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This study sought to investigate the secondary school 

principal's leadership behavior as perceived by secondary 

school teachers and principals in Nakorn Pathom, Thailand. 

The study had two purposes: to determine whether signifi-

cant differences existed between teachers' perceptions of 

principal leadership behavior based on the variables of 

sex, years of teaching experience, educational level, and 

size of school; and to determine whether significant dif-

ferences existed between the perceptions of principals and 

teachers with regard to the principal's leadership behavior. 

The perceptions of the secondary school principal's leader-

ship behavior were measured by twelve dimensions of the 

Leader Behavior Description Questionnaire-Form XII: Repre-

sentation, Demand Reconciliation, Tolerance of Uncertainty, 

Persuasiveness, Initiation of Structure, Tolerance of 

Freedom, Role Assumption, Consideration, Production Em-

phasis, Predictive Accuracy, Integration, and Superior 

Orientation. 



The sample for this study was composed of 608 

secondary school teachers and twenty-two principals from 

randomly selected secondary schools in Nakorn Pathom. 

Analysis of data was carried out by use of one-way 

analysis of variance and the Scheffe test to determine 

the significant differences in the way in which teachers 

perceived their principal's leadership behavior on twelve 

dimensions. One-way analysis of variance was also used 

to determine the significant differences between the 

teachers' and principals' perceptions of the principal's 

leadership behavior on twelve dimensions. Results were 

deemed significant at the .05 level. 

The following conclusions are based upon the data 

that were collected in Thailand and analyzed in this study. 

Male and female teachers tended to perceive the principal's 

leadership behavior similarly. In addition, all teachers 

tended to perceive the leadership behavior of the principal 

similarly regardless of the academic degree they held. The 

teachers with the most teaching experience (eleven years 

or more) tended to rate their principals significantly 

higher than did all other less experienced teachers. The 

teachers in large schools (between 90 and 110 teachers) 

perceived the leadership behavior of their principals as 

more effective than did teachers in smaller schools. Over 

all the twelve dimensions tested, the principals tended to 



rate themselves higher than did the teachers, regardless 

of size of school and years of teaching experience. 

In general, the Thai secondary school teachers in 

Nakorn Pathom rated their principals high in eight areas 

of leadership behavior and low in four areas. The eight 

high areas were Initiation of Structure, Persuasiveness, 

Tolerance of Freedom, Consideration, Production Emphasis, 

Role Assumption, Superior Orientation, and Tolerance of 

Uncertainty. The four low ratings were given for Repre-

sentation, Demand Reconciliation, Predictive Accuracy, 

and Integration. 

Based on the findings of this study, the principals 

showed four areas of weakness in which their staffs de-

sired improvement. How much these weaknesses related to 

the principals' level of effectiveness, however, is not 

known. If the Ministry of Education in Thailand determines 

that the principals of secondary schools in Nakorn Pathom 

need to become more effective, specific training in these 

four areas should improve their performance. 
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CHAPTER I 

INTRODUCTION 

The principal is the most important individual in the 

administrative hierarchy of a school. His duties fall 

largely into three major classes: administration, direc-

tion of the social life of the school, and improvement of 

instruction (5, p. 86). 

A principal must be an instructional leader, for he 

is the single most important individual influencing the 

instructional program in his school. Instructional 

leadership is a four-part role: (1) administrative, (2) 

supportive, (3) coordinating, and (4) initiating (2, p. 

11). 

Leadership is a phase of social process. The most 

adaptable and useful members of a group emerge to represent 

the values most desired by that group at the time. A 

leader is the center of the social potential of the group. 

The effectiveness of a leader is best measured in terms of 

the performance of the groups that work under his super-

vision. The qualities, characteristics, and skills re-

quired in a leader are determined to a large extent by the 

demands of the situation in which he is functioning (9, 

pp. 118-119). 



A principal is the leader of his school. No school 

programs can be carried out successfully without the ef-

fectiveness of his leadership. To perform his task well, 

a principal must be knowledgeable about his role and 

responsibilities (10, p. 176). Most important of all, he 

must be able to recognize the scope and the significance 

of his leadership. As described by the National Associa-

tion of Secondary School Principals, a principal must be 

responsible not only for the academic excellence of his 

school, but the psychological and moral well-being of his 

staff and students as well as the relationship of his 

school with the surrounding communities: 

A principal is responsible for all the activities 
that occur in and around the school building. It 
is his leadership that sets the tone of the school, 
the climate for learning, the level of profession-
alism and morale of teachers and the degree of con-
cern for what students may or may not become. He 
is the main link between the school and the com-
munity and the way he performs in that capacity 
largely determines the attitudes of students and 
parents about the school (20, p. 43). 

School principals are likely to exhibit their own 

leadership styles. They demonstrate those styles by the 

ways in which they carry out their tasks and responsibili-

ties (3, p. 22). The Getzels-Guba social system theory 

suggests that some leaders may be more nomothetic or 

normative in their behavior and some more idiographic 

or personal. Moser was able to use these ideas and define 

three styles of leadership as follows. 



1. The nomothetic style is characterized by behavior 
which stresses goal accomplishment, rules and 
regulations, and centralized authority at the 
expense of the individual. Effectiveness is 
rated in terms of behavior toward accomplishing 
the school's objectives. 

2. The idiographic style is characterized by be-
havior which stresses the individuality of peo-
ple, minimum rules and regulations, decentralized 
authority and highly individualistic relationships 
with subordinates. The primary objective is to 
keep subordinates happy and contented. 

3. The transactional style is characterized by be-
havior which stresses goal accomplishment, but 
which also makes provision for individual need 
fulfillment. The transactional leader balances 
nomothetic and idiographic behavior and thus ju-
diciously utilizes each style as the occasion 
demands (14, p. 2). 

Regardless of any particular style of leadership a 

principal chooses to emphasize, his effectiveness is con-

tingent upon acceptance by the teachers who work with him. 

Such acceptance guarantees mutual benefits and improvement, 

since the principal is able to evaluate and offer sugges-

tions to teachers whereby they can improve their teaching 

performance. In the same manner, the teachers have the 

opportunity to give their sincere evaluation of the prin-

cipal in order to improve the principal's administrative 

performance. To have a successful school operation, uni-

versal respect and mutual understanding must exist among 

all members of the staff (1, pp. 11-15). 

The duties of a Thai principal are similar to those 

of his counterpart in the United States. In the educa-

tional field, he is recognized as the most influential 



person in determining the quality of education in his 

school. He is also expected to be the one person who 

takes the largest share of the responsibility for the 

development of educational experiences of his students 

(8, p. 27). In the administrative field, he is the 

highest authority in his school. He administers funds, 

decides on school projects, and arranges school schedules. 

In the area of coordination, he is officially the head of 

all of his school's committees. In this position, he is 

able to coordinate all projects and activities of the 

school (6, p. 17). 

The Thai principal, however, performs duties in ad-

dition to those normally assigned to this position in the 

United States. Externally, as the overall curricula of 

Thai secondary schools are governed by the central govern-

ment, a principal has to perform a role of intermediary 

between his school and the Ministry. Internally, the 

Ministry of Education allows the local school full author-

ity to design "curriculum contents and skill within the 

total framework to serve the social and economic needs of 

each community" (12, p. 11). The principal, as the head 

of administration of his school, is the person who decides 

upon the nature and extent of the needed programs. 

In most small rural areas, there is only one school 

and one principal. This principal is also very likely to 



be the most educated and, therefore, one of the most 

respected persons in the community. His status is also 

affected by the fact that normally a small rural school 

is understaffed, and the principal has to teach classes 

as well. This teaching position enables him to have in-

timate contact with students and parents. This relation-

ship, along with his high status and his educational back-

ground, allows the principal to become a de facto leader 

in his small rural community (11, p. 50). 

The most dynamic role of Thai principals in the rural 

areas has been that of an effective agent of change and 

an organizer of community development (11, p. 50). This 

role was multitudinous and difficult to define. Socially 

and economically, the principal organized and directed 

trade between the community and the outside world; he also 

assisted in constructing and maintaining roads and canals 

for the community whenever government allocations were not 

immediately available to fill needs. Agriculturally, he 

advised the farming community on appropriate types of 

crops to farm during each particular season with regard 

to their prices in that year. Politically, and probably 

most vitally in the current trend of development, school 

principals in the remote areas of Thailand had proven to 

be the most important figures in encouraging the unedu-

cated to participate in democratic processes. 



How successful these Thai rural school principals are 

in performing their external functions is determined to a 

great extent by their ability to fulfill their internal 

function as leaders of their schools. For, without 

feelings of trust, respect, and admiration from their 

own staff members, they cannot expect to receive these 

feelings outside their professional domains. It is the 

aim of this study to investigate the leadership behavior 

of the principals as perceived by secondary school princi-

pals and teachers in the province of Nakorn Pathom, 

Thailand. 

Statement of the Problem 

The problem of this study was to identify and analyze 

the perceptions of secondary school teachers and principals 

regarding the leadership behavior of the principals in the 

province of Nakorn Pathom, Thailand. 

Purposes of the Study 

The purposes of this study were (1) to determine 

whether significant differences exist between teachers' 

perceptions of the leadership behavior of the principal 

based on the variables of sex, years of teaching ex-

perience, educational level, and size of school; and (2) 

to determine whether significant differences exist between 



the perceptions of principals and teachers with regard to 

the leadership behavior of the principals. 

Hypotheses 

This study used the Leader Behavior Description Ques-

tionnaire-Form XII (LBDQ-XII) to test all the following 

hypotheses. 

The difference in the sexes of the teachers has 
no significant impact on the way in which they 
perceive the leadership behavior of their princi-
pals, based on the scores of the LBDQ-XII. 

H2: The difference in the years of teaching experience 
of the teachers has no significant impact on the 
way in which they perceive the leadership be-
havior of their principals, based on the scores 
of the LBDQ-XII. 

H3: The difference in the educational levels of the 
teachers has no significant impact on the way in 
which they perceive the leadership behavior of 
their principals, based on the scores of the 
LBDQ-XII. 

: The difference in the size of the schools has no 
significant impact on the way in which the 
teachers perceive the leadership behavior of 
their principals, based on the scores of the 
LBDQ-XII. 

H5: There are no significant differences in the way 
in which teachers and principals perceive the 
leadership behavior of principals, based on the 
scores of the LBDQ-XII. 

Definition of Terms 

Perception—Generally, "perception" is "a continuous 

process of integration of present and past sensory 

impression" (7, p. 413). Specifically, in the context 

of this study, it is an inference regarding an indi-

vidual's beliefs or understandings drawn from his or 
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her responses to the Leadership Behavior Description 

Questionnaire. 

LBDQ-XII--The Leader Behavior Description Questionnaire-

Form XII is composed of one hundred short descrip-

tive statements of the way in which leaders behave 

(17). 

Leadership behavior--Leadership behavior theoretically 

deals with the particular acts in which a leader 

engages in the process of directing and coordinat-

ing the activities of a work unit; functionally, 

it deals with perceptions of a principal's behavior 

as measured by the LBDQ. 

Secondary school--A school in Thailand, comprising Maw 1 

to Maw 6, equivalent to American grades 7 to 12. 

Secondary school principal—A person appointed by the 

government to be responsible for the organization, 

management, and supervision of a school organized 

as a secondary school in Thailand. 

Secondary school teacher--A teacher who is responsible 

for instruction in a secondary school in Thailand. 

Changwad--A changwad is a province in Thailand. It is a 

governmental unit equivalent to a semi-autonomous 

state. It possesses a local governing body (elected 

house of representatives, civil service, law en-

forcement agencies, etc.) and public services which 
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include a public school system. The most important 

difference between the changwad and a state in the 

U.S. is its lack of total political and financial 

freedom. Each local school system conforms to poli-

cies set forth by the central government in Bangkok 

and receives subsidies for expenditures from this 

central governing body. There are seventy-two 

changwads in Thailand. 

Nakorn Pathom--Nakorn Pathom is a changwad thirty-five 

miles south of Bangkok, the capital city, in the 

central part of Thailand. It is a changwad of medium 

size with a population of over five hundred thousand, 

according to the 1968 census (16, p. 543). 

Background and Significance of the Study 

Thailand is one of six continental Southeast Asian 

countries. Geographically, it occupies the heartland of 

the Indo-Chinese peninsula. It shares its western and 

northwestern border with Burma, its north and northeastern 

border with Laos, its eastern border with Cambodia, and 

its southern border with Malaysia. The total land area 

of Thailand is about 200,000 square miles, which is ap-

proximately the size of France or about four-fifths the 

area of the state of Texas (18, pp. 4-5). The latest 

census reports the population of Thailand at around 

43,000,000 (4, p. 907). 
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Educational training during the tradition period in 

Thailand (1257-1887) was essentially male-oriented and 

conducted by both the palace and the Buddhist monasteries. 

The palace school in this early period, however, was 

limited to the members of the royal families with strong 

emphasis on court etiquette. The school was of no great 

significance by any standard (13, p. 244). 

In contrast to the palace school, the monasterial 

schools were of overriding importance. They were open 

to all young males and offered a wide variety of subject-

matter ranging from the usual skills of reading and writing, 

to the Buddhist scripture, to the art of warfare. These 

schools were not at all similar to the monasterial schools 

of medieval Europe which aimed to produce qualified persons 

for ecclesiastical purposes. The Thai monasterial schools 

were operated almost exclusively for laymen and, as such, 

closely resembled the European humanist schools of the 

high Renaissance in their informal classroom situation, 

lack of a set time schedule, and goal of producing well-

rounded, virtuous individuals (15, p. 1). 

The educational training given at Thai monasteries 

was also significant in other meaningful ways. Thai tradi-

tion required that all males, regardless of social dis-

tinction, must become monks for a period of three months 

at one of the monasteries in order to become socially ac-

cepted mature persons. All young male adults, the crown 
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prince and members of the royal families included, shared 

the same common learning experiences in one of these 

monasteries. For over six centuries, monasteries were 

virtually the only common learning centers in Thailand. 

Religious and moral matters were the guiding paradigm for 

all subjects of study (19, p. 770). 

The first modern school in Thailand opened in 1871. 

It was an experimental school created on the palace 

grounds by the now legendary King Chulalongkorn (Rama V, 

ca. 1868-1910). The school was specifically designed to 

train young males for governmental positions. A new cur-

riculum, regular study periods, and lay-teachers were 

all first initiated at this new Palace School. By 1887, 

the experiment was deemed successful and the Department 

of Education was created to plan a similar program on a 

national scale. 

Planning was completed in 1892 with the creation of 

the Ministry of Education. Its responsibilities were to 

set policies and standards of education for all schools 

of the realm. It was this new institution that formed 

the basis for the expansion of the school system of 

present-day Thailand, which includes both sexes of the 

population along with a modern curriculum (21, pp. 1-2). 

The present Thai educational system remains highly 

centralized. The Ministry of Education is solely respon-

sible for the curriculum, the production of textbooks, and 
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the final examination at the end of the secondary school 

level. Local institutions, however, are left in charge of 

non-academic responsibilites such as administration, 

operation, and finance (8, pp. 2-3). 

The school organization of the Thai educational sys-

tem has been changed many times. The 7-3-2 plan was 

introduced in 1960; then, in early 1977, a new 6-3-3 

school system was used. This school system consists of 

six years of primary, three years of lower secondary, and 

three years of upper secondary instruction (15, p. 2). 

Thailand today is vastly different from the tradi-

tional nation of King Chulalongkorn, but the modern edu-

cational system that he himself initiated has been the 

vital catalyst in bringing about present conditions. 

The institution of absolute monarchy itself was under-

mined and collapsed within fifty years after the new 

Palace School was established. The transition from 

royal rule to government by the common man was well pre-

pared in advance by education. In 1932, the nation's 

leadership changed hands and proved to be peaceful and 

permanent. 

Modern education in Thailand was the spearhead of 

that change, and it is likely to carry the change further 

along a new path. Several military juntas that governed 

the country on and off for the next forty years steadily 
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lost their hold on the numbers of the population, who were 

determined to seek leadership among their own peers. A 

democratic form of government is considered not only 

inevitable but essential for the survival of the country 

(21, pp. 4-5). Effort is needed at all fronts, and the 

considerations, motivations, and needs of individuals play 

roles that were only vaguely recognized earlier. 

The present government of Thailand--a combination 

of military leaders and an elected house of representa-

tives—is fully aware of these needs and encourages local 

leadership. As was also the case earlier, the government 

looks upon the school system as an agent in producing new 

groups of citizen leaders befitting the new trend of 

socio-political development. School teachers and prin-

cipals figure prominently in this new national scheme 

(21, p. 7). 

Teachers and principals of the country's schools, 

whose duties are not only to teach and administer but to 

personify the new type of citizenship, are needed to 

perform their multiple roles as teachers, citizens, and 

leaders in their communities. It is this that makes their 

attitude toward leadership in general interesting. In 

particular, the teachers' attitudes toward the leadership 

behavior of their principals and these principals' atti-

tudes toward themselves are critical for the future 
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well-being of the nation. If teachers and principals could 

not perform their tasks well, the well-recognized process 

of change would not take place. It was the purpose of this 

study to identify and analyze these attitudes in accordance 

with established methods and procedures. 

Delimitation of the Study 

This study was limited to investigating and identi-

fying teachers' and principals' perceptions of secondary 

school principal's leadership behavior in Nakorn Pathom, 

one of the seventy-two provinces of Thailand. 

Basic Assumption 

It was assumed that the Thai translation of the Leader 

Behavior Description Questionnaire-Form XII was a valid 

and reliable instrument for achieving the purposes of 

this study. 

Organization of the Study 

This study was divided into five chapters. Chapter I 

includes an introduction, statement of the problem, pur-

poses of the study, hypotheses, definition of terms, 

background and significance of the study, delimitation 

of the study, basic assumption, and organization of the 

study. Chapter II is a presentation of the review of 

literature and related research. Chapter III includes a 

report of the instrument employed in the study, population 
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and sample, data collection procedures, and data analysis 

procedures. Chapter IV contains a presentation and analy-

sis of data and a discussion of the findings. Chapter V 

consists of the summary, findings, conclusions, and recom-

mendations of the study. 
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CHAPTER II 

REVIEW OF THE LITERATURE 

This review of the literature is divided into seven 

areas: (1) Administration, (2) Leadership, (3) Definition 

of Leadership, (4) Leadership Style, (5) Administrator's 

Role and Behavior, (6) Conclusions Regarding Leadership 

Behavior, and (7) Research on the Leadership of the Prin-

cipal . 

Administration 

Administration is a crucial function in any highly 

organized society. Neither schools nor other institu-

tions could remain effective or survive for long without 

some type of administrative structure and personnel (27, 

p. 23). In organic terms, administration can also be 

viewed as a social process. Guba and Getzels suggest that 

administration is structurally a hierarchy of subordinate-

superordinate relationships within a social system. Func-

tionally, this hierarchy of relationships is the locus 

for allocating and integrating roles and facilities in 

order to achieve the goals of the social system (15, p. 

52). 

A school community is a social unit with its own 

system. A school itself or even a single class within a 

18 
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school may also be considered as a social system in its 

own right (5, p. 184). The more advanced the social 

system to which a particular school belongs, the more 

specialization will be required of the administration to 

operate that school. As society grows, according to 

Shaw, administration becomes an 

increasingly specialized activity which plans, or-
ganizes, and directs the resources of people and 
things to the support and enablement of the teaching-
learning situation appropriate to the institution's 
goals and to the needs and purposes of students, 
faculty, and society. It is the activity which makes 
possible those magic moments when ready students, 
appropriate learning experience, and concerned and 
competent teacher come together in an environment 
which gives maximum satisfaction and growth to all 
involved (44, p. 26). 

The administrative activity, then, as defined by Knezevich 

in another way, is "concerned with the execution of poli-

cies within a unified system related to organizing and 

allocating human and material resources to accomplish pre-

determined objectives" (27, p. 23). Common to all types 

of organizations, Fayol believes that the administration 

is responsible for five basic functions, namely, planning, 

organization, command, coordination, and control (8, p. 

195). A careful examination of administrative function 

as applied to education reveals some additional activities. 

As described by Gregg, a school administration possesses 

seven responsibilities: (1) decision-making, (2) planning, 
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(3) organizing, (4) communicating, (5) influencing, (6) co-

ordinating, and (7) evaluating (7, p. 274). 

In describing each of his seven components, Gregg 

deals with some of the concepts of leadership, group 

process, and human behavior. As he observes, "Leadership 

and group processes as well as the whole matter of human 

relations, are unquestionably important aspects of the 

administrative process" (7, pp. 273-274). Consequently, 

successful accomplishment of required tasks depends on the 

interrelationship of the leading administrator and those 

who work under his supervision. 

Sachs defines a good administrator in terms of cer-

tain attributes. 

1. A good administrator is able to understand and 
evaluate his own point of view. 

2. A good administrator can make it possible for 
others to express themselves as well as indicate 
his personal point of view. 

3. A good administrator is able to understand and 
to express empathy with others who may disagree 
with him. 

4. A good administrator has creative ability and 
is able to release the creative energies of 
other people. 

5. A good administrator can utilize the ideas of 
his staff and successfully translate them into 
a plan of action (42, pp. 3-4). 

All five of these attributes are present to varying de-

grees in all good administrators, and they determine the 

level of those administrators' leadership effectiveness. 



21 

Leadership 

Early research on leadership attributes is centered 

primarily on two approaches: (1) study of "traits" which 

seemed to characterize an effective leader, and (2) study 

of the situation or environment which gave rise to leader-

ship behavior (29, p. 251). 

The Trait Approach 

Much of the early research on leadership was charac-

terized by efforts to identify personality traits with 

which leaders are born and which distinguish them from 

other people. "Leadership," Tead believes, "is known by 

the personalities it enriches, not by those it dominates 

or captivates. Leadership is not a process of exploita-

tion of others for extraneous ends" (51, p. 81). 

The above conclusion on predetermined traits of 

leadership, however, has never been fully accepted. In 

1948, Stogdill examined 124 studies on the relationship 

of personality factors to leadership and concluded that 

exclusive reliance on personality traits could not pro-

vide an accurate picture of how a leader acquires his 

status. His findings indicate that leadership must also 

possess the following criteria: 

1. Capacity: intelligence, alertness, verbal facility, 
originality, judgment. 

2. Achievement: scholarship, knowledge, athletic ac-
complishments . 
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3. Responsibility: dependability, initiative, per-
sistence, aggressiveness, self-confidence, desire 
to excel. 

4. Participation: activities, sociability, coopera-
tion, adaptability, humor. 

5. Situation: mental level, status, skills, need and 
interests of followers, objectives to be achieved 
(50, p. 58). 

After further study of the evidence, however, Stogdill 

concluded: 

A person does not become a leader by virtue of 
the possession of some combination of traits, but the 
pattern of personal characteristics of the leader must 
bear some relevant relationship to the characteristics, 
activities, and goals of the followers. Thus, leader-
ship must be conceived in terms of the interaction of 
variables which are in constant flux and change (50, 
p. 58). 

A leader thus acquires his leadership status through inter-

actions with the group in which he participates and demon-

strates his capacity for assisting the group to complete 

its task. 

A subsequent review of the leadership literature by 

Richard Mann in 1959 concluded that a number of relation-

ships between an individual's personality and his leader-

ship status in groups appeared to be well-established. 

Intelligence, general adjustment, extroversion, and 

dominance have some positive relations to leadership 

status; but these relationships to the actual status are 

not very high. Even intelligence scores, which have been 

the most consistent predictor, were only poorly related 

to leadership performance (32, pp. 241-270). On the whole, 
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the research points to the conclusion that an individual 

becomes a leader not only because of his personality at-

tributes, but also on the basis of various situational 

factors and the interaction between the leader's person-

ality and the situation (14, p. 10). 

The "traits theory," then, is a useful tool, but it 

also has a definite drawback. It can be used to organize 

a group of characteristic leadership traits such as force-

fulness, intelligence, thoughtfulness, fairness, and the 

like, but it is useless in determining how an individual 

acquires these traits if he lacks them. Most of the per-

sonality traits or characteristics that have been found 

to be associated with leadership should be classified as 

skills or competencies rather than as personality traits. 

The Situational Approach 

Dissatisfaction with the trait approach has caused a 

shift in emphasis from analysis of personal traits to a 

study of roles and relations — from a concern with charac-

teristics of the individual to a concern with characteris-

tics of the group to which he belongs (31, p. 3). This new 

concern gives rise to the situational approach which in-

volves the leader as well as the circumstances that provide 

him with the opportunity to emerge with leadership status. 

Early situational studies were concerned with group 

phenomena primarily and with leadership only incidentally. 
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Basically, the situational approach maintained that leader-

ship was determined not by the characteristics of indi-

viduals but by the requirements of social situations. 

This view has held (1) that leadership is a product of 

relationships in social situations, and (2) that leaders 

in different situations may show dissimilar characteristics. 

Thus, leaders in one situation may not be leaders in 

another where circumstances and social factors are dif-

ferent (35, p. 114). 

Sanford, for example, began his study of leadership 

with a notion that there were only "three basic and de-

lineable factors in any leadership phenomena: (1) the 

leader, (2) the situation, and (3) the followers" (43, p. 

158). Gibb, in a later study, further clarified the 

phenomena as involving four elements: 

1. The structure of the interpersonal relations 
within a group; 

2. The group or syntality; 
3. Characteristics of the total culture in which 

the group exists and from which the group mem-
bers have been drawn; 

4. The physical conditions and the task with which 
the group is confronted (16, p. 901). 

From his discussion of a number of experiments in 

which the same groups were observed as they fulfilled six 

different tasks, Gibb concluded that 

a group member achieves the status of a group leader 
for the time being in proportion as he participates 
in group activities and demonstrates his capacity 
for contributing more than others to the group 
achievement of the group goal. It is known that the 
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situation is especially liable to change through 
changes in goals, changes in syntality, changes in 
interpersonal relations, the entrance of new members 
and the departure of others, pressures from other 
groups, and so on. Since individual personality 
characteristics are, by contrast, very stable, it 
is to be expected that group leadership, if unres-
tricted by the conscious hierarchical structuration 
of the group, will be fluid and will pass from one 
member to another along the line of those particular 
personality traits, which, by virtue of the situation 
and its demands, become, for the time being, traits 
of leadership. This is why the leader in one situa-
tion is not necessarily the leader, even in the same 
group, in another different situation (16, p. 902). 

Since the 1970s, the situational approach has been 

softened somewhat. External circumstances are no longer 

believed to be totally responsible for the emergence of a 

leader. The qualities of each individual group member de-

serve serious consideration. As McKague apologetically 

states, 

Situational theory does not maintain that personal 
qualities of leadership are unimportant; neither 
does it state that situations automatically produce 
the leadership required. But it does maintain that 
personal qualities must be examined in the context 
of a particular situation (36, p. 2). 

This new consciousness in the situational approach 

led it to a complete circle. As Andrews warned two decades 

ago, although the situational approach could have been use-

ful, it could also direct researchers to a dead end. Thus, 

one lasting contribution it might have made is that any 

generalization about leadership is meaningless (1, pp. 

15-24). 
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The Behavioral Approach 

The most recent approach to the study of leadership 

is that of leadership behavior. It recognizes both psy-

chological and sociological factors, both individual and 

situational factors, such as powerful behavioral determi-

nants. Since this approach utilizes all types of factors, 

it thereby focuses on the observed behavior of the leader-

in-the-situation (31, p. 4). This approach is currently 

accepted as being the most productive to the understanding 

of leadership. As Campbell points out, 

The weight of evidence from research leads to 
the conclusion that more can be learned about leader-
ship by centering on leadership acts than upon leaders. 
The essential element in leadership is that acts take 
place which affect behavior, not that a particular 
person be present when these acts are performed or 
that a particular person supply these acts (6, p. 
169) . 

The behavioral approach to leadership has specifically 

focused on the search for significant behavioral dimensions 

to be used in describing and delineating leader behavior. 

In this search, it is assumed that one can learn something 

about the leadership of a school from the staff perception--

and judgments drawn therefrom--of the principal. In his 

study of leadership as a "Phenomenon of Transaction," 

Brown confirmed that this assumption is valid: 

Staff statements describing the "leader behaviors" 
of their principals are useful sources from which to 
draw inferences relative to the nature of leadership 
existing in the school. This is true more because of 
than in spite of the susceptibility of these 



27 

descriptive statements to projective distortion. 
Stated otherwise, if it can be assumed that leader-
ship as distinct from leader behaviors is a transac-
tion rather than a behavior, then the nature of 
leadership at a school will be revealed in the 
quality of transactions between the behavior of the 
leader and the perceptions thereof by the led (4, 
p. 62). 

Utilizing the behavioral approach to the study of 

leadership, scholars at the Personnel Research Board of 

the Ohio State University initially isolated two dimen-

sions, initiating structure and consideration, as sig-

nificant for describing leader behavior. These two 

dimensions were originally delineated by Halpin and 

Winer from a factor analysis of responses to the Leader 

Behavior Description Questionnaire (LBDQ) of Hemphill 

and Coons (22, p. 13). According to Halpin, these two 

dimensions are defined as follows: 

Initiating structure refers to the leader's 
behavior in delineating the relationship between 
himself and members of the work-group, and in en-
deavoring to establish well-defined patterns of 
organization, channels of communication, and 
methods of procedure. 

Consideration refers to behavior indicative 
of friendship, mutual trust, respect, and warmth 
in the relationship between the leader and the 
members of his staff (18, p. 86). 

Halpin1s quadrant scheme for describing leader be-

havior in terms of initiating structure and consideration 

distinguished four leadership behavior styles as perceived 

by leaders' reference groups. Some leaders were seen as 

above the mean on both initiating structure and 
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consideration dimensions, while others were seen as below 

the mean on both. The remainder were seen as above the 

mean on one dimension, but below the mean on the other. 

Leaders scoring above the mean on both initiating 

structure and consideration were perceived by reference 

groups to be most effective; those scoring below the mean 

on both dimensions were perceived as least effective; 

those scoring high on one dimension but low on the other 

were somewhere in between. Replications of Halpin's study 

with other groups have tended to yield parallel results, 

as indicated by Evenson's study of high school principals 

(12, pp. 96-101). 

Stogdill, working on a theory of role differentiation 

and group achievement, developed a multi-dimensional LBDQ, 

arguing, "It has not seemed reasonable to believe that 

the two factors (initiating structure and consideration) 

are sufficient to account for all the observable variance 

in leader behavior" (49, p. 2). Stogdill's new LBDQ-XII 

included assessment of leadership behavior on the following 

twelve dimensions: Representation, Demand Reconciliation, 

Tolerance of Uncertainty, Persuasiveness, Initiation of 

Structure, Tolerance of Freedom, Role Assumption, Consider-

ation, Production Emphasis, Predictive Accuracy, Integra-

tion, and Superior Orientation (49, p. 3). 



29 

In 1965, Stogdill applied this LBDQ-XII in his studies 

of ten regional organizations in a department of state 

government. The following findings were similar through-

out the ten organizations under investigation. When 

executives described their superiors, it was seen that 

those described as high in representation tended to manage 

groups rated high in support of the organization, and their 

subordinates tended to be satisfied with their pay. Toler-

ance of uncertainty in superiors was related to group har-

mony. When employees described first-line supervisors, it 

was found that those described as high in structuring, 

consideration, and influence tended to supervise employees 

who were satisfied with the organization. Those described 

as high in structuring supervised groups rated high in 

drive. Employees who described their supervisors as high 

in tolerance of freedom expressed satisfaction with free-

dom on the job (4, p. 27). In a study of eighty-seven 

school principals described by 726 teachers, Rooker found 

that principals scoring high in need achievement were 

described as high in tolerance of freedom and reconcilia-

tion of conflicting demands (41, p. 4426). 

Definition of Leadership 

The word "leadership" has a wide assortment of 

definitions or interpretations. It is used by some 

people to refer to almost every type of administrative, 
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executive, or supervisory performance. Others use it in a 

more restricted sense. Leadership is defined by some in 

terms of attributes of the individual; many others con-

sider leadership to be an aspect of organization or an 

interactional process by means of which the organization 

defines for each member his scope for action in making 

decisions, tcarrying out duties, and enlisting the coopera-

tion of others (25, p. 113). 

A few selected definitions should be reported in 

order to reflect this range. Stogdill defined leadership 

"as a process of influencing the activities of an organized 

group in the task of goal setting and goal achieving" 

(48, p. 38). Campbell, Corbally, and Ramseyer defined 

leadership as "action or behavior among individuals and 

groups which assists them in moving toward goals that are 

increasingly mutually acceptable" (6, p. 176). Fiedler 

proposed a somewhat similar definition, as follows: "By 

leadership behavior we generally mean the particular acts 

in which a leader engages in the course of directing and 

coordinating the work of his group members" (13, p. 34). 

This may involve such acts as structuring the work rela-

tions, praising or criticizing group members, and showing 

consideration for their welfare and feelings. 

Within the field of educational administration, 

Jones, Salisbury, and Spencer defined leadership as "a 
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process or act of influencing the movements of an organized 

group in its effort toward goal setting and goal achieve-

ment" (25, p. 117). Under this definition, the leader is 

expected to advance the group's objectives, show adminis-

trative competence, motivate group activities, and con-

tribute to the security of its members. 

Based on investigation of theoretical conceptualiza-

tion and leader behavior studies, Hencley and McCleary 

concluded that certain generalizations could possibly be 

made about leadership. 

1. Leaders exhibit different but characteristic 
leader behavior styles. 

2. Reference groups express conflicting expecta-
tions and preferences concerning leader behavior. 

3. Incongruence in expectations for leader behavior 
influences satisfaction, effectiveness, confidence 
in leaderhip, and attitudes toward the work situ-
ation. 

4. Misconceptions and value differences interfere 
with the effectiveness of leaders in interper-
sonal relations. 

5. Leader behavior affects organizational achieve-
ment (23, pp. 116-121). 

Leadership Style 

What the leader chooses to do, when he does it, and 

the manner in which he acts constitute his leadership 

style. It is obvious that different leaders have different 

styles. 

Early research characterized three styles of leader-

ship: autocratic, democratic, and laissez-faire. The 

roles assumed by supervisor or leader in a study of the 
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three social climates--authoritarian, democratic, and 

laissez-faire--are discussed by White and Lippitt as 

follows: 

Authoritarian: All determinations of policies by 
the supervisor; techniques and activity steps dic-
tated by the authority, one at a time, so that future 
steps were always uncertain to a large degree; the 
leader usually dictated the particular work task and 
work companion of each member; the dominator tended 
to be "personal" in his praise and criticism of the 
work of each member, remained aloof from active 
group participation except when demonstrating. 
Democratic: All policies a matter of group discussion 
and decision, encouraged and assisted by the leader; 
activity perspective gained during discussion period--
general steps to group goal sketched, and when tech-
nical advice was needed, the leader suggested two or 
more alternative procedures from which choice could 
be made; the members were free to work with whomever 
they chose, and the division of tasks was left up to 
the group; the leader was "objective" or "fact-minded" 
in his praise or criticism, and tried to be a regular 
group member in spirit without doing too much of 
work. 
Laissez-faire: Complete freedom for group or indi-
vidual decision, with a minimum leader participation; 
various materials supplied by the leader, who made 
it clear that he would supply information when asked--
he took no part in work discussion; complete non-
participation of the leader; infrequent spontaneous 
comments on member activities unless questioned, and 
no attempt to appraise or regulate the course of 
events (54, p. 319). 

White and Lippitt investigated the effects of these 

three different styles of leadership, and the results showed 

clearly that the behavior of the group members differed 

markedly under the different patterns of leadership. Demo-

cratic leadership resulted in greater productivity (mea-

sured by the amount of work done) than did laissez-faire 

leadership. On the other hand, autocratic leadership led 
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to greater productivity than did democratic leadership. 

However, the quality of work was consistently better in 

the democratic than in the autocratic groups (54, pp. 333-

334). 

The concern with the relationship between leadership 

and productivity has led to the creation of new terms to 

better describe the situation. Authoritarian leadership 

is now sometimes called task-oriented or structured, and 

democratic leadership is called person-oriented or con-

siderate. The executive is not regarded as a separate 

type of leader, but is classified as task-oriented or 

person-oriented (47, p. 27). 

Whatever the terms used, Sanford found that authori-

tarian leader behavior was "rejected by relatively many 

followers and accepted by relatively many superiors," 

whereas non-authoritarian leader behavior was "accepted 

by relatively many followers and rejected by relatively 

many superiors" (43, p. 171). Since this finding is based 

on a study conducted in a democratic society, its accuracy 

in other circumstances remains to be confirmed. 

Other researchers who are less concerned with measure-

ment of leadership in terms of productivity have devised 

some other means for their description of leadership style. 

Knezevich, for example, developed another group of terms to 

describe leadership styles. Fundamentally, there are three 
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types of leadership: (1) symbolic or charismatic leadership, 

(2) formal or titular leadership, and (3) functional or 

operational leadership (27, p. 94). 

The symbolic leader is considered to possess almost 

magical individual powers or traits and is most likely to 

flourish when the distance from, and opportunities for in-

teraction with, followers are remote. Formal leadership 

is based on the idea that position in the hierarchy deter-

mines who leads. Functional leadership is related to the 

activities of groups. The leader arises because he pos-

sesses the talents the group finds to be of value in de-

fining or attaining its goals (27, pp. 94-95). 

Regardless of the terms one chooses to describe 

leadership styles, a leader or an administrator may choose 

to influence or direct his followers in four ways which 

Irving Knickerbocker describes as follows: 

1. Force, which can come from any source, but is 
usually inherent in the leader's own status or 
position; 

2. Paternalism, the "papa-knows-best; you-wouldn't-
want-to-hurt-papa" gambit; 

3. Bargaining, by which the leader says, in effect, 
"You help me, and I'll help you," or "You grant 
me this favor, and I'll grant you one in return"; 

4. Mutual means, in which leader and followers share 
the same aims, so that neither needs to force the 
other to subscribe to them and pursue them (28, 
p. 39). 

Administrator's Role and Behavior 

The increased study of school principalship is reflec-

tive of the growing importance of the position. The 
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principal holds a key position in the school. Trump 

describes the principal as the most potent factor in de-

termining school excellence (52, p. 3). 

The principal does not become his school's leader 

by the chance title of his position. Leadership in this 

case is a function, not a position. McNeil states: 

The principal soon discovers that leadership 
is not a definable thing-in-itself; it is, rather, 
a pattern of interpersonal relations and a manner 
of fulfilling certain role responsibilities. Its 
many dimensions pose a problem of selection and art-
ful mixing of components, functions, and skills to 
produce what others will judge to be good or bad 
leadership (37, p. 60). 

Each administrator has major leadership responsibili-

ties to particular groups and for certain problems of the 

school. The principal's immediate responsibility for 

leadership lies with the school faculty, the student body, 

and the patrons of his attendance area (19, pp. 22-23). 

He makes decisions, serves as an agent of change, and 

delegates authority in fulfillment of his leadership role 

in an effort to make the goals of the school and those of 

the teachers congruent so that the staff can become truly 

effective and efficient in their professional endeavors 

(24, p. 95). 

To become an effective leader, the principal must 

understand the meaning of leadership and must be able to 

function as a leader. The functions of a leader will vary 

according to the nature of a group with whom he is working. 
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Since the nature of a group will vary with the nature of 

the problem encountered as each individual sees that prob-

lem, a good leader must also adopt many roles. 

It is imperative that the principal come to know 

himself and be able to relate his personality to those 

with whom he is working. Katz states that the principal 

must be " . . . sufficiently sensitive to the needs and 

motivations of others in his organization so that he can 

judge the possible reactions to, and outcomes of, various 

courses of action he may undertake" (26, p. 192). 

Many authorities in educational administration tend 

to cite educational leadership as the paramount function 

of the principal. Also referred to as instructional 

leadership, administering change, or decision-making, 

this role may simply be defined as the responsibility 

"to direct, guide and coordinate the total educational 

program within the school" (39, p. 2). 

As an educational leader, the principal must be a 

skillful supervisor. "This will mean observing teachers 

in action, conferring with teachers in depth, getting to 

know the strengths and weaknesses of individual teachers, 

building on their potencies and neutralizing their inade-

quacies" (46, p. 8). Supervision also implies encouraging 

advanced study, developing stimulating in-service programs, 
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and nurturing potential staff leadership by providing op-

portunities for professional growth. 

According to Lazarsfeld, the administrator of any 

organization is confronted with four major tasks. 

1. The administrator must fulfill the goals of the 
organization. 

2. The administrator must make use of other people 
in fulfilling these goals, not as if they were 
machines, but rather in such a way as to release 
their initiative and creativity. 

3. The administrator must also face the humanitarian 
aspects of his job. He wants people who work for 
him to be happy. This is morale—the idea that 
under suitable conditions people will do better 
work than they will under unsuitable conditions. 

4. The administrator must try to build into his or-
ganization provisions for innovation, for change, 
and for development. In a changing world, people 
and organizations must adjust to changing condi-
tions. The conditions for change must be incor-
porated into the organization so that there may 
be a steady process of development rather than a 
series of sudden disruptive innovations (30, pp. 
3-4). 

In summary, the administrator attempts to fulfill the 

goals of the organization, with the help of people, in a 

setting which increases the possibility for creativity, 

for development, and for change. To all these Griffiths 

adds another task, an organizational analysis through 

which the administrator will develop an understanding 

of his institution that will enable him to perform the 

tasks laid out by Lazarsfeld (17, p. 411). 

Conclusions Regarding Leadership Behavior 

All recent studies on administrative leadership sug-

gest that, on one hand, "leadership traits," as inherent 
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qualities of an individual, could not produce a leader who 

was independently developed and divorced from the situa-

tion in which he was functioning as a leader. On the other 

hand, the opposite of the above suggestion was also true; 

the situation could not create a leader from a person who 

lacked any leadership qualities. Natural leadership po-

tentials within an individual required training and culti-

vation. More importantly, these qualities needed to be 

observed, delineated, and studied for future training. 

The shortcomings of the "traits" and the "situational" 

approaches had made the task of training administrators to 

function in their optimum capacities exceedingly difficult. 

The subsequent change in research paradigm to "leadership 

behavior" contained within it a promise for better results. 

In this new outlook, the two previous approaches are not 

completely abandoned but synthesized, and the emphasis has 

been shifted to the leader in action. The performance of 

a leader can then be observed and rated by himself as well 

as by those whom he leads. To be able to gauge the dif-

ferent levels of effectiveness of a leader, a new and dif-

ferent research tool becomes imperative. At the present 

time, the LBDQ-XII is the comprehensive tool which promises 

to yield the desired results with the greatest degree of 

accuracy. 
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Research 011 the Leadership Behavior of the 

Principal 

Research in the United States 

The use of LBDQ-XII as a research tool for leadership 

behavior is extensive in the United States. The samples 

of research below were taken and arranged in such a way 

as to present the widest possible range of the usefulness 

of this multi-dimensional questionnaire. As will become 

obvious in reading the summaries, a variety of positive 

indications could be obtained from this approach. From 

Apkarian's study, which pointed out the difference in de-

grees between principals' and teachers' perceptions of the 

principalship, to Hasting's study, the summaries indicate 

that any existing leadership problems in a school system 

could be pinpointed and eliminated. 

In his study of leadership behavior of high school 

principals, Apkarian found that teachers perceived leader-

ship behavior of principals as being more frequently dis-

played in the area of representation, tolerance of uncer-

tainty, persuasiveness, and superior orientation than did 

the principals themselves. Teachers perceived the areas 

of reconciliation, initiating structure, tolerance of 

freedom, and role assumption less frequently in the prin-

cipals than the principals perceived these behaviors in 

themselves (2, p. 7071). 
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Rogers in a study of leadership effectiveness of male 

and female elementary school principals found similar re-

sults, noting that the teaching staff rated the leadership 

behavior of principals lower than did the principals them-

selves in initiating structure and consideration (40, p. 

6408). 

Mathews' research project revealed that effective 

principals were perceived by their teachers as individuals 

who could handle conflicting demands, accept postponement, 

and not worry about outcomes of new procedures; had strong 

convictions and utilized arguments effectively; encouraged 

initiative in their teachers and encouraged teachers to 

use good judgment; were friendly and approchable; built 

teamwork within their buildings; and were working to get 

to the top in their profession. On the other hand, the ef-

fectiveness of secondary principals was not related to 

their perceived ability to act as a spokesman for teachers, 

let teachers know what was expected of them with regard 

to program balance, and define his role as to his concern 

for his teachers as individuals (34, p. 1169). Mead in a 

study of leadership behavior of Jamaican high school princi-

pals found that desirable leadership for principals was 

characterized by high performance on initiating structure 

and consideration (38). 

Wall studied four principals who scored high and four 

who scored low in dialogue, decision-making, and action. 
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Effective principals were described as higher than ineffec-

tive principals in consideration and tolerance of freedom; 

ineffective principals were described as high in produc-

tion emphasis. Teachers in seven of the eight schools 

believed that principals should initiate more structure 

than they were perceived to do. Teachers in ineffective 

schools believed that their principals should exhibit 

more persuasion, demand more reconciliation, and demand 

more integration of the group than they were perceived 

to do (53, p. 3851). 

Hayden in his study found that number of years of 

experience in teaching and in administrative positions 

had no effect upon leader behavior effectiveness. The 

principals who kept abreast of current theories, concepts, 

and changes in education and who participated in, con-

ducted, or administered in-service training programs had 

good staff relations (21, pp. 4373-4374). Dow also found 

that the sex and level of experience of teachers were not 

significant to their perceptions and expectations for the 

leadership behavior of their principals (11, p. 4869). 

Mansour found that discrepancies between the ex-

pected and actual behavior of principals were negatively 

related to teachers' job satisfaction and participation 

(33, p. 526). Hasting in his study found that leaders of 

research teams described as high in consideration and 



42 

tolerance of freedom tended to be good group supervisors 

in emergencies. Leaders high in structure and production 

emphasis supervised groups rated high in volume of work. 

If the leader was high in influence with superiors, his 

group was described as low in harmony among team members. 

Leaders high in representation and role retention tended 

to supervise teams high in enthusiastic effort, whereas 

leaders high in persuasiveness supervised teams that 

were high in quality of work (20, p. 2723). 

Research in Thailand 

The study of leadership behavior in Thailand lags 

behind that in the United States. Most of the research 

in Thailand tends to be a search for administrative 

problems in general. The studies by Sripraphai and 

Boonme fall into this category; although the leadership 

behavior of principals is touched upon in these studies, it 

is only of secondary importance. Research specifically 

dealing with leadership behavior has been gaining momen-

tum only recently. Two of the research studies on 

leadership behavior which are particularly relevant to 

this paper are also presented here following the general 

administrative problems of Thai education. 

Sripraphai conducted a comparative study of secondary 

school programs as perceived by the principals of the 

government and private schools in Bangkok and Thonburi. 
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The findings of the study were as follows: (1) Most of the 

public and private schools had well-established programs 

to reflect the National Objectives of Education. Very 

little adaptation of the curriculum had been done by 

public or private schools to meet local needs. (2) The 

mutually respectful relation between the teacher and the 

student was one of the most effective ways to motivate 

the students in the Thai schools. Very few schools had 

guidance programs to help the students with their personal 

problems. (3) The most widely-used method to evaluate 

students in the secondary schools in Bangkok and Thonburi 

was the various examinations conducted by the schools and 

by the Ministry of Education. (4) The physical structures 

of the public schools were superior to those of the private 

schools. Nevertheless, the principals of both school sys-

tems were not satisfied with their schools' present physi-

cal structures. (5) Participation by the teachers and the 

public in the school administration and decision-making was 

very limited in the secondary schools in Bangkok and Thon-

buri (45, p. 1158). 

Boonme's research project was concerned with describ-

ing secondary school principalship as perceived by selected 

principals and teachers in Bangkok. Seventy-one principals 

and 355 teachers from government and private secondary 

schools participated in this study. The conclusions were 
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as follows: (1) Principals in government and private 

secondary schools appeared equivalent in professional 

preparation as measured by highest degree held. (2) Prin-

cipals in government and private secondary schools had 

less professional preparation than did teachers in govern-

ment secondary schools. (3) Teachers in government schools 

were better paid than teachers in private schools. (4) 

Principals in both government and private secondary schools 

perceived their effectiveness as higher than did the 

teachers in those schools (3, pp. i-iii). 

Dheerakul conducted a study to obtain a description 

and analysis of the leadership behavior pattern of the 

secondary school principals in Bangkok based upon sex, age, 

experience, and education. The results of the research re-

vealed that the principals in Bangkok were more effective 

in the dimension of consideration than in initiating struc-

ture. The principals' academic background and former pro-

fessional experience, including other training, influenced 

their leadership behavior more than did their sex and age 

(10, p. 520). 

Deoisres conducted a study to determine teachers' 

perceptions of their principals' leadership behavior in 

Bangkok. He found that all of the teachers in his study 

perceived their principals as effective leaders. No matter 

how teachers perceived their school organizational climate, 

they perceived their principals to be effective leaders (9). 
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CHAPTER III 

PROCEDURES FOR COLLECTING DATA 

This chapter is divided into four parts--(1) the in-

strument, (2) population and sample, (3) data collection 

procedures, and (4) data analysis. 

The Instrument 

The instrument employed in this study was LBDQ-XII 

(Leader Behavior Description Questionnaire-Form XII), which 

was modified as discussed below. The original form of the 

questionnaire was designed by Hemphill and Coons (1) for 

the Personnel Research Board at the Ohio State University. 

The first versions of the questionnaire contained two fac-

torially defined subscales--Consideration and Initiating 

Structure in Interaction. Several new subscales were 

subsequently developed (5); among these are four subscales 

identified as Production Emphasis, Tolerance of Member 

Freedom of Action, Influence with Superiors, and Represen-

tation of the Follower Group (4, p. 153). 

The Leader Behavior Description Questionnaire-Form XII 

(see Appendix A), as revised by Stogdill in 1963, is de-

signed to obtain a description of a leader by the members 

of the group he leads. The instrument measures twelve 
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hypothesized dimensions of leadership behavior, defined as 

follows: 

1. Representation--The principal speaks and acts as 
the representative of the group. 

2. Demand Reconciliation—The principal is able to 
reconcile conflicting demands and to reduce dis-
order in the system. 

3. Tolerance of Uncertainty--The principal is able 
to tolerate uncertainty and postponement without 
anxiety or upset. 

4. Persuasiveness--The principal uses persuasion and 
argument effectively; he exhibits strong convic-
tions . 

5. Initiating Structure--The principal clearly de-
fines his own role and lets followers know what 
is expected of them. 

6. Tolerance of Freedom--The principal allows follow-
ers scope for initiative, decision, and action. 

7. Role Assumption—He actively exercises the leader-
ship role rather than surrendering leadership to 
others. 

8. Consideration--The principal regards the comfort, 
well-being, status, and contribution of followers. 

9. Production Emphasis--He applies pressure for pro-
ductive output. 

10. Predictive Accuracy—The principal exhibits fore-
sight and ability to predict outcomes accurately. 

11. Integration—The principal maintains a closely 
knit organization; he resolves inter-member con-
flicts . 

12. Superior Orientation--He maintains cordial rela-
tions with superiors, influences them, and strives 
for higher status (3, p. 3). 

LBDQ-XII consists of a series of short statements 

descriptive of leader behavior. Each member of the leader's 

group indicates the frequency with which the leader engages 

in each form of behavior by drawing a circle around one 

of five letters--A, B, C, D, or E (representing the adverbs 

"always," "often," "occasionally," "seldom," or "never")--

which follow the statement. Each item is given a score 

ranging from five through one (A=5, B=4, C=3, D=2, and E=l) . 
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This study included all twelve dimensions of leader 

behavior. A high score on any one dimension indicated that 

the teacher perceived that dimension of leader behavior to 

be present in the principal, and a low score indicated that 

the teacher perceived that dimension of leader behavior to 

be absent in the principal. 

Reliability of LBDQ-X1I 

The reliability of LBDQ-XII was determined by a modi-

fication consisting chiefly of the correlation of each 

item with the remainder of the items in its subscale rather 

than with the subscale score including the item. This pro-

cedure yields a conservative estimate of subscale relia-

bility (3, p. 8). A table of the reliability coefficients 

appears in Appendix B. 

Validity of LBDQ-XII 

In order to test the validity of several subscales of 

LBDQ-XII, in 1969 Stogdill, with the assistance of a play-

wright, wrote a scenario for each of the following six sub-

scales: Consideration, Structure, Representation, Tolerance 

of Freedom, Production Emphasis, and Superior Orientation. 

The items in each subscale were used as a basis for writing 

the scenario for it. Experienced actors played the roles 

of supervisor and workers. Each role was played by two 

different actors, and each actor played two different roles. 
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Motion pictures were made of the role performances, and 

observers used LBDQ-XII to describe the supervisor's be-

havior. According to the data gathered from these ob-

servers, no significant differences were found between 

the two actors playing the same role for any of the six 

subscales. Since each role was designed to portray the 

behaviors represented by the items in its respective sub-

scale, and since the same items were used by observers to 

describe enactment of the role, it can be concluded that 

the scales measure what they are purported to measure (2, 

p. 144). 

In order to administer LBDQ-XII to principals and 

teachers in Thailand, after gaining permission from the 

director of the College of Administrative Science Support 

Service, Ohio State University (see Appendix C) to use and 

translate the LBDQ-XII, the researcher translated the 

instrument into the Thai language. This Thai version of 

LBDQ-XII was submitted to the Royal Thai Embassy in 

Washington, D.C. for content validation (see Appendix D), 

and this approved Thai version of LBDQ-XII was then used 

as the questionnaire for the study. 

Population and Sample 

The sample for this study consisted of twenty-two 

secondary schools from the total of thirty-two secondary 

schools in Nakorn Pathom, Thailand. The sizes of these 
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schools fell generally into three categories: (1) large 

schools with between 90 and 110 teachers, (2) medium schools 

with between 30 and 50 teachers, and (3) small schools 

with between 10 and 25 teachers. 

Only two of the schools surveyed fell into the first 

of these groups; both of them were used in this study. 

There were 13 schools in the second group, 9 of which were 

selected by a method of simple random sampling, using a 

table of random numbers. Eleven schools from the total of 

17 in the third group were selected by the same method. 

All of the principals and teachers from these selected 

schools were then requested to participate in the study. 

Data Collection Procedures 

The following procedures were used to collect the 

data for this study. 

1. A letter asking permission to collect data and 

administer the questionnaire was sent to the General Direc-

tor of the Department of Secondary Education, Ministry of 

Education, Bangkok, Thailand (see Appendix E). 

2. Letters explaining the purposes of the study and 

copies of the questionnaire were sent to the assistant re-

searchers in Thailand. 

3. The assistant researchers distributed the question-

naires to the teachers and principals in the selected 

secondary schools. 



56 

4. The assistant researchers collected the completed 

questionnaires and mailed them back to the researcher in 

the United States for analysis. 

Data Analysis 

All responses on the returned questionnaires were 

tabulated in numerical code on keypunch worksheets and 

subsequently keypunched on machine punch cards. These 

data were then inserted into tables as follows: 

1. Descriptive statistics: 

a. Calculation of means and standard deviations 
of teachers' perceptions of their principal's 
leadership behavior according to sex of the 
teachers, years of teaching experience, educa-
tional level of the teachers, and size of 
schools. 

b. Calculation of means and standard deviations 
of principals' perceptions of their own leader-
ship behavior. 

2. Inferential statistics: 

a. One-way analysis of variance to determine 
whether significant differences existed be-
tween teachers' perceptions of their princi-
pal 's leadership behavior across selected 
variables. 

b. One-way analysis of variance to determine 
whether significant differences existed be-
tween teachers' and principals' perceptions 
of principal's leadership behavior. 

c. Scheffe test to identify which specific varia-
bles showed significant differences in teachers' 
perceptions of their principal's leadership 
behavior. 

All hypotheses were tested at the .05 level of sig-

nificance. The null hypothesis was rejected if the calcu-

lated statistic was equal to or greater than the tabled 
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value, which meant that a significant difference existed. 

If the calculated statistic was smaller than the tabled 

value, the null hypothesis was not rejected, which meant 

that no significant difference was found. 
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CHAPTER IV 

PRESENTATION, ANALYSIS, AND DISCUSSION OF DATA 

Presentation and Analysis of Data 

Analysis of the data concerning the perceptions of 

secondary school teachers and principals with regard to 

principals' leadership behavior in the province of Nakorn 

Pathom, Thailand, is presented in this chapter. A total 

of 608 full-time teachers (93.40 per cent of the teachers 

contacted) from secondary schools in Nakorn Pathom re-

turned completed questionnaires. Twenty-two principals 

of the selected secondary schools also participated in 

this study. 

The Thai version of LBDQ-XII was distributed to the 

teachers and principals participating in this study and 

was completed by them. The reliability of the instrument 

used in this study is .96, as determined by the Kuder-

Richardson 20 formula. The instrument measured twelve 

hypothesized dimensions of leadership behavior: Represen-

tation, Demand Reconciliation, Tolerance of Uncertainty, 

Persuasiveness, Initiation of Structure, Tolerance of 

Freedom, Role Assumption, Consideration, Production Em-

phasis, Predictive Accuracy, Integration, and Superior 

Orientation. A high score on any one dimension indicated 

59 



60 

that the teacher perceived that dimension of leader behav-

ior to be present in the principal, and a low score indi-

cated that the teacher perceived that dimension of leader 

behavior to be absent in the principal. 

The first hypothesis was as follows: 

H-j : The difference in the sexes of the teachers has 
no significant impact on the way in which they 
perceive the leadership behavior of their princi-
pals, based on the scores of the LBDQ-XII. 

The analysis of variance was employed to test this 

hypothesis. The region of rejection at the .05 level was 

determined to be an F equal to or greater than 3.84 with 

1 and 606 degrees of freedom. The means and standard de-

viations of the teachers of both sexes are presented in 

Table I. As shown in Table II, all twelve dimensions were 

measured and only one dimension, Consideration, was sig-

nificant with an F-ratio of 5.33. The mean scores of male 

teachers for the leadership dimension of Consideration 

were significantly higher than the mean scores of female 

teachers, as shown in Table I. The overall F-ratio was 

1.16; thus the null hypothesis H-̂  was not rejected. The 

difference in the sexes of the teachers had no significant 

impact on the way in which they perceived the leadership 

behavior of their principals. Data relevant to this hy-

pothesis are shown in Table II. 
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TABLE I 

MEANS AND STANDARD DEVIATIONS OF TEACHERS' PERCEPTIONS 
OF THEIR PRINCIPAL'S LEADERSHIP BEHAVIOR: TEACHERS 

GROUPED ACCORDING TO SEX 

Male Teachers 
N = 209 

Female Te 
N = 3 

sachers 
199 

Subscales M SD M SD 

1. Representation 19.02 3.48 18.76 3.66 

2. Reconciliation 17.27 4.05 17.29 4.02 

3. Tolerance of Uncer-
tainty 31.45 5.19 31.04 5.18 

4. Persuasiveness 35.39 7.92 34.43 8.12 

5. Initiation of Struc-
ture 36.53 7.13 36.38 6.85 

6. Tolerance of Freedom 34.94 6.24 34.54 6.15 

7. Role Assumption 33.55 6.02 33.99 5.93 

8. Consideration 35.35 7.82 33.84 7.59 

9. Production Emphasis 34.09 6.47 34.01 6.34 

10. Predictive Accuracy 16.18 3.34 15.83 3.00 

11. Integration 18.22 4.45 17.77 4.27 

12. Superior Orientation 33.09 6.10 32.42 5.89 

TOTAL 1 345.08 54.36 340.30 50.68 
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TABLE II 

ANALYSIS OF VARIANCE OF TEACHERS' PERCEPTIONS OF THEIR 
PRINCIPAL'S LEADERSHIP BEHAVIOR ON TWELVE DIMENSIONS: 

TEACHERS GROUPED ACCORDING TO SEX 

Source df 
Stan of 
Squares 

Variance 
Estimate 

F-
Ratio P 

1. Representation 
Between groups 
Within groups 
Total 

1 
606 
607 

9.42 
7869.26 
7878.68 

9.42 
12.99 

0.73 0.39 

2. Reconciliation 
Between groups 
Within groups 
Total 

1 
606 
607 

0.02 
9846.88 
9846.91 

0.02 
16.25 

0.00 0.97 

3. Tolerance of 
Uncertainty 
Between groups 
Within groups 
Total 

1 
606 
607 

23.58 
16257.23 
16280.82 

23.58 
26.83 

0.88 0.35 

4. Persuasiveness 
Between groups 
Within groups 
Total 

1 
606 
607 

126.14 
39307.32 
39433.46 

126.14 
64.86 

1.94 0.16 

5. Initiation of 
Structure 
Between groups 
Within groups 
Total 

1 
606 
607 

3.20 
29231.90 
29235.10 

3.20 
48.24 

0.07 0.80 

6. Tolerance of 
Freedom 
Between groups 
Within groups 
Total 

1 
606 
607 

22.64 
23148.53 
23171.17 

22.64 
38.20 

0.59 0.44 

7. Role Assumption 
Between groups 
Within groups 
Total 

1 
606 
607 

26.52 
21565.68 
21592.20 

26.52 
35.59 

0.75 0.39 

8. Consideration 
Between groups 
Within groups 
Total 

1 
606 
607 

312.60 
35535.24 
35847.84 

312.60 
58.64 

5.33 0.02" 

^Significant at the .05 level. 
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Source df 
Sum of 
Squares 

Variance 
Estimate 

F-
Ratio P 

9. Production Em-
phasis 
Between groups 
Within groups 
Total 

1 
606 
607 

0.74 
24699.39 
24700.13 

0.74 
40.76 

0.02 0.89 

10. Predictive Ac-
curacy 
Between groups 
Within groups 
Total 

1 
606 
607 

16.54 
5912.17 
5928.71 

16.54 
9.76 

1.70 0.19 

11. Integration 
Between groups 
Within groups 
Total 

1 
606 
607 

27.27 
11352.10 
11379.37 

27.27 
18.73 

1.46 0.23 

12. Superior 
Orientation 
Between groups 
Within groups 
Total 

1 
606 
607 

61.08 
21522.69 
21583.77 

61.08 
35.52 

1.72 0.19 

TOTAL 
Between groups 
Within groups 
Total 

1 
606 
607 

3141.15 
1636952.62 
1640093.87 

3141.15 
2701.24 

1.16 0.28 

The second hypothesis was as follows: 

H2: The difference in the years of teaching experience 
of the teachers has no significant impact on the 
way in which they perceive the leadership behavior 
of their principals, based on the scores of the 
LBDQ-XII. 

The analysis of variance was employed to test this 

hypothesis. With 2 and 605 degrees of freedom, an F-value 

of 3.00 was needed for significance at the .05 level. The 

means and standard deviations of the three groups are 
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presented in Table III. As shown in Table IV, all twelve 

dimensions were measured and the measures of Tolerance 

of Uncertainty and Consideration were not significant with 

F-ratios of 2.07 and 2.74. The overall computed F-ratio 

was 12.89; thus the null hypothesis H2 was rejected, and 

significant differences appeared in the perceptions of the 

teachers when they were grouped according to years of 

teaching experience. The dimensions of Representation, 

Demand Reconciliation, Persuasiveness, Initiation of 

Structure, Tolerance of Freedom, Role Assumption, Produc-

tion Emphasis, Predictive Accuracy, Integration, and 

Superior Orientation showed significant differences. 

In order to identify which group means exhibited 

significant differences, the Scheffe test was employed. 

The region of rejection was determined to be an F equal 

to or greater than 3.00 at the .05 level. Table V in-

dicated that the differences between Group 3 (teachers 

having eleven years or more of teaching experience) and 

Group 2 (teachers having six to ten years of teaching ex-

perience) and between Group 3 and Group 1 (teachers having 

five years or less of teaching experience) were signifi-

cant. The differences between Group 1 and Group 2 were 

not significant. The overall mean scores of Group 3 

for all twelve dimensions were higher than the overall 

mean scores of Group 1 and Group 2. It could be concluded 
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TABLE IV 

ANALYSIS OF VARIANCE OF TEACHERS' PERCEPTIONS OF THEIR 
PRINCIPAL'S LEADERSHIP BEHAVIOR ON TWELVE DIMENSIONS: 

TEACHERS GROUPED ACCORDING TO YEARS OF 
TEACHING EXPERIENCE 

Source df 
Sum of 
Squares 

Variance 
Estimate 

F-
Ratio 

1. Representation 
Between groups 
Within groups 
Total 

2 
605 
607 

177.61 
1701.06 
7878.68 

88.81 
12.73 

6.98 0.00* 

2. Reconciliation 
Between groups 
Within groups 
Total 

2 
605 
607 

264.69 
9582.21 
9846.91 

132.35 
15.84 

8.36 0.00* 

Tolerance of 
Uncertainty 
Between groups 
Within groups 
Total 

2 
605 
607 

110.50 
16170.31 
16280.82 

55.25 
26.73 

2.07 0.13 

4. Persuasiveness 
Between groups 
Within groups 
Total 

2 
605 
607 

1104.84 
38328.62 
39422.46 

552.42 
63.35 

8.72 0.00* 

~5~. Initiation of 
Structure 
Between groups 
Within groups 
Total 

2 
605 
607 

1041.24 
28193.86 
29235.10 

520.62 
46.60 

11.17 0.00* 

6. Tolerance of 
Freedom 
Between groups 
Within groups 
Total 

2 
605 
607 

401.32 
22769.84 
23171.17 

2 0 0 . 6 6 
37.64 

5.33 0.01* 

Role Assumption 
Between groups 
Within groups 
Total 

2 
605 
607 

1033.06 
20559.14 
21592.20 

516.53 
33.98 

15.20 0.00* 

Consideration 
Between groups 
Within groups 
Total 

2 
605 
607 

321.31 
35526.53 
35847.84 

160.65 
58.72 

2.74 0.07 

*Significant at the .05 level. 
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Source df 
Sum of 
Squares 

Variance 
Estimate 

F-
Ratio 

Production Em-
phasis 
Between groups 
Within groups 
Total 

2 
605 
607 

1135.48 
23564.65 
24700.13 

567.74 
38.95 

14.58 0.00* 

10. Predictive Ac-
curacy 
Between groups 
Within groups 
Total 

2 
605 
607 

152.08 
5776.63 
5928.71 

76.04 
9.55 

7.96 0.00* 

11. Integration 
Between groups 
Within groups 
Total 

2 
605 
607 

230.82 
11148.54 
11379.37 

115.41 
18.43 

6 . 2 6 0.00* 

12. Superior 
Orientation 
Between groups 
Within groups 
Total 

2 
605 
607 

1214.60 
20369.17 
21583.77 

607.30 
33.67 

18.04 0.00* 

TOTAL 
Between groups 
Within groups 
Total 

2 
605 
607 

67037.86 
1573056.01 
1640093.87 

33518.93 
2600.09 

12.89 0.00* 

^Significant at the .05 level, 

from Table III that teachers in Group 3 with a score of 

364.72 perceived the principal's leadership dimensions of 

Representation, Demand Reconciliation, Persuasiveness, Ini-

tiation of Structure, Tolerance of Freedom, Role Assumption, 

Production Emphasis, Predictive Accuracy, Integration, 

and Superior Orientation to be higher than did teachers 

in Group 1 with a score of 334.71 and teachers in Group 2 

with a score of 346.16. 
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TABLE V 

SCHEFFE TEST OF DIFFERENCES IN PRINCIPAL LEADERSHIP 
BEHAVIOR AMONG THREE TEACHER GROUPS ACCORDING 

TO YEARS OF TEACHING EXPERIENCE 

Group Number 1 2 3 

1 (5 years or less) . . . 2.76 12.17* 

2 (6 years to 10 years) • 
3.70* 

3 (11 years or more) . . . 

^Significant at the .05 level. 

The third hypothesis was as follows: 

H^: The difference in the educational levels of the 
teachers has no significant impact on the way in 
which they perceive the leadership behavior of 
their principals, based on the scores of the 
LBDQ-XII. 

The analysis of variance was employed to test this 

hypothesis. With 2 and 605 degrees of freedom, an F-value 

of 3.00 was needed for significance at the .05 level. 

The overall computed F-ratio was 0.24; thus the null 

hypothesis H3 was not rejected. The difference in the 

educational levels of the teachers had no significant im-

pact on the way in which they perceived the leadership be-

havior of their principals. The means and standard devia-

tions of the three groups are presented in Table VI, and 

data relevant to this hypothesis are shown in Table VII. 
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TABLE VII 

ANALYSIS OF VARIANCE OF TEACHERS' PERCEPTIONS OF THEIR 
PRINCIPAL'S LEADERSHIP BEHAVIOR ON TWELVE DIMENSIONS: 

TEACHERS GROUPED ACCORDING TO EDUCATIONAL LEVEL 

Source df 
Sum of 
Squares 

Variance 
Estimate 

F-
Ratio P 

1. Representation 
Between groups 
Within groups 
Total 

2 
605 
607 

23.08 
7855.59 
7878.68 

11.54 
12.98 

0.89 0.41 

2. Reconciliation 
Between groups 
Within groups 
Total 

2 
605 
607 

11.31 
9835.59 
9846.91 

5.66 
16.26 

0.35 0.71 

3. Tolerance of 
Uncertainty 
Between groups 
Within groups 
Total 

2 
605 
607 

5.90 
16274.92 
16280.82 

2.95 
26.90 

0.11 0.90 

4. Persuasiveness 
Between groups 
Within groups 
Total 

2 
605 
607 

91.01 
39342.45 
39433.46 

45.50 
65.03 

0.70 0.50 

5. Initiation of 
Structure 
Between groups 
Within groups 
Total 

2 
605 
607 

34.92 
29200.18 
29235.10 

17.46 
48.26 

0.36 0.70 

6. Tolerance of 
Freedom 
Between groups 
Within groups 
Total 

2 
605 
607 

3.25 
23167.92 
23171.17 

1.63 
38.29 

0.04 0.96 

7. Role Assumption 
Between groups 
Within groups 
Total 

2 
605 
607 

22.04 
21570.17 
21592.20 

11.02 
35.65 

0.31 0.73 

8. Consideration 
Between groups 
Within groups 
Total 

2 
605 
607 

98.71 
35749.12 
35847.84 

49.36 
59.09 

0.84 0.43 
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Source df 
Sum of 
Squares 

Variance 
Estimate 

F-
Ratio P 

9. Production Em-
phasis 
Between groups 
Within groups 
Total 

2 
605 
607 

14.85 
24685.28 
24700.13 

7.42 
40.80 

0.18 0.83 

10. Predictive Ac-
curacy 
Between groups 
Within groups 
Total 

2 
605 
607 

3.44 
5925.27 
5928.71 

1.71 
9.79 

0.18 0.84 

11. Integration 
Between groups 
Within groups 
Total 

2 
605 
607 

18.31 
11361.06 
11379.37 

9.15 
18.78 

0.49 0.61 

12. Superior 
Orientation 
Between groups 
Within groups 
Total 

2 
605 
607 

71.56 
21512.21 
21583.77 

35.78 
35.56 

1.01 0.37 

TOTAL 
Between groups 
Within groups 
Total 

2 
605 
607 

1319.53 
1638774.34 
1640093.87 

659.76 
2708.72 

0.24 0.78 

The fourth hypothesis was as follows: 

: The difference in the size of the schools has no 
significant impact on the way in which the teachers 
perceive the leadership behavior of their princi-
pals, based on the scores of the LBDQ-XII. 

The analysis of variance was employed to test this 

hypothesis. With 2 and 605 degrees of freedom, an F-value 

of 3.00 was needed for significance at the .05 level. The 

overall computed F-ratio was 47.45; thus the null hypothe-

sis H. was rejected since significant differences appeared 
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among the sizes of the schools in which the teachers worked. 

The means and standard deviations of teachers in the three 

groups are presented in Table VIII, and data relevant to 

this hypothesis are shown in Table IX. 

In order to identify which group means exhibited sig-

nificant differences, the Scheffe test was employed. The 

region of rejection was determined to be an F equal to 

or greater than 3.00 at the .05 level. As shown in 

Table X, the differences of the mean scores between 

Group 1 (large schools) and Group 2 (medium schools) and 

between Group 1 and Group 3 (small schools) were sig-

nificant. The differences of the mean scores between 

Group 2 and Group 3 were not significant. The overall 

mean score of Group 1 was higher than those of Groups 

2 and 3. It could be concluded from Table VIII that 

the teachers in Group 1 with a score of 370.79 perceived 

the principal's leadership behavior on all twelve dimen-

sions to be higher than did the teachers in Group 2 

with a score of 332.67 and those in Group 3 with a 

score of 322.01. 

The fifth hypothesis was as follows: 

H5: There are no significant differences in the 
way in which teachers and principals perceive 
the leadership behavior of principals, based 
on the scores of the LBDQ-XII. 
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TABLE IX 

ANALYSIS OF VARIANCE OF TEACHERS' PERCEPTIONS OF THEIR 
PRINCIPAL'S LEADERSHIP BEHAVIOR ON TWELVE DIMENSIONS: 

TEACHERS GROUPED ACCORDING TO SIZE OF SCHOOLS 

Source df 
Sum of 
Squares 

Variance 
Estimate 

F-
Ratio 

1. Representation 
Between groups 
Within groups 
Total 

2 
605 
607 

391.46 
7487.22 
7878.68 

195.73 
12.38 

15.81 0.00* 

1r. Reconciliation 
Between groups 
Within groups 
Total 

2 
605 
607 

1293.37 
8553.54 
9846.91 

646.68 
14.14 

45.74 0.00^ 

3. Tolerance of 
Uncertainty 
Between groups 
Within groups 
Total 

2 
605 
607 

415.56 
15865.25 
16280.82 

207.78 
26.22 

7.92 0.00* 

Persuasiveness 
Between groups 
Within groups 
Total 

2 
605 
607 

4413.43 
35020.03 
39433.46 

2206.71 
57.88 

38.12 0.00* 

5. Initiation of 
Structure 
Between groups 
Within groups 
Total 

2 
605 
607 

2554.49 
26680.61 
29235.10 

1277.24 
44.10 

28.96 0.00* 

Tolerance of 
Freedom 
Between groups 
Within groups 
Total 

2 
605 
607 

451.57 
22719.60 
23171.17 

225.79 
37.55 

6 .01 0.00* 

7. Role Assumption 
Between groups 
Within groups 
Total 

2 
605 
607 

2512.81 
19079.39 
21592.20 

1256.40 
31.54 

39.84 0.00* 

IT! Consideration 
Between groups 
Within groups 
Total 

2 
605 
607 

1775.27 
34072.57 
35847.84 

887.63 
56.32 

15.76 0.00* 

*Significant at the .05 level. 
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Source df 
S\im of 
Squares 

Variance 
Estimate 

F-
Ratio 

Production Em-
phasis 
Between groups 
Within groups 
Total 

2 
605 
607 

3772.02 
20928.11 
24700.13 

1886.01 
34.59 

54.52 0.00* 

10. Predictive Ac-
curacy 
Between groups 
Within groups 
Total 

2 
605 
607 

718.41 
5210.30 
5928.71 

359.20 
8 .61 

41.71 0.00^ 

11. Integration 
Between groups 
Within groups 
Total 

12. Superior 
Orientation 
Between groups 
Within groups 
Total 

2 
605 
607 

751.51 
10627.85 
11379.37 

375.76 
17.57 

21.39 0.00* 

2 
605 
607 

3073.29 
18510.49 
21583.77 

1536.64 
30.60 

50.22 0 .00* 

TOTAL 
Between groups 
Within groups 
Total 

2 
605 
607 

222364.14 
1417729.73 
1640093.87 

111182.07 
2343.35 

47.75 0 .00* 

^Significant at the .05 level. 
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TABLE X 

SCHEFFE TEST OF DIFFERENCES IN PRINCIPAL LEADERSHIP 
BEHAVIOR AMONG THREE TEACHER GROUPS ACCORDING 

TO SIZE OF SCHOOLS 

Group Number 1 2 3 

1 (large schools with 90-
110 teachers) 35.42* 35.63" 

2 (medium schools with 
30-50 teachers) • • • 2.04 

3 (small schools with 
10-25 teachers) . . . 

"Significant at the .05 level. 

The analysis of variance was employed to test this 

hypothesis. With 1 and 628 degrees of freedom, an F-value 

of 3.84 was needed for significance at the .05 level. The 

means and standard deviations of the perceptions of teachers 

and principals with regard to principal's leadership be-

havior are presented in Table XI. As shown in Table XII, 

all twelve dimensions were measured, and the mean scores 

of teachers for the leadership dimensions of Demand Recon-

ciliation (F-ratio = 2.97), Role Assumption (F-ratio = 

1.02), and Superior Orientation (F-ratio = 3.83) were not 

significantly different from the mean scores of the prin-

cipals. The overall F-ratio was 11.60; thus the null 

hypothesis H5 was rejected, and significant differences 
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TABLE XI 

MEANS AND STANDARD DEVIATIONS OF THE PERCEPTIONS OF 
TEACHERS AND PRINCIPALS WITH REGARD TO 

PRINCIPAL'S LEADERSHIP BEHAVIOR 

Teachers 
N = 608 

Principals 
N = 22 

Subscales M SD M SD 

1. Representation 18.85 3.60 20.68 2.15 

2. Reconciliation 17.28 4.03 18.77 2.64 

3. Tolerance of Uncer-
tainty 31.18 5.17 33.41 4.58 

4. P er s uas ivene s s 34.76 8.06 40.73 5.06 

5. Initiation of Struc-
ture 36.43 6.94 40.82 4.32 

6. Tolerance of Freedom 34.68 6.18 37.82 4.80 

7. Role Assumption 33.84 5.96 35.14 4.54 

8. Consideration 34.35 7.68 40.32 6.09 

9. Production Emphasis 34.04 6.38 38.32 4.51 

10. Predictive Accuracy 15.95 3.13 17.73 2.90 

11. Integration 21.09 2.35 18.03 4.31 

12. Superior Orientation 32.65 5.96 35.18 5.70 

TOTAL 341.94 51.98 380.00 34.34 
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TABLE XII 

ANALYSIS OF VARIANCE OF THE PERCEPTIONS OF TEACHERS AND 
PRINCIPALS WITH REGARD TO PRINCIPAL S 

LEADERSHIP BEHAVIOR 

F-
Ratio 

Variance 
Estimate 

Stom of 
Squares 

Representation 
Between groups 
Within groups 

0.02* 71.09 
12.70 

71.09 
7975.45 
8046.54 

Reconciliation 
Between groups 
Within groups 
Total 

47.23 
15.91 

47.23 
9992.77 
10040.00 

3. Tolerance ot 
Uncertainty 
Between groups 
Within groups 
Total 

0.05* 105.72 
26.63 

105.72 
16722.13 
16827.86 

4. Persuasiveness 
Between groups 
Within groups 
Total 

0.00* 756.48 11.89 
63.65 

756.48 
39971.82 
40728.30 

Initiation ot 
Structure 
Between groups 
Within groups 

0 .00* 408.67 
47.18 

408.67 
29626.37 
30035.04 

Tolerance of 
Freedom 
Between groups 
Within groups 
Total 

0.02* 209.63 
37.67 

209.63 
23654.44 
23864.07 

7. Role Assumption 
Between groups 
Within groups 
Total 

35.75 
35.07 

35.75 
22024.79 
22060.54 

0.00* 12.93 754.09 
58.32 

754.09 
36626.61 
37380.70 

Consideration 
Between groups 
Within groups 
Total 

*Significant at the .05 level. 
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Source df 
Sum of 
Squares 

Variance 
Estimate 

F-
Ratio 

Production Em-
phasis 
Between groups 
Within groups 
Total 

1 
628 
629 

390.00 
25126.90 
25515.90 

390.00 
40.01 

9.72 0 .00* 

10. Predictive Ac-
uracy 
Between groups 
Within groups 
Total 

1 
628 
629 

66.77 
6105.07 
6171.84 

66.77 
9.72 

6.87 0.01* 

11. Integration 
Between groups 
Within groups 
Total 

1 
628 
629 

213.12 
11495.19 
11708.30 

213.12 
18.30 

11.64 

12. Superior 
Orientation 
Between groups 
Within groups 
Total 

0.00* 

1 
628 
629 

135.78 
22265.05 
22400.83 

135.78 
35.45 

3.83 0.05 

TOTAL 
Between groups 
Within groups 
Total 

1 
628 
639 

30754.26 
1664859.87 
1695614.13 

30754.26 
2651.05 

11.60 0.00* 

^Significant at the .05 level. 

appeared between the perceptions of the teachers and princi-

pals with regard to the principal's leadership behavior. 

It could be concluded from Table XI that principals with 

a score of 380.00 perceived the principal's leadership 

dimensions of Representation, Tolerance of Uncertainty, 

Persuasiveness, Initiation of Structure, Tolerance of 

Freedom, Consideration, Production Emphasis, Predictive 

Accuracy, and Integration to be significantly higher than 
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did the teachers with a score of 341.94. The teachers 

rated their principals high in eight areas and low in 

four areas. The eight areas which teachers rated high 

were Initiation of Structure, Persuasiveness, Tolerance 

of Freedom, Consideration, Production Emphasis, Role As-

sumption, Superior Orientation, and Tolerance of Uncer-

tainty. The four low ratings were given for Representa-

tion, Demand Reconciliation, Predictive Accuracy, and 

Integration. 

Discussion of Findings 

All of the schools involved in this study were pub-

lic schools in the province of Nakorn Pathom, which is 

thirty-five miles south of Bangkok, the capital city of 

Thailand. Of the 651 questionnaires distributed, 608 

were returned (93.40 per cent); the response of the 

teachers exceeded expectation, and the returns were higher 

than anticipated. It appeared that the teachers readily 

took this opportunity to praise or criticize their prin-

cipals . Some teachers added personal notes to their 

questionnaires when they felt that the test was inade-

quate to convey their intended meaning. 

The Thai public schools are centrally governed and 

operated. The Ministry of Education is directly responsi-

ble for all secondary schools. Outside Bangkok, the 

channel of operation descends from the Ministry to the 
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District Education Office to the Provincial Education Of-

fice which supervises all the principals within its 

jurisdiction. Each particular school is the principal's 

domain. He determines the positions, functions, and 

promotions of all the personnel who work under him. From 

him, the chain of responsibility again travels upward to 

complete the circuit. All reports of school activities 

and desired changes return to the Provincial Education Of-

fice, the District Education Office, and the Ministry of 

Education, in that order. 

For administrative convenience, District Education 

Offices are located in the largest province within a dis-

trict, and the Provincial Education Offices are set up 

in the capital city of each province. The largest public 

schools within a particular province are invariably con-

structed within the same city. In this regard, principals 

of large schools have an advantage over their counterparts 

in smaller schools because they are closer to the center 

of administration. The physical proximity of large schools 

and Provincial Education Offices appears to have direct 

relation to principals' rate of promotion. The major 

complaint of the teachers in large schools that were re-

turned with their answer sheets was that their principals 

seldom stayed in the position for more than two years. Al-

though this high rate of principal turnover is not bad in 

itself, teachers who made these comments felt that they 
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could not answer certain questions that they believed 

required long-term association for accurate evaluation. 

In general, however, teachers in large schools per-

ceived their principals much higher over all twelve dimen-

sions of leadership behavior than did teachers in medium 

and small schools. Whether this high perception was a 

result of short-term evaluation or of the actual superior-

ity of large school principals to those of smaller schools 

was not within the scope of this study. It is very likely 

that both of these reasons were interdependent. Being 

the closest to the provincial administrative center, the 

principals of large schools were more closely monitored 

and usually chosen for their proven abilities. Their 

abilities to operate their schools effectively had a better 

chance of being quickly recognized and thus provided these 

principals with an incentive for higher performance. The 

high rate of turnover for principals in large schools 

would bear out this theory. Constant change of location 

and the challenge of a new position probably added to the 

enthusiasm and the high ability that were required of 

these large school principals in the first place. 

The rule that governs the high rate of turnover among 

principals and that correspondingly high rate of enthusiasm 

also seems to be conversely true with regard to the levels 

of teachers' expectations. Teachers with the least teach-

ing experience (under five years) appeared to expect the 
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most from their principals and rated them the lowest of 

all three experience groups. Teachers who had taught 

between five and ten years perceived their principals 

only slightly higher than did their younger colleagues. 

Teachers with the most teaching experience (eleven years 

or more) rated their principals significantly higher than 

either of the other two groups. The relationship between 

years of teaching experience and rate of expectation held 

true in general for all teachers surveyed, although teachers 

in larger schools appeared to be more lenient toward their 

principals than did those in smaller institutions. 

Elements of cultural influence appeared to be the 

distinguishing factor for the difference in how male and 

female teachers' perceived their principals in the dimen-

sion of Consideration. Since Thai society prescribes a 

rigid code of social conduct for the two sexes, it was 

virtually impossible for male and female teachers to 

develop the same level of relationship with their princi-

pals, most of whom were males (only two principals of 

the twenty-two surveyed were females). Furthermore, as 

educators, supposedly the embodiment of Thai virtue, these 

teachers and principals, regardless of their gender, had 

to observe the right mode of behavior more strictly than 

ordinary people. The Thai government itself promotes 

this practice and is quick to penalize those who violate 

the rules. Suspicion of a sexual relationship between a 
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male and female teacher outside of wedlock, as is also the 

case for men and women in other branches of the Thai civil 

service, constitutes grounds for investigation and dis-

missal. This concern for correct behavior probably ex-

plained why male teachers, who could become more easily 

acquainted with male principals in an informal way, con-

sistently rated the principals higher than female teachers 

in the dimension of Consideration. The opposite result 

was true for the two schools with female principals. The 

differences in the results for Consideration were therefore 

dictated by cultural factors and did not reflect the actual 

performance of the principals themselves. In fact, one 

could suspect that if the results for Consideration had 

been otherwise, the ratings of the principals' performance 

in other dimensions would be significantly lower than 

those obtained. 



CHAPTER V 

SUMMARY, FINDINGS, CONCLUSIONS, AND 

RECOMMENDATIONS 

This chapter contains the summary, findings, conclu-

sions, and recommendations of the study. 

Summary 

The staff's perception of a principal was probably 

the best indicator by which the effectiveness of the prin-

cipal's leadership behavior could be gauged. This study 

sought to identify perceptions of Thai teachers' attitudes 

toward their principals and the principals' perceptions of 

themselves as leaders in Nakorn Pathom secondary schools 

by the use of a Thai translation of the LBDQ-XII. The 

purposes of this study were the following: to determine 

whether significant differences existed between teachers' 

perceptions of principal leadership behavior based on the 

variables of sex, years of teaching experience, educational 

level, and size of the schools in which the teachers worked; 

and to determine whether significant differences existed 

between the perceptions of principals and teachers with 

regard to the principal's leadership behavior. The Thai 

version of LBDQ-XII was determined to be a valid and 

85 
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reliable instrument for achieving this study's purposes. 

The LBDQ-XII was translated into Thai by the researcher; 

the accuracy of the translation was then verified by 

the Royal Thai Embassy in Washington, D.C. 

The LBDQ-XII, which was developed by Stogdill, mea-

sures twelve dimensions of leader behavior, namely Repre-

sentation, Demand Reconciliation, Tolerance of Uncertainty, 

Persuasiveness, Initiation of Structure, Tolerance of 

Freedom, Role Assumption, Consideration, Production Em-

phasis, Predictive Accuracy, Integration, and Superior 

Orientation. This study included all twelve dimensions 

of leader behavior. A high score on any one dimension 

indicated that the teacher perceived that dimension of 

leader behavior to be present in the principal, and a 

low score indicated that the teacher perceived that dimen-

sion of leader behavior to be absent in the principal. 

The sample for the study was comprised of 608 full-

time classroom teachers and twenty-two principals from 

randomly selected secondary schools in the province of 

Nakorn Pathom. Teachers' personal data characteristics 

of sex, years of teaching experience, educational level, 

and size of school were used in this study. For analysis 

of the data, one-way analysis of variance was used to 

determine differences in the way in which teachers per-

ceived their principal's leadership behavior. When a 
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significant difference was found in the analysis of var-

iance, the Scheffe test was used to identify which group 

means exhibited significant differences. One-way analysis 

of variance was also used to determine the difference be-

tween the perceptions of teachers and principals with re-

gard to the principal's leadership behavior. Rejection of 

all hypotheses was set at the .05 level of significance. 

The independent variables for teachers used in this 

study were the following: 

1. Sex of the teacher: 
a. Male 
b. Female 

2. Teacher's years of teaching experience: 
a. Five years or less 
b. Six years to ten years 
c. Eleven years or more 

3. Teacher's level of education: 
a. Less than a bachelor's degree 
b. Bachelor's degree with or without additional 

course work 
c. Master's degree or higher 

4. Size of the teacher's school 
a. Large (90-110 teachers) 
b. Medium (30-50 teachers) 
c. Small (10-25 teachers) 

Findings 

The findings of the study may be summarized as fol-

lows : 

H-̂ : The difference in the sexes of the teachers has 
no significant impact on the way in which they 
perceive the leadership behavior of their princi-
pals, based on the scores of the LBDQ-XII. 

No significant differences were found concerning 

teachers' perceptions of their principal's leadership 
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behavior over all twelve dimensions when teachers were 

grouped according to sex. 

H2: The difference in the years of teaching experience 
of the teachers has no significant impact on the 
way in which they perceive the leadership behavior 
of their principals, based on the scores of the 
LBDQ-XII. 

Significant differences were found when teachers were 

grouped according to their years of teaching experience. 

Teachers with eleven years or more of teaching experience 

perceived their principal's leadership behavior over all 

twelve dimensions to be higher than did teachers with six 

to ten years and teachers with five years or less of 

teaching experience. 

H3: The difference in the educational levels of the 
teachers has no significant impact on the way in 
which they perceive the leadership behavior of 
their principals, based on the scores of the 
LBDQ-XII. 

No significant differences were found in teachers' 

perceptions of their principal's leadership behavior over 

all twelve dimensions when teachers were grouped according 

to their educational level. 

H4: The difference in the size of the schools has no 
significant impact on the way in which the teachers 
perceive the leadership behavior of their princi-
pals, based on the scores of the LBDQ-XII. 

Significant differences were found in the teachers' 

perceptions of their principal's leadership behavior over 

all twelve dimensions when teachers were grouped according 

to the size of their schools. Teachers in large schools 
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(between 90 and 110 teachers) perceived their principal's 

leadership behavior over all twelve dimensions to be higher 

than did the teachers in medium schools (between 20 and 30 

teachers) and the teachers in small schools (between 10 

and 25 teachers). 

H5: There are no significant differences in the 
way in which teachers and principals perceive 
the leadership behavior of principals, based 
on the scores of the LBDQ-XII. 

Significant differences were found between the per-

ceptions of teachers and principals with regard to the 

principal's leadership behavior over all twelve dimensions. 

The principals perceived their own leadership behavior 

over all twelve dimensions to be higher than did the 

teachers. The teachers perceived the principal's leader-

ship behavior dimensions of Representation, Demand Recon-

ciliation, Predictive Accuracy, and Integration to be 

lower than the dimensions of Tolerance of Uncertainty, 

Persuasiveness, Initiation of Structure, Tolerance of 

Freedom, Consideration, Production Emphasis, Role Assump-

tion, and Superior Orientation. 

Conclusions 

The following conclusions are based upon the data 

that were collected in Thailand and analyzed in this 

study. Both male and female teachers tended to perceive 

the principal's leadership behavior similarly. All 

teachers also tended to perceive the leadership behavior 
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of the principal similarly regardless of the academic de-

gree they held. The teachers with the most teaching ex-

perience (eleven years or more) tended to rate their 

principals significantly higher than all other less ex-

perienced teachers. The teachers in large schools (between 

90 and 110 teachers) perceived the leadership behavior of 

their principals are more effective than did teachers in 

smaller schools. Over all the twelve dimensions tested, 

the principals tended to rate themselves higher than did 

the teachers, regardless of size of school and years of 

teaching experience. 

In general, the Thai secondary school teachers in 

Nakorn Pathom perceived their principals high in eight 

areas and low in four areas of leadership orientation. 

Among the eight dimensions that were rated high, Initia-

tion of Structure received the highest score from the 

teachers. Persuasiveness, Tolerance of Freedom, Con-

sideration, and Production Emphasis came second; and 

Role Assumption, Superior Orientation, and Tolerance of 

Uncertainty were slightly lower, in consecutive order. 

The four low-scored dimensions were Representation, Demand 

Reconciliation, Predictive Accuracy, and Integration. Of 

all twelve dimensions, Predictive Accuracy was rated the 

lowest by the teachers. On the whole, the teachers' 

responses to the LBDQ-XII clearly indicated that the 
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principals of selected secondary schools in Nakorn Pathom 

were effective. But it is difficult to assess exactly 

how effective these principals were in comparison with 

others in the rest of the nation or with the rate of ex-

pectation. 

Recommendations 

Based on the findings of this study, the principals 

showed four areas of weakness (Representation, Demand Recon-

ciliation, Predictive Accuracy, and Integration) in which 

their staffs desired improvement. How much these weaknesses 

related to the principals' level of effectiveness is not 

known. If the Ministry of Education determines that the 

principals of secondary schools in Nakorn Pathom should be-

come more effective, specific training in these four areas 

should improve their performance. 

For the improvement of the principals' capability, 

this study suggests that the Ministry of Education first 

examine its practices concerning promotion of principals. 

It appears that principals can gain merit by being able to 

interact with their administrative superiors rather than 

with their subordinates in their schools, and this phenome-

non seems to be encouraged by the superiors themselves. If 

this practice in any way hinders the principals' leadership 

effectiveness in the school, it should be stopped and 

reversed. 
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Second, the Ministry of Education should investigate 

the role played by the principal between itself and the 

staff of the school. From the results of this study, it 

also appears that the teachers perceived the principals at 

best as middlemen between themselves and the Ministry and 

at worst as representatives of the Ministry among them 

rather than as one of themselves. If this is true, such a 

perception could be detrimental to the internal relation-

ship between teachers and principals within individual 

schools. To solve this problem, principals should ex-

plicitly illustrate to their staffs not only that they are 

their leaders but indeed their principals. 

Lastly, this study suggests that principals should be 

made aware that they are required to solve any conflicts that 

concern the system. The findings of this study also show 

that the teachers have low regard for their principals' 

ability to reconcile conflicting demands. It appears that 

principals hesitate to involve themselves in any situations 

which do not directly relate to the responsibilities of 

their position. They allow initially small and insignifi-

cant conflicting ideas to grow into major crises that even-

tually impede the functions of the schools. Although it 

is not possible to find a principal with absolute predic-

tive power, it should be entirely possible to encourage 

principals to anticipate situations and prevent most minor 

problems from developing into major ones. 
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GENERAL BACKGROUND INFORMATION 
% 

Please fill out the information belcw 

1. Your Sexi 

(a) Male 

(b) Female 

2. Years of Your Teaching Experiencei 

(a) 5 years or less 

_(b) 6-iO years 

(c) 11 years or more 

3. Your Level of Education! 

(a) Less than a bachelor degree 

(b) Bachelor degree with or without additional 
course works 

. (c) Master degree or higher 

k. Size of Your Schooli 

(a) Large (90-110»teachers) 

(b) Medium (30-50 teachers) 

(c) Small (10-25* teachers) 



LEADER BEHAVIOR DESCRIPTION QUESTIONNAIRE—Form XII 

O s 

Originated by staff members of 
The Ohio Stats Leadership Studies 

and revised by the 
Bureau of Business Research 

Purpose of the Questionnaire 

On the following pages is a list of items that may he used to describe the behavior of your 
supervisor. Each item describes a specific kind of behavior, but does not ask you to judge 
whether the behavior is desirable or undesirable. Although some items may appear similar, 
they express differences that are important in the description of leadership. Each item should 
be considered as a separate description. This is not a test of ability or consistency in making 
answers. Its only purpose is to make it po'ssible for you to describe, as accurately as you can, 
the behavior of your supervisor. 

Note: The term, "group," as employed in the following items, refers to a department, division, 
or other unit of organization that is supervised by the person being described. 

The term "members," refers to all the people in the unit of organization that is supervised by 
the person being described. ' 

Published by 

College of Administrative Science 
The Ohio State University 

Columbus, Ohio 

Copyright 1962, The Ohio State University 
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DIRECTIONS: 

1. 
2. 
3. 

4. 

5. 

Example: 
Example: 

Read each item carefully 
Think about how frequently the leader engages in 
the behavior described by the iteip. 
Decide xrtiether he (A) always, (B) oftei?, (c) oc-
casionally, (D) seldom or (E) never acts as 
described by the item. 
Draw a circle around one of the five letters 
(A B C D E) following the item to show the answer 
you have selected. 

A — A lways 
B—Often 
C-—Occasionally 
D~-Seldom 
E—Never 

Mark your answers as shown in the examples below: 

He often acts as described. A (B) c D E 
He never acts as described. B C 

Example: He occasionally acts as described. A B © 
D 
D 

1. He acts as the spokesman of the group. 

2. He waits patiently for the results of 
a decision. 

3. He makes pep talks to stimulate the 
group. 

4. He lets group members know whfet is 
expected of them. 

5. He allows the members complete 
freedom in their work. 

6. He is hesitant about taking 
initiative in the group. 

7. He is friendly and approachable. 

8. He encourages overtime work 

9. He makes accurate decisions. 

Translation approved:- Royal Thai Emba 

A B C D E 

A B C D E 

A 3 C D . E 

A B C D E 

A B C D E 

% 
ment, 

Bananasiri 



A—-Always 
B-—-often 
C—Occasionally 
D—Seldom 
2—-Never 

10. He gets along well with the people 
above him. 

11. He publicizes the activities of 
the group. 

3.2® He becomes anxious when he cannot 
find out what is coming next. 

13. His arguments are convincing. 

14. He encourages the use of uniform 
procedures. 

15. He permits the members to use 
their own judgement in solving 
problems. 

16. He fails to take necessary action. 

17. He does little things to make it 
pleasant to be a member of the group< 

18. He stresses being ahead of competing 
groups. 

19. He keeps the group working together 
as a team. 

20. He keeps the group in good standing 
with higher authority. 

21. He speaks as the representative of 
the group. 

22. He accepts defeat in stride, 

23. He argues persuasively for his point 
of view. 

24. He tries out his ideas in the group. 

25. He encourages initiative in the 
group members. 

26. He lets other persons take away his 
leadership in the group. 

Translation approved:- Royal Thai Embassy S 
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A B O D E 

A B C D E 

A B C D E 

A B O D E 

A 3 C D E 

A B O D E 

A B O D E 

A B 0 D E 

A B 0 D E 

A B O D E 

A B O D E 

A B O D E 

A B O D E 

A B O D E 

A B O D E 

Department 



A—-Always 
3—-Often 
C--Occasionally 
D-—Seldom 
E-~-Eever 

27. He puts suggestions made by the group 
into operation. 

28. He needles members for greater 
effort. 

29. He seems able to predict what is 
coming next. 

30. He is working hard for a promotion. 

31. He speaks for the group when 
visitors are present. 

32. He accepts delays without becoming 
upset. 

33. He is a very persuasive talker. 

34. He make3 his attitudes clear to the 
group. 

35. He lets the members do their work 
the way they think best. 

36. He lets some members take advantage 
of him. 

37. He treats all group members as his 
equals 

38. He keeps the work moving at a rapid 
pace. 

39. He settles conflicts when they 
occur in the group. 

40. His superiors act favorably on most 
of his suggestions. 

41. He represents the group at outside 
meetings. 

42. He becomes anxious when waiting for 
new developments. 
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A B O D E 

A B C D E 

A B O D E 

A B O D E 

A B O D E 

A B O D E 

A B 0 D E 

A B O D E 

A B O D E 

A B O D E 

A B O D E 

A B O D E 

A B O D E 

A B O D E 

Translation approved:- Royal Thai Embassy] ^ft^-vbfepartVer|t. 
\ -1 

'ir:a: puran'asifri 



A—-Always 
f'iati 

C—-Occasionally 
!>*—Seldom 
E—Kever 
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43. He is very skillful in an argument. A B C D E 

44. He decides what shall be done and 
how it shall be done. A B C D E 

45. He assigns a task, then lets the 
members handle it. A B C D E 

46. He is the leader of the group in 
name only. A B C D E 

47. He gives advance notice of changes. A B c D E 

48. He pushes for increased production. A B c D E 

49. Things usually turn out as he 
predicts. A B c D E 

50. He enjoys the privileges of his 
position. A B c D E 

51. He handles complex problems efficiently. A B c D E 

52, 
* I 

He is able to tolerate postponement and 
uncertainty. A B c D E 

53. He is not a very convincing talker, A B c D E 

54. He assigns group members to particular 
tasks. A B c D E 

55. He turns the members loose on a job, 
and lets them go to it. A B c D E 

56. He backs down when he ought to stand 
firm. A B c D E 

57. He keeps to himself. 

58. He asks the members to work harder. 

59. He is accurate in predicting the 
trend of events. 

.... 

60. He gets his superiors to act for ifhef KKt \ . .., 

welfare of the group members. fo/ - 3 C Vlii 

. il ;; 
Translation approved:- Royal Thai Embassy Atud'4-tcs ' 

A. V'X AJ 
.is Depa/tigfent.. 

^ / X, , f.»-



A—Always 

C—Occasionally 
D*—Seldom 
E—Never 

61. He gets swamped by details. 

62. He can wait just so lorig#then blows up. 

63. He speaks from a strong inner • 
conviction. 

64. He makes sure that his part in the 
group is understood by the group. 

65. He is reluctant to allow the members 
any freedom of action. 

66. He lets some members have authority 
that he should keep. 

67. He looks out for the personal welfare 
of group members. 

68. He permits the members to take it 
easy in their work. 

69. He sees to it that the work of the 
group is coordinated. 

70. His word carries weight with his 
superiors. 

71. He gets things all tangled up. 

72. He remains calm when uncertain about 
coming events. 

73. He is an inspiring talker. 

74. He schedules the work to be done. 

75. He allows the group a high degree of 
initiative. 

76. He takes full charge when emergencies 
arise. 

77. He is willing to make changes. 

78. He drives hard when there is a jo 
to be done. /c 
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A 

B 

B 

C 

c 

A B 

A B 

A B 

A B 

A B 

. EM. E 
3 ] Q ] 

Translation approved: Royal Thai Embassjr budeixts^'Departni^it. 
\ / I 

D 

D 
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B C D E 
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B C D E 

B 

B C D E 

B C D E 

B C D E 
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C 

C 
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D E 

D E 

D 

D 
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E 

E 

E 

B C D E 
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Always -1-01 
B—often 
C—Occasionally 
I>-—Seldom 
—-Rever 

79. He helps group members settle their 
differences. A B O D E 

80. He gets what he asks for from his 
superiors. A B O D E 

81. He can reduce a madhouse to system 
and order. A B C D E 

82. He is able to delay action until the 
proper time occurs. A B O D E 

83. He persuades others that his ideas 
are to their advantage. A B O D E 

84. He maintains definite standards of 
performance. A B O D E 

85. He trusts the members to exercise 
good judgement. A B O D E 

86. He overcomes attempts made to challenge 

his leadership. A B O D E 

87. He refuses to explain his actions. A B O D E 

88. He urges the group to beat its previous 
record. A B O D E 

89. He anticipates problems and plans for 

them. A B O D E 

90. He is working his way to the top. A B O D E 

91. He gets confused when too many demands 
are made of him. A B O D E 

92. He worries about the outcome of any 
new procedure. A B O D E 

93. He can inspire enthusiasm for a 
project# 

94. He asks that group members follow 
standard rules and regulations• ^ 

Translation approved: RoyaL Thai Embassy Dep^rti^hV. 

' - Hi , /V r l°f 
Col. \-VGlaie5Sa Buranasiri 



102 A t A iwavs 
B—Often 
C—-Occasionally 
Dr—Seldom 
E——Never 

95. He permits the group to set its own 
pace • A B C D E 

96. He is easily recognized as the leader 

of the group. A B C D E 

97. He acts without consulting the group. A B C D E 

98. He keeps the group working up to 

capacity. A B O D E 

99. He maintains a closely knit group,. A B C D E 

100. He maintains cordial relations with 
superiors. A B C D E 

t 

f 
Translation approved: Royal Thai Embassy; 

rx 
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Subscale AD* HP° AE+ M§ CLU CP^ LP& CP/ Sr 

1. Representation .82 .85 .74 .55 .59 .54 .70 .66 

O
 

00 • 

2. Demand Reconciliation • « • • • • .73 .77 .58 .59 .81 .81 

3. Tolerance of Uncer-

tainty .58 .66 .82 .84 .85 .79 .82 .80 .83 

4. Persuasiveness .84 .85 .84 .77 .79 .69 .80 .76 .82 

5. Initiation of Struc-

ture .79 .75 .78 .70 .72 .77 .78 .80 .72 

6. Tolerance of Freedom .81 .79 .86 .75 .86 .84 .58 .73 .64 

7. Role Assumption .85 .84 .84 .75 .83 .57 .86 .75 .65 

8. Consideration .76 .87 .84 .85 .77 .78 .83 .76 .85 

9. Production Emphasis .70 .79 .79 .59 .79 .71 .65 .74 .38 

10. Predictive Accuracy .76 .82 .91 .83 .62 .84 .87 • « • • • • 

11. Integration .73 .79 

12. Superior Orientation .64 .75 .81 • • • • • • .66 • • • .60 I # • • 
*Army Division 
°Highway Patrol 
^Aircraft Executives 
§Ministers 
11Community Leaders 
^Corporation Presidents 
JlLabor Presidents 
/College Presidents 
^Senators 
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SARIYA SUKHABANIJ 

160S W. Hickory St., 

Denton, Tx. 76201. 

19 June 1979 

Professor Emeritus Ralph M. Stogdill 

The Ohio State University 

Center for Business and Economic Research 

208 Hagerty Hall 

1775 College Road 

Columbus, Ohio 43210 

Dear Professor Ralph M. Stogdill: 

I am seeking permission to translate your LBDQ - XII into Thai 

language as a possible tool for my dissertation on leadership 

behavior. I have been advised that the questionnaire is the 

best for my specific enquiry. I, however, can. not find de-

tailed monograph concerning its development. Any further in-

formation on the background, validity, and reliability of the 

test will be greatly appreciated. 

Thank You. 

•Sincerely ycsurs, 

(J ? 
Sariya Sukhabanij, 

Doctorial Candidate 

North Texas State University 

You have our permission to translate our LBDQ-Fom XII into the 

Thai language. 

Enclosed is a Xerox copy of "Validity of Leader Behavior Descriptions" 

by the now deceased Professor Emeritus Ralph M. Stogdill^ 

Elzy V. McCollough 
Director 
P A I "l a r e a r\~P A J • • i i • /-« 
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t 9 0 6 - 23RD S T R E E T , N-W. 

3 Y A L THAI EMBASSY
 x-5»Kc^iK W A S H I N G T O N , O - C . 20008 

TUOINTI DIP A JIT MINT n^, \ Si £ » 

(202) -667-9111 

0 7 1 3 / 02718 

March 18, 1980 

To Whom It May Concern: 

This is to certify that the translation of "Leader Behavior 
Description Questionaire - Form XII" from English to Thai by 
Ms. Sariya Sukhabanij is approved. 

Royal Thai Embassy Students' Department. 

J*&V 

C9J.«-̂ 7ichiera Buranasiri 
Education Counselor 

CVB/ac 
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fi fl v alniî'ofiir} cj i iu 11 tit! ui 
a ! * * .- ". -x i i *

 1
 •* 
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