
Chapter II
Revieti of Related Literature

Introduction

The question of measures of either school effectiveness or 
principal effectiveness is a complex one. In their excellent 
discussion of methodological issues in studying effective schools, 
Rowan, Bossert, and Dwyer 119831 say, 'Past research has defined 
school effectiveness narrowly as instructional effectiveness 
and has Measured this construct using standardised achievement 
tests- This approach ignores the variety of school goals and 
yields measures of school effectiveness that are In valid and 
unreliable". The question of principal effectiveness is even more 
camples? than that of school effectiveness, for the scientific 
community has yet to develop either the theory or the research 
methodology to trace the impact of managerial actions on 
organisational productivity. In the case of schools, a multitude 
of other factors intervene between the actions of the principal 
and any measures of school effectiveness.

tfhile there is no single, commonly agreed upon definition of 
effective principals, both researchers and practitioners generally 
identify effective principals partially on the basis of 
organizational performance most commonly indicated by student 
achievement scores and partially on the basis of less tangible or

C3M,



reputational, factors. Because of variations in demographics, 
resources, and environment* there is no absolute achievement 
standard that can be applied, The intangibles may include 
superintendent‘s ranking, community satisfaction, staff attendance, 
turn over, and satisfaction. Despite the lack of a single, 
performance based definition for principal effectiveness, there is 
often agreement among the various sources that certain principals 
are effective; not only do students in their schools perform well 
academically, but laeadteers of their school communities feel a 
common sense of purpose and a positive response to what is occur 
ring in their schools.

In negotiating the path from research to policy or from 
research to practice, there are numerous cautions to be invoked 
along the way. Huds of the research has been at the elementary 
level; care is necessary in applying the findings to larger and 
more cample?* secondary schools. There are multiple methodological 
problems involving sample selection and research design. Host of 
the studies are cross sectional and correlational. They look at 
a particular school at a particular point in time, but they lack 
the methodological rigour to support statements of causality.

Educational Administration

Hie word administration is derived fro® the Latin root 
'minister". Minister means service. ‘Service means the (work which
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is inscribed to the good of others- On tbs other hand* the 
simplest meaning of1 administration is to get the work done by a 
process erf democratic authority with rules and regulations 
including sufficient control- Therefore, administration is a 
machinery through which any organisation or institution is raan 
aged- It is a means or set up for a smooth and efficient working 
of a political government or of an educational structure - 'So, 
administration is a machinery dealing with groups of people 
politically, socially or educationally.

In order to have various cannot at ions of the term 
‘administration*, it ssay be relevant to present a fmm definitions 
of it.

(According to Usher, <1*?47>
‘administration is, the performance of the 
executive duties of an institution. 
Administration implies knowledge and 
proficiency in all the executive activities 
necessary for the optimum functioning of the 
school.*

Grdteay Tead <19511 views administration as the art of getting 
things done- H® gives a definition which not only explains 
administration but also leads towards the understanding of what is 
good or poor administration. He says,

“administration is conceived as the necessary
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activity of the individuals ^executives* in an 
organisation, who are charged smith ordinary for 
startling, facilitating the associated efforts 
of a group of individual's brought together to 
realisation of defined purposes-’

But Russel T- Bregg C1957J in his article on administration 
in the "Encyclopydia of Educational Research' goes further and 
considers that educational administration is also concerned with 
the growth of adults- He saysv

"Educational administration is the process of 
utilizing appropriate materials in such a m&y as 
to prowot© effectively the development of human 
qualities-'

American Association of School Administration 41963S de 
scribes-

"administration as the sum total of processes 
through which appropriate human and material 
resources are made available and made effective 
for accomplishing -the purposes of an enterprise-'

In fact, educational administration includes everything 
regarding the efficient functioning of tie® educational institutions 
securing the highest benefit to the greatest number through an 
adoption of practical measures- It interprets?and classifies the
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functions and the activities of an educational program®© in 
fruitful relationships arsd harmonies-

In short, the purpose of educational administration is to 
facilitate teaching and learning.

Ben If. Harris <19631 says,
' . .-administration becomes the function characte
rised by those activities which are • neither

V
. ressote by nor directly related to pupils or

instruction, but eshief* tends to give unity to the 
entire operation by feeing something related to all 
functional areas.'

Hukherjee <1963> thinks that —
"Educational administration is concerned with the 
management of the things as well as with hussars

Sisson <19661 describes, ‘ administration in the ordinary sense 
as an art of getting things done.' This art involves two aspects 
that is the actual doing and mere importantly, the things which 
are required to fee done. The actual doing refers to the 
activities of the administrators towards the performance of the 
task ssbieb ®ay be labelled -ass admin 1st rat a ve task but more 
important than this is the process of decision which leads to these
activities



Educational adfiiireistrsticm has a few individual marking -of 

its own. According to the Ertcyclopydia of Education ■ii'?70>, it is 

a process concerned with the overall direction and support of the 

schools. It includes the immediate leadership of principals and 

the specialized skills of the other staff ©embers all under the 

general control of the Director of School Education of the state - 3

Originally leadership was thought of in terms of the direction 

or ccraaand of the group by its east able member. As Ohandrafcanfca 

says,
'».»although there is no single accepted defini

tion of administration, there is general agreement 
that it is concerned with the dealing and coordi
nating of the activities of groups of people."

Administration takes place . in an organization. The 

organization is activated by the decisions of the persons who are 

©embers of the organization. In this way the doings in the 

organization are influenced toy the decisions of the ©embers. Tine 
'decision' is a very important ingredient in the smooth functioning 

of an organization. John D. Millet C19781 states,

*administration* involves activities and processes 

which require specialized efforts and sophistica

tion. These Stave frequently been identified as 

including such activities as planning, program 

eiing, budgeting, staffing, construction, supply—
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ing, servicing and evaluating and such processes 
as leadership, organization, communication and 
coordination- '

It is generally admitted that, administration is the most 
important part of the organization for achieving the objectives 
and aims at educational organization, and is necessary to help a 
system through which the work can foe done along with some controls, 
checks and balances- To get the work in education done means 
establishing the educational administrative structure and its 
machinery- Use machinery includes various steps, planning, 
budgeting, organization, direction, coordination and evaluation-

Itefcainisst ration includes both a task dimension and a human 
dimension? that means, there is the work of organisation,. 
Educational administration concerns the growth and development of 
people- It includes leadership- To make effective improvement of 
the structural and functional system of an educational 
institution, careful development of the organization is necessary. 
Leadership is an important criterion for maintenance and 
improvement of the quality of staff and organization- tilth out a 
good leader the staff and organization cannot foe developed- So, 
educational administration concerns the growth and development of 
people.
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Administration as an Art

Administration generally deals with human materials at all 
levels. Therefore, an administrator has to deal with human beings 
individually or collectively* whatever kind they may be. So3 here 
lies the peculiarity and difficulty of this art. It is a known 
fact that human nature is couples and reactive. So, it becomes 
difficult to manipulate foumart beings as they are not always 
teachable. They are very often resistant to change. The 
successful administrator has skills tdsich are not codified in test 
books9 but are uancodified art. Therefore, the only sure way to 
learn administration is by being an administrator.

One view ,1s that good administrators are bom. Administrators 
like poets, authors, artists, learn this art by a method of trial 
and error largely. In other words, an administrator has 'to lie a 
learner all his Ilf®. There' mmy be sosae broad principles of 
administration but there are no-- tfou*b—rule methods which are- 
applicable for all and at all levels. The administrator when 
comes to deal with individuals in their collective aspects, very 
few rules are available to guide him. He has, in fact to depend 
an the principle of tactfulness, itemver, recent developments and 
many studies cm administration tend to show that successful 
administrators today need saore than inborn personality traits fco 
manage saodem complex organisation.- Educational administrator has 
to deal with fswsaan material all along the line. That Is why, he

£433



has to preserve some qualities edicts foresight hi® into prcseaiimence as 
a teacher. This gives hi® the basis for academic authority sublet* is 
an essential ingredient of leadership ism educational 
situations.

Administration as a Science

To talk of the science of administration means to emphasize
' 0

the study and use of the relevant theories and techniques of 
administration in the understanding and solution of practical 
administrative issues and problems. According to Culbertson
<19631,

' The a&susptien underlying the science of adminis
tration consists of a body of knowledge about 
making and implementing of decisions by those who 
have the responsibil ity for a total organization 
or for an important division, programme or 
function within it and fsssdes of inquiry which can 
add to this body of knowledge."

Frederick Taylor <1910, Follett and Mary Parker <19241, 
Henri Fayol <19381, Elton fteyes C19%l and Chester Barnard <19431 
treated administration as a scientific management. In scientific 
administration esspbasis Is cm organizational structure and the 
formal relationship of personnel to obtain efficiency in operation.
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Luther Sulick and L« Unticfe suggested the administrator
to answer the question, *Mhat is the work of the chief esemtive? 
I#ist does he do?" The answer is POECC®?®. P0S0CQ5® is, of course, 
'acronym' designed to call attention to the various •functional 
elements of the «ssrk of a chief executive because 'administration' 
and 'management' have lost all specific content- PQSBOKB stands 

for the following activities#

Planning, that Is. working out In broad outline the tilings 
that need to he done and devising the methods for doing 
them to accomplish the purpose set for the enterprise?

Organizing, that is the establishment of the formal struc
ture of authority through which work suls—divisions sre 
arranged, defined and co-ordinated for the defined 
objective?

Staffing, that is the whole personnel function of bringing 
in and training the staff and maintaining favourable 
conditions of work?

Directing, that Is -the continuous task of making decisions 
and etaihodying them in specific and general orders and 
instructions and serving as the leader of the enterprise?

Co-ordinating, that is the all Important duty of 
Interrelating the various parts of work;

Reporting, that Is keeping' those to whs® the executive 
is responsible informed .as to what is going on, which 
thus includes keeping himself and his subordinates
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indorsed through records* research aisd inspection;
Budgeting, that is with all that goes with budgeting in

the farm of fiscal planning, accounting and control.

This statement of the work of a chief executive is adapted 
from the functional analysis elaborated by Henri Fsyol C193iE*> in 
his * Industrial and General Administration"» It- is assumed 'that 
those who know administrations intimately will find in this analysis 
a valid and helpful pattern, to which each of the major 
activities and duties of any chief executive can be fitted.

If these seven elements easy be accepted as the major duties 
of the chief executive, it follows that they assy foe separately 
organised as subdivisions of the executive’s functions or roles. 
The need for such subdivision depends entirely on the size and 
complexity of the enterprise. In the largest enterprise, 
particularly wiser® the chief executive is as a matter of fact', 
unable to do the work that is thrown upon him, it msy toe presumed 
that one or aeare parts of PQSSSOSIB should foe sub—organised.

In 1*95#, Sears published the first of the administrative 
works which feature the process of administrative decision-making. 
Acknowledging his debt to Fays! and Gsalicfe, Sears visualized the 
process of administration as consisting of planning, organization, 
direction, coordination and eofrotrot, a list closely paralleling 
that of Fayol. The concept was further enlarged toy several
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writers in school administration, who subsequent ly clarified and 
simplified the ‘alphabetical” conceptions surround ing 
administration as a process.

In 1%'J. ? Griffiths- and Hesaphill published a study thich 
outlined the process in terms of what has become known as the 
scientific process of problem—solving. Table 1 contains some of 
the cuiBparative views held by writers in the field on the subject 
of admin1stration as a process.
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Ananda W.P. Surnee C196SJ is of the opinion that,
‘The application of modem management techniques of 
educational. administration is not without 
difficulties. One of the difficulties is that 
modem management 'techniques cannot he applied 
to education alone, education being a part of public 
administration.'

However, whether administration is a science or an art is 
often a subject of debate. Science refers to a systematised body 
of knowledge. It studies causes and effects, relationship© and 
attempts to make general i-satioras in the form of scientific 
principles or laws. It describes objectively and avoid© vague 
judgments as good or bad. In -short, science is like a light house 
that gives light to the ships to find out their own way but does 
not indicate the direction in which they should go. On the 

otherhard, art refers to the skill af handling facts. So, It is 
concerned with ways and means of achieving a given objective. It 
may be said, “if science is knowledge, then art is action'»

Administration as a Science or an Art?

Administration is a science because it could foe approached in 
a scientific way. Theories and techniques of administration are 
studied day-by-day. The educator© and researchers try to find out 
the solution of practical administrative issues and problems.
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which helps develop insights into the administrative process, and 
paves the way for farther study to arrive at more dependable 
relationships.

Administration is also considered an art because it deals 
with human materials individually or collectively- The successful 
administrator has skills which are 'not codified in booh, but are 
uncodified art. Through judicious use of knowledge and skills to 
deal with human beings, one could be effective administrator- He 
may acquire this through experience in action situation in which he 
makes conscious efforts for self—learning-

In order to understand the administration of an organization 
in the right perspective and to facilitate its scientific analysis 
a model can be designed with the specific objectives of obtaining 
a theoretical frame work. The theoretical frame work combines 
three parts of effective school administrator. They are 
administrative abilities, adainIstrative behaviours and personal 
attributes and other variables as conceptualize in Chapter t.

Administrative Competencies

The administrative competencies for effective school 
administrator are designed in paradigm pattern and also studied to 
develop theories- Scsse of theta are discussed in this chapter. 
However, the present research will stress on administrative
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competencies into tms partss admin i st r at i ve 
administrative behaviours as components of 
competencies.

In view of the constitutional rights everybody expects 
democratic behaviour from competent school administrators ensuring 
dynamic and stimulating leadership., therefore, in a school 
situation the administrator can function competently,if he €11 has 
the ability to tackle the various tasks effectively and €21 has 
the knowledge of the tasks to fee performed fey hi® and is capable 
of identifying specific activities to fee carried out for the 
successful completion of various tasks, flies® two components are 
referred to as administrative abilities and administrative 
behaviours respectively, fts these 'two components would enable an 
administrator to do his work effectively, that is, achieving 
eaaxim results in less time with ease or taking accurate 
decisions or getting best solution to 'the problems in less time 
with ease would represent the' competencies for the school 
admin1strators«

Halpim's Paradigm

As against the competency concept, Andrew Halpin designed a 
paradigm for the study of administrator behaviours. M& atteaspted 
to develop a theory based on description of hew ©drainsstratars do 
behave.

ESI 3.



Halpirt defines administration as human activity which has 
four components Cal task Cbl the formal organisation tel the work 
group or groups id> the leader or leaders.

Hatpin's organisation cesspossd of leader and group meas&ers. 
So for leader9 goal achievement might be more important, while for 
the group members,, it is the social need satisfaction, however, the 
leaders behaviour should fee structured as to achieve both for goal 
achievement and for maintenance.

There is a potential conflict between leaders and group 
members, the one essphasing the nomothetic dimension and the other 
the ideographic dimension of the institutionat activity. According 
to Hatpin the formal group has two varisfeless ill responsif*i 1 ity 
variable® to the work one is expected to do? C2S formal interaction 
variable indicating the persons with who® one is expected to work. 
They indicate the group dissensions of efficiency and morale.

The leader is defined as that member of the organisation who 
is formally charged with responsibility for the organisations! 
accomplishment. Every leader has three responslbiIItiess issl as 
a group leader €8s> as a decision maker te> as a subordinate to his 
superordinates »



PANEL i THE TASK

PANEL li BEHAVIOUR OF THE 
ADMINISTRATOR

-ii-

PANEL 111 VARIABLES ASSOCIATED 
WITH ADMINISTRATOR BEHA

VIOUR

a

PANEL IV

INTERMEDIATE CRITERIA 
OF EFFECTIVENESS 

( A )

CHANGES IN ORGANISATION 
MAINTENANCE 

(B)i

CHANGES IN ORGANISATION 
ACHIEVEMENT 

(B)2

Figure 3 j HALPIN’S PARADIGM : Condensed Version of the
Paradigm. Note that there is no direct connection 
between Panels 111 and IV.

Source Theory and Research in Administration, Toronto, 
Ontario, 1969.

53



Halpin in envisaging these responsibilities to the' school 
administrator, accepts the hierarchy principle in administrative 
organization for realizing goals like Taylor 09115* Weber 
<1947> and Setzels C195SJ-

Haipin Paradigm itssiag these concepts provides an analytical 
frame of the leader behaviour. The paradigm is first elaborated in 
four panels separately.. Later, the four panels are linked together 
to give an integrated picture of the model.

Competencies as a Constellation of Interacting Factors

Sie m&y conceive of competence as a conste11 at ion of factors.
* Conste 11 at ion' is us e*S to describe the phenomenon because, 

although it is a collection of elements, it has a cohesive unity 
which aliases it to be thought of as an entity. It is spade up of 
elements and relationships between elements, yet the integration 
is so complete that each element is modified end becomes -samething 
different because of its position _ nithin the total organissic 
constellation—competence.
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Stimuli from 
job situations

Responses fo 
job situations

TOTAL PERSONALITY OF THE SCHOOL ADMINISTRATOR
Figure A : Competence as a Constellation of Interacting 

Factors.
Source i Improving Competence in Educational Administration 

(New York : 1956).
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Figure 4 portrays diagrassaat ica 1 ly the saattca-up and relation 

ships of the items in this constellation. The disgr&a is analogous 

to the physical scientist's description of the a to®, with its 

particles, energy levels, and Interactions and interdependencies. 

At the center is the nucleus or core of basic beliefs, values, and 

purposes held by the individual. The core Is a very stable 

element^ it can be changed only with, difficulty, and such 

modification is a slow process. , As the nucleus of a school 

administrator's behaviour pattern, this core can fee thought 

of as the individual's personality. Since it changes slowly, 

he asay fee recognized as the same person froas day to day and fro® 

year to year. It is true that powerful emotional shocks, such as 

occur in a religious *conversion', may change this basic nuclear 

structure, but such radical and rapid changes are the exception 

rather than the rule.

The SSCPEA Competency Pattern

On© of the more comprehensive competency patterns is to fee 

found In an instrument developed fey members of the Southern States 

Cooperative Program in Educational Administration ISSCFEfti» The 

SSCPEA began its work in 1*791. This group assembled to make plans 

for a study off preparation programs in educational adslm isfcr at ion 

in various cooperating institutions in the southern area. Their 

primary concern centered around attempts to reach preliminary 

ccjSKRcsn agreements ®rs the competencies needed fey educational
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administrators and an specific ways and means of achieving these 
corspcterse i es -

Thus the SBCPEft competency pattern integrates three iesportant 
elements info its plan for describing and investigating competences 
Cl> ccwjpetence reflected in Jets analysis to reveal the 'critical 
tasks' involved3 £21 the ’knowr-how' esr equipment needed to perform 
the critics! tasks § £3> ’ theory' to furnish guidelines and 
framework, and to ensure consistency™
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JOB OF

Figure 5 : The Job of Educational Administration in Relation 
to Its Theory and Know-how.

Source ; Southern States Cooperative Program in Educational 
Administration, Tentative Progress Report on 
Planning for the Study of Preparation Programs in 
Educational Administration (Nashville : SSCPEA, 
1952 ) .



Figure 5 shosss these three essential ele®ents of the 
competency pattern in appropriate interrelationships- The Job is 
centrals and evaluation of etaspe terie i«s is in terras of Job 
performance« Theory is portrayed as the base of the pattern and 
is considered essential since all perfarasncs is, consciously or 
unconsciously, carried on in teras of sosse theory- Reeses/bering the 
assuffiptior® that ’a workable ewipeteracy pattern can have but a 
single theory", ms recognize that theory provides the guideposts 
and evaluative criteria needed to ensure consistency and logic 
throughout the pattern- Hie .Jots tasks and the necessary knour-hou 
must not contradict the basic theory- #5® seen in Figure ■& the Job 
comprises the body of the pattern- It is cesspossad of 'the things 
to he done and is supported by and reflected in the fcmossr-hm# 
essential to their doing-
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Figure 6 : The Job of Educational Administration in Relation 
to Its Theory. "

Source : Southern States Cooperative Program in Educational 
Administration, Tentative Progress Report on 
Planning for the Study of Preparation Programs in 
Educational Administration (Nashville : SSCPEA, 
1952).
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Figure 7 : The Job of Educational Administration in Relation 
to Its Know-how.

Source : Southern States Cooperative Program in Educational 
Administxat ion. Tentative Progress Report in 
Planning for the Study of Preparation Programs in 
Educational Administration (Nashville : SSCPEA, 
1952).
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Figure & and 7 stress* an expansion of the theory and know-how 
concepts as they relate directly to the Job of educational 
admin ist rat ion.

Starting with the theory of Educational Administration as 
presented in Figure 6, three subdivisions are offered which for* 
a progression toward the -Job of Educational Administration; i.e., 
The Ideals of American Democracy, The Functions of Public 
Education, and The Functions of Educational Administration.

That is, each theoretical assumption that is made regarding 
the nature of public education, and the nature of educational 
administration, finds its cue from the original and basic 
assumption having to do with the deieocratic nature of the culture- 
Thus, in the pictorial concept of the competency pattern the 
foundation is formed upon the postulates of democracy. It is
assumed that these postulates are widely accepted in the culture 
and in reality are the basis for all human relationships within 
the society. This assures a cceinors ancestry for educational 
administration functions and all the other varied functions and 
activities which make up the society. Specificity is achieved as 
the basic theory is focused to reveal the functions of public 
education and finally concentrated upon the job under 
consideration, i.e., the job of educational administration.



Effective principals

One recent study looks specifically at the competencies that 
distinguish high—performing from average—performing elementary and 
secondary school principals, using student achievement as the 
primary criterion of principal .effectiveness 18-fuff , Lake, Ik 
Schaalsasn 19021. ©ividing the ccKspetencies into four clusters, 
researchers found sis "basic* competencies common to all principals 
in the study and eight 'optimal * competencies that seemed to 
distinguish acceptable performance from excellent perfomaKe. 
The basic competencies included commitment to school mission 
Cpurpose and direction cluster! § concern for image of school., 
staff, students; participatory management style; tactical adapt 
ability {consensus management cluster!| coaching skills; and 
firmness in enforcing quality standards Equality enhancement 
cluster!.

Of the eight cosspstencles distinguishing more effective 
principals, four mere in the cognitive skills cluster. Ware 
importantly, there issre no competencies from this cognitive 
cluster that were cssmaKSi to all principals. Clearly, this i© an 
area &§here carefully designed training could improve effectiveness. 
The cognitive competencies identified were monitoring, ability to 
recognize patterns, perceptual objectivity, analytical ability. 
This suggests that effective principals optimize their many daily 
interact ions by using the® to collect 5 nlarsat ion. They are
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objective in their perceptions and interpretations and are able to 
see patterns in data collected over a period of tine and from a' 
variety of sources. Hith relatively accurate and complete v
information, they use their analytic skills to match needs and .

{resources, to weigh conflicting demands and ®Kpeetations, and 
to balance priorities, Us a result of their analyses, they develop 
action plans strategies to implement theca. Then, in the course 
of their daily interactions and informal inter changes around the 
school, they monitor to see that their plans are moving according 
to schedule. They apply pressure sshere appropriate and modify 
when necessary.

Hie other competencies identified for the high—performing 
principals ever® sense of control, persuasiveness, commitment to 
quality, and focused involvement in change. Taken together, these 
eight optimal competencies suggest-that high-performing principals 
are disfimpsisfted from average performers by their strong sense of 
themselves as leaders, their focused involvement in change, and 
their highly developed analytic shills.

Through further analysis of this and other studies, as well 
as data from three principal assessment centers, Croghan, Lake, 
and Schrader €19833 developed a cossprebensive set of definitions 
and behavioural descriptions of bxgh-perfarming principals and 
basic cospetencies of principals, as shows in Table 2.
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Table 2 : COMPETENCIES OF AVERAGE At© HIGH-PERFGRMINS PRINCIPALS

Cluster
Competencies

Basic High—pe rfor®ing

Purpose and direction Commitment to school
mission

Proactive orientation 
Beeisiveness

Cognitive skills Interpersonal search
Information search 
Concept formation
Conceptuaflexibility

Consensus management Concern for image Han aging interaction
Tactical adaptability Persuasiveness

Quality enhancement Developmental Achievement motivation!
orientation Management control

Organisation Delegation Organisation ability

Common testion Written Communication Self—presentation
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Management; behaviours

Effective principals are resourceful managers, Huey use 
their discretion to identify and develop resources for their 
school® and esanag© these resources' to reflect and support their 
own agendas. Their personal visions guide them in setting 
priorities. So they are not consumed toy the organisational 
maintenance roquiresents of their1,Jobs. For example, irs the 1978 
MASSP survey of high school principals* the subset of 6# effective 
principals came switch closer to using their time as they thought 
they should than did the randomly selected principals SSorton & 
McIntyre 19781,

Effective principals seam to satisfy organisational 
maintenance demands either toy using small portions of personal time 
and energy or toy capitalising on the capability of other personnel 
CBIusafeerg & Breersfield 19801. By identifying the strengths in 
their staffs, they provide learning opportunities end developmental 
experiences while simultaneously accomplishing necessary 
functions, developing human resources, and freeing their <» time 
to concentrate cm high—priority activities.

PSewberg & 61atthorn, n.d«i Yuhl 09825 suggest the validity 
of Kerr and Jeraicr's 09785 substitute® for leadership model, 
Substitutes for leadership include any characteristics of 
subordinates, task, or organisafeiors tost ensure subordinates will
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clearly understand their roles* know-boas to do the work, be highly 
motivated, and be satisfied with the job- These substitutes make 
leader behaviour redundant. By intuitively applying this theory, 
effective principals raay make decisions about cohere to use their 
own limited personal resources, time, and attention-

Perse 11 *19321 identified four recurring isarsagefaent features 
that characterise effective principals—creating order and 
discipline, marshaling resources, using time well, and evaluating 
results- Creating order and discipline are aspects of school 
climate- Effective principals take responsibility for creating an 
orderly, fair, and consistent work environment in their schools 
CU-S- Department of Health* Education, and Welfare 197TO- They 
sat standards of high expectations said a tone of respect for 
teachers and students. Effective principals cultivate good 
learning conditions by managing the 'psychic ambiance' of the 
school coassuniky, setting schedules, managing building maintenance, 
regulating movement in the building, obtaining instructional 
materials, and serving as a buffer between teachers and parents- 
They create a system for administering discipline in the school 
and serve as a concrete representation of the authority behind 
rules CHorris et al -1981 'i -
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Boyatzis's Theory

Boystzis offers a definition of effective Job performances
Effective performance of a -Soto is the attainment of 
specific result (i»e. outcomes! r ©qu.sred by the job 
through specific actions ssfsil® maintaining or being 
consistent with policies, procedures, and
conditions of the organisational environment.,

Thus, three elements are encapsulated and drawn togethers
Specific actions . {which implies personal 
characteristics or abilities); 
specific outcomes required fey the Job; 
consistency with the organizational environments 

Effective action, then, occurs when these- three elements are 
consistent-

This model suggests that when two of the components are 
congruent, there is an increased likelihood that effective 
performance will ccoir. Itesisver, in order to achieve consistently 
effective perforaarsce, all three cossponejrets must fit together. 
Figure S depicts these relationships.
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Figure 8 Interactive Model of Management Competence.
Source Boyatzis's Theory, Educational Manager :

A Literature Synthesis. (Hot Topic Series, 1984-85)
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Another- way erf looking at this esodel would allow us to see 
the job demands to what a person in the job is expected to do. 
The organizational environment points to some aspects of how the 
job is to be done. The individual's competencies component 
reveals what a person is capable of doing. It suggests why the 
person may act in a certain way.

The job's demands for managers —the what-—is described by 
Boyatzis in terms of five functional requirements:; planning, 
organizing, cant rolling, motivation, and coordinating. Job 
demands may be described more specifically in terms of taskss 
selecting, hiring, evaluating staff, for example. Finally, 
management jobs may be defined in terms of roles as Mintzberg has 
dene. He states that managers perform administrative roles, 
instrumental roles Cline responsibilities!, integrative roles 
(staff responsibilities!, or responsibilities roles. Generally 
speaking, the job of specific manager includes aspects of many—if 
not most—of these functions, tasks, and rales.

The organizations! environment is composed of the goals of 
the organization, its policies, its procedures, and the ways in 
which it responds to pressure from cither competing or cossp lament ary 
organizations. In public sector organizations, the partisan- 
nature of other (often controlling! organizations will influence 
how the organization operates, as will the values and expectations 
of the community.
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The third component of Bayatzis" model concerns the 
individual's competencies- file ccssssaersds that KXesip $19®'} defines a 
job competency as 'an under lying characteristic of a person which 
results in effective and/or superior performance in a Job" » As an 
underlying characteristic, the competency may foe thought of as a 
motive, a trait, s skill, an aspect of one's social role* or a 
body of knowledge. The first four of these terms are defined 
below because they are used in quite specific ways.

social role s the person's perception of a set of -social 
nones for behaviour in the social 
groups/csrganszafeiwss to which he or she 
belongs-

skills the ability to demonstrate a system and a
sequence of behaviour functionally related to 
attaining a performance goal- 

motives recurrent concern for a. goal, state or condi
tions appearing in fantasy which directs, 
drives, and selects fcefsaviuor of the individ
ual (HeClellami, 19711.

traits dispositional or characteristic way in which 
a person responds to an equivalent set of 
stimuli McClelland, 19511.

Boyatsis reasons out that because Job competencies are 
underlying characteristics, they csn foe said to be generic. A 
generic characteristic may be seen in many different fesrsis of
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behavior, or a variety of actions- These actions, however, do not 
have a specific one-to-one relationship with the competency 
because of the mediating influence of the confceKt provided by the 
demands of the Job and the particular organizational contest fc. 
This insight helps to ©sepiain why a manager may be extremely 
effective in one part of the organization but, when c&overf to 
another, oaay tse barely able to survive- ft person's set of 
competencies are the sttca of what he/af>e can do, not necessarily 
what is actually done in s given situation.

Moreover, different levels of competency ssksfe- For example, 
efficiency orientation represents a concern with doing something 
better- At the motive level, this efficiency orientation is the 
need for achievement. The motive occurs in conscious or unconscious 
thought as images of performing against a standard of excellence 
or doing something unique- The social role of this person is 
probably an innovator- The skills associated with this competence 
include goal setting, planning, ami organising resources 
efficiently- The important notion here is that these three 
levels all relate to the competence efficiency orientation- It 
should foe noted that Boyatgis found no cozpctence working at all 
four levels.

For Besyatzis, then, a model of eaarsageisent competency has two 
disiemsioitss types and levels- The «%odel describes the types of
cosapef-ericyAs? influence competency as associated with specific



acticsnss having an impact or* others, convincing them to perform 
some action, inspiring them. A planning eaepeterscy includes- goal 
setting, assessing risk, and developing action plans for achieving 

the goal.

The second dimension of the model describes the levels of 
each competency. Planning, for example, is related to a need to 
achieve. At the skill level, planning may ts& evident in the 
individual's ability to state a series of actions that Mould lead 
to achievement of a goal.
Table 3 s THE FdELATIO&lSHIiP BETfclEEII FlfMCTlGHiS M4D COMPETENCY 
CLUSTEStS CB8YATZ1SJ

Function Revelanfc Competency Ouster

Planning 1. Deferaining the goals of the 

organ isation

Competencies in the goal and 

action management cluster

2. Establishing plans of action

for achieving those goals

3. Determining ho** the plan should 

be accomplished

4, Communicating this to others

Organizing 1. Determining K-bafc people and 

resources are required to ' 

accomplish tls© plan

> Competencies in the leadership 

cluster

Competencies in the goal and 

'action management cluster
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Table 3 a iContinued!

Funetiisni Task Revel ant Competency Cluster

2. Determining him these people 

and resources should be 

structured to do it

3. Establishing the standards 

of performance

4. Caosunicattng this to others

Competencies in the leadership 

cluster

Controlling 1. ffemitaring performance of 

individuals and groups

2. Providing feedback to 

individuals and groups

3. Rewarding or disciplining 

based on performance

Motivating 1. Building carnaltuent, identity, 

pride, and spirit in the 

orgainsation

2. Stimulating an interest in 

work

3. Developing capability in 

subordinates

Coordinating 1. Stimulating cooperation among 

department, division, and

Competencies in the human resource 

management cluster 

Competencies in the goal and 

action management cluster 

Cospetenci.es in directing 

subordinates cluster and human 

resource management cluster

Cosspefceneies in the human 

>. resource management cluster and 

the leadership cluster

I Competencies in the directing 

I subordinates cluster

Competencies in the human 

resource nanageaent cluster
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Table 3 ICan tirmed>

Function Task Reveiartt Competency Cluster

other- work groups 

2- Negotiating resolution of

and the focus on other cluster

conflicts and differences
J -s

Z, Representing the organisation 

to outside groups

Coherencies in the leadership
►

cluster

What is the main idea -for the Traasework?

Tit-2 ssairs idea for the frsseworJ' cosies fro® tfie coabination of 

Halpin' s Farad ages, SSCFE-ft' •= pattern and Boystxia's rtseory- S-ialpin 

defined the leader es ‘the suessber of the organisation who is 

charged ssath rasptrs-•■ i&*. i \ ty for the organisational accompl isheen fc * 

and he has three rsspon-sibilitiest »'a> ass s -group leader <&> as a 

decision ss!>ir *c‘£ as a subordmal? to his -supe-rordinat e-s- His 

p5?'adatiA« using these* csscepte provides an analytical fraase of the 

leader to&hav soar in four panels (#ach are linked together, The 

SSOPElV s pattern integrated three ia^ortant el&aents inf-© its plan 

for- <s‘jsc .> i Sir- sirs© and tsvssSigsting ce^set-jnce- 2 €11 competence

reflected In .job analysis tc- reveal the 'critical tasks'; C2‘) the 

' know-how' needed to per fora the critical tasks; <3> "theory' to 

furnish guide-lines and f raines^cr*!-,, and to ensure cans * s tsne y.



Boyatzis theory offered a definition of effective job 
performance that three elements are encapsulated and drawn 
together- Those three elements ares €23 the job's demand? €23 the 
organizational env i ronaent5 €33 the individual competencies-
Though the conceptual framework is cotribiraation, but those three 
ideas are almost the sase, So, the investigator applied the 
interactive model of Boyatzis*s theory to be the conceptual 
frameworkbut the three elements for effective specific action 
are changed to fees €13 administrative abilities €23 administrative 
behaviours €33 personal attributes and variables- In the modified 
version, the two constitutes of the competencies are €13 and €23 
administrative behaviours. The third dimension of the present 
framework is the personal attributes and other variables which may 
influence the competencies represented in €13 and €23 above such 
as training, esqperience, academic qualification, school size etc. 
As the purpose of the investigation is not only to identify and 
measure the competencies, but also to develop valid criteria for 
the selection and promotion of the primary school administrators, 
all the three dimensions in an interactive and integrated manner 
from essential ingredients of the framework for the present 
investigation-

Administrative System of Primary Education in Thailand

The reform of primary education administration in i960 has 
brought about a considerable change in the administrative structure
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of primary education in Thailand. It manifests, in particular, the 
Government's attempt to strike a right balance between the 
decentralization of administrative powers to the local level on 
the one hand and the control of the central government on the 
other. Frost past escperience in which neither the centralized 
administration between 1948-1966 nor the delegation of 
administrative powers to the local authorities in the past 20 years 
has proven effective as administrative bases for tackling the 
problems in primary education management. The authorities have 
adapted s new administrative structure combining both factors 
supported by a compact and more representative structural network 
right from the national level through to the local level.

The new administrative system differs from its predecessor 
where the power of decision—making lay solely in the persons of 
Director-General at the central government level, or with the 
Governors of Educational Chief Officers in the provinces, mainly 
in its decision-making process which is channelled through the 
committees formed at its four levels of administration, i.e., the 
national, provincial, district and school—cluster levels. At each 
level,the committee comprises representation from various 
categories of people who are either directly involved in 
primary education management or are considered capable of 
contributing to primary education development in their own 
right, e.g., government officials of related agencies, elected 
representatives of primary school teachers and resource persons.
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The represent-ation is designed to guaranfees involvement of all 
parties concerned, thus ensuring a well—balanced decision

making process at each level-

The ffiS^u? asset of the new administrative system lies in the 

more realistic and well—distributed decentralization of 

administrative powers as well as in the balanced decision—making 

process at each level. Aimed at achieving greater relevance, 

economy, efficiency, equity and quality in primary education 

managements the committee at each level is entrusted with 

functions deemed appropriate and suited to the nature and scop© of 

the responsibilities. Thus, the role of the committee at each 

level differs to a certain extent on areas of emphasis in 

activities.

level

national

provincial

area of emphasis

formulation of national, primary education policies 

and development plans», budget allocation, 

standard—setting concerning academic requirement, 

school b«il.ds.n§s cared expenditures, and appointment 

of Si.rectors of Provincial -and Bangkok Metropolitan 

Priaas-y Educsties?!-

consideration and approval of all activities 

undertakers in the province concerning i«rplesuantation

OS3



of policies and plans, budget allocation, academic 
and personnel matters.

district co-ordination of all activities undertaken in
the district, reccssmendation and provision of basic 
information concerning workplans, budgetary, 
academic and personnel matters for submission 
to the provincial authorities for consideration and 
approval.

school—cluster mutual co-operation and support, both
physical and intellectual, for the improvement and 
effective operation of all activities of the schools 
in the cluster, 'submission of recommendations 
concerning saorkplans, budgetary, academic and 
personnel matters to the district authorities.

Each ooranittee is served by its corresponding secretariat 
assigned to the central government, in the provinces, districts or 
school—clusters, depending esrs the level of the committee» 
Administrative structure is depicted in Figure 9.
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Criteria -for Selection and Promotion of the School. Administrator 
Under the Office of the Maticmal Primary Education Commission
B.E.2S33 f£9B9>

1. Principle. There are three parts for the selection process.
1.2 Written Ess so lost ion
1.2 Work and Experience Appraisement

/

3..is Short Course Training
2. Qualifications. They are separated into two groups.

2.2 The candidates for head-master and principal have to be
approved by the Provincial Primary Education Oosaaittee 
?PPEC> .

2.2 The candidate for director has to be approved by the
Mational Primary Education Commission CHPEO and he has 
to have administrative experience in line with at least 
one of the fd lowing c
2«2»3 He&d-fJaster^ As-sistsnt Principal, Principal 

of Assistance Director.
2.2.2 Supervisor
2.2.3 Administrative Educator

3. Curriculum and Appraisement for Selection. <500 marks!
3.1 Hrifte» Examination C250 marks!

3.1.1 Sen era i Knowledge in Education ii&& marks)

3.1.2 Administrative H'mmS edge far school 
Administrators ir# Academic Affairs. Personnel,
Pupil Activities, Management and Finance,



Facilities, School Community Relations and 
Curriculum.<100 marks)

3.1.3 Education Laws and School Regulations <5® marks)
3.2 Hark and Experience Appraisement CIS® marks)

3.2.1 Present Administrative Position 2® marks
3.2.2 Administrative Experience 1# marks
3.2.3 Teaching Experience is? marks
3.2.4 Educational Qualification 1® marks
3.2.5 Experience Before Achieving Position
3.2.6 iicsnours Conferred
3.2.7 Special Recognition Achieved 
3.2.S Education development Achieved

1® marks
i£5 marks 
1® marks 
20 marks

CSchool Size)
3.3 Short Course Training— At the Canter of Education 

Execute Institution CIS® marks-)
3.3.1 Intensive Training <100 marks)
3.3.2 Behaviour Appraisement <50 marks)

4. Promotion. The candidate's score from the written examination, 
work and experience appraisement and short cour-so training will be 
tallied and merit list prepared accordingly. The candidates get 
promoted as per the rank order in the list.

Indian Studies

WaSiaian J.tt. <197®’? found that most of the principals ill 
fail to play an effective leadership role in the academic field in
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the schools due to limited time and energy <2> lack of proper 
knowledge of concept of supervision and cooperation from the 
teachers. 431ignore helping and guiding teachers in the area of 
subject content and teaching methodology 44 > have failed to win 
confidence of the teachers.

Hotilai Sharons (19735 found negative correlation between 
leadership behaviour of the head-master and psychological 
hindrance, head—master's effectiveness and psychological hindrance.

Daa*ii 419*75> investigated leadership behaviour of secondary 
school principals in relation to academic status of -schools, 
determined on the basis c-f SBC examination! results. The majority 
of high academic status schools had principals manifestingOiH CHigh 
High! pattern of leadership behaviour, whereas the majority of 
principals of schools having low academic status manifested LH 
(Low High! and LL patterns of leadership behaviour. However, 
relationship between the academic status of the school and either 
of the leadership behaviour dimensions was statistically 
nansign £ ficant *

Fsndya C if?7S > found that effective leader behaviour is 
significantly related to effectiveness of supervisory practice and 
openness of climate of secondary school.

Hah ant <i*?7S> found that if the principal is to provide
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leadership to his colleagues in educational matters* two changes 
should invariably occur. Firstly, they should generate a “We" 
feeling instead of '1' kind of management; secondly? there should 
be two way flow of consmtsmcaticrj where orders are- handed dawn from 
the principal to teachers and understanding and feedback from the 
subordinates to the superiors are to be provided..

Rajeevalorhana € 1981 J found in her doctoral. thesis that <i> 
there is close relationship amcmg the four types of administrator 
leadership behaviours CHH» S-’L, LH and ILL 2 and the three types of 
organisational climate of schools CHlgh, Average, Law* because t- 

is significant at <9-01 levels fill there is a significant 
difference between teachers ratings at principals an the 
’Administrator Behaviour Ilsscriptlcm Scale' «?sid achievements of 
supervision work- The correlation coefficient ”r*' is positive 
indicating that the HU pattern ef srlminstrator"s behaviour is 
related to high achievements sud the LL pattern related to low

SJachievements§ t- is significant st perception of principals on the 
Administrator Behaviour- Rescript ion 3c ale HWBB) and teacher's 
par-captions of principals on the S,M,S, <Ideal eKpectationsi. The 
mean test values show differences but " t*" Is not significant at 
@»05 level.

liaasota ©as C19S3J had studied the administrative behaviour of 
secondary school principals in relation to selected school 
variables- Site found thats
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(1} the administrative tasks which the secondary school 
principals often perform are only moderately effective 
in their- performances.

<2) the secondary school principals perform their
administrative tasks pertaining ta student personnel 
and staff personnel more frequently and effectively 
than their- administrative tasks pertaining to 
instruction and Board's Policies and Operations.

«'3> the secondary school principals perform their
administrative tasks pertaining to student personnel 
more frequently and effectively than those pertaining 
to staff personnel.

<4> the secondary school principals perform their
administrative tasks pertaining So instruction stare 

frequently and effectively than the administrative 
tasks pertaining feo Board's Policies anti Operation-.

Nibenita Bits <193&> studied the administrator's behaviour in 
secondary school irs Bangladesh. The sample is S4 school 
principals. Pith reference to the effectiveness erf -administrator's 
behaviour., the variables showed the differences depending upon some 
of their biographical characteristics. Hajor findings of the study 
were3 is3 no difference between ®sIe and fesaie administrator'» 
behaviour, Cfo) ago is -not a factor influencing the leadership 
pattern* €c> the length of experience drsos not influence the 
administrator's leadership behaviour and Cd> the differsnces
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between qualification and training xs not significant.

Such <19911 came to a conclusion that administrators and 
researchers would get the cooperation of sirs array of teachers, 
facilitating experiment—based ressearch which would be action 
oriented and focused on problems ' 'related to the renewal of the 
educational system with a view to making it relevant and efficient.

Studies fro® Other Countries

Tipayarat An an <19g&J studied to determine the perceived 
importance of the eOfffispetersci.es for Pat tarsi elementary school 
teachers and compared the perceptions of P'attsni elementary school, 
principals according to the demographic characteristics of Pattani 
elementary -schools regarding the cotenancies. The population 
consisted of all the 2QB elementary’school principals of saina rural 
districts in Pattani, southern Thailand- The questionnaire 
concerning professional csiapatersCi ks developed by i^iller <19011 was 
used. The instrument consisted of 44- csfcspetencies grouped into six 
sections:: program planning, cur ricitlusa planning, instruction,
community relations, ccMsasunity agencies and eomfmanity education 
programs. The response rate was 95 percent. The researcher found 
that all competencies were perceived high and moderate. Wes 
competency was rated Sow by any group ssf principals. All null 
hypotheses which stated that there were no significant differences 
among the responses of principals when grouped or? the basis of
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general detscgraphic variables were conf i rouse!. The response of the 

principals did not have signiflean* differences for the following 

general demographic characteristics of Pattani elementary schools? 

districts, prlelpaf 's satts principal's age, principal's degree, 

principal's sxftninistrstive experience, principal's cosnasinity, 

education theory experience, number of teachers in school, teacher 

sex proportion Ir» school, Buddhast-Thai and ffesslia*—Thai teacher 

proportion in school, teacher degree proportion in school, school— 

coaEfiHjnlty activity prog rotas in school*

Atughonu 11935’ sought *o £i<? develop a list at critical 

competencies needed for the secondary school principals#?!© in 

Nigeria and <2> dBtcraiHe if significant differences existed 

between the percepttens of secondary school principals and teachers 

regarding these cosspatssicies. Twenty ramiassly selected secondary 

school principals anc? £.£>£* randomly selected secondary teachers froia 

Aba education I£*jEt1€r B5 the peculation* The secondary school

principals and teachers perceived ecaspeifencxes needed by the 

secondary school principals differently in the ads&inistrBtive 

operational area of administration and organisation, improvement of 

instruction, and staff personnel, services*. The secondary school 

principals and teachers had the sane perceptions on competencies 

needed by the secondary school principals in the administrative 

operational areas of student personnel service, financial and 

physical resource st^ssagesBersfe, anti school cossmtnity relaiioes. The 

secondary school pv‘4svcspaS& and teachers with consistently high
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rankings of all the 3& competencies between essential and 
absolutely ssserstiil expressed that a critical need existed for 
principals to be cosspetent in the six administrative areas.

I scissor# 119SS> investigatsd the possible relationships between 
principal effectiveness sna personality, formal training in 
administratson, and on—the—job experience. The population was 
principals of forty-six schools which were identified as 
'exemplary' since the Arizona School Recognition Program was 
initiated in 1933, 'iho investigator found the following results. 
The principals of Arizona exemplary schools perceive themselves to 
be operating most on the basis of their c-n-the—Job experience over 
fifty percent of the time. Their* teachers perceived them as 
relying sanst on their formal training. Certain tasks were 
approached with heavy reAlance cn personality* such as 'creating a 
positive tewk envirurasent' €S3H> and * Assent if les and uses positive 
commum i c at ions techniques' 47435 There were eight skills 
associated !>/ a asaicsrifcy of the principals with experience, four 
with personality, and one with formal training. More experienced 
principals choas? eKp*rience candidates more often than those who 
mere less c-xpericnesd. Ionian and elementary school principals 
relied slightly sore cn personality than men and secondary school 
principals.

Newkirk—Moore \1933 > studied to determine s.f consensus existed 
among educational practitioners grid policy makers in Tennessee in
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relation to the perceived importance of professional competencies 
for the elessesutary school principal 5 and, to identify fehose 
competencies which were perceived as roast and least critical to the 
rale of the elementary school principal. Bata were gathered from 
344 elementary school principals, school superintendents and 
chairpersons of the boards of education in Tennessee. Major 
findings of the study wares Cl) elementary school principals, 
superintendents and chairpersons of the Boards of Education in 
Tennessee ware nest in agreement as to the importance of certain 
competencies related to the role of the elementary school 
principal? <21 the area of personnel administration was rated most 
often as the very high importance and the most critical area of 
administrative competence for the elementary school principal? C3> 
differences in the perceived importance of individual competencies 
for the elementary school principal were present relative to the 
geographic region of Tennessee in which the school district was 
located? €4) the year in which the school superintendent earned his 
or her highest academic degree and fee institution of higher 
education attended slgr&ifieantly affected the value -superintendents 
placed an certain competencies for the eie»sejr£a.ry school principal? 
C5) there was a major discrepancy among elementary principals as to 
the importance of their role as the leader of guidance end special 
educational services.

Vohn C19S55 studied to determine which of fee competencies 
needed fay fee Junior high school principal -are ssesfc critical as
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Theperceived toy California Junior high school principals- 

priorities were grouped toy s Ca# size of school; €b X female or male 
principals; Cel age of principal; Cd> principal's educational 

level, and €»5 experience as a Junior high school principal- The 

population included all California 7-S principals of public schools 

with an A„l?-A. of at least l&fi, The questionnaire was ©ailed to 

399 principals and 282 were returned- All 45 competencies were 

considered important by the respondents- They dealt sjith the 

importance of csMusun icat ion, interaction with individual-a and 

groups, strong leadership and motivation- The asst critical 

competency art-2, identified was to develop a discipline program that 

leads to responsible student behaviour. True least critical 

cat0pefcemrl.es dealt with budge ting,, laws, external forces, and 

fisaintsnance skills- Wuuaan relations ability was identified ss the 

fivesfc critical competency category- followed closely by leadership 

and isigfcruttfona! leadership- All of the variables except age had 

a significant effect am at least on® of the competency area; 

however, the overall effect was e&iniiaa! .

Yules ii9BSS studied to identify competencies needed by high 

school principals sir&ris assistant principals to effectively develop, 

supervise, monitor, and evaluate school-based specie! education 

programs. Cks.Bpe'feency ststcavemts were generated froa she literature 

and validated toy a pam&S of experts- The final \nsiru«ient 

confeai/ssng thirty competency statement in eight "function arras was 

actelnisfeered to Virginia high -school principals and assistant;
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principals who mere randomly selected •fra® the Virginia Educational

Directory- The findings of this study identified ‘rules for 

disciplines'? ‘select personnel*, * implement due process', 'enable 

improvement of instruction *,, and * implement programs according to 

regulations' as competency statements with the highest tr»e>*» IndeK of 

value- Principals identified the top priority statements ass 

’evaluation for referred students', ’evaluate personnel's and 

’ implement programs according to regulations*- Assistant- 

principals identified the top priority statements as 'promote 

positive attitudes' , ‘rule for discipline*, and *'implement programs 

according to regulations'»

Carstsn CfViSfel studied to determine if the perceptions of 1984— 

85 Utah elementary school teachers related to the degree to which 

male and female principals perform administrative tesics in an 

effective and efficient manner differed depending an the mx of the 

principal- A further purpose wa-s to determine if there are 

recognisable or discernible differences in the perception of job 

satisfaction and is?.char/pr-inc.i p a I rapport depending on the sss of 

the teacher- The conclusion reached aarss CO sort does not ©ake a 

difference mfcen considering or« the job competency § Cl 3 when male 

teachers did net report "equally well", they favoured male 

principals^ i3> when female teachers did not report 'equally well', 

they favoured female principals^ and C4) when not assrSkisig 'equally 

well", teachers generally preferred female principals in curriculum 

guidance, interpersonal, relationships and public relations, and
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they preferred tsiaSs taachers in ads?,inist rativ e capabilities and 
school discipline..

FI utli <198£> investigated and analysed the importance of 
competencies and related skills in the AASft 'Guidelines for the 
Preparation of School Administrators' as perceived by senior high 
school principals*. The sample consisted 356 senior high school 
principals who were ©embers of ..the National Association of 
Secondary School Principals- The following findings were arrived 
at? Cl> the Guidelines were considered by the principals to be 
applicable to their success as administrators- Responses had means 
that ranged fro® 1*603 to 2-977, indicating a range fro© above *of 
moderate importance* to ’of critical importance', £2J principals of 
81 or more teachers exhibited mors favourable responses to the 
Guidelines than principals of 1 to 4® teachers for the variables, 
‘Climate assessment methods and skill'- ‘Jluiti—cultural and ethnic 
understanding", '‘Theories of cognitive development and the 
sequences/structuring of curricula', *Sevelopfflen6/application of 
valid and reliable performance indicators for instructional 
outcomes", C3> principals of schools with over 1*100 students 
exhibited sore favourable responses to the Guidelines than 
principals of schools with 1—3:50 students for variables stated in 
findings number 2, and tfse variables; ‘designing, implementing, and 
evaluating a school staff improvement program which utilizes mutual 
staff and student efforts to fonsaslste and attain school goals', 
’group process. Interpersonal communication, and motivation
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skills', ’conflict mediation and the skills to accept and cape with 
inherent controversies", ’planning futures methods to anticipate 
occupational trends and their educational implications',
* management of chance to enhance-the mastery of educational goals', 
and ’using clinical supervision as a staff improvement strategy’.

Bayless <19071 investigated to determine which competencies 
mentioned in the Assembly Education Committee Report and California 
Senate Bill 813 ware perceived by elementary school principals as 
being important. A questionnaire containing 37 competencies was 
developed in order to determine the importance and inclusion in the 
job description and inclusion in the evaluation instrument. The 
questionnaire was sent to 15S elementary school principals in the 
state of California; 1%& questionnaires were returned. The 
researcher found that CU ninety percent of the school districts 
have a formal job description, <2J elementary school principals had 
perceived‘"that job descriptions included the competencies that are 
delineated in the Assembly Education Committee Report and 
California Senate Bill SIS* €3? the major competencies were ranked 
according to importance as follows! <al instructional program, <b> 
leadership, <c> political and cultural relations. (d) school 
management, Cel human relation and Its self-awareness.

Sauter <19871 studied fee- determine as to where do secondary 
school administrators acquire competencies required for jab 
performance5 whether on the jab or through program methodologies.
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The sample consisted two-hundred and sixty-two firiscma secondary- 
school ad®Insstrators„ The data included the following variables: 
position, ssk, age, race, highest degree earned, administrative 
experience, classroom teaching experience, number of years in 
present position, type of school community, school district 
organisation, student school population, number of district© 
teachers, number of teachers- in school and an indication where the 
competency levels of familiarity, understanding and application 
were acquired, whether in a university setting or through Job 
experience in re fererxe fea thirty-five, competencies identified for 
the study. Statistical tests revealed that the competency levels 
of familiarity and understanding were generally acquired in a 
university while the application level was acquired on £ob. felhen 
the levels wsr»? combined thrse tOiapstsuciss were acquired in a 
university sefeting or through program methodologies while thirty- 
two were acquired as the restilt of Job experience. ft significant 
difference was registered between ©ale and female administrators 
with reference fee competency acquisition in only four of the 
thirty—five competencies identified.

Conclusion

The studies on -guSasinistrative theories, administrative 
competencies, criteria for the school administrator's appointment 
and o5fer related variables, reviewed in this chapter, reveal that 
fflosb of I ho review of literature to date have been an
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administrative competencies, capabilities, behaviours and their 
relationship with the school administratorrs characteristics.

On the other hand* there are some research studies on school 

administrative competencies and their relationship to the school 

Ik'S or other v 3LT x. JL <i-i& * In India* seme researchers found that 

most of the school administrators lack proper knowledge and self 

confidence. The school administrator's administrative task 

behaviour Is move effective than the administrative behaviours 

pertaining to Board Policies and Operations. They tmand no 

significant difference between academic status and leadership 

behaviours and cl so sm difference for ses, age. experience, 

qualifications, training or psychological hindrances. In the 

western countries and Thailand, the researchers found that most of 

the I'tachsii’s and school administrators ware in agreement regarding 

admire 1st rati vs competencies. In some cases, the school

administrators, superintendents and chairpersons of the board were 

not in agreement as to the importance of certain competencies 

related to 4ho role of the elementary school administrators. As 

for the school administrators"" demographic characteristics, most of 
the school administrators' responses did not show significant 

difference for sex* age,, educational degree, administrative 

experience, educational theory experience, number of teachers in 
school, teacher sex proportion in schools, sice of school. On the 

basis of the theoretical models and other conceptualisations 
presented in the review, the investigator has developed insights
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which have helped in viewing the theoretical models in an 
integrated manner* This has led to the choice of the model 
accepted -for the investigation, which is presented in chapter 1.

Also it is found that most studies have yielded relationships 
among variables related to school administrators* behaviour and 
those of other types* However? the studies leave a gap between the 
findings and their application to create educational practices* 
The present investigation is an attempt to fill in the gap fay 
focusing the study an such relationships which car* be utilised for 
developing the criteria for selection of school administrators and 
their professional development* The present Investigation seeks 
its relevance in these two dimensions, as car* be seers from the 
rationale given in chapter 1-

The nest chapter deals with identification of administrative 
competencies and other methodologies 1 details -for the execution of 
the investigation-
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