the instructors have any 
commonalities. In order to achieve this goal, the program known as PQMethod 2.35i was 
used to carry out basic component analysis and varimax rotations.  

Table 3: Displays The Scores Along Their Respective Distributions. In The Table, 
the First Participant Is Denoted By the Designation P1 (Participant 1) 

 

 

The factor loads of all 35 participants are outlined in the table that can be seen above. 
The results of the basic component analysis and the varimax rotation analysis revealed 
that the 35 participants may be categorized according to three different characteristics. 
The Xi symbol is utilized, and the numbers are printed in bold, so that it is very evident 
which participant is considered for inclusion in which factor. Within the first component 
(column), there are 23 individuals, within the second factor (column), there are 7 
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participants, and within the third factor, there are 5 people. 23 of the 35 individuals, or 
65.71 percent, are classified under a dimension, which may suggest that the people have 
a common quality. From this vantage point, it is possible to make the assertion that the 
perspectives of instructors about their individual need for professional growth are 
comparable. It is essential to investigate the shared foundations on which this 
resemblance is built, as well as to identify the phrases that have the most weight. The 
items, their Z scores, and their rank according to the Z scores of the other items in each 
group are presented in Table 4. (in the factor). The elements were arranged in order of 
their proximity to one another in relation to the 23 individuals who were categorized under 
factor 1. 

Table 4: Z Values of the Items and the Order of Importance of the Items 

 

 

The statement "I can always stimulate my pupils and urge them to engage in the 
classroom activities" received the most favorable responses overall from the 23 
participants that took part in Factor 1. I and the item that was responded to with the least 
amount of positivity was "I do not feel competent enough to have my pupils think 
effectively." Although there were 18 factors in this study that were associated with 
professional competence, there were also 18 things that showed they had inadequate 
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professional growth. When the preferences of the participants that were grouped under 
the first factor were examined, it was found that the participants preferred the items that 
indicated that they have professional competence. This was the case because the 
participants preferred the items that indicated that they have professional competence. 
The estimated average Z scores for each variable included in the factors are presented 
in Table 5. The following is the formula for calculating average Z scores: 

Table 5: Zmean is equal to the difference between the Z value of the item that is 
positive about the dimension and the Z value of the item that is negative about 

the dimension divided by two 

 

 

When the Z scores of all 35 participants were examined, it was discovered that the three 
dimensions of self-evaluation that had the highest levels of positivity were personal 
development (Xz=0.88), instructional development (Xz=0.43), and organizational 
development (Xz=0.38). Personal development had the highest level of positivity. On the 
other hand, advancements in scientific fields have a deleterious impact (Xz = 0.11). It was 
discovered that effective communication skills (Zmean = 1.00), anger control (Zmean = 
0.90), teaching strategies (Zmean = 0.88), lesson planning (Zmean = 1.00), instructional 
technologies and material design (Zmean = 0.78), and life planning (Zmean = 0.74) have 
the highest Z scores.  

When the sub-dimensions are examined, this is the case. On the other hand, the findings 
show that the mean scores of 36 participants in the sub-dimensions such as special 
education (Zmean=-0.47), scientific research techniques (Zmean=-0.06), and 
engagement in projects and professional activities (Zmean=-0.05) are shown to be 
unfavorable. When the data are reviewed in light of the factors, it was discovered that the 
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23 people who took part in the first factor rated their own positivity across all of the 
dimensions and sub-dimensions. This was the conclusion drawn from the findings. The 
sub-dimensions of personal growth and instructional development were, respectively, the 
ones that the 23 participants regarded as being most adequate in itself. The participants 
in component one reported having the lowest levels of competence in the sub-dimensions 
of special education (Z=0.13), engagement in projects and professional activities 
(Z=0.38), and scientific research procedures (Z=0.32). 

Seven people who took part in the second factor believed that they were lacking in all 
aspects of professional growth, with the exception of the personal development 
dimension and the course planning sub-dimension. Participants in the second factor rated 
their own abilities as being the lowest in the following categories: special education (Z=-
1.733), classroom management (Z=-0.91), scientific research methods (Z=-0.79), student 
participation (Z=-0.77), teamwork (Z=-0.11), institutional structure (Z=-0.06), and 
instructional strategies (Z=-0.05). 5 participants in the third component rated themselves 
as being somewhat sufficient in the subdimensions of classroom management (Z=0.10), 
engagement in projects and professional activities (Z=0.50), instructional tactics (Z=0.26), 
and institutional structure (Z=0.21). They have the self-perception that they are lacking in 
every one of the other subdimensions. 
 
Discussion 

This investigation, which was built entirely on the Q approach, sought to determine which 
of the instructors' professional development requirements were the most pressing. In 
addition to that, the purpose of this research was to investigate how instructors view their 
own professional development requirements and whether or not they share a consensus 
on these requirements. There were a total of 35 educators from a variety of subjects and 
disciplines from four distinct provinces in Turkey who took part in the study. The 
information was gathered through the completion of 36 questionnaires. The findings of 
the study can only be interpreted in this light because the Q technique was used to collect 
information from a total of 35 participants. When the data acquired from the opinions of 
the teachers on their needs for professional development are analyzed in general, it is 
possible to get to the conclusion that the teachers, in general, consider their professional 
growth to be adequate. According to the findings of this study, it was discovered that 
instructors perceived themselves to be the most effective in terms of the personal growth 
dimension of the professional development. 

After looking at the Z scores, it was discovered that the mean scores for instructional 
development and organizational development were rather similar to one another. Yet, 
when compared to those of instructional development and organizational development, 
the mean scores for personal development were found to be significantly lower than those 
of the other two. It was discovered that the most important aspect of professional 
development for educators was the growth of the scientific field. This aspect of 
professional development encompassed the sub-aspects of scientific research 
methodologies as well as involvement in projects and professional activities. When the 
findings regarding the sub-dimensions of professional development were analyzed, it was 
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discovered that the sub-dimensions of personal development, such as effective 
communication skills, anger control, and life planning, and the sub-dimensions of 
instructional development, such as lesson planning, teaching strategies, instructional 
technologies, and material design, have the highest Z scores.  

This was the case for both personal and instructional development sub-dimensions. 
These findings suggest that the great majority of educators have a lower requirement for 
professional development in the areas of personal development, lesson preparation, 
teaching techniques, instructional technology, and material design in comparison to other 
aspects of personal development. The findings revealed that professional development 
training programs were required for the participants, particularly in the areas of special 
education, scientific research methods, participation in project and professional activities, 
and so on. This indicated that the participants had a need for professional development 
training programs, particularly in the aforementioned sub-dimensions of professional 
development. The outcomes of this investigation were consistent with the findings of other 
studies that had been done in the past. It was statedthat teachers required in-service 
training on guidance and special education. It was also stated by the researchers that 
teachers required regular in-service training, particularly for working with students who 
have learning disabilities, as well as students who are in need of psychological support 
and who are at risk of dropping out of school. In a previous research, the instructors 
reported that communication and social skills were needed very seldom in the classroom; 
the findings of this study were comparable to those of that study. 

According to the results of an in-depth study that was carried out by and which included 
participants from 23 different nations, the most important aspect of professional 
development for teachers is the provision of special education to kids who have unique 
requirements. This finding may be an indicator that educators are not prepared to adhere 
to a plan for the teaching of children who are talented or who have special needs. Children 
with special needs are children who, in comparison to other children their age, either their 
physical traits or their capacities for learning are considerably different. It is essential that 
instructors who intend to play an active part in education have the ability to identify these 
students and tailor the learning environment to meet their requirements, the present 
knowledge, strategy, and teaching techniques that are used in educational programs seek 
to address the requirements of all students in general. As a result, instructors encounter 
problems in working successfully and giving excellent education to kids who require 
special education. 

As a result of the fact that pre-service training for special education in Turkey consists of 
just one theoretical course that is delivered at the end of the program, it is possible that 
teachers may require further professional development in this area. Projects, professional 
activities, and scientific research methods are also found in the studies conducted In a 
study that was conducted by to determine the in-service training needs of primary school 
teachers, it was discovered that 39% of teachers have a high percentage, and 39.8% of 
teachers have a partial need for professional development. When it comes to the study it 
was discovered that 45.7% of the participants need professional development in regard 
to their involvement in both domestic and foreign initiatives.  
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The process of getting information on scientific research methods, (which can be used 
frequently in the field of education), such as action research and case, and participation 
in national and international projects and professional activities was identified as a 
primary focus for the personal development needs of teachers. One possible explanation 
for this finding is that there are a relatively small number of in-service and professional 
training programs that are specifically related to these topics. Participants in both factors 
(the second and the third factor) were identified as having a need for professional 
development in the areas of instructional technology and material design, student 
participation, assessment, and teamwork.  

This is in addition to the areas of professional development that are required by the entire 
research group. In a similar vein,) discovered that the most common needs for 
professional development among teachers are the following: the ability to know the 
various methods in order to measure student knowledge; the ability to know the various 
learning styles of students in order to meet their learning needs; the ability to know the 
techniques of cooperative learning and team work; the ability to increase student 
participation; and the ability to know the techniques for class management. In a similar 
vein, revealed that the most important professional development needs of the teachers 
were the development, improvement, and expansion of the use of technology for 
instruction; the development of critical thinking and problem solving skills of the students; 
and the development of the skills of working as a member of a team both inside and 
outside the classroom. found that there is a need for training programs in schools to 
prevent peer bullying, and the researchers also found that there is a need for training 
programs to provide opportunities for individual differences in education. the researchers 
determined that there is a need for training programs to prevent peer bullying in the 
context of classroom management. According to the results of Copland, teachers require 
professional development that is relevant to classroom management, and it is 
recommended that training programs for teachers contain skills related to classroom 
management. It was mentioned that the requirements of the teachers about professional 
development are not separate from the needs of the school, and that the needs of the 
teachers regarding professional development are an integral element of the culture of the 
school. The researchers also indicated that training for professional growth should be 
carried out in collaboration with colleagues as a kind of cooperation, which in turn speeds 
up the process of change and development at the school. When seen from this 
perspective, it is essential to take into account the fact that instructors want to get better 
at working together as a team to meet the requirements of the school. 
 
CONCLUSION 

In the process of analyzing the factors that contribute to the success of professional 
development programs, the search for a single solution that is definitive poses the 
greatest challenge. Although if some broad concepts may be derived from research, the 
specifics of each individual's or institution's circumstance will always be the most 
important consideration in identifying the qualities that define effective professional 
development programs. In certain situations, it may be necessary to have activities run 
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by teachers, while in others, it may be necessary to have an organized structure. In other 
words, rather than there being one response that is true or one manner that should be 
done, there is a variety of solutions that depend on the context. The goal of this study was 
to compile a list of responses addressing the professional development requirements of 
teachers by utilizing the richness of diversity. The goal should be to determine the blend 
that is most appropriate and to be aware that this blend may also vary over time. 
According to the findings of this study, special education, scientific research 
methodologies, and project preparation approaches have to be given priority status within 
activities pertaining to in-service training. In addition to this, there is a demand for training 
programs that cover topics such as student engagement, assessment, and cooperation 
in addition to instructional technology and the creation of instructional materials. It is 
possible that future research may focus on the more particular personal development 
requirements of educators in relation to the sub-dimensions of personal development. 
Findings that are more in-depth can be achieved in subsequent studies by performing 
qualitative research in regard to the professional development requirements that are 
important to instructors. In addition, there are several restrictions associated with the 
sample size in this study. In subsequent research, there may need to be a greater number 
of participants. Teachers from a variety of topic areas took part in this study as 
participants. Future research might address the professional development needs of 
teachers that are particular to the subject area in which they are currently working. 
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