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The problem with which this study is concerned is to 

compare the perceptions and expectations of the deans, 

chairpersons, and faculty members regarding the leadership 

behavior of academic department chairpersons at Silpakorn 

University in Thailand. 

The Leader Behavior Description Questionnaire (LBDQ) 

was employed to assess the leadership behavior of the 

academic department chairpersons in terms of initiating 

structure and consideration. The populations included 6 

deans, 31 chairpersons, and 255 faculty members who were 

employed at Silpakorn University during the 1982-1983 school 

year. 

Analysis of the data reveals that (a) the perceptions 

of the chairpersons are greater than those of the faculty 

members with regard to the real leadership behavior of the 

academic department chairpersons in the initiating structure 

dimension, (b) the perceptions of the chairpersons are 

greater than those of the deans and faculty members with 

regard to the real leadership behavior of the academic 



department chairpersons in the consideration dimension, and 

(c) the expectations of the deans are greater than those of 

the chairpersons and faculty members with regard to the 

ideal leadership behavior of the academic department chair-

persons in the initiating structure dimension. It is 

concluded, therefore, that the chairpersons need to 

reevaluate their leadership behavior in relation to both 

deans and faculty members in order to fulfill the 

organizational goals and personal needs. 
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CHAPTER I 

INTRODUCTION 

Colleges and universities, like all other organiza-

tions, cannot exist without some subdivisions or units. The 

academic department is one of the basic administrative units 

in higher education institutions. Probably 80 percent of 

all administrative decisions take place at the departmental 

level rather than at the higher levels of responsibility and 

policy formation (7, p. 158) . The department is the 

instigating unit for the recruitment of new personnel, for 

decisions on promotion of faculty and staff, and budgets, 

including salary recommendations; the department is also the 

chief initiator of new courses and programs. The department 

handles most aspects of student relations and makes 

decisions on such vital matters as semester schedules, 

teaching loads, and assignments of courses, sections, and 

facilities (4, p. 240). 

Since the department is so important in institutions of 

higher education, it follows that the department chair-

person has a concomitant importance. The leadership of 

department chairpersons has an integral part in shaping the 

nature of the institution. The chairperson is responsible 

to the dean primarily for institutional matters and to the 



faculty members for educational matters. Deans and faculty 

members impose their expectations upon chairpersons regard-

ing their behavior as leaders. When these expectations are 

contradictory or inconsistent, the chairperson is placed in 

a position of role conflict that can be solved only by the 

clarification and harmonization of these expectations with 

reality (1, p. 291). 

Hersey and Blanchard (8, p. 83) state that the suc-

cessful organization has one major attribute that sets it 

apart from unsuccessful organizations—dynamic and effec-

tive leadership. Hughes says, 

There appears to be sufficient warrant to assert that 
effective department leadership in academic governance 
provides one of the significant keys to the accom-
plishment of the institution's mission, i.e., effec-
tive teaching and meaningful learning. . . . It is 
surprising that little attention has been given to the 
question of department leadership (9, p. 69). 

Miller (12, pp. 77-78) recommends that research and 

evaluation include all segments of the collegiate enter-

prise: students, faculty, staff personnel, and adminis-

trators. Although much research literature is available on 

the experiences of students and faculty, very little 

research has been done on staff personnel, and still less on 

the evaluation of higher education administrators. 

Consequently, even less literature is available about the 

university division or department chairperson. This 

situation is even worse in the higher education institu-

tions of Thailand (10, p. 74; 15, pp. 99-106). 



Therefore, a study of leadership as it pertains to the 

behavior of academic department chairpersons in Thailand 

needs to be carried out. This study focuses on the leader-

ship behavior of academic department chairpersons at 

Silpakorn University in Thailand as perceived and expected 

by deans, chairpersons, and faculty members. 

Statement of the Problem 

The problem with which this study is concerned is the 

perceptions and expectations of the deans, chairpersons, and 

faculty members regarding the leadership behavior of 

academic department chairpersons at Silpakorn University in 

Thailand. 

Purposes of the Study 

The purposes of this study are as follows: 

1. To determine whether differences exist between the 

perceptions of the deans and faculty members regarding the 

leadership behavior of chairpersons; 

2. To determine whether differences exist between the 

expectations of the deans and faculty members regarding the 

leadership behavior of chairpersons; 

3. To determine whether differences exist between the 

perceptions of the deans and chairpersons regarding the 

leadership behavior of chairpersons; 



4. To determine whether differences exist between the 

expectations of the deans and chairpersons regarding the 

leadership behavior of chairpersons; 

5. To determine whether differences exist between the 

perceptions of the faculty members and chairpersons regard-

ing the leadership behavior of chairpersons; 

6. To determine whether differences exist between the 

expectations of the faculty members and chairpersons re-

garding the leadership behavior of chairpersons. 

Hypotheses 

To carry out this study, the following hypotheses were 

tested using data collected by the Leader Behavior Descrip-

tion Questionnaire (LBDQ). 

1. There will be a difference between deans and fac-

ulty members in their ratings of chairpersons' leadership 

behavior in the real (perceived) dimension of initiating 

structure; 

2. There will be a difference between deans and fac-

ulty members in their ratings of chairpersons' leadership 

behavior in the ideal (expected) dimension of initiating 

structure; 

3. There will be a difference between deans and fac-

ulty members in their ratings of chairpersons' leadership 

behavior in the real (perceived) dimension of considera-

tion; 



4. There will be a difference between deans and fac-

ulty members in their ratings of chairpersons' leadership 

behavior in the ideal (expected) dimension of considera-

tion; 

5. There will be a difference between deans and 

chairpersons in their ratings of chairpersons' leadership 

behavior in the real (perceived) dimension of initiating 

structure; 

6. There will be a difference between deans and 

chairpersons in their ratings of chairpersons' leadership 

behavior in the ideal (expected) dimension of initiating 

structure; 

7. There will be a difference between deans and 

chairpersons in their ratings of chairpersons' leadership 

behavior in the real (perceived) dimension of considera-

tion; 

8. There will be a difference between deans and 

chairpersons in their ratings of chairpersons' leadership 

behavior in the ideal (expected) dimension of considera-

tion; 

9. There will be a difference between faculty members 

and chairpersons in their ratings of chairpersons' leader-

ship behavior in the real (perceived) dimension of ini-

tiating structure; 



10. There will be a difference between faculty members 

and chairpersons in their ratings of chairpersons1 leader-

ship behavior in the ideal (expected) dimension of ini-

tiating structure; 

11. There will be a difference between faculty members 

and chairpersons in their ratings of chairpersons' leader-

ship behavior in the real (perceived) dimension of consid-

eration; 

12. There will be a difference between faculty members 

and chairpersons in their ratings of chairpersons' leader-

ship behavior in the ideal (expected) dimension of consid-

eration. 

Background and Significance of the Study 

Thailand, which is bounded by Malaysia to the south, 

Burma to the west, Laos to the north and northeast, and 

Cambodia to the east, is situated in the Indochinese 

Peninsula of Southeast Asia. In 1982, Thailand had a popu-

lation of approximately 48.8 million. The national lan-

guage is Thai. The traditional religion is Buddhism. 

Higher education in Thailand began with the establish-

ment of Chulalongkorn University in 1917 by amalgamation of 

the Royal Medical School, the School of Civil Servants, and 

the Engineering School (10, p. 1). In 1933, Thammasat Uni-

versity, which had been the University of Moral and Politi-

cal Sciences, was opened as a center specializing in law, 



economics, politics, and related courses in social sci-

ences. In 1942, the School of Medicine of Chulalongkorn 

University became the separate University of Medical Sci-

ences; it is called Mahidol University. 

In 1943, Kasetsart University was established, which 

specializes in agricultural science. Also in 1943, 

Silpakorn University was established for the study and 

preservation of the art and archeological artifacts of 

Thailand (11, p. 4078). These original institutions of 

higher learning are centered in Bangkok and are designed to 

train government servants. 

In 1954, the College of Education, which received uni-

versity status in 1974 as Srinakharinwirot University, was 

inaugurated. It has four campuses in Bangkok and four in 

the provinces (14). 

During the late 1950s and early 1960s, efforts were 

made to expand undergraduate programs, introduce graduate 

programs, and improve the quality of teachers. Teacher 

training colleges were established in rural areas, and the 

concept of regional institutions outside the Bangkok area 

was introduced (10). 

In 1964, the Chiangmai University opened in the north; 

Khon Kaen University opened in the northeast in 1965; the 

Prince of Songkla University was established in the south in 

1967. To meet the increasing demand for higher education, 

several private colleges were also established, and a 
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specialized institution, the National Institute of Devel-

opment Administration, founded in 1966, offers programs at 

the graduate level in public administration, business admin-

istration, economic development, and applied statistics 

(14) . 

In 1971, King Mongkut's Institute of Technology came 

into existence through a merger of the North Bangkok 

Institute of Technology, the College of Telecommunication, 

and the Thonburi College of Technology. It offers bache-

lor's degree programs in technology and produces teachers of 

vocational education (15, p. 9). In 1972, the "open 

admissions" Ramkhamhaeng University was founded. 

In 1975, the Chiangmai College of Agriculture, formerly 

under the Department of Vocational Education, Ministry of 

Education, was reorganized. It was also upgraded as the 

Institute of Agricultural Technology (14, p. 5). In 1980, 

Sukhothaithammathirat University, a British type of open 

university, was inaugurated that emphasizes the use of mass 

media and correspondence learning methods. 

At present, Thailand has 14 government universities. 

There are also 10 private colleges, 28 colleges of tech-

nology and vocational education, 32 vocational and tech-

nical colleges, 3 commercial colleges, 13 agricultural 

colleges, 36 teacher training colleges, 7 physical educa-

tion colleges, 1 dramatic arts college, 1 fine arts college, 



7 nursing colleges, 17 government specialized institutions, 

and 4 private specialized institutions. (See Appendix F.) 

Traditionally, the institutions of higher learning in 

Thailand have been established for different purposes and 

have performed different functions. Some institutions have 

been assigned to limit their responsibility to certain aca-

demic areas while others have a wider range of responsi-

bility. Today, the institutions that were oriented toward 

certain specialized fields of study are moving toward the 

concept of the multiuniversity; nevertheless, they still 

maintain their identities in their former specializations. 

The Office of University Affairs and various depart-

ments of the Ministry of Education are responsible for all 

government and private universities, colleges, and institu-

tions. Each Thai university is supervised by the univer-

sity council, the equivalent of a board of trustees or board 

of regents. The university rector (president), the deans, 

and a representative of the faculty senate are members of 

the council. The other council members are selected from 

the community at large. The number of outsiders is no more 

than ten, while the insiders can be as many as twenty (10, 

p. 16) . 

Basically, the institutions of higher learning in 

Thailand have been molded and influenced by Western European 

and American universities; as such, a university is 

administered by a rector; each university consists of 
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different faculties (colleges); the chief administrator of a 

faculty is a dean; each faculty consists of different de-

partments, each of which has a department chairperson who 

serves as the chief administrator of the department. 

Generally, the chairperson is selected by faculty members 

within each department and appointed by the dean. The term 

of appointment is usually two to four years. 

Silpakorn University 

Presently, Silpakorn University has campuses in two 

different locations, Bangkok and Nakhon Pathom. The Bangkok 

campus was opened in 1943 with four faculties and a graduate 

school. The Nakhon Pathom campus, located 35 miles west of 

Bangkok, was opened in 1968 with three faculties. Each 

faculty has several departments as shown in Appendix G. 

Silpakorn University has grown slowly compared to other 

universities in Thailand. Its enrollment in 1981 was 2,744. 

Although teaching, research, public services, and cultural 

preservation are considered the four functional components 

of higher education institutions in Thailand (10, p. 27), 

most universities are unable to perform functions other than 

instruction. In general, the university's academic staff is 

only slightly involved in doing research. The research 

activities of the university were directly related to its 

graduate programs, almost all of which require theses based 

on research findings as partial fulfilment for graduate 

degrees. The research team of the Office of the National 
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Education Commission has recommended that research work by 

faculty members should be encouraged at Silpakorn University 

(10, p. 75). 

Very few research studies have been done at the uni-

vesity level on the leadership behavior of Thai adminis-

trators, and none has been made on the academic department 

chairpersons. According to Dressel, Johnson, and Marcus (3, 

p. 276) , most colleges and universities consider the role of 

the department chairpersons to be an important one. Deans 

and faculties look at department chairpersons to interpret 

departmental needs in accordance with the goals and 

priorities of their institutions. 

Nicoll states that "department chairmen are usually 

expected to be both administratively responsible to the 

administration and representative of and responsive to their 

departmental colleagues" (13, p. 82). Heimler (7, p. 59) 

also indicates that chairpersons serve as the primary means 

of communication between faculty and administration. 

Therefore, a study of the leadership behavior of aca-

demic department chairpersons as perceived and expected by 

themselves, deans, and faculty members at Silpakorn Uni-

verity could be considered a starting point for the study of 

the leadership behavior of other higher education admin-

istrators in Thailand. It is hoped that this study may 

contribute to the advancement of Silpakorn University as 

well as help academic department chairpersons to be aware of 
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their behavior and interpersonal relations with their deans 

and faculty members. It is also hoped that the outcome of 

this study, because of the similarities of the Thai 

university organization, may provide some information which 

can be used to guide university personnel in departmental 

self studies, organizational development, and evaluation. 

Definition of Terms 

For the purposes of this study, the following defi-

nitions are used. 

1. Perception is an immediate or intuitive cogni-

tion or judgment. In this study, deans, chairpersons, and 

faculty members describe the leadership behavior of aca-

demic department chairpersons in terms of how they actually 

behave as leaders. 

2. Expectation is the desirable or appropriate be-

havior that is associated with a certain role. In this 

study, deans, chairpersons, and faculty members describe the 

leadership behavior of academic department chairpersons in 

terms of how they believe the chairpersons should behave as 

leaders. 

3. Leadership behavior is defined in terms of the two 

dimensions—initiating structure and consideration—of the 

Leader Behavior Description Questionnaire (LBDQ). 

4. Initiating structure refers to the leader's be-

havior in the delineation of relationships between himself 

and members of his group, and in the establishment of 



13 

well-defined patterns of organization, channels of 

communication, and ways of getting the job done (5, p. 1). 

5. Consideration refers to behavior that is in-

dicative of friendship, mutual trust, respect, and warmth in 

relationships between the leader and the members of his 

group (5, p. 1). 

Limitation of the Study 

This study is limited to an investigation of the 

leadership behavior of academic department chairpersons as 

perceived and expected by deans, chairpersons, and faculty 

members at Silpakorn University in Thailand. 

The Survey Instrument 

The Leader Behavior Description Questionnaire (LBDQ), 

which was developed by the Personnel Research Board at the 

Ohio State University (6), is the basic instrument that was 

used to obtain the information from the respondents for this 

study. The LBDQ is composed of thirty short, descriptive 

statements that reflect the real and ideal ways in which 

leaders behave. 

Procedures for Collection of Data 

The data for this study were collected as follows. 

1. Permission to collect data and administer the 

questionnaire was requested from and granted by the rector 

of Silpakorn University. 
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2. A letter explaining the purposes of the study and 

copies of the questionnaire were sent to two assistant re-

searchers in Thailand. 

3. The assistant researchers administered the ques-

tionnaire to the deans, chairpersons, and faculty members at 

Silpakorn University. 

4. The assistant researchers collected the completed 

copies of the questionnaire from the respondents and re-

turned them to the researcher at North Texas State Univer-

sity. 

Procedures for Analysis of Data 

The questionnaires were manually checked for accuracy 

of completion. Data from the instruments were tabulated and 

analyzed by computer. 

Analysis of variance was selected for use as the ap-

propriate statistical technique to test the hypotheses. 

This is a statistical analysis that uses the mean and mean 

squares of two groups as a basis for comparing the groups on 

the chosen dimensions. An F-ratio was used to determine the 

differences between respondent groups on the real and ideal 

dimensions, and between the initiating structure and 

consideration dimensions. All hypotheses were tested at the 

.05 level of significance for a two-tailed test. 
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Organization of the Study 

Chapter I includes an introduction to the study, a 

statement of the problem, purposes of the study, the back-

ground and significance of the study, definition of terms, 

and limitation of the study. It also contains the 

hypotheses that provide the direction of the study. Chapter 

II contains a review of selected relevant literature and 

research which focuses on the leadership behavior studies 

that have used the Leadership Behavior Descriptive 

Questionnaire. Chapter III describes the population of the 

study and provides a detailed presentation of the 

instrument, method of data collection, and an explanation of 

the statistical treatment of the data. Chapter IV contains 

an analysis of the data and interpretations of the results 

of the analysis. Chapter V summarizes the major findings, 

and presents the conclusions and recommendations for future 

research. 
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CHAPTER II 

REVIEW OF RELATED LITERATURE 

Introduction 

This review of the literature is divided into five 

sections. The first section includes the definitions of 

leadership, the second section briefly reviews the theories 

of leadership, and the third section describes the styles of 

leadership. Section four presents a review of the relevant 

research findings in higher education that pertain to the 

leadership behavior of educational administrators who 

responded to the Leader Behavior Description Questionnaire. 

The last section discusses leadership behavior studies in 

Thailand. 

Definitions of Leadership 

There is no clearcut agreement on the meaning of lead-

ership under all circumstances. Most definitions take on 

the focus of the persons who have attempted to define what 

leadership actually is. 

According to Mumford, leadership is "the preeminance of 

one or a few individuals in a group in the process of 

control of societal phenomena" (34, p. 216). Blackmar (2, 

p. 626) views leadership as a group expression of power 

18 
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through centralizing efforts in one person. Supporting the 

concept of leadership, Bernard says, 

Leadership is necessary as a means of focusing the at-
tention of a constituency or group upon an issue or a 
piece of work which needs to be done. Leadership is 
nothing other than this process of focusing attention 
and releasing the energies of people in the desired 
direction (1, p. 484). 

Pondy, however, moves in a slightly different direc-

tion; he defines leadership as "social influence exercised 

by a person in some position of superior authority over some 

subordinate" (38, p. 87). This same idea is expressed by 

Koontz and Donnell, who view leadership as "the art or 

process of influencing people so that they will strive 

willingly toward the achievement of group goals" (26, 

p. 439). Tead also indicates that leadership is "the 

activity of influencing people to cooperate toward some goal 

which they come to find desirable" (47, p. 20). 

Gibb maintains that leadership is an aspect of or-

ganization and could operationally be considered as "the 

process of influencing the activities of an organized group 

in its efforts toward goal setting and goal achievement" 

(11, p. 42). Terry adds the element of interaction to the 

aspect of influence; he believes that leadership is "the 

relationship in which one person, the leader, influences 

others to work together willingly on related tasks to attain 

that which the leader desires" (48, p. 412). Hollander, 

supporting the idea of influence and interaction, summarizes 
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leadership as "a process of influence which involves an 

ongoing transaction between a leader and followers" (20, p. 

16) . 

Cribbin confirms some of the previously mentioned ideas 

concerning leadership, and he stresses that 

Leadership can be described as a process of in-
fluence on a group in a particular situation, at a 
given point in time, and in a specific set of cir-
cumstances that stimulates people to strive will— 
ingly to attain organizational objectives, giving 
them the experience of helping attain the common 
objectives and satisfaction with the type of leader-
ship provides (7, p. 9). 

Theories of Leadership 

The concept of leadership and leadership behavior have 

been subjected to considerable research and study; as a re-

sult, there are today numerous theories of leadership being 

expounded that include differences in opinion, methodology, 

explanations, and conclusions. Each has its advocates who 

profess that their particular theory is the right and proper 

one. Although more is known today about leadership than 

®ver before, there is still no complete and integrated 

theory of leadership that represents the totality of the 

concept. 

In this review, three theories of leadership will be 

discussed that represent a large portion of the research 

being done in this area and also illustrate diverse and 

valid approaches to the study of leadership. Included are 
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(a) the trait approach, (b) the situational approach, and 

(c) the behavioral approach. 

The Trait Approach 

Before World War II, studies of leadership sought to 

isolate unique physical, mental, or personality traits that 

could differentiate the effective leaders from other members 

of the group. The earliest trait theorists held that since 

traits are inherited, certain people are born to be leaders; 

furthermore, since traits are carried in the genes, persons 

who are sufficiently endowed with the required traits could 

lead others better than those who are less well endowed (42, 

p. 146). Lengthy lists of traits were derived from 

extensive self-reports of leaders and descriptions of 

leaders by others. The lists included personality traits, 

social traits, and personality characteristics (22, p. 6). 

Later theories acknowledged that traits could be acquired 

not by inheritance alone, but by learning and experience. 

Although this assumption seemed logical, it did not prove to 

be practical in application. Studies of successful leaders 

nearly always indicated the presence of similarities in 

personality and character traits, but since these traits 

existed in people to varying degrees, no satisfactory 

explanation of leadership could be developed (45, pp. 

83-102). 
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Davis, however, specifies the following four traits 

that seem to have an impact on effective organizational 

leadership: 

1. Intelligence: Research generally shows that the 
leader tends to have higher intelligence than the 
average intelligence of his followers; 

2. Social maturity and breadth: Leaders tend to have 
broad interests and activities. They are emotionally 
mature and have high frustration tolerance; 

3. Inner motivation and achievement drives: Leaders 
tend to have a strong personal motivation to keep ac-
complishing something. They work hard more for the 
satisfaction of inner drives than for external re-
wards. They also tend to accept responsibility; 

4. Human relations attitudes: Successful leaders 
realize that they get their job done through people 
and therefore try to develop social understanding and 
appropriate skills. They preserve and develop human 
dignity and mutual interest among their people (8, 
pp. 103-104). 

Stogdill examined 124 studies on the relationship of 

the personal factors that are associated with leadership. 

In summary, he says that the following factors have been 

found to be associated with leadership: 

1. Capacity (intelligence, alertness, verbal facili-
ty, originality, judgment); 

2. Achievement (scholarship, knowledge, athletic ac-
complishment) ; 

3. Responsibility (dependability, initiative, persis-
tence, aggressiveness, self-confidence, desire to ex-
cel) ; 

4. Participation (activity, sociability, cooperation, 
adaptability, humor); 

5. Status (socio-economic position, popularity)(44, 
p. 64) . 
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In opposition to the traits approach, Sisk lists the 

shortcomings of this approach when it is used as a means for 

analyzing and understanding leadership: 

(1) Trait studies, as a general rule, do not assign 
weighting to each of the traits so that the relative 
importance of each trait as it contributes to leader-
ship can be determined. (2) There is considerable 
overlap between the various traits mentioned. Seldom 
are they mutually exclusive. Also, there are many in-
stances of conflicting or incompatible traits. . . . 
(3) An analysis of personality traits made no differ-
entiation between those traits of value in acquiring 
leadership positions and those traits necessary to 
hold or maintain leadership. (4) Trait analysis is 
based upon the rather shaky assumption that person-
ality is a composite of discrete traits, rather than 
viewing personality as an integrated functioning whole 
with a continually shifting pattern of characteristics 
both in respect of their significance and to their 
strength. (5) The trait approach to leadership ig-
nores situational factors in the environment that in-
fluence the effectiveness of leadership (43, p. 397). 

Even though the trait approach has lost favor, Lipham 

notes that 

The current view is that there are several patterns of 
personality variables that differentiate leaders from 
followers and that such patterns are situationally 
relevant, if not situationally specific. The extreme 
reaction to the so-called failure of the traitist ap-
proach has abated and researchers are examining in 
fresh perspective the relationship of the psycho-
logical dimension to sociological, cultural, and other 
dimensions of leadership in specific situational con-
texts (28, p. 3). 

The Situational Approach 

Subsequent to the increased dissatisfaction with the 

trait approach to understanding leadership, attention turned 

to the study of situations and the belief that leaders are 

the product of given situations. Many of the situational 



24 

studies were made in the belief that leadership is strongly 

affected by the situations from which the leader emerges and 

in which he operates. Thus, in different situations leaders 

may show dissimilar characteristics (19, p. 141). Terry 

(48, p. 421) notes that leadership is made up of four 

variables: (a) the leader, (b) the followers, (c) the 

organization, and (d) the social, economic and political 

influences. 

Gibb believes that leadership is always relative to the 

situation and that the situational approach to the study of 

leadership involves four elements 

(1) the structure of interpersonal relations within 
a group, (2) group of syntality characteristics such 
as those defined by the group dimensions already dis-
cussed, (3) characteristics of the total culture in 
which the group exists and from which group members 
have been drawn, and (4) the physical conditions and 
the task with which the group is confronted (11, 
p. 246) . 

Gibb (11, pp. 267-268) further states that leadership 

is a complex social phenomenon that cannot be treated mean-

ingfully when conceived of as an isolated trait or entity 

which is viewed apart from situational factors. Sanford 

(39, p. 158) states that the leader, the situation, and the 

follower are three basic and delineable factors that must be 

present in any leadership phenomenon if the most meaningful 

and general conclusions about leadership are to be reached. 

Shartle (41, p. 110) believes that leadership performance 

depends not only on the outcome but is also related to the 

particular situation in which the leader finds himself. 
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Fiedler (10, p. 151) combined the trait and situational 

approaches and developed a contingency theory of leadership. 

According to Fiedler, people become leaders not only because 

of the attributes of their personalities but also because of 

various situational factors and the interaction between the 

leaders and situations. He concludes that 

Leadership performance depends then as much on the 
organization as it depends on the leader's own at-
tributes. Except perhaps for the unusual case, it 
is simply not meaningful to speak of an effective 
leader or an ineffective leader; we can only speak 
of a leader who tends to be effective in one situa-
tion and ineffective in another. If we wish to in-
crease organizational and group effectiveness we must 
learn not only how to train leaders more effectively 
but also how to build an organizational environment in 
which the leader can perform well (10, p. 261). 

The evidence suggests that "leadership is a relation 

that exists between persons in a social situation, and that 

persons who are leaders in one situation may not necessarily 

be leaders in other situations" (44, p. 65). Although many 

theorists insist that situations present opportunities for 

acquisition of leadership, the situation is not in itself 

sufficient to account for leadership ability. Halpin 

believes that understanding of leadership will be greatly 

increased if the concentration is placed upon an analysis of 

the "behavior of leaders" (15, p. 81). 

Thus, the situational approach tends to maintain that 

leadership is determined not so much by the characteristics 

of individuals as by the requirements of social situations. 

The concept of this approach is that human behavior always 
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occurs phenomenologically within some situations. This 

behavior is determined or influenced by the forces operative 

in the situation as perceived by individuals within groups. 

The Behavioral Approach 

The most recent approach to the study of leadership 

focuses upon observation of the behavior of leaders in cer-

tain situations. The assumption is not necessarily made 

that leadership behavior exhibited in a given situation will 

transfer to other situations; instead, this becomes a 

variable for investigation. Basically, the behavioral ap-

proach does not posit that leadership behavior is determined 

either innately or situationally (28, p. 4). 

Most research concerning the behavior of leaders is 

derived from concepts developed by the members of the 

Personnel Research Board at Ohio State University (14) who 

also developed the Leader Behavior Description Questionnaire 

(LBDQ). The LBDQ provides a technique whereby group members 

may describe the leadership behavior of designated leaders 

in any formal organization (14,, p. 1). 

Halpin (14, p. 1) states that he and Winer, through a 

process of factor analyses of responses of 300 B-29 crew 

members who described the leadership behavior of their 52 

aircraft commanders in the LBDQ, identified initiating 

structure and consideration as two fundamental dimensions of 

leadership behavior. In essence, the behavioral approach to 

leadership has been concerned primarily with a description 
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rather than an evaluation of what the leader does. Halpin 

provides an explanation of the major methological advantages 

of the analysis of the behavior of leaders: 

In the first place we can deal directly with observable 
phenomena and need make no prior assumptions about the 
the identity or structure of whatever capacities may 
or may not undergrid these phenomena. Secondly, this 
formulation keeps at the forefront of our thinking the 
importance of differentiating between the descrip-
tion of how leaders behave and the evaluation of the 
effectiveness of their behavior in respect to specified 
performance criterior (15, p. 86). 

Cribbin suggests that "the practicing executive is 

perhaps better advised to deal with observed behavior than 

with abstract traits that seem simple but actually represent 

a semantic quagmire" (7, p. 30). 

Lipham makes the following generalizations from re-

search based on the behavioral approach: 

The leader-follower relationship represents a deli-
cate mix of personal and situational variables; the 
personal and situational variables do not operate 
singly but in discernible patterns and combinations; 
the patterns and combinations of variables, including 
leader behavior, may be misperceived by either the 
leader or the followers; the degree or extent of mis-
conception appears to be meaningfully and systemati-
cally related to a variety of organizational, group, 
or individual variables. More imporantly, however, 
the behavioral approach to the analysis of leadership 
provides a perspective from which to view the defini-
tions of leadership (28, p. 5). 

In essence, the behavioral approach to leadership tends 

to focus upon the search for significantly behavioral 

dimensions to be used in describing and delineating leader-

ship behavior. Situational approach, on the other hand, 

focuses on those relationships and variables in social and 
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environmental situations that appear to generate leadership 

behavior. 

Styles of Leadership 

Fiedler defines leadership style as "the underlining 

need-structure of the individual which motivates his be-

havior in various leadership situations. Leadership style 

thus refers to the consistency of goals or needs over dif-

ferent situations" (10, p. 36). Different styles of 

leadership could result in very different types of rela-

tionships between the leader and his followers. 

The three styles of leadership that were identified by 

Lippitt and White are the democratic, the authoritarian, and 

the laissez-faire styles (29). In the democratic style, 

group decisions are made by majority vote, equal 

participation is encouraged, and criticism and punishment 

are minimal. The democratic leaders seek to lead mainly by 

persuasion and example rather than by force, fear, status, 

or power. Democratic-style leaders consider the opinions 

and feelings of their followers, make them feel important, 

and attempt to put group and individual goals above their 

own personal objectives; they encourage participation in 

decision making (30, p. 291). 

In contrast, with authoritarian style leadership, in 

which all decisions are made by the leader, the group is 

required to follow prescribed procedures under strict dis-

cipline, and the behavior and thinking of the group are 



29 

dominated by the leader. The leader strongly insists on 

getting his own way, feeling little or no need to know the 

ideas or feelings of others. Often, the authoritarian 

leader takes the credit for accomplishments but puts the 

blame for failure on his followers (30, p. 291). 

The laissez-faire style of leadership scores lowest on 

all accounts. The leadership of the leader is kept at a 

minimum, which allows the group to work essentially without 

guidance. 

Of these three styles of leadership, Lippitt and White 

conclude that democratic leadership produces less aggressive 

behavior among a group, less dependence on the leader, and 

more group initiative. They also conclude that a group 

behaves more productively under democratic leadership than 

under the other two types of leadership (29, pp. 362-366). 

Tannebaum and Schmidt (46, pp. 95-101) argue that 

leaders should not choose a strict authoritarian or demo-

cratic style but instead, should be flexible enough to cope 

with different situations. Leadership actions are related 

to the degree of authority used by leaders and to the amount 

of freedom available to subordinates in reaching decisions. 

Three other distinct styles of leadership, which are 

described by Moser (33, p. 2) are the nomothetic style, the 

idiographic style, and the transactional style. The nomo-

thetic style is characterized by behavior that stresses goal 
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accomplishment, rules, regulations, and centralized 

authority at the expense of the individual. 

The second style, idiographic, stresses the indivi-

duality of people, minimum rules and regulations, de-

centralized authority, and highly individualistic rela-

tionships with subordinates. The third style, trans-

actional, stresses goal accomplishment, which also stresses 

individual need fulfillment (33, p. 2). 

McFarland (30, p. 293) discusses styles of leadership 

as being formal and informal. Formal leaders are those who 

are given the right to direct and control the activities of 

subordinates. They are vested with the authority to carry 

our their functions and duties. By and large, they execute 

their responsibilities through the mechanisms of the organ-

ization's structure. Informal leaders, on the other hand, 

are those who exercise a considerable influence within their 

group over the behavior of other individuals in the group, 

without the use of positional or delegated authority, formal 

communications, or orders. The informal leader can initiate 

significant actions among his colleagues, and he can block 

actions of an individual or the group as a whole. 

Miller comments that the styles are not necessarily 

discrete entities but rather serve as a point of emphasis. 

He advises that "a person might want to develop a matrix of 

styles depending upon the need and circumstances of the 

given situation" (31, p. 38). He, therefore, labels seven 
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types of personal leadership styles as paternalistic— 

authoritarian, intuitive-rationalistic, charismatic, 

bureaucratic-managerial, pragmatic-functional, political-

legalistic, and personalistic-humanistic. He concludes that 

"the personality is the key to administrative behavior" (31, 

p. 41). 

Research on Leadership Behavior 

This section focuses on a review of research findings 

relevant to the measurement of leadership behavior as de-

scribed in the Manual for Leader Behavior Description 

Questionnaire (14), hereafter referred to as the LBDQ, on 

two dimensions—initiating structure and consideration. 

Several research studies on the leadership behavior of 

leaders in various types of organizations (education, mili-

tary, industry) have been reported in which the LBDQ was 

employed. This section presents only the leadership be-

havior studies in higher education institutions that used 

the LBDQ to study the leadership behavior of administrators. 

In 1955, Hemphill (18, p. 399) employed the LBDQ to 

study the relationship between the characteristics of the 

faculty members of twenty-two departments in a liberal arts 

college and the administrative reputations of the depart-

ments. Each faculty member described his department chair-

man and indicated his concept of the ideal chairman. Each 

member also ranked the five best and worst departments ac-

cording to the quality of leadership and administration. 
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One of the findings indicates that the departments that have 

best reputations for good administration also have chairmen 

who are described as above average on both initiating 

structure and consideration and who more closely meet the 

expected behavior of an ideal chairman. 

In 1962, Carson (4) employed the LBDQ to study the 

differences in perceptions of and expectations for style of 

leadership behavior of junior college deans at twenty junior 

colleges in the Southeastern United States as viewed by 

student leaders in comparison to the department heads, 

presidents, and deans themselves. He found that student 

leaders within institutions tend to agree among themselves 

regarding their perceptions of and expectations for the 

leadership behavior of the dean on both the dimensions of 

initiating structure and consideration. However, student 

leaders and department heads do not agree in their 

perceptions and expectations of the leadership behavior of 

deans on both initiating structure and consideration. Al-

though student leaders perceive significantly less consid-

eration in the leadership behavior of deans than do other 

groups, there are no significant differences in the expected 

amount of consideration among the groups. The difference in 

the amount of initiating structure perceived and expected by 

student leaders and other groups is significant only for 

presidents. 
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Additional findings by Carson indicate that although 

student leaders perceive the leadership dimensions of 

initiating structure and consideration of deans to be almost 

equal, they expect significantly more consideration than 

initiating structure. Student leaders expect significantly 

more of both initiating structure and consideration than 

they perceive in the deans' leadership behavior. Because 

student leaders and department heads expect significantly 

more of both initiating structure and consideration than 

they perceive in the deans' behavior and because they 

perceive and expect less of both dimensions than do 

presidents, Carson recommends that deans need to put greater 

emphasis on both dimensions in their interpersonal relations 

with students and department heads. 

In 1966, Verbeke (50) investigated the leadership 

behavior of junior college academic deans as viewed by 22 

presidents, 22 deans, and 175 faculty members in twenty-two 

two-year junior colleges in Pennsylvania and New York. It 

was found that there are some important disagreements be-

tween the three reference groups' ratings of academic deans 

in both initiating structure and consideration. The great 

discrepancies exist between faculty members and the deans; 

the faculty members perceive and expect more consideration 

than initiating structure and in the leadership behavior of 

academic deans. Verbeke concludes that the major role-

conflict facing deans might be between them and their 
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faculty members. Thus, he recommends that deans seek an 

understanding of these differences and utilize the under-

standing in appropriate ways for achieving organizational 

goals. 

In 1967, Moloney (32) investigated the relationship 

between the perceptions and expectations of the leadership 

behavior of deans as seen by their vice-presidents, them-

selves, and selected faculty members. The results from the 

data analysis indicate that there were significant rela-

tionships between the perceptions of deans and faculty and 

between vice-presidents and faculty on the consideration 

dimension for the deans' perceived leadership behavior. 

Further analysis shows that there were no significant 

relationships among any of the three groups on expected 

leadership behavior. Each of the three respondent groups 

shows significant differences between their perceptions and 

expectations of the leadership behavior of the deans. 

In 1969, Lindermuth (27) made a study of self-

perceptions held by academic deans and the perceptions held 

of them by others. The LBDQ was administered to presidents, 

academic deans, administrators, division and department 

chairmen, and faculty members to assess the leadership 

behavior of the academic deans in terms of initiating 

structure and consideration. Lindermuth concludes that the 

deans' perception of their leadership differs significantly 

from the perceptions of the other respondent groups. As 
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groups, the respondents to the leadership behavior of the 

academic deans agreed on the perceived amounts of initiating 

structure and consideration. The most apparent agreement 

was observed from ratings between groups, particularly on 

the element of consideration. Academic deans disagree more 

among themselves on their perceived balance between 

initiating structure and consideration than do the members 

of all other respondent groups. 

In 1969, Schroeder (40) investigated the leadership 

behavior of department chairman as described by 52 deans, 

118 chairmen, and 161 faculty members in seventeen state 

institutions of higher education. He found that chairmen 

scored themselves significantly higher than the faculty on 

both the initiating structure and consideration dimensions 

of leadership behavior. He also found that faculty members, 

more so than deans, expect more consideration from the ideal 

chairman. Conversely, the deans expect more initiating 

structure from the ideal chairman than do the faculty. The 

findings also reveal that chairmen display significantly 

more ideal initiating structure than desired by the faculty 

members, but ideal consideration is viewed similarly by both 

groups. 

In 1973, Wagner (51) analyzed the LBDQ data he col-

lected from twenty-five administrative departments at 

Michigan State University. The results reveal that there 

were no differences between the scores of the leaders on the 
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LBDQ and the scores of their subordinates with regard to 

their perceptions of the leadership behavior of the college 

administrators# In addition, a comparison of sample means 

and standard deviations indicates that the LBDQ has the same 

degree of variability when employed in a higher education 

setting as it does when used in other types of 

organizations. 

In 1973, Carlson (3) conducted a study of the leader-

ship behavior of physical education department chairmen as 

perceived by themselves and their faculties in public in-

stitutions of higher education in the central district of 

the American Association for Health, Physical Education, and 

Recreation. He found no significant difference between the 

perceptions of the chairmen and faculties regarding the 

leadership behavior of chairmen. Consistently higher scores 

for consideration as compared to initiating structure 

indicates the importance of good human relations between 

chairmen and their faculties. 

In 1974, Cox (6) investigated superiors' and sub-

ordinates1 perceptions and expectations of the leadership 

behavior of deans of instruction. Initiating structure and 

consideration were the two dimensions analyzed for both real 

and ideal behavior. Responses were received from 199 

faculty members, 27 presidents, and 27 deans of the North 

Carolina Community College System. Cox found that faculty 

members do not agree with presidents concerning the real 
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leadership behavior of deans of instruction on the ini-

tiating structure dimension. However, faculty members agree 

with the presidents regarding the ideal leadership behavior 

of deans of instruction on initiating structure. On the 

dimension of construction, faculty members do not agree with 

presidents on the real and ideal leadership behavior of 

deans of instruction. The presidents feel more strongly 

than the faculty members that the deans should exhibit more 

leadership behavior that is indicative of the consideration 

dimension. 

Cox (6) found that faculty members do not agree with 

the deans of instruction concerning the real leadership 

behavior of the deans of instruction on initiating struc-

ture. The faculty members perceive the deans as exhibiting 

behavior that is less indicative of initiating structure 

than they desire it to be. However, faculty members agree 

with the deans of instruction pertaining to the ideal 

leadership behavior of the deans on initiating structure. 

Faculty members do not agree with the deans of instruction 

concerning the real and ideal leadership behavior of the 

deans on consideration. 

Cox (6) also found that presidents do not agree with 

the deans of instruction regarding the real leadership be-

havior of deans on initiating structure. However, presi-

dents agree with the deans of instruction concerning the 

ideal leadership behavior of the deans on initiating 
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structure. Presidents agree with deans of instruction 

respecting the real leadership behavior of the deans on the 

consideration dimension, but they do not agree as to the 

ideal leadership behavior on this same dimension. 

In 1975, Palmer (37) studied the leadership behavior of 

deans of instruction. The LBDQ was administered to 372 

community college educators. The data reveal that presi-

dents, deans of instruction, and division chairmen agree 

regarding the deans' real leadership behavior in terms of 

the dimensions of initiating structure and consideration. 

However, the deans of instruction and faculty senate members 

do not agree as to the deans' real leadership behavior in 

terms of either initiating stucture or consideration. All 

four respondent groups consider the real leadership behavior 

of the deans to be less than ideal in both dimensions. In 

the conclusions drawn from the study, it is evident that 

discrepancies exist between the viewpoints of superiors and 

subordinates in describing the leadership behavior of 

middle-level administrators. 

In 1976, Nicol (36) investigated the perceptions and 

expectations of academic deans' leadership behavior in 

community colleges and university branch campuses as viewed 

by their immediate superiors (chief executive officers) and 

their faculties. Nicol concludes that faculties and chief 

executive officers differ in their perceptions and expec-

tations of the leadership behavior of academic deans. 
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Faculties expect and perceive less initiating structure 

leadership behavior by the academic deans than do the chief 

executive officers. The chief executive officers perceive 

significantly more consideration by the academic deans than 

do faculties. Faculties expect and perceive less leadership 

behavior by the academic deans on both dimensions than do 

the deans. Conversely, deans expect and perceive sig-

nificantly more leadership behavior on both dimensions than 

faculties. Nicol also indicates that chief executive 

officers and academic deans do not differ in their expec-

tations and perceptions of the leadership behavior of the 

academic deans. 

In 1977, Munsell (35) studied whether or not teaching 

faculty, central administrators, and division chairpersons 

envision different leadership role expectations in regard to 

division chairpersons at Northeastern Oklahoma State 

University. A total of 153 teaching faculty members, 20 

central administrators, and 7 division chairpersons served 

as subjects for this study. The analysis of data reveals 

that there were no significant differences concerning the 

ideal division chairperson leadership role expectation for 

initiating structure and consideration behavior among the 

teaching faculty, central administrators, or division 

chairpersons. All three groups view the initiating struc-

ture and consideration dimensions as compatible forms of 

leadership behavior for the division chairpersons, and all 



40 

three groups associate effective ideal division chairperson 

leadership with high scores above the median on both dimen-

sions. However, central administrators expect slightly more 

initiating structure behavior by the division chairpersons 

than is expected by faculty members and division chair-

persons. Munsell also found that the teaching faculty 

expects slightly more consideration behavior than initiating 

structure behavior from division chairpersons. 

In 1978, Grill (13) investigated the expectations and 

perceptions reported by presidents, members of boards of 

trustees, and administrative staff members concerning the 

leadership behavior of selected Christian college presi-

dents. The data reveal that the presidents and staff 

members have similar expectations and perceptions relative 

to the ideal and real leadership behavior of Christian 

college presidents for initiating structure. The expecta-

tions of the trustees are significantly higher than either 

the presidents or staff members for the ideal leadership 

behavior of Christian college presidents for initiating 

structure although all three respondent groups have the same 

level of expectations for the ideal leadership behavior of 

Christian college presidents for consideration. The 

presidents report higher expectations for ideal 

consideration than initiating structure; the trustees have 

the same level of expectations in both dimensions although 

their perceptions are significantly higher than other 
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respondent groups for the real leadership behavior of 

Christian college presidents for initiating structure. The 

presidents and trustees have similar perceptions of the real 

leadership behavior of Christian college presidents for 

consideration, while staff members have lower perceptions. 

Hatfield (17) studied the leadership behavior of art 

supervisors in selected southeastern states in relation to 

their responsibility, authority, and attitudes toward 

managerial concepts. The data reveal that even though art 

supervisors report high degrees of perceived authority, 

responsibility, and positive attitudes toward managerial 

concepts, there were no significant relationships with the 

initiating structure dimension of their leadership behavior. 

There were statistically significant relationships between 

attitudes toward staffing, motivating subordinates, 

delegating, planning, and organizing and the consideration 

dimension of their leadership behavior. However, respon-

sibility and authority were not sufficient predictors of the 

consideration dimension of their leadership behavior. 

In 1979, Harris (16) investigated community college 

academic deans' leadership behavior as perceived by their 

superordinates and faculty members in selected colleges in 

Florida. Based on an analysis of the data, Harris found 

that the perceptions of the presidents appear to be the same 

as other groups regarding the academic deans' leadership 

behavior but differ from the selected faculty members in the 
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expectations for the ideal academic deans' leadership 

behavior. The academic deans agree with other groups as to 

both the perceptions and expectations of their leadership 

behavior. The perceptions of selected faculty members 

appear to be the same as other groups but differ from the 

presidents in the expectations for the academic deans1 

leadership behavior. 

In 1980, Karp (25) conducted a study to determine the 

multiple relationships of school size, school orientation, 

and the leadership behavior of the academic dean to school 

organizational climate as perceived by department chair-

persons in a state college system. The LBDQ was used to 

measure the chairpersons' perceptions of the academic deans' 

leadership behavior. The findings indicate that the 

leadership behavior of academic deans on both the initiating 

structure and consideration dimensions has the most 

important positive influence among the variables on the in-

tellectual achievements and individual growth of the 

schools' organizational climate. 

In 1980, Johnson (24) investigated the leadership 

behavior of community junior college business instructors as 

perceived and expected by themselves and students. The 

findings reveal that the perceptions and expectations of 

business instructors and students do not agree regarding the 

business instructors' leadership behavior on both the 

initiating structure and consideration dimensions. The 
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perceptions and expectations of students regarding the 

consideration dimension of business instructors1 leadership 

behavior are greater than those of the business instructors, 

whereas the perceptions and expectations of business 

instructors regarding the initiating structure dimension of 

their leadership behavior are greater than those of the 

students. Business instructors' perceptions agree in 

reference to their leadership behavior when number of 

management—oriented courses and years of business management 

experience are considered. Their expectations also agree in 

reference to their leadership behavior when years of 

teaching experience, number of management-oriented courses, 

and business management experience are considered. 

In 1981, Toulyati (49) investigated the expectations 

and perceptions of deans, chairmen, faculty members, and 

students of the leadership behavior of academic department 

chairmen at eighteen colleges and universities in Arkansas, 

Kansas, and Oklahoma. The LBDQ was employed to elicit the 

responses from the groups. The findings indicate that there 

are no significant differences between the perceptions of 

chairmen and deans as to both dimensions. Further, no 

significant differences were found between faculty members 

and chairmen for the ideal initiating structure. While 

faculty members disagree with chairmen only in their 

descriptions of the ideal consideration, the students 

disagree with chairmen in both dimensions of the leadership 
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behavior of academic department chairmen. Toulyati also 

found no significant differences between the descriptions of 

deans, chairmen, and faculty members with regard to real 

initiating structure, and no significant differences were 

found between the descriptions of chairmen, faculty members, 

and students with regard to real consideration. However, 

deans and students disagree with chairmen in their 

descriptions of real consideration and real initiating 

structure, respectively. While deans describe the real 

leadership behavior of the academic department chairmen as 

less considerate than is described by chairmen, students 

describe the real leadership behavior of academic department 

chairmen as being more initiating than is described by 

chairmen. 

In 1982, Gonzales (12) investigated the leadership be-

havior of selected bilingual program directors in 

California. Forty-one directors of bilingual programs and 

387 teaching staff members participated in this study. The 

data findings show that directors and teaching staff have a 

high perception of the consideration dimension of the di-

rectors' leadership behavior. Gonzales concludes that the 

leadership behavior of bilingual program directors con-

tributes to the perceived ineffectiveness of the programs. 

He suggests that the directors of California's bilingual 

programs should be equally concerned with both the ini-

tiating structure and the consideration dimensions of their 
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leadership behavior if they are to be perceived as effective 

by the public. 

Johns (23) conducted a study using the LBDQ to deter-

mine the leadership behavior of law school deans in the 

United States. Eighty-one deans and 1,001 faculty members 

from eighty-one schools approved by the American Bar As-

sociation participated in this study. The major finding 

reveals that the perceptions of the deans are significantly 

greater than those of the faculty members regarding the 

leadership behavior of the deans on both the initiating 

structure and consideration dimensions. Johns suggests that 

law school deans should utilize participative management, 

long-range planning, motivational techniques, and 

individualized leadership in dealing with their faculty 

members. 

Leadership Behavior Studies in Thailand 

The following LBDQ research studies are related to the 

study of leadership behavior of educational administrators 

in Thailand. 

Cooparat (5) conducted a study in 1978 to determine the 

relationship between the leadership behavior of elementary 

school principals and the organizational climate of schools 

in Bangkok-Thonburi metropolitan area using the LBDQ to 

assess the principals' leadership behavior. The findings 

reveal that the observed behavior of the elementary school 
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principals on both the initiating structure and 

consideration dimensions has a relationship with the organ-

izational climate. She also found that the elementary 

schools whose principals scored high on both dimensions are 

perceived by teachers as having a relatively open climate; 

conversely, elementary schools whose principals scored low 

on both dimensions are perceived by teachers as having a 

relatively closed climate. 

In 1979, Deoisres (9) investigated the organizational 

climate of selected schools and their principals' leadership 

behavior. A group of 286 secondary school teachers in 

Bangkok participated in the study. The data analyses in-

dicate that all of the teachers perceive their principals as 

being high in both the initiating structure and con-

sideration dimensions. Deoisres concludes that the teachers 

perceive their principals as effective leaders regardless of 

how they perceive their schools' organizational climate. 

In 1981, Hongham (21) studied the relationship between 

the deans' leadership style and the faculty's professional 

zone of acceptance as perceived by 192 faculty members at 

selected Thai universities. The LBDQ was used to assess the 

deans leadership style. Hongham found that faculty members 

who have high perceptions of their dean on both the 

initiating structure and consideration dimensions have the 

widest professional zone of acceptance, whereas faculty 

members who have a low perception of their dean on both 
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dimensions have the narrowest professional zone of accep-

tance. However, faculty members who have a high perception 

of their dean on initiating structure and a low perception 

on consideration have a wider professional zone of 

acceptance than those who perceived their dean as being low 

on the initiating structure dimension and high on the con-

sideration dimension. 

Summary 

The study of the relevant research and literature on 

leadership behavior in higher education institutions was 

undertaken in order to understand and explain the background 

of the study of leadership in terms of behavior. The 

principal elements of such specific past studies indicate 

that (a) initiating structure and consideration are 

important fundamental dimensions of leadership behavior, and 

(b) the LBDQ is a practical and useful instrument with which 

to obtain data that has clarity and provides accurate 

descriptions of these two dimensions of leadership behavior. 

The literature indicates that, normally, superiors and 

subordinates describe leadership patterns differently. 

Superiors tend to be more concerned with initiating struc-

ture dimension, whereas subordinates appear to be more 

concerned with the consideration dimension. Most studies 

indicate that there is no relationship between the way 

leaders perceive themselves, presently or ideally, and the 
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way in which their superiors and subordinates describe them. 

In other words, leaders have higher perceptions of their 

abilities and characteristics than are perceived by those 

with whom they work. 
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CHAPTER III 

METHODS AND PROCEDURES 

This chapter describes the methods and procedures 

utilized in the study. Included are the population of the 

study, description of the survey instrument, method of data 

collection, and an explanation of the statistical treatment 

of the data. 

The Population 

An attempt was made to obtain a response from all of 

the deans, chairpersons, and faculty members whose names 

were furnished by the rector of Silpakorn University, 

Bangkok, Thailand. There were 8 deans, 31 chairpersons, and 

392 faculty members who were employed full—time at Silpakorn 

University in 1982. At the time the survey instrument was 

administered, 32 faculty members were on leave to further 

their education in Thailand and abroad; they were not 

included in the study. 

The Survey Instrument 

The survey instrument used in this study was the Leader 

Behavior Description Questionnaire which was developed by 

the staff of the Personnel Research Board at the Ohio State 

University. (See Appendix D.) The LBDQ was employed to 
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ascertain the differences in the perceptions and 

expectations of deans, chairpersons, and faculty members 

regarding the leadership behavior of academic department 

chairpersons at Silpakorn University in Thailand. Two forms 

of the LBDQ were used, as follows: 

1. The LBDQ-Real, on which the respondents describe 

how they perceive the actual (real) behavior of the academic 

department chairpersons; 

2. The LBDQ-Ideal, on which the respondents describe 

how they expect or believe that the academic department 

chairpersons should behave (ideal behavior). With modified 

instruction, this same instrument was used to measure the 

chairpersons' own leadership ideology. 

The LBDQ has undergone many revisions and "has been 

used for research purposes in industrial, military, and 

educational settings" (3, p. 2). The LBDQ incorporates the 

two significant dimensions of leadership behavior of ini-

tiating structure and consideration. It is composed of 

thirty items, fifteen each for the two dimensions. Each 

item is scored on a scale of 4 = always, 3 • often, 2 = 

occasionally, 1 - seldom, and 0 — never. The theoretical 

range of scores on each dimension is from 0 to 60 (3, 

p. 1). Halpin (3, p. 1) indicates that the estimated re-

liability coefficient by the split-half method is .83 for 
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the initiating structure scores and .92 for the consider-

ation scores, when correction is made for attenuation with 

the Spearman-Brown formula. 

In order to administer the LBDQ to the deans, chair-

persons, and faculty members in Thailand, permission was 

requested to use the Thai version of the LBDQ that was 

translated by Deoisres (1) in 1979. The accuracy of the 

Thai version was verified by the panel of judges that con-

sisted of three administrators and four language instructors 

at universities in Thailand. 

Responses derived from the LBDQ reflect the perceptions 

and expectations of the deans, chairpersons, and faculty 

members regarding the leadership behavior of academic 

department chairpersons on both initiating structure and 

consideration dimensions. These derivations are shown in 

Table I. 

Data Collection 

The following procedures were used in data collection. 

1. An introductory letter was sent to the rector of 

Silpakorn University that briefly explained the purposes of 

the study and requested permission to conduct the study at 

Silpakorn University. (See Appendix A.) The permission was 

granted and the lists of deans, chairpersons, and faculty 

members were sent to the researcher at North Texas State 

University. (See Appendix B.) 
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2. The Thai version of the questionnaire was sent to 

two assistant researchers in Thailand during the 1982-1983 

school year. (See Appendix E.) A letter explaining the 

purposes and procedures was sent along with the question-

naire. The assistant researchers were informed concerning 

the guarantee of the anonymity of respondents. 

3. The assistant researchers distributed the ques-

tionnaire to 8 deans, 31 chairpersons, and 360 faculty mem-

bers at Silpakorn University. Each respondent received a 

cover letter of explanation from the researcher and a copy 

of the LBDQ. The letter emphasized that all data collected 

would be held and treated in strict confidence, that no 

participating individuals would be known to anyone but the 

researcher. The respondents were not asked to judge whether 

the behavior described is desirable or undesirable; they 

were asked only to describe how they think department 

chairpersons act (real) and how they think department 

chairpersons should act (ideal). However, no direct refer-

ence was made to either dimension of behavior under study. 

The instructions stated that the researcher was looking for 

data on the leadership behavior of academic department 

chairpersons, but no indication was given to indicate which 

aspects of behavior were to be investigated. Coded numbers 

were assigned to separate the responses from the deans, 

chairpersons, and faculty members. 
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4. Within two weeks, the assistant researchers col-

lected the questionnaire from the respondents. Those who 

had not responded received a follow-up letter and a second 

copy of the questionnaire. One week later, a second 

follow-up letter was sent to respondents whose questionnaire 

had not been returned. All completed questionnaires were 

mailed to the researcher at North Texas State University. 

The total number of persons in each group, the number of 

returns, and the percentage of returns are shown in Table 

II. 

TABLE II 

NUMBER AND PERCENTAGE OF RETURNS 

Population 
Total 

Number 
Number of 
Returns 

Percentage 
of Returns 

Deans 8 6 75.00 

Chairpersons 31 31 100.00 

Faculty Members 360 255 70.83 

Total 399 292 73.18 

The Statistical Treatment 

The returned questionnaires were manually checked for 

accuracy of completion. All data were punched on cards, and 

computation of all statistics involved in the study was done 
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by computer using a program at the North Texas State 

University Computing Center. 

Analysis of variance was selected for use as the ap-

propriate statistical technique to test the null hypotheses. 

According to Ferguson, "analysis of variance is used to test 

the significance of the differences between the means of a 

number of different populations" (2, p. 223). In this 

study, it was used to determine if there were significant 

differences between the perceptions and expectations of 

deans, chairpersons, and faculty members regarding the 

leadership behavior of academic department chairpersons at 

Silpakorn University. 

An F-ratio was used to determine the differences be-

tween respondent groups on the real and ideal dimensions, 

and between the initiating structure and consideration 

dimensions. All hypotheses were tested at the .05 level of 

significance for a two tailed test. 
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CHAPTER IV 

ANALYSIS OF THE DATA 

Introduction 

This chapter presents the analysis of data obtained by 

administering the Leader Behavior Description Questionnaire 

to 8 deans, 31 chairpersons, and 360 faculty members at 

Silpakorn University in Thailand. Actual returns were re-

ceived from 6 deans (75.00%), 31 chairpersons (100.00%), and 

255 faculty members (70.83%). These percentages were re-

quired in order to carry out the purposes of the study as 

stated in Chapter I. 

The four scores that were generated from each respon-

dent are (1) the real (perceived) initiating structure, (2) 

the real (perceived) consideration, (3) the ideal (expected) 

initiating structure, and (4) the ideal (expected) 

consideration. The range of scores is from zero to sixty 

for each dimension for each respondent. 

Responses on the Initiating Structure 
Dimension of Leadership Behavior 

The mean and standard deviation scores for perceptions 

and expectations of each respondent group regarding initia-

ting structure dimension of the academic department chair-

persons' leadership behavior are presented in Table III. 
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TABLE III 

THE REAL AND IDEAL INITIATING STRUCTURE DIMENSION FOR 
DEPARTMENT CHAIRPERSONS AS DESCRIBED BY THE 

THREE GROUPS OF RESPONDENTS 

Deans 
(N=6) 

Chairpersons 
(N=31) 

Faculty Members 
(N=255) 

Scores Real Ideal Real Ideal Real Ideal 

Mean 31.83 49.17 35.90 40.77 30.61 42.02 

S.D. 11.84 3.87 8.19 6.50 9.76 5.95 

Initiating structure refers to the behavior of the depart-

ment chairpersons in attempting to establish well-defined 

patterns of organization, channels of communication, and 

ways of getting his job done. 

As indicated by the data in Table III, the mean scores 

of the three respondent groups for the ideal dimension of 

initiating structure for academic department chairpersons 

are greater than the mean scores for the real dimension. 

The mean score of the expectations (ideal) of the deans is 

49.17 on this dimension. The mean score of chairpersons is 

40.77 on the ideal initiating structure dimension, and the 

mean score of the faculty members is 42.02. The mean score 

of the perceptions (real) of the deans is 31.83. The mean 

score of the chairpersons is 35.90, and the mean score of 

the faculty members on the real initiating structure 

dimension is 30.61. Inferential statistical treatment 
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of these data is reported in Tables V, VI, IX, X, XIII, 

and XIV. 

Responses on the Consideration Dimension 
of Leadership Behavior 

The mean and standard deviation scores for the per-

ceptions and expectations of each respondent group regarding 

the consideration dimension of the academic department 

chairpersons' leadership behavior are presented in Table IV. 

The consideration dimension refers to behavior that 

indicates friendship, mutual trust, respect, and warmth in 

relationships between academic department chairpersons and 

the other respondent groups. 

TABLE IV 

THE REAL AND IDEAL CONSIDERATION DIMENSION FOR 
DEPARTMENT CHAIRPERSONS AS DESCRIBED BY THE 

THREE GROUPS OP RESPONDENTS 

Deans 
(N=6) 

Chairpersons 
(N=31) 

Faculty Members 
(N=255) 

Scores Real Ideal Real Ideal Real Ideal 

Mean 35.17 52.67 46.71 50.48 40.44 49.21 

S.D. 6.55 4.18 6.27 5.58 10.85 6.25 

As indicated by the data in Table IV, the mean scores 

of all three respondent groups for the ideal consideration 

dimension for academic department chairpersons are greater 
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than the mean scores for the real dimension. The mean score 

of the expectations (ideal) of the deans is 52.67 on this 

dimension. The mean score of chairpersons on the ideal 

consideration dimension is 50.48, and the mean score of the 

faculty members is 49.21. The mean score of the perceptions 

(real) of the deans is 35.17. The mean score of the 

chairpersons is 46.71, and the mean score of the faculty 

members on the real consideration dimension is 40.44. 

Inferential statistical treatment of these data is reported 

in Tables VII, VIII, XI, XII, XV, and XVI. In summary, as 

indicated by the data in Tables III and IV, the mean 

expectations (ideal) of all respondent groups are greater 

than their mean perceptions (real) of the leadership be-

havior of academic department chairpersons for both the 

initiating structure and the consideration dimensions. 

Analysis of Data in Relationship to the 
Research Hypotheses 

These data are presented in the order in which the null 

hypotheses were developed from the research hypotheses as 

stated in Chapter I. One way analysis of variance was used 

to test all twelve null hypotheses at the .05 level of 

significance for a two—tailed test. An F—test was used to 

determine if there were any significant differences in the 

ratings between deans and chairpersons, between chair-

persons and faculty members, and between deans and faculty 
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members for data on the real and ideal descriptions of 

leadership behavior as stated in the purposes of this study, 

Research Hypothesis One 

Research hypothesis one predicts that there will be a 

difference between deans and faculty members in their 

ratings of chairpersons' leadership behavior in the real 

(perceived) dimension of initiating structure. The data in 

Table V indicate that there is no statistically significant 

difference between the perceptions of deans and faculty 

members on this dimension. Therefore, the null hypothesis 

is retained. The perceptions of the deans are the same as 

those of the faculty members with regard to the leadership 

behavior of academic department chairpersons in the real 

initiating structure dimension. 

TABLE V 

ANALYSIS OF VARIANCE FOR REAL INITIATING STRUCTURE 
SCORES BETWEEN DEANS AND FACULTY MEMBERS 

Source of 
Variation 

Degrees of 
Freedom 

Sum of 
Squares 

Mean 
Square 

F 

Between Groups 1 8.80 8.80 
.09 

Within Groups 259 24915.05 96.20 
.09 

Total 260 24923.85 
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Two 

Research hypothesis two predicts that there will be a 

difference between deans and faculty members in their 

ratings of chairpersons' leadership behavior in the ideal 

(expected) dimension of initiating structure. The data in 

Table VI indicate that there is no statistically significant 

difference between the expectations of deans and faculty 

members on this dimension. Therefore, the null hypothesis 

is rejected. The expectations of the deans are greater than 

those of the faculty members with regard to the leadership 

behavior of academic department chairpersons in the ideal 

initiating structure dimension. 

TABLE VI 

ANALYSIS OF VARIANCE FOR IDEAL INITIATING STRUCTURE 
SCORES BETWEEN DEANS AND FACULTY MEMBERS 

Source of 
Variation 

Degrees of 
Freedom 

Sum of 
Squares 

Mean 
Square 

F 

Between Groups 1 2 9 9 . 2 2 2 9 9 . 2 2 

Within Groups 2 5 9 9 0 8 0 . 4 0 3 5 . 0 6 
8 . 5 3 * 

Total 

n n i o 

2 6 0 9 3 7 9 . 6 2 
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Research Hypothesis Three 

Research hypothesis three predicts that there will be a 

difference between deans and faculty members in their 

ratings of chairpersons' leadership behavior in the real 

(perceived) dimension of consideration. The data in Table 

VII indicate that there is no statistically significant 

difference between the perceptions of deans and faculty 

members on this dimension. Therefore, the null hypothesis 

is retained. The perceptions of the deans are the same as 

those of the faculty members with regard to the leadership 

behavior of academic department chairpersons in the real 

consideration dimension. 

TABLE VII 

ANALYSIS OF VARIANCE FOR REAL CONSIDERATION SCORES 
BETWEEN DEANS AND FACULTY MEMBERS 

Source of 
Variation 

Degrees of 
Freedom 

Sum of 
Squares 

Mean 
Square 

F 

Between Groups 1 163.14 163.14 
1.40 

Within Groups 259 30111.42 116.26 
1.40 

Total 260 30274.56 
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Research Hypothesis Four 

Research hypothesis four predicts that there will be a 

difference between deans and faculty members in their 

ratings of chairpersons' leadership behavior in the ideal 

(expected) dimension of consideration. The data in Table 

VIII indicate that there is no statistically significant 

difference between the expectations of deans and faculty 

members on this dimension. Therefore, the null hypothesis 

is retained. The expectations of the deans are the same as 

those of the faculty members with regard to the leadership 

behavior of academic department chairpersons in the ideal 

consideration dimension. 

TABLE VIII 

ANALYSIS OF VARIANCE FOR IDEAL CONSIDERATION SCORES 
BETWEEN DEANS AND FACULTY MEMBERS 

Source of 
Variation 

Degrees of 
Freedom 

Sum of 
Squares 

Mean 
Square 

F 

Between Groups 1 70.12 70.12 

Within Groups 259 10017.06 38.68 
1.81 

Total 260 10087.18 
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Five 

Research hypothesis five predicts that there will be a 

difference between deans and faculty members in their 

ratings of chairpersons' leadership behavior in the real 

(perceived) dimension of initiating structure. The data in 

Table IX indicate that there is no statistically significant 

difference between the perceptions of deans and chairpersons 

on this dimension. Therefore, the null hypothesis is 

retained. The perceptions of the deans are the same as 

those of the chairpersons with regard to the leadership 

behavior of academic department chairpersons in the real 

initiating structure dimension. 

TABLE IX 

ANALYSIS OF VARIANCE FOR REAL INITIATING STRUCTURE 
SCORES BETWEEN DEANS AND CHAIRPERSONS 

Source of 
Variation 

Degrees of 
Freedom 

Sum of 
Squares 

Mean 
Square 

F 

Between Groups 1 83.26 83.26 
1.07 

Within Groups 35 2713.54 77.53 
1.07 

Total 36 2796.80 
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Research Hypothesis six 

Research hypothesis six predicts that there will be a 

difference between deans and chairpersons in their ratings 

of chairpersons' leadership behavior in the ideal (expected) 

dimension of initiating structure. The data in Table X 

indicate that there is a statistically significant 

difference between the expectations of deans and 

chairpersons on this dimension. Therefore, the null 

hypothesis is rejected. The expectations of the deans are 

greater than those of the chairpersons with regard to the 

leadership behavior of academic department chairpersons in 

the ideal initiating structure dimension. 

TABLE X 

ANALYSIS OF VARIANCE FOR IDEAL INITIATING STRUCTURE 
SCORES BETWEEN DEANS AND CHAIRPERSONS 

Source of 
Variation 

Degrees of 
Freedom 

Sum of 
Squares 

Mean 
Square 

F 

Between Groups 1 354.06 354.06 

Within Groups 35 1342.25 38.35 
9.23* 

Total 

* 1 - . / n r M K 

36 1696.31 
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Research Hypothesis Seven 

Research hypothesis seven predicts that there will be a 

difference between deans and chairpersons in their ratings 

of chairpersons1 leadership behavior in the real (perceived) 

dimension of consideration. The data in Table XI indicate 

that there is a statistically significant difference between 

the perceptions of deans and chairpersons on this dimension. 

Therefore, the null hypothesis is rejected. The perceptions 

of the deans are less than those of the chairpersons with 

regard to the leadership behavior of academic department 

chairpersons in the real (perceived) consideration 

dimension. 

TABLE XI 

ANALYSIS OF VARIANCE FOR REAL CONSIDERATION SCORES 
BETWEEN DEANS AND CHAIRPERSONS 

Source of 
Variation 

Degrees of 
Freedom 

Sum of 
Squares 

Mean 
Square 

F 

Between Groups l 6 6 9 . 8 1 6 6 9 . 8 1 

Within Groups 35 1395 .22 3 9 . 8 6 
16 .80* 

Total 

nnni 

36 2065 .03 
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Research Hypothesis Eight 

Research hypothesis eight predicts that there will be a 

difference between deans and chairpersons in their ratings 

of chairpersons' leadership behavior in the ideal (expected) 

dimension of consideration. The data in Table XII indicate 

that there is no statistically significant difference 

between the expectations of deans and chairpersons on this 

dimension. Therefore, the null hypothesis is retained. The 

expectations of the deans are the same as those of the 

chairpersons with regard to the leadership behavior of 

academic department chairpersons in the ideal consideration 

dimension. 

TABLE XII 

ANALYSIS OF VARIANCE FOR IDEAL CONSIDERATION SCORES 
BETWEEN DEANS AND CHAIRPERSONS 

Source of 
Variation 

Degrees of 
Freedom 

Sum of 
Squares 

Mean 
Square 

F 

Between Groups 1 23.94 23.94 
.82 

Within Groups 35 1021.07 29.17 
.82 

Total 36 1045.01 
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Egsearch Hypothesis Nine 

Research hypothesis nine predicts that there will be a 

difference between faculty members and chairpersons in their 

ratings of chairpersons' leadership behavior in the real 

(perceived) dimension of initiating structure. The data in 

Table XIII indicate that there is statistically significant 

difference between the perceptions of faculty members and 

chairpersons on this dimension. Therefore, the null 

hypothesis is rejected. The perceptions of the chairpersons 

are greater than those of the faculty members with regard to 

the leadership behavior of academic department chairpersons 

in the real initiating structure dimension. 

TABLE XIII 

ANALYSIS OP VARIANCE FOR REAL INITIATING STRUCTURE 
SCORES BETWEEN FACULTY MEMBERS AND CHAIRPERSONS 

Source of 
Variation 

Degrees of 
Freedom 

Sum of 
Squares 

Mean 
Square 

F 

Between Groups 1 773.92 773.92 

Within Groups 284 26227.92 92.35 
8.38* 

Total 285 27000.84 

*p<.0041. 



76 

Research Hypothesis Ten 

Research hypothesis ten predicts that there will be a 

difference between faculty members and chairpersons in their 

ratings of chairpersons' leadership behavior in the ideal 

(expected) dimension of initiating structure. The data in 

Table XIV indicate that there is no statistically 

significant difference between the expectations of faculty 

members and chairpersons on this dimension. Therefore, the 

null hypothesis is retained. The expectations of the 

faculty members are the same as those of the chairpersons 

with regard to the leadership behavior of academic 

department chairpersons in the ideal initiating structure 

dimension. 

TABLE XIV 

ANALYSIS OF VARIANCE FOR IDEAL INITIATING STRUCTURE 
SCORES BETWEEN FACULTY MEMBERS AND CHAIRPERSONS 

Source of 
Variation 

Degrees of 
Freedom 

Sum of 
Squares 

Mean 
Square 

F 

Between Groups 1 43.18 43.18 

Within Groups 284 10272.98 36.17 
1.19 

Total 285 10316.16 
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Research hypothesis eleven predicts that there will be 

a difference between faculty members and chairpersons in 

their ratings of chairpersons* leadership behavior in the 

real (perceived) dimension of consideration. The data in 

Table XV indicate that there is a statistically significant 

difference between the perceptions of faculty members and 

chairpersons on this dimension. Therefore, the null 

hypothesis is rejected. The perceptions of the chairpersons 

are greater than those of the faculty members with regard to 

the leadership behavior of academic department chairpersons 

in the real consideration dimension. 

TABLE XV 

ANALYSIS OP VARIANCE FOR REAL CONSIDERATION SCORES 
BETWEEN FACULTY MEMBERS AND CHAIRPERSONS 

Source of 
Variation 

Degrees of 
Freedom 

Sum of 
Squares 

Mean 
Square 

F 

Between Groups 1 1085.35 1085.35 

Within Groups 284 31076.97 109.43 
9.92* 

Total 285 32162.32 

*p<.0018. 
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Research 

Research hypothesis twelve predicts that there will be 

a difference between faculty members and chairpersons in 

their ratings of chairpersons1 leadership behavior in the 

ideal (expected) dimension of consideration. The data in 

Table XVI indicate that there is no statistically 

significant difference between the expectations of faculty 

members and chairpersons on this dimension. Therefore, the 

null hypothesis is retained. The expectations of the 

faculty members are the same as those of the chairpersons 

with regard to the leadership behavior of academic 

department chairpersons in the ideal consideration 

dimension. 

TABLE XVI 

ANALYSIS OF VARIANCE FOR IDEAL CONSIDERATION SCORES 
BETWEEN FACULTY MEMBERS AND CHAIRPERSONS 

Source of Degrees of Sum of Mean F 
Variation Freedom Squares Square 

Between Groups 1 45.06 45.06 

Within Groups 
1.18 

Within Groups 284 10863.47 38.25 
1.18 

Total 285 10908.53 
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Summary 

The analysis of data obtained for this study reveals 

that the null hypotheses one, three, four, five, eight, ten, 

and twelve are retained. The F-ratio obtained in regard to 

these hypotheses are not statistically significant. The 

null hypotheses two, six, seven, nine, and eleven are 

rejected since there are statistically significant 

differences. A detailed summary of the findings, the 

conclusions, and recommendations for future research are 

presented in Chapter V. 



CHAPTER V 

SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS 

FOR FUTURE RESEARCH 

Summary 

The major purpose of this study was to compare the per-

ceptions and expectations of groups of deans, chairpersons, 

and faculty members regarding the leadership behavior of 

academic department chairpersons at Silpakorn University in 

Thailand. The leadership behavior of the academic depart-

ment chairpersons was defined in terms of the initiating 

structure dimension and the consideration dimension. 

Initiating structure refers to the behavior of the academic 

department chairpersons in their attempting to establish 

well-defined patterns of organization, channels of 

communication, and ways of getting the job done. The con-

sideration dimension refers to behavior that indicates 

friendship, mutual trust, respect, and warmth in relation-

ships between academic department chairpersons and other 

groups. 

The data needed to test the hypotheses consists of 

responses from the Leader Behavior Description Questionnaire 

that was administered to 6 deans, 31 chairpersons, and 255 

faculty members who were employed at Silpakorn University in 

80 
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Thailand during the 1982-1983 school year. The four scores 

that were generated from the respondents' answers on the 

LBDQ are (a) the real (perceived) initiating structure, (b) 

the real (perceived) consideration, (c) the ideal (expected) 

initiating structure, and (d) the ideal (expected) consider-

ation. 

In order to accomplish the purposes of this study, 

twelve research hypotheses were formulated. The analysis of 

variance was used to test each of the null hypotheses at the 

.05 level of significance. 

The findings that resulted from the statistical analy-

ses are as follows: 

1. The perceptions of the deans do not differ sig-

nificantly from those of the faculty members regarding the 

real leadership behavior of academic department chairpersons 

in the initiating structure dimension. 

2. The expectations of the deans are significantly 

greater than those of the faculty members regarding the 

ideal leadership behavior of academic department chair-

persons in the initiating structure dimension. 

3. The perceptions of the deans do not differ sig-

nificantly from those of the faculty members regarding the 

real leadership behavior of the academic department chair-

persons in the consideration dimension. 

4. The expectations of the deans do not differ sig-

nificantly from those of the faculty members regarding the 
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ideal leadership behavior of academic department chair-

persons in the consideration dimension. 

5. The perceptions of the deans do not differ sig-

nificantly from those of the chairpersons regarding the real 

leadership behavior of academic department chairpersons in 

the initiating structure dimension. 

6. The expectations of the deans are significantly 

greater than those of the chairpersons regarding the ideal 

leadership behavior of academic department chairpersons in 

initiating structure dimension. 

7. The perceptions of the deans are significantly less 

than those of the chairpersons regarding the real leadership 

behavior of academic department chairpersons in the consid-

eration dimension. 

8. The expectations of the deans do not differ sig-

nificantly from those of the chairpersons regarding the 

ideal leadership behavior of academic department chair-

persons in the consideration dimension. 

9. The perceptions of the chairpersons are sig-

nificantly greater than those of the faculty members regard-

ing the real leadership behavior of academic department 

chairpersons in the initiating structure dimension. 

10. The expectations of the chairpersons do not 

differ significantly from those of the faculty members re-

garding the ideal leadership behavior of academic department 

chairpersons in the initiating structure dimension. 
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11. The perceptions of the chairpersons are sig-

nificantly greater than those of the faculty members re-

garding the real leadership behavior of academic department 

chairpersons in the consideration dimension. 

12. The expectations of the chairpersons do not differ 

significantly from those of the faculty members regarding 

the ideal leadership behavior of academic department chair-

persons in the consideration dimension. 

Conclusions 

Based on the findings from this study, the following 

conclusions appear to be warranted: 

1. In regard to the initiating structure dimension of 

academic department chairpersons' leadership behavior, which 

encompasses the chairpersons' abilities to organize, 

communicate, and complete projects. 

a. Since the faculty members have the lowest re-

gard for these leadership abilities of chair-

persons, and the chairpersons have the highest 

regard for their own abilities, it appears 

that the chairpersons need to reevaluate this 

dimension of their leadership in relation to 

faculty members; 

b. Since, ideally, the deans would like the 

chairpersons to have and display a greater 

dimension of their initiating structure 

abilities, there is reason to believe that 
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the chairpersons are not fulfilling this 

dimension of the leadership expectations of 

their deans; 

c. In brief, therefore, the chairpersons per-

ceive themselves as being better leaders for 

the initiating structure dimension than, 

apparently, they are. The chairpersons also 

believe that they would not have to improve 

these abilities as much as is believed neces-

sary by their deans in order to attain ideal 

behavior for this dimension. 

2. In regard to the consideration dimension of aca-

demic department chairpersons' leadership behavior, which 

encompasses their abilities to inspire friendship, trust, 

and respect, and to project a warmth into relationships, the 

following seems to be appropriate: 

Since the deans have the lowest regard for these lead-

ership characteristics of chairpersons, and the chairpersons 

have the highest regard for their own characteristics, it 

appears that the chairpersons need to improve the 

characteristics of this dimension of their leadership in 

relation to both deans and faculty members; therefore, it 

appears that the chairpersons perceive themselves as being 

more charismatic than, apparently, they are. 
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Recommendations for Future Research 

Based on the findings and conclusions of this study, 

the following recommendations for future research are made: 

Parallel studies need to be made of the other 

personnel on a similar level in the organizational 

structure. 

2. A replication of the present study using different 

leadership instruments would serve to further validate the 

findings. 

3. A replication of the present study should be made 

for other institutions of higher education in Thailand. 

4. A replication of the present study incorporating 

personal variables of respondent groups should prove to be 

of value. 
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P.O.BOX 8459 NT.STATION 
Denton,Texas 76203 
U.S.A. 

9 jjqmau 2525 

î au aBnn̂ iimiM'nwa'iaaSaihfH 

v v 

mwi^n inas>j?fa ft^fnw unSntnil̂ pjan lan aim Higher 
Education Administration cu North Texas State University Srmuslu'Uua:: 

" Perceptions and Expectations of Deans,Chairpersons, 
and Faculty Members Regarding Leadership Behavior of Academic Depart-
ment chairperson at Silpakorn University in Thailand " Twajĵ ŵ tiiiinalfly 
aaiwauJ-?aiHnaiJ perceptions uas expectations tiântuiin WTWinfiiĤ un tias 
fwmsma ifiaTnuwijSfiminâ ûT naMvfiminfnn̂ unluijiin̂ wanaâ aijTfî  
watia-jmiT̂ au qs iStnJ-sslatfuwaiJwni'iB'iSB̂aiJnfrs i3uatn>sinn 

. „ , lunT5UBn»ii5n?\jlfrlBaayq,n«wnnT?̂ ?a uaznamujay 
fiT5̂ RsJ>3tJayaR̂ waliJu 

1 . maflauassntnu ntuun fowirijn*ntnqmnu luuvmyianaa 
fiaiJnm 

, 2» naSauasVimu fliun^n^aiJ^s^bvlilfiijStf-m^tiajj'luiitusu Tpia 
utmiuuunasfnfnm qnflfus 

3 . -it iSaunTs laanwMuas/H^aiw'vjBtffontjhfnpnin lujjvniwanaa 
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QF POLICY 

Concerning the Leader Behavior Description Question-
naire and Related Forms. 

Permission is granted without formal request to use the 
Leader Behavior Description Questionnaire and other related 
forms developed at the Ohio State University, subject to the 
following conditions: 

1* Ussi The forms may be used in research projects. 
They may not be used for promotional acti-
vities or for producing income on behalf of 
individuals or organizations other than the 
Ohio State University. 

2. Adaptation and Revision: The directions and the 
form of the items may be adapted to speci-
fic situations when such steps are con-
sidered desirable. 

Lion: Sufficient copies for a specific 
reseach project may be duplicated. 

AH dissertations: Copies of the ques-
tionnaire may be included in theses and 
dissertations. Permission is granted for 
the duplication of such dissertations when 
filed with the University Microfilms Ser-
vice at Ann Arbor, Michigan 48106 U.S.A. 

5. Copyrjgfot: In granting permission to modify or 
duplicate the questionnaire, we do not 
surrender our copyright. Duplicated 
questionnaires and all adaptations should 
contain the notation "Copyright, 1 9 — , by 
the Ohio State University." 

6. Inquiries: Communications should be addressed 
to: 

College of Admin Science 
Support Services 
The Ohio State University 
1775 College Road 
Columbus, OH 43210 H.&.&. 

1979 



APPENDIX D 

Leader Behavior Description Questionnaire 

92 



93 

LEADER BEHAVIOR DESCRIPTION QUESTIONNAIRE-REAL 

DIRECTIONS: 

a. READ each item carefully. 
b. THINK about how frequently the leader engages in 

the behavior described by the item. 
c. DECIDE whether he always, often, occasionally, 

seldom, or never acts as described by the item. 
d. DRAW A CIRCLE around one of the five numbers 

following the item to show the answer you have 
selected. 

0 Never 
1 Seldom 
2 Ocassionally 
3 Often 
4 Always 

1. He makes his attitudes clear to the 
group. 0 1 2 3 4 

2. He tries out his new ideas with the 
group. 0 1 2 3 4 

3. He rules with an iron hand. 0 1 2 3 4 

4. He criticizes poor work. 0 1 2 3 4 

5. He speaks in a manner not to be 
questioned. 0 1 2 3 4 

6. He assigns group members to particu-
lar tasks. 0 1 2 3 4 

7. He works without a plan. 0 1 2 3 4 

8. He maintains definite standards of 
performance. 0 1 2 3 4 

9. He emphasizes the meeting of 
deadlines. 0 1 2 3 4 

10. He encourages the use of uniform 
procedures. 0 1 2 3 4 

11. He makes sure that his part in the 
organization is understood by group 
members. 0 1 2 3 4 

12. He asks that group members follow 
standard rules and regulations. 0 1 2 3 4 
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0 Never 
1 Seldom 
2 Ocassionally 
3 Often 
4 Always 

13. He lets group members know what is 
expected of them. 0 1 2 3 4 

14. He sees to it that group members are 
working up to capacity. 0 1 2 3 4 

15. He sees to it that the work of group 
members is coordinated. 0 1 2 3 4 

16. He does personal favors for group 
members. 0 1 2 3 4 

17. He does little things to make it 

pleasant to be a member of the group. 0 1 2 3 4 

18. He is easy to understand. 0 1 2 3 4 

19. He finds time to listen to group 
members. 0 1 2 3 4 

20. He keeps to himself. 0 1 2 3 4 

21. He looks out for the personal wel-
fare of individual group members. 0 1 2 3 4 

22. He refuses to explain his actions. 0 1 2 3 4 

23. He acts without consulting the group. 0 1 2 3 4 

24. He is slow to accept new ideas. 0 1 2 3 4 

25. He treats all group members as his 

equals. 0 1 2 3 4 

26. He is willing to make changes. 0 1 2 3 4 

27. He is friendly and approachable. 0 1 2 3 4 

28. He makes group members feel at ease 
when talking with him. 0 1 2 3 4 

29. He puts suggestion made by the group 
into operation. 0 1 2 3 4 

30. He gets group approval on important 
matters before going ahead. 0 1 2 3 4 
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LEADER BEHAVIOR DESCRIPTION QUESTIONNAIRE-IDEAL 

DIRECTIONS: 

a. READ each item carefully. 
b. THINK about how frequently the leader SHOULD 

engage in the behavior described by the item. 
c. DECIDE whether he SHOULD always, often, oc-

casionally, seldom or never act as described by 
the item. 

d. DRAW A CIRCLE around one of the five numbers to 
show the answer you have selected. 

0 Never 
1 Seldom 
2 Occasionally 
3 Often 
4 Always 

What the IDEAL leader SHOULD do: 

1. Make his attitude clear to the group. 0 1 2 3 4 

2. Try out his new ideas with the group. 0 1 2 3 4 

3. Rule with an iron hand. 0 1 2 3 4 

4. Criticize poor work. 0 1 2 3 4 

5. Speak in a manner not to be 
questioned. 0 1 2 3 4 

6. Assign group members to particular 

tasks. 0 1 2 3 4 

7. Work without a plan. 0 1 2 3 4 

8. Maintain definite standards of 
performance. 0 1 2 3 4 

9. Emphasize the meeting of deadlines. 0 1 2 3 4 

10. Encourage the use of uniform pro-
cedures. 0 1 2 3 4 

11. Make sure that his part in the or-
ganization is understood by group 
members. 0 1 2 3 4 

12. Ask that group members follow standard 
rules and regulations. 0 1 2 3 4 
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0 — - — N e v e r 
1 Seldom 
2 Occasionally 
3 Often 
4 Always 

13. Let group members know what is expected 
of them. 

14. See to it that group members are 
working up to capacity. 

15. See to it that the work of group 
members is coordinated. 

16. Do personal favors for group members. 

17. Do little things to make it pleasant 
to be a member of the group. 

18. Be easy to understand. 

19. Find time to listen to group members. 

20. Keep to himself. 

21. Look out for the personal welfare of 
individual group members. 

22. Refuse to explain his actions. 

23. Act without consulting the group. 

24. Be slow to accept new ideas. 

25. Treat all group members as his equal. 

26. Be willing to make changes. 

27. Be friendly and approachable. 

28. Make group members feel at ease when 
talking with him. 

29. Put suggestions made by the group 
into operation. 

30. Get group approval on important 
matters before going ahead. 

0 1 

0 1 

0 1 

0 1 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

1 

1 

1 

1 

1 

1 

1 

1 

1 

1 

1 

0 1 

0 1 

0 1 

2 3 4 

2 3 4 

2 3 4 

2 3 4 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

3 4 

3 4 

3 4 

3 4 

3 

3 

3 

3 

3 

3 

3 

4 

4 

4 

4 

4 

4 

4 

2 3 4 

2 3 4 

2 3 4 
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*ltifn-5û vn-5N3nu 

30 uafma iwuflau^nnfwi^n-satu i^a\j 

si n ••] n a ti t( ̂  ̂ tin 1,1J1J gij S 

-



104 

uuusfaucnu 
Rati?! 1 uuusiaijfnjjmnyHfl imuf(snnuMf|Rn̂ ,sinj0'dHt4n 

(THE LEADER BEHAVIOR DESCRIPTION QUESTIONNAIRE - REAL) 
flauusunlun-naaumjuaaija'nj 

1. Ttjmanuvan'i'iuluutiijaatjnnuunastiaau'ioln-inia'juaŝ aunaij 
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CLASSIFICATION OF HIGHER EDUCATION INSTITUTIONS* 

Control The Office of 
University Affairs 

The Education Ministry 
and Others 

Support 

-p 
a a) g 
£ 
S-l 
(D > 
O 
u 

-p 

d 
i a) 
c > 
o o 
s o 

Government 
Universities 

11 universities 
3 institutes 

Private 

10 private 
colleges 

Government Colleges 

Education Ministry 
1 college of technology and 

vocational education with 
28 campuses 

32 vocational and technical 
colleges 

3 commercial colleges 
13 agricultural colleges 
36 teacher training colleges 
7 physical education colleges 
1 dramatic arts college 
1 fine arts college 

Public Health Ministry 
7 nursing colleges 

Other Ministries 
4 military/police academies 
2 military/police nursing 

schools 
10 other ministries schools 
1 nursing college under 

Bangkok Metropolitan 
Administration 

Private Specialized Institu-
tions 

1 nursing college of the 
Bangkok Seventh Day Ad-
ventist Hospital 

2 Buddhist colleges 
1 Asian Institute of Tech-

nology 

•Adapted from Sippanondha Ketudat and others, Systems of 
Higher Education! Thailand. 1978, p. 8. 
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SILPAKORN UNIVERSITY 

BANGKOK CAMPUS 

1. FACULTY OP PAINTING, SCULPTURE, AND GRAPHIC ARTS 

Department of Painting 
Department of Sculpture 
Department of Graphic Arts 
Department of Thai Arts 

2. FACULTY OF ARCHITECTURE 

Department of Architectural Technology 
Department of Related Arts and Architecture 
Department of Architecture 
Department of Urban Design and Planning 

3. FACULTY OF ARCHAEOLOGY 

Department of Archaeology 
Department of Arts History 
Department of Oriental Languages 
Department of Western Languages 
Department of Anthropology 

4. FACULTY OF DECORATIVE ARTS 

Department of Applied Art Studies 
Department of Interior Designs 
Department of Visual Communication Designs 
Department of Product Designs 

5. GRADUATE SCHOOL 

NAKHON PATHOM CAMPUS 

1. FACULTY OF ARTS 

Department of History 
Department of Geography 
Department of Thai Language 
Department of English Language 
Department of French Language 
Department of German Language 
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2. FACULTY OF EDUCATION 

Department of Educational Administration and 
Supervision 

Department of Psychology and Guidance 
Department of Educational Foundations 
Department of Curriculum and Methodology 

3. FACULTY OF SCIENCE 

Department of Mathematics 
Department of Chemistry 
Department of Biology 
Department of Physics 



BIBLIOGRAPHY 

Books 

Cribbin, James J., Effective Managerial Leadershipf New 
York, American Management Association, Inc., 1972. 

Davis, Keith, Human Behavior at Work. New York, McGraw-
Hill Book Company, 1972. 

Ferguson, George A., Statistical Analyses in Psychology 
and Education, New York, McGraw-Hill Book Company, 
1976. 

Fiedler, Fred E., & Theory of Leadership Effectiveness r 
New York, McGraw-Hill Book Company, 1967. 

Halpin, Andrew W., Manual for the Leader Behavior De-
scription Questionnaire. Columbus, The Ohio State 
University Press, 1957. 

Halpin, Andrew W., Theory and Research in Administration r 
New York, The Macmillan Company, 1966. 

Hersey, Paul, and Kenneth H. Blanchard, Management of 
Organizational Behavior: Utilising Human Resources. 
New Jersey, Englewood Cliffs, Prentice-Hall, Inc., 
1977. 

Hollander, Edwin P., Leadership Dynamic. New York, 
The Free Press, 1978. 

Jacob, T. 0., Leadership and Exchange in Formal organi-
zation R Alexandria, Human Resources Research Organ-
ization, 1971. 

Ketudat, Sippanondha, and others, System of Higher Edu-
cation: Thailand, New York, Interbook, Inc., 1978. 

Koontz, Harold, and Curil O'Donnell, Essentials Q£ Manage-
ment/ New York, McGraw-Hill Book Company, 1978. 

McFarland, Dalton E., Management; Principles and Prac-
tices , New York, The Macmillan Company, 1970. 

Miller, Richard I., Developing Programs for Faculty 
-Evaluation, San Francisco, Jossey-Bass, Inc., 1974. 

115 



116 

Miller, Jr., William A., Leadership style AH Educational 
Administration, Texas, North Texas State 
University Press, 1975. 

Shartle, Carroll L., Executive Performance and 
Englewood Cliffs, Prentice-Hall, Inc., 1956. 

Sikula, Andrew F., Management and Administration r Ohio, 
Charles E. Merrill Publishing Co., 1973. 

Sisk, Henry L., Principles &£ Management, Cincinnati, 
South-Western Publishing Company, 1969. 

Tead, Ordway, Tim OJL Leadership. New York, McGraw-
Hill Book Company, 1939. 

Terry, George R., Principles Of Management. Illinois, 
Richard D. Irwin, Inc., 1977. 

Articles 

Bernard, L. L., "Leadership and Propaganda," 4a Intro-
duction to Sociologyf edited by Jerome Davis and 
Harry E. Barnes, New York, D. C. Heath and Company, 
1927, pp. 484-491. 

Blackmar, F. W., "Leadership in Reform," American 
Journal of Sociology. XVI (March, 1911), 626-644. 

Chase, Francis S., and Egan G. Guba, "Administrative Roles 
and Behavior," Review Q& Educational Research, XXV 
(October, 1955), 281-295. 

Dressel, Paul L., F. C. Johnson, and P. M. Marcus, "Depart-
mental Operations: The Confidence Game," Educational 
Record. L (Summer, 1969), 274-279. 

Fellman, David, "The Departmental Chairman," la Search of 
Leader, edited by G. Kerry Smith, Washington, D.C., 
American Association for Higher Education, 1967, 
pp. 240-243. 

Gibb, Cecil A., "Leadership," The Handbook of Social 
Psychology, edited by Gardner Linzey and Elliot 
Aronson, Reading, Addison-Wesley Publishing Com-
pany, 1969, pp. 205-282. 

Heimler, Charles H., "The College Departmental Chairman," 
- Record, XLVIII (Spring, 1967), 158-163. 



117 

Hemphill, John K., "Leadership Associated with the Ad-
ministrative Reputation of College Departments," 
Journal £f Educational Psychology. XLVI (November, 
1955), 385-401. 

Hencley, Stephen P., "Situational Behavioral Approach to 
the Study of Educational Leadership." Leadership; 
Til£ Science and the Art Todayf edited by L. L. 
Cunningham and William J. Gephart, Illinois, F. E. 
Peacock Publishers, Inc., 1973, pp. 83-102. 

Hughes, Clarence E., "The Crisis of Departmental Leader-
ship in Academic Governance," College Student 
Journal/ x (Spring, 1976), 69-72. 

Lipham, James M., "Leadership: General Theory and Re-
search," Leadership: The. Science and the Art Todayf 
edited by L. L. Cunningham and William J. Gephart, 
Illinois, F. E. Peacock Publishers, Inc., 1973, 
pp. 1-15. 

Lippitt, Ronald, and Ralph K. White, "An Experimental Study 
of Leadership and Group Life," Human Development, 
edited by Morris L. Haimowitz and Natalie Reader 
Haimowitz, New York, Thomas Y. Crowell Company, 1966 
pp. 356-366. 

Moser, Robert P., "The Leadership Patterns of School Super-
intendents and School Principals," Administrator 1s 

2ok.f VI (September, 1957), 1-4. 

Mumford, E., 
of 

"The Origins of Leadership," _ _ _ _ _ _ 
;, XII (September, 1906), 216-290. 

Nicoll, G. Douglas, "Implications for Role of College 
Department Chairman," Educationr XCII (November-
December, 1971), 82-84. 

Pondy, Louis R., "Leadership is a Language Game," Leader-
ship ; Where Elsg Can We Go?, edited by Morgan W. 
McCall, Jr., and Michael M. Lombardo, North Carolina, 
Duke University Press, 1978, pp. 87-99. 

Sanford, Fillmore H., "Leadership Identification and 
Acceptance," Groups, Leadershipr and Menr edited by 
Harold Guetzkow, Pittsburg, Carnegie Press, 1951, 
pp. 158-176. 

Stogdill, Ralph M., "Personal Factors Associated with Lead-
ership: A Survey of the Literature," Journa1 of 

1, XXV (January, 1948), 35-71. 



118 

Stogdill, Ralph M., "The Traits Approach to the Study of 
Educational Leadership," Leadership; The Science 
and the Art Today, edited by L. L. Cunningham and 
William J. Gephart, Illinois, F. E. Peacock Pub-
lishers, Inc., 1973, pp. 83-102. 

Tannebaum, Robert, and Warren H. Schmidt, "How to Choose 
a Leadership Pattern," Harvard Business 
XXXVI (March-April, 1958), 95-101. 

Encyclopedia Article 

"Kingdom of Thailand," The International _ „ 
EUgfrey Education, edited by Asa S. Knowles, Vol. IX, 
San Francisco, Jossey-Bass, Inc., Publishers, 1977, 
4,078-4,084. 

Public Document 

The Office of State Universities, General Informationr 
Bangkok, Thailand, 1977. 

Unpublished Materials 

Carlson, Gerald P., "Perceptions of Physical Education 
Chairmen as Leaders," unpublished doctoral disser-
tation, University of Utah, Salt Lake City, Utah, 
1973. 

Carson, Jr., Joseph 0., "An Analysis of the Leader Be-
havior of Junior College Deans as Viewed by Student 
Leaders," unpublished doctoral dissertation, Florida 
State University, Tallahassee, Florida, 1962. 

Cooparat, Nanthanipa, "An Investigation of Perceived 
Leader Behavior of Elementary School Principals and 
Organizational Climate of Schools in Thailand," 
unpublished doctoral dissertation, University of 
Oklahoma, Norman, Oklahoma, 1978. 

Cox, Edward W., "Superiors' and Subordinates' Perceptions 
and Expectations of the Leader Behavior of the Dean 
of Instruction: A Survey of the North Carolina 
Community College System," unpublished doctoral 
dissertation, University of North Carolina at 
Greensboro, Greensboro, North Carolina, 1974. 

Deoisres, Sumeth, "A Study of the School Organizational 
Climate and the Principal's Leadership Behavior as 
Perceived by Secondary School Teachers in Bangkok, 



119 

Thailand," unpublished doctoral dissertation, North 
Texas State University, Denton, Texas, 1979. 

Gonzales, Carlos Fernando, "Leadership Behaviors of 
Selected California Bilingual Program Directors," 
unpublished doctoral dissertation, University of 
Northern Colorado, Greeley, Colorado, 1982. 

Grill, Stephen A., "Ideal Expectations and Real Per-
ceptions Reported by Presidents, Members of Boards 
of Trustees, and Administrative Staff Members 
Relative to Leadership Behaviors of Selected Christian 
College Presidents," unpublished doctoral disserta-
tion, Ball State University, Muncie, Indiana, 1978. 

Harris, William M., "The Community College Academic Dean's 
Leadership Behavior as Perceived by Superordinates 
and Faculty in Selected Colleges in Florida," 
unpublished doctoral dissertation, University of 
Florida, Gainesville, Florida, 1976. 

Hatfield, Thomas A., "A Study of the Leadership Behavior 
of Art Supervisors in Selected Southeastern States," 
unpublished doctoral dissertation, University of 
South Carolina, Columbia, South Carolina, 1978. 

Hongham, Sompis, "The Relationship Between the Deans' 
Leadership Style and the Faculty's Professional 
Zone of Acceptance as Perceived by Teaching Faculty 
at Selected Thai Universities," unpublished doctoral 
dissertation, Oklahoma State University, Stillwater, 
Oklahoma, 1981. 

Johns, Jr., Horace Edward, "Leader Behavior of Law School 
Deans," unpublished doctoral dissertation, George 
Peabody College for Teachers of Vanderbilt University, 
Nashville, Tennessee, 1982. 

Johnson, Joyce Fortson, "the Leader Behavior of Community 
Junior College Instructors as Perceived and Expected 
by Themselves and Students," unpublished doctoral 
dissertation, East Texas State University, Commerce, 
Texas, 1980. 

Karp, Robert Morton, "The Multiple Relationship of School 
Size, School Orientation and Academic Dean Leadership 
Behavior to School Organizational Climate as Perceived 
by Department Chairpersons in Institutions of a State 
College System," unpublished doctoral dissertation, 
University of Connecticut, Storrs, Connecticut, 1980. 

Lindemuth, Marvin H., "An Analysis of the Leader Behavior 
of Academic Deans as Related to the Campus Climate 



120 

in Selected Colleges," unpublished doctoral disserta-
tion, University of Michigan, Ann Arbor, Michigan, 
1969. 

Molony, Sister Mary A., "Leadership Behavior of Deans in 
University Schools of Nursing," unpublished doctoral 
dissertation, Catholic University of America, Wash-
ington, D.C., 1967. 

Munsell, Jay B., "The Leadership Role Expectations of 
Division Chairpersons as Perceived by the Teaching 
Faculty, Central Administration, and Chairpersons 
in Selected Oklahoma Institutions of Higher Educa-
tion," unpublished doctoral dissertation, Oklahoma 
State University, Stillwater, Oklahoma, 1977. 

Nicol, Sanford F., "The Academic Dean's Leadership Be-
havior in Selected Two-Year Colleges as Viewed by 
Chief Executive Officers, Faculty, and Academic 
Deans," unpublished doctoral dissertation, Temple 
University, Philadelphia, Pennsylvania, 1976. 

Palmer, Williams B., "Leadership Behavior of Community 
College Deans of Instruction," unpublished doctoral 
dissertation, Arizona State University, Tempe, 
Arizona, 1975. 

Schroeder, Glen B., "Leadership Behavior of Development 
Chairmen in Selected State Institutions of Higher 
Education," unpublished doctoral dissertation, 
University of New Mexico, Albuquerque, New Mexico, 
1969. 

Toulyati, Mansour, "The Leadership Behavior of the Aca-
demic Department Chairman: Expectations and Percep-
tions of Deans, Chairmen, Faculty Members, and 
Students at Selected Institutions of Higher Learning," 
unpublished doctoral dissertation, Oklahoma State 
University, Stillwater, Oklahoma, 1981. 

Verbeke, Maurice G., "The Junior College Academic Dean's 
Leadership Behavior as Viewed by Superiors and 
Faculty," unpublished doctoral dissertation, Penn-
sylvania State University, University Park, Penn-
sylvania, 1966. 

Wagner, William C., "A Study of Leader Behavior of College 
Administrators," unpublished doctoral dissertation, 
Michigan State University, East Lansing, Michigan, 
1973. 



121 

Wootirat, Sampan, "A Study of Thai Higher Education and 
Its Role in National Development PlanningBoston 
College, Chestnut Hill, Massachusetts, 1976. 


