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Abstract 
Distributed leadership through teacher leadership of generation Y teachers, is a practical 
necessity that should be emphasized as outlined in the Malaysia Education Blueprint 2013-
2025. However, conflicts in educational organizations are difficult to avoid that came along 
with ineffective communication, thus causes teacher leadership becomes deniable to be 
implemented. The main objective of this pilot study is to determine the mean score of items 
used in the instruments. This study uses SPSS Version 21.0 in search of mean scores and Alpha 
Cronbach of the items involved. The sample of this study consists of 36 generation Y teachers 
in a selected secondary school in Kedah. The findings of this pilot study show that Alpha 
Cronbach values for distributed leadership, conflict management and communication 
satisfaction; are at high levels scoring .81, .73 and .86 respectively. While the overall mean 
score for distributed leadership is 4.46, conflict management mean score is 4.72 and mean 
score for communication satisfaction is 4.50 each; which indicates high mean score. Based on 
the pilot data, the highest mean score value for distributed leadership, conflict management 
and communication satisfaction; are in the dimensions of instructional programs, 
compromising styles and horizontal communication. This initial finding shows that generation 
Y teachers is a generation that desired attention, immediate feedback, have high curiosity 
and prefer to communicate in informal ways. They always demand to be leaded, seek clear 
direction, need support and guidance from school administrators, and require to be involved 
in decision making at school. Conflicts are solved by compromising style and they do not 
prefer in avoiding styles that then can lead to a more severe conflict in the future.  
Keywords: Distributed Leadership, Teacher Leadership, Conflict Management, 
Communication Satisfaction, Generation Y Teachers. 
 
Introduction  
Leadership could initiate change through one’s ability to influence other individuals to 
accomplish a stated mission. Moreover, educational leadership has allowed the 
implementation of the national education policy changes through the Malaysia Education 
Blueprint (MEB) 2013-2025 which concerns the transformation of the country’s overall 
education system. It should be noted that the transformation of the national education 

   

                                         Vol 9, Issue 1, (2019) E-ISSN: 2222-6990 
 

 

To Link this Article: http://dx.doi.org/10.6007/IJARBSS/v9-i1/5488                 DOI:10.6007/IJARBSS/v9-i1/5488 

Published Date: 01 February 2019 



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES 
Vol. 9 , No. 1, 2019, E-ISSN: 2222-6990 © 2019 
 

746 

system not only involves improvements to curriculum content but also involves an 
adjustment in the educational leadership at the school level too (Male & Palaiologou, 2015).  
 
As being mentioned in MEB Report 2015, the selection of leadership at the school level is no 
longer based on the criterion of service duration solely, but instead has shifted to 
competency-focused leadership. Ergo, a review of the Malaysia Quality Education Standard 
(SKPM) 2010 has been conducted by the Performance and Implementation Unit (PADU) from 
Ministry of Education (MOE) in 2014 to assess the existing standards and upgrade them to a 
more qualified and competent standard.  
 
Nonetheless, the drastic transformation in the country’s education system may result in some 
discomfort for others, creating different reactions (Zuraidah Juliana Mohamad Yusoff, Yahya 
Don & Siti Noor Ismail, 2016) and triggering conflicts within educational organization. 
Conflicts that are already existed and inherent in any organization, need to be resolved 
through the process of strategy analysis or conflict management style to further strengthen 
the management of the organization (Abdullah, 1991).  
 
The study of conflict in an organization has been extensively carried out and this includes 
various facets such as psychology and communication (De Dreu & Gelfland, 2008; Putnam & 
Poole, 1987; Thomas, 1992). Umiker (1993) suggested that poor communication level within 
an organization may complicate the relationship between members of the organization and 
brings about interpersonal conflicts. In fact, communication is also one of the main challenges 
of school leaders to deliver effective information as it is crucial to match the difference in 
cohort of generation that exists at the school level. The lack of efficient communication 
among teachers will worsen the existing conflicts, reducing teacher motivation, initiating 
frustration and resulting in high level of uneasiness among colleagues, students and parents 
(Bakic-Tomic, Dvorski & Krinic, 2015).  
 
The vision and mission of an organization is laborious to achieve without effective 
communication between individuals through different generation cohorts. Ineffective 
communication will result in the worsening of the conflict caused by the drastic 
transformation factor that occurs in an organization and manageable through efficient 
management (Fullan, 2001; Spillane, 2006; Yusoff, Don & Ismail, 2016).  
 
Statement of Problem  
School-based leadership has been reformulated so that it is align with school leadership to 
discover alternatives to delegate leadership functions to organizational citizens (Green, 
2009). Meanwhile, distributed leadership is an issue of leadership that is being widely 
discussed (Gronn, 2000 & Harris, 2008) and debated particularly in Malaysia in the context of 
education (Yaacob, 2009; Wahab, Aida, Zainal and Rafik, 2013; Zakaria & Kadir, 2013, Halim 
& Ahmad, 2015; Rabindarang, Khuan, & Khoo, 2014; Boon & Tahir, 2013) and have been 
acknowledged with their capability in driving development progress and achievement of a 
school (Gronn, 2003; Harris, 2008; 2009; Spillane, Halverson & Diamond, 2004; Spillane & 
Sherer, 2004).  
 
Even though the concept of distributed leadership has long existed (Gronn, 2008 & Harris, 
2012), the study of distributed leadership form is still in its early stage of study (Spillane and 
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Diamond, 2007; Jamalul Lail Abdul Wahab et al., 2013). Ergo, a more comprehensive and 
thorough study should be done on the influence of this distributed leadership (Hulpia, Devos 
and Rosseel, 2009; OECD, 2008) and become a necessity for today’s leadership to shift 
towards the distributed leadership model (Gronn, 2002). Baker (2007) and Riggio (2014) state 
that recent research on leadership is a process developed jointly by leaders and followers in 
an organization such as distributed leadership.  
 
Teacher leadership can be observed through leadership effectiveness at school level 
(Kowalski, 2010). Jamilah Man (2017) stated that the school leadership establishment consists 
mostly of the generation of Baby Boomers that is approaching retirement, while 70% of 
generation Y teachers are entering the realm of working and are still new in the workforce. 
Hence, this study will concentrate on the cohort of generation Y teachers who were born 
between 1980 and 2000 (Beekman, 2011 & Cekada, 2012). The generation Y teachers has a 
longer periods of service and these cohorts need to be given the space and chances to lead 
the educational organization.  
 
Furthermore, the teacher leadership through the practice of distributed leadership that has 
multilateral interaction networks between leader, followers and situation, calls upon an 
appropriate and highly efficient communication medium (interaction). One of the biggest 
challenges leaders in managing this 21st century organization is in terms of communication 
management; whereby leaders should avoid using an overly critical, assertive, straight 
forward and threatening communication approaches (Green, 2009). Studies show that 80% 
of organizational management is practicing interpersonal communication. Therefore, school 
leaders need to have a clear-cut comprehension of the communication process that existed 
in their organization (Lunenberg & Orstein, 2008). This is necessary, as powerful 
communication will create effective schools (Hallinger & Walker, 2011), enhancing 
organizational effectiveness (Miller, 2001), improving job satisfaction and job performance 
(Ahmad Jawahir, Rosli, & Kalthom, 2011; Schmidt, 2014; Zulch, 2014) as well as encouraging 
organizational members to adhere to the leaders’ instructions (Barret, 2006). On contrary, 
inefficient communication may lead to the relationship between the leader and the worker 
to be distant, affecting the ongoing task (Butts, 2010) and will eventually elicit a conflict.  
 
School leaders should be aware that the communication climate that is not conducive in the 
workplace creates multiple conflicts. In actuality, conflict is an inevitable element as 
organizational member have different opinions, views and cultures, but are compelled to 
move towards a common vision (Wellington, 2011). Conflicts will happen because 
communication is always needed to carry out a task. Additionally, conflict is the most crucial 
and challenging process (Green, 2009) in the school environment. Nonetheless, the studies 
on the effect of conflict in schools are still at scarce level (Tschannen-Moran, 2001).  
The well planned MEB 2013-2025 desire the expectations of effective school leadership so 
that the vision of the national education can be comprehended and appreciated by all 
members of the organization. Only through effective communication, members of the 
organization can work collaboratively to achieve the organizational vision (Green, 2009). The 
organization members will feel underappreciated, misunderstood, depressed and 
disappointed if organizational communication is not effective (Sobel & Ornstein, 1996) and 
will trigger catastrophic conflicts. If conflict frequency is high in an organization, certainly the 
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objective, vision and aspirations of MEB 2013-2025 will fail, which in turn will disrupt the flow 
of MEB as well as the National Education Philosophy (NEP) itself.  
 
Literature Review  
The national education system is moving towards the second wave that is being implemented 
within 5 years from 2016 to 2020 (MEB 2013 - 2025). The quality of education is the main 
agenda of MOE is to concentrate on improving the quality of leadership of teachers in every 
school in Malaysia. This is necessary as the improvement of the national education system is 
extremely depending on teachers’ quality (MEB Report 2015). The quality of teachers and 
schools reflects the quality of student enrollment in which this aspect began to be an indicator 
of educational success in Malaysia as noted in the Second Wave Malaysia Quality Education 
Standards (SKPMg2). Students’ capability is a critical phase in MEB 2013-2025 as students are 
the output of success that can reflect the successful implementation of the 13-years state 
educational plan. This is aligned too, with the fifth shift requirement of MEB that is to: 
‘Ensuring High Performance Leadership is Practiced in Each School’. This fifth shift is a clear 
MOE aspiration with the need to synthesize a quality leadership group at the school level to 
create a democratic school.  
 
Distributed Leadership  
Studies on distributed leadership in Malaysia need to be further reinforced to contribute 
more beneficial findings on distributed leadership in schools (Jamalul Lail Abdul Wahab et al., 
2013). This is also recommended by Harris (2008) which suggested that although there is 
empirical study of distributed leadership, the study is still at a low level. Spillane, Camburn 
and Pareja (2007) argued that even though there are developments in distributed leadership 
literacy, empirical baseline studies and concepts are still new and deficient (Davis, 2009).  
 
Similarly, the statement of inadequacy of this study was also supported by Rosnarizah Abdul 
Halim and Hussein Haji Ahmad (2015) and Shakir, Issa and Mustafa (2011) in the context of 
distributed leadership in Malaysian education. Since this distributed leadership is still recent 
and secluded for school leadership, a further study must be conducted thoroughly to observe 
ways in which this distributed leadership approach can be developed optimally in schools 
(Jamalul Lail Abdul Wahab et al., 2013). Practical distributed leadership is described as the 
consequent of the interaction between leader, followers and the situation (Spillane, 2005). 
Effective followers strongly affect the achievement of leadership in an organization. They will 
work collaboratively with leaders to realize their vision and solve problems arising through 
their own action, because of their capabilities and influences (Chen, Kanfer, Kirikman, Allen & 
Rosen, 2007; Hoption, 2014).  
 
Meanwhile, the followers at the school level referred as teacher leadership is one of the 
dimensions inherent in distributed leadership. Teachers can influence others through efforts 
to administer an environment of engagement and collaboration in all activities and 
instructional programs. There are various studies proving that principals play a vital function 
in developing teacher leadership capabilities in schools. This situation applies to teacher 
leadership factors that can influence the existence of effective schools (Harris, 2003; 
Katzenmeyer & Moller, 2001; Frost & Durrant, 2002; Leithwood, Jantzi, & Steinbach, 1999). 
This is also supported by the statements from Berry, Daughtrey and Wieder (2010) that more 
studies need to be conducted on teacher leadership as it can be developed according to 
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different needs. Teachers should also be given the opportunity to make decisions especially 
issues that relates to teacher work scope in the school (Alanezi, 2011). According to the MEB 
Report 2016, the quality of teachers and school leaders stays as focus of MEB and continues 
to be established every year.  
 
Generation Y 
Referring to the issue of cohort differences generations that have now entered the 21st-
century working sector, there are 3 generation cohorts have begun to exist in organizations 
namely the generation of Baby Boomers, generation X and generation Y (Tapscott, 2009). 
Nonetheless, this study only concentrates on the generation Y teachers. This is because the 
generation Y teachers is the cohort of teachers who were born between 1980 and 2000 
(Beekman, 2011 & Cekada, 2012) which has a longer service period. For the next 30 years, 
generation Y will be aged between 48 years up to 68 years old. Generation Y teachers is a 
notable component of future leaders who will govern and lead the country to ensure that 
Malaysia will be among the top 20 countries in the world in numerous aspects. Ergo, it is 
essential for school leaders to delve into the exclusive features of the generation Y teacher to 
obtain the best output from the generation Y cohort itself.  
 
Balda and Mora (2011) portray the generation Y as a very distinguished generation in 
comparison to the previous generation. Leaders in an organization should apprehend the 
behavior of the generation Y to get the best output from them. A further study needs to be 
carried out in regards the attitude of generation Y workers as it can have long-term impact on 
an organization based on their unique characteristics (Myers & Sadaghiani, 2010). McNamara 
(2005) labels the generation Y as a Digital Generation that is realistic, optimistic and always 
consider current developments. This generation is always curious and asks questions such as 
why in order to get the answer rationally (Kehril & Sapp, 2006). Additionally, generation Y is 
also an end result-oriented as it seeks the desired output (Streeter, 2007) and requires 
guidance for each task to be done.  
 
Generation Y is the first generation to be exposed with computers and digital media (Raines, 
2002). This generation is also known as the Millennial generation who loves digital technology 
(IT savvy) and has the skills and expertise in the field of information and communication 
technology. Generation Y enjoys working with the environment that uses modern and 
upcoming approaches as there are challenges and opportunities that can be tested (Martin, 
2005). Myers and Sadaghiani (2010) suggested that a detailed study on how organizational 
members should adapt themselves to communicate with generation Y to avoid conflicts in 
the organization. They always desire precise instruction of methods on how they want their 
work to be completed and they are comfortable to work collaboratively (Alch, 2008). 
Misleading instructions for this generation will cause communication barriers and triggers 
conflict within an organization.  
 
Conflict Management  
The conflict management style depends on the type of interaction that occurs between the 
conflicting individual (Rahim, 1983). Generally, conflicts occur because of contrasting opinion 
involving a significant discrepancy between the generational gap of teachers in the school. 
Therefore, the study of conflict management in an organization is paramount to accomplish 
the national education of vision and mission which is intended, can be exercised and achieved 
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within the prescribed period without any destructive conflict. An organization will be 
paralyzed if the conflict is not solved and properly managed and it will worsen the leadership 
to retrieve the conflict which has happened before (Sabanci, Sahin and Ozdemir, 2018).  
 
As being suggested by Ab Aziz Yusof (2000) in conflict management, the best negotiating skills 
are to assure that all members of the organization will benefit through a win-win situation. 
When conflicts are well handed, a win-win attitude can be forged and harmonize the 
organization (Green, 2009). An efficient-functioning conflict aids the achievement of goals by 
members of the organization and can provided a new solution from the previous conflicts 
(Putnam & Poole, 1987). On the other hand, if the conflict does not work accordingly, the win-
loss situation will take place and indirectly creates estrangement (Owens, 1995) which will 
negatively impact an organization and eventually distract the productivity of the organization. 
Ergo, the leader itself plays a vital role in the management of interpersonal conflicts that occur 
within the organization.  
 
Communication Satisfaction  
Futile form of communication may affect relationship between leaders and employees 
negatively, thus affecting the task given (Butts, 2010) and finally causing a conflict. By 
practicing effective communication approaches, employees can express their feelings about 
their dissatisfaction toward organizational members, and improving work performance too 
(Szilagyi & Wallace, 1990). Gray and Laidlaw (2004) stated that employee communication 
satisfaction can boost the understanding of communication practices that occur in an 
organization and enhance other type of satisfaction such as job satisfaction (Pettite, Goris, & 
Vaught, 1997 & Pincus, 1986). Zulhamri Abdullah and Jong Hui (2014) agreed that school 
leaders must comprehend strategies to improve communication satisfaction with the 
teachers and the environment of the work place they needed, especially the generation Y 
teachers who love communication through social media mediums. Communication 
satisfaction is vital to be assessed as it highlighted a significance of the communication 
process itself, such as the medium, style and communication functions that occurs in an 
organization (Clampit & Girard, 1993).  
 
On contrary, if communication does not materialize optimally through the established 
Professional Learning Communities (PLC) platform, the conflict will be prompted and the 
aspiration of MEB to enable teachers to collaborate in sharing existing expertise, will find a 
plight and will distract the planning of the MEB itself. On top of that, it will also cause brain-
drain situation among teacher expertise where they intend to refuse sharing the expertise 
available because of conflicts that is not properly handled. Ergo, the school leadership should 
improve the relationship with the teacher as the teacher is a professional worker and has 
expertise in their respective fields (Alanezi, 2011). The school leadership need the teacher 
leadership to launch teaching and learning sessions at schools (Katzenmeyer & Moller, 2009; 
Lambert, 2003) and the combination of both is needed to improve the quality of the school 
(Bakar, Basri & Fooi, 2015).  
 
The vision and mission of an organization is arduous to achieve without effective 
communication between individuals through different generation cohorts. Without 
communication, an organization is like having several groups of individuals performing their 
respective tasks without the same goal (Sabanci, Sahin & Ozdemir, 2018). Ineffective 
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communication will add to the conflict caused by the drastic transformation factor that occurs 
in an organization, which should be managed through effective management (Fullan, 2001; 
Spillane, 2006; Zuraidah Juliana Mohamad Yusoff, Yahya Don & Siti Noor Ismail, 2016). This 
potent management should be looked at and examined from the dimensions of 
communication and conflict management styles involving the generation Y teachers. Jamilah 
Man (2017) agreed that 70% of teachers are generation Y who will be in a future educational 
organization. Ergo, it is crucial to see the quality of the generation Y teachers to be adapted 
into the 21st century education sector to align a clear MOE vision and mission to the 
successful MOE 2013-2025.  
 
Research Objectives  
This study aims to:  
1. Identify the distributed leadership level, conflict management level and communication 
satisfaction level of generation Y teachers.  
2. Determine the alpha Cronbach value for each items in distributed leadership, conflict 
management and communication satisfaction instruments of generation Y teachers. 
 
Methodology 
Research Design  
The design of this study is through quantitative method which to determine the mean score 
and alpha Cronbach values for distributed leadership, conflict management and 
communication satisfaction instruments of generation Y teachers. The data obtained will be 
analyzed using Statistical Packages for the Social Science (SPSS) version 21.0.  
 
Instruments 
Questionnaire is one of the instruments used to attain data as more universal, numerical, 
quantitative, inexpensive, time-saving, and far-reaching (Rosli Mohammed, 2016). It is also a 
process usually adopted in descriptive research (Creswell, 2009; 2012; 2014; Johnson & 
Christensen, 2014). This study had adapted the Distributed Leadership Survey (DLS) 
instrument by Davis (2009), Communication Satisfaction Questionnaires (CSQ) by Downs and 
Hazen (1977) meanwhile the instruments of Rahim Organizational Conflict Inventory (ROCI-
II) Form A for the measurement of conflict management style by Rahim, 1983. All the 
instruments were measured by the reliability of items in the instruments of distributed 
leadership, communication satisfaction and conflict management for this study are 105 items.  
 
Data Analysis of Pilot Study 
A pilot study had conducted which was a trial study done on a small group of respondent prior 
the implementation of a real study. This study focuses to assess the level of construct validity 
and reliability of the instrument as well as to obtain feedback on the veracity and accuracy of 
the research instrument. Through the implementation of the pilot study, the researcher could 
gain the experience, and be more prepared with any possibilities, (Leedy & Ormrod, 2001) 
reduced the confusion in the use of the format and the wordings (Sekaran, 2003).  
 
The researcher had conducted a pilot study concerning a total of 36 generation Y teachers 
from a national secondary school in Baling, Kedah and were not involved with the actual 
study. The researcher conducted the pilot study herself to ensure no discrepancies in the rate 
of return of the questionnaires. Respondents involved in this pilot study will not engage in the 
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actual studies. Tables 1, 2 and 3 represent the analysis of the findings of the pilot study for 
the reliability values that have been implemented using the instruments involved in pilot 
study.  
 
Table 1 
Pilot test results on item reliabity of DLS 

Distributed Leadership 
Dimensions 

Items 
Alfa Cronbach 

Values 
Mean Score 

School Organization 7 .83 3.81 
School Vision 5 .89 4.06 
School Culture 6 .81 4.00 
Instructional Program 3 .85 4.16 
Artifact 4 .82 4.07 
Teacher Leadership 6 .87 4.12 
Principal Leadership 6 .88 4.04 

Total  .81 4.46 

 
Table 2  
Pilot test results on item reliabity of ROCI-II Form A 

Conlict Management 
Dimensions 

Items 
Alfa Cronbach 

Values 
Mean Score 

Intergrating 7 .85 3.89 

Obliging 6 .84 3.93 
Compromising 4 .84 3.98 
Avoiding 6 .84 3.19 
Dominating 

Total 
5 
 

.81 

.73 
3.77 
4.72 

 
Table 3  
Pilot test results on item reliabity of CSQ 

Communication Satisfaction 
Dimensions 

Items 
Alfa Cronbach 

Values 
Mean Score 

Communication Climate 
Supervisory Communication 
Organizational Intergration 
Media Quality 
Horizontal Communication 
Organizational Perspective 
Personal Feedback 
Subordinate Communication 

Total 

5 
5 
5 
5 
5 
5 
5 
5 
 

.83 

.82 

.78 

.82 

.87 

.85 

.82 

.85 

.86 

3.85 
3.54 
3.87 
3.83 
3.91 
3.56 
3.56 
3.75 
4.50 

 
Discussion  
An instrument can precisely measure the material to be measured which instrument with 
high validity value and is able to provide justification based on the findings collected (Noraini 
Idris, 2010). Reliability testing refers to the ability of a study to achieve consistent value 
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through the measurement process (Chua, 2012). The internal consistency method is done by 
finding the correlation value between the scores for each item in the test with the total score 
for all items in the test index score ie using Alpha Cronbach’s reliability coefficient (Chua, 
2012; Nunally, 1978; Sekaran, 2003). This pilot test had calculated the reliability coefficient to 
reflect the suitability of the items in an instrument as a set of questions (Sekaran, 2003). This 
reliability coefficient (Alpha Cronbach) test is used too, to observe the internal consistency of 
instruments in the data collection process (Rosli Mohammed, 2016).  
 
As being suggested by Hogan (2007), the Alpha Cronbach value of an instrument should be at 
the range between .70 and .90 to ensure it is reliable in the study. In this pilot study, the Alpha 
Cronbach test was applied on all variables, namely the dimensions of distributed leadership, 
conflict management and communication satisfaction that either reached the range or not. 
The researcher found that the Alpha Cronbach’s value for each dimension of distributed 
leadership, communication satisfaction as well as conflict management is more than .70 and 
within the acceptable range. The reliability analysis of all distributed leadership dimensions is 
from .81 to .88, the reliability analysis conflict management is from .81 to .85, meanwhile the 
reliability analysis for communication satisfaction is from .78 to .87. The results of these 
analysis shows that all dimensions of the instruments used in this study demonstrate 
consistency and have a high reliability.  
 
The mean score of distributed leadership instruments demonstrated that the instructional 
program dimension was the highest at 4.16, while the mean score of the teacher leadership 
was the second highest at 4.12. This implies that generation Y teachers require unequivocal 
direction in completing a given assignment and practices leadership at school if they received 
appropriate guidance. Generation Y teachers are often curious and always ask questions such 
as why to get rational answers (Kehril & Sapp, 2006). Generation Y teachers are also attracted 
to the outcome like obtaining desired output (Streeter, 2007) and needed to be maneuvered 
by the tasks authorized to them.  
 
In regarded to school organization, this dimension has the lowest mean score of 3.81 of 
distributed leadership. This is because generation Y teachers believed that they are lack of 
given spaces and opportunities to practice the leadership and seldom involved in the process 
of making decisions at school from the school administration. This is because of the hierarchy 
structure that still hold the power and communication in one way that is from top to down.  
 
As for the conflict management style, the highest mean score for the instrument is 
compromising style with 3.98 and the mean score of the obliging style is the second highest 
with 3.93. Generation Y teachers feel that when conflicts occur between them and the 
administrators, they prefer to use compromising style. The style is often applied because it 
concerns a give and take action between both parties and no party win or lose (Rahim, 1983). 
Thomas and Kilmann (1974) highlighted that this compromising style motivates all parties to 
benefit from it and this approach is known as ‘win some – lose some’.  This compromising 
style is also founded to be moderate between the two dimensions in concerning for self and 
concerning for others between the conflicting parties. The two conflicting parties will then 
create an agreement to find a solution (Rahim, 1983).  
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The avoiding dimension is also the most undesirable conflict management style with the 
lowest mean score of 3.19. Generation Y teachers are not individuals who tend to avoid, 
withdraw, defer conflicts, do not accentuate themselves and seek other solutions by means 
of this avoiding style (Rahim, 1983). Generation Y teachers always demand immediate 
answers and feedback on the task assigned as they are responsible in whatever they are 
involved (Martin, 2005). The administration should establish relevant work space and draw 
the attention of generation Y teachers since the nature of this cohort who demands attention 
and immediate feedback (Jane, Regina & Edward, 2009). Although this avoiding style can be 
adapted to conflict situations, the consequent of a slow decision will interfere with any 
decision to be made later (Goodwin, 2002; Gross & Guerrero, 2000; Rahim, 2004). This is 
against the individual characteristics of the generation Y who always require immediate 
feedback and decisions.  
 
The highest mean score for communication satisfaction was on the dimension of horizontal 
communication with 3.91, while the mean score of the organizational integration was the 
second highest with 3.87. Generation Y teachers feel comfortable with informal 
communication through a grapevine network because this generation of teachers does not 
have any problems engaging in groups. Furthermore, generation Y teachers can communicate 
efficiently with the administrator if this informal communication is concerned, but the 
accuracy of the information should be retained (Downs & Hazen, 1977). Rosli Mohammed 
(2016) clarifies that horizontal communication satisfaction is a process of action integration 
to enhance operational efficiency in solving problems, teamwork and gaining the goal of 
setting up an organization. Organizational integration is also a dimension that can determine 
the satisfaction of generation Y teachers’ communication as they always call for ample 
information from the organization about the direction and needs of the organization towards 
the assignment given to them (Rosli Mohammed, 2016). Generation Y teachers are also often 
aware of ways in their work should be implemented and they enjoy working collaboratively 
(Alch, 2008). The generation Y teachers requires a relaxed and less assertive communication 
environment. Moreover, these generation Y teachers are comfortable in working in a team 
that required a workflow that fits with the assignment given to them.  
 
The dimensions of communication with school administration have the lowest mean score of 
3.54. Generation Y teachers found that administrators were less guided in completing any 
task given to them. Additionally, they also found that administrators lack of confidence in 
their abilities and were not open when they faced problems in each task. Satisfaction with 
supervisor communication explains the extent of openness of leaders to listen, accepting 
opinions, paying attention to the problems of subordinates (Rosli Mohammed, 2016). It also 
includes the ability of leaders to communicate openly with their subordinates, whether 
interacting with them or listening to their complaints (Downs & Hazen, 1977) and includes 
aspects of communication from top to down with leaders (Downs, 1988; Gray & Laidlaw, 
2002). Ergo, the administrator should give more trust on the generation Y teachers so that 
they can also participate in the success of the mission and vision set by the MOE. 
 
Conclusion 
The results of this pilot study offered an overview of the generation Y teachers in the aspect 
of distributed leadership, conflict management style and communication satisfaction with the 
school administrations. Chun Yu and Miller (2005) suggested that a form of leadership that 
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fits with the modern working environment should dodge leadership approach based on 
organizational hierarchical structure and focus more on leadership based on knowledge. 
Stretched over leadership for some individuals is one of the major elements that has been 
pointed up in this distributed leadership (Elmore, 2000; Gronn,2002; Spillane et al., 2001). 
Furthermore, PLC culture among teachers can also be intensified through organizational 
learning culture resulting from this distributed leadership.  
 
In conclusion, generation Y teachers is a generation that always need a desired attention, 
immediate feedback on each of their actions, and being high curiosity are the unique 
characteristics of this cohort. They always demand to be leaded, and seek clear direction in 
the issue of teacher leadership in school through a proper guidance until they are able to 
complete the task given to them. They needed support and guidance from school 
administrators, and required to be involved in decision making at school. Conflicts that are 
solved by compromising style proven that generation Y teachers are still respected the 
administrator. They do not prefer in avoiding styles to resolve any conflict which will then 
lead to a more severe conflict in the future. Communication with generation Y teachers must 
be more geared towards informal communication because of their preferable communication 
using social media. The use of social media also creates the characteristics and 
communication style of generation Y teachers in teacher leadership in the educational 
organization. 
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